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[bookmark: _Toc8583880]Introduction
The intention of this assignment is to carry out a study to investigate if the current training programme delivered for ‘All Arms Logistics Training’ within the British Armed Forces is fit for purpose. It will identify whether this can be delivered by current Royal Logistics Corps (RLC) trades who are already doing this as their primary role, and if the need to run future All Arms Courses is required. The RLC Career Employment Groups (CEG) are now all professionally recognised with various organisations for example; the Logistics Specialist Supply Courses have been mapped across to civilian accreditation with the Chartered Institute of Logistics and Transport (CILT). Students undertaking the All Arms courses currently do not have a formal mapped career progression, nor do they gain civilian accreditation.

Currently there are several courses running throughout the year which are delivered by RLC. The courses train students from the Infantry, Army Medical Services, Royal Signals, Royal Engineers and Royal Electrical Mechanical Engineers (REME) etc so that they can carry out combat service support (CSS) functions, qualifying them to become Quartermasters all the way down to basic All Arms Storeman courses. The RLC CEG carry out these roles on a daily basis as part of its core function. There appears to be momentum down in the Ministry of Defence (MOD) for the replacement of cap badge drivers (i.e. non RLC cap badged) with a single Army Driver Career Employment Qualification (CEQ), delivered by the RLC. 

Over the last few years the RLC have developed and delivered a 1st line optimisation programme. This is when an RLC individual does the same role that was previously done by several non RLC staff. 

Once the analysis has been carried out, if the evidence proves that it would be more beneficial for the RLC to carry out these functions, a proposal of recommendations will be put forward to the Director of RLC. The proposal would be packaged as the 'professionalisation' of all logistics into the RLC.  This will include Supply, Communication and all Driver functions.

Commander Field Army (CFA), Lt Gen Patrick Sanders recently identified that he saw Artillery Logistics as one of the Army's greatest capability weaknesses.  If this is the case with Artillery Logistics, how many other units are in the same situation from the All Arms environment? 

It has recently come to light that a majority of the Light Air Detachment (LAD) units have failed the logistics support and assurance inspections (LSA&I) regime, which has resulted in them being amalgamated into the main unit. This again has given fuel to the fire for the professionalisation of logistics by RLC CEGs.

In addition, the following will be discussed throughout the dissertation:
 
a.	All Arms logistics – why is it needed?
b.	What is delivered now and is it fit for purpose?
c.	Process of formalising the delivery of current training
d.	Adult Learning theories
e.    	Next Steps.

[bookmark: _Toc8583881]Research Approach 
Data will be obtained from various Regiments using interviews, questionnaires and secondary data available from various sources. It is intended that these interviews will be carried out by the researcher following a guide to the issues to be discussed but not overly prescriptive in terms of the sequence. I.e. an ‘interview guide approach’ (Cohen et al, 2011).  This will allow the researcher the flexibility to adjust the sequence of the issues to be discussed depending upon the responses given without upsetting the seniority gradient in the interview.  The design of the study will allow the collection of data from three main groups of participants. These groups are:

· Qualified Personnel 
· Subject matter experts
· Invalidation reports 

It is important to include these users in this study because each user can have a different perspective and by carrying out this study all parties will be able to understand how the supply chain is affected. These individuals may also be responsible for evaluating, and possibly implementing, any recommendations made by this study. The assignment will also look at which is most cost-effective way of freight distribution.

[bookmark: _Toc8583882]Research Strategy  
According to Yin (1984), the case study design should have five components: the research question(s), its propositions, its unit(s) of analysis, a determination of how the data will link to the propositions and criteria to interpret the findings. Each research strategy has its own specific approach to collect and analyse empirical data, and therefore each strategy has its own advantages and disadvantages. Many research methodologies have been identified by past researchers, Galliers (1991) for example listing fourteen. Although each strategy has its own characteristics, there are overlapping areas, which bring complexity to the process of strategy selection. 

In order to avoid gross misfits between the desired outcome and the chosen strategy, Yin (1994) stresses that the type of question posed; the control over actual behavioural elements; and the degree of focus on historical or contemporary events; are the conditions which should provide the grounds for strategy choice.

[bookmark: _Toc8583883]Timescale
Due to the workload of the author the research for this assignment began in December 2018 during Christmas Leave.  Questionnaires were distributed in February 2019, with the data being back and collated with myself by end of March 2019.  

   


[bookmark: _Toc8583884] CHAPTER ONE: Introduction

Because of my wartime experience, I am insistent on the point that logistics know-how must be maintained, that logistic is second to nothing in warfare, that logistic training must be widespread and thorough.” 
Vice Admiral Carney US Navy (2014)
[bookmark: _Toc8583885]1.1 Background
The Defence College of Logistics and Personnel Administration (DCLPA) is an 
operating division of the Army Recruiting and Training Division (ARTD) under the 
command of Commander Regional Forces (CRF).  

It provides both Phase 2 and Phase 3 training for individuals to gain trade knowledge. Phase 2 training is training required to prepare a recruit for their initial period of service in a unit within the British Army. It generally covers a recruit for the first two years of service. For a Royal Logistics Corps (RLC) Career Employment Group (CEG) this phase will teach individuals all of the basic knowledge required to carry out their function in the field army. 

Phase 3 generally commences when soldiers have completed their initial two years’ service and covers the remainder of their career. For the RLC CEG this involves a formalised career path (personalised career development plan) that has been mapped to civilian accreditation. For the All Arms environment (non RLC CEG) this consists of various All Arms courses that they attend, with no formal civilian recognition or formalised career paths.

“To deliver specified logistic training and training support in order to 
sustain national Defence capability” (Russell MHF2009) 

The All Arms Wing currently based at Princess Royal Barracks (PRB) Deepcut, provides training for British Army Quartermasters and their support staff, including Health & Safety Advisors and Dangerous Goods Consignors courses. These are all individuals that may not have any exposure to the Combat Service Support (CSS) Function within their career, and as such may not have a deep understanding of this function. The current training output for this department is shown below in the table:

	Course Title
	Total Courses 
run Per Year
	Students Per Course
	Total Students per Year
	Course Duration

	All Arms Quartermasters
	 6
	21
	126
	21 days

	All Arms RQMS and Independent Unit CQMS
	10
	18
	180
	14 days

	All Arms CQMS
	16
	18
	288
	14 days

	All Arms Storeman
	23
	18
	414
	14 days

	All Arms Unit Application Administrator
	10
	18
	180
	4 days


Table 1 All Arms Courses 

As a CSS function, the RLC is the largest core in the army, it’s a diverse organisation with technically qualified soldiers working both in peace time and on operations. It is responsible for maintaining the army’s operational capability by providing constant support and sustaining units delivering vehicle parts and tools to ammunition, rations and water (Army, 2018). 

In comparison, professional RLC Logistics Specialist (Supply) carry out the following training: 

	Course Title
	Total Courses 
run Per Year
	Students Per Course
	Total Students per Year
	Course Duration

	RLC Logistics Specialist (Supply) Class 3
	20
	18
	360
	20 Days

	RLC Logistics Specialist (Supply) Class 2
	13
	18
	234
	10 Days

	RLC Logistics Specialist (Supply) Class 1
	9
	18
	162
	25 Days

	RLC Logistics Specialist (Supply) SNCO
	5
	16
	80
	15 Days

	RLC Logistics Specialist (Supply) WO
	2
	16
	32
	10 Days


Table 2 RLC Logistics Specialist (Supply) Courses 

To achieve these tasks the RLC is currently established with three Logistic Brigades, five Logistic Support Regiments (LSRs), six Force Support Regiments and four Enabling Regiments.   In addition, each Regular RLC Regiment is twinned with a Reserve Regiment who can conduct the same role as their Regular counterpart, thus providing depth to the provision of the required support.  

These formations and units are deployed with their dependencies all over the world and operate in all conditions, this includes on land, sea and in the air, night and day, in rain, shine and snow, in mountains, desert, built up areas and jungle terrain.  However, the requirement is even greater than that, indeed wherever and whatever conditions the British Army deploys, the RLC follow. 

Those who join the RLC join to gain a specific trade and recognised qualifications which will transfer into the civilian world. Whereas, the All Arms environment initially have a fixed role such as Rifleman or Gunner which further develops their initial basic training and they only undertake All Arms courses if they decide they want to progress within CSS career stream. 

Comparatively, soldiers are recruited to fulfil specific trades within the British Army.  Once they have completed Phase 1, or “basic” training they automatically progress into Phase 2 employment training.  Here they complete continuation training, acquire basic close combat skills, driving licenses and trade qualifications that will enable them to execute the tasks of their chosen trade. Delivering global support within its established manning resources has led the RLC to create ten trades, with each trade Career Employment Groups (CEG) having a specific role in delivering Combat Service Support. These trades are:

1. Ammunition Technician
2. Chef
3. Driver
4. Driver / Air Despatcher
5. Movement Controller
6. Driver / Communications Specialist
7. Logistic Specialist (Supply) (LSS)
8. Petroleum Operator
9. Port Operator
10. Postal and Courier Operator

This case study will concentrate on the Logistics Specialist (Supply) trades to see if current roles within the All Arms environment could be fulfilled by the RLC CEGs thus negating the need to run the All Arms course mentioned above which could result in savings for the Ministry of Defence (MoD) in training, manpower and facilities costs and resources.

[bookmark: _Toc8583886]1.2 Aim 
The aim of this study is to carry out an evaluation as to whether Defence Logistics School (DLS), and more directly the All Arms Wing is providing the correct level of training to individuals on the All Arms Courses; allowing them to deploy on operations worldwide in support of a deployed force.  By surveying a random selection of individuals who attend the All Arms Courses between 1st April 2018 and 31st March 2019 and various feedback and evaluation reports, it will be possible to test these hypotheses:

	H0 	The training conducted by All Arms Wing is meeting the requirement of
the British Army deployed on operations worldwide.

HA 	The training conducted by All Arms Wing is not meeting the requirement of the British Army deployed on operations worldwide.

[bookmark: _Toc8583887]1.3 Methodology
This is to be achieved by completion of the following objectives:
· A summary of the background of DCLPA, DLS and All Arms Wing.
· A review of the way training is developed within the British Army using the 
Defence Systems Approach to Training (DSAT) and other military documentations.
· Analysis of raw data retrieved using a questionnaire, from the target 
Students and data sourced from the invalidation process.
· Report on the findings, with an analysis of the results along with a conclusion
and recommendations.

If the Null Hypothesis is proven, then Headquarters Land Forces and DRLC, should 
use the case study and its recommendations to allow the RLC CEG to deliver the CSS function instead of All Arms qualified individuals. This may result in the requirement for All Arms individuals to re-cap badge to the RLC as the current manning within the RLC is not sufficient to carry out all these functions.

If the Alternate Hypothesis is proven, then All Arms Wing must complete a review of 
training in order to find any areas of improvement.  If after this review no areas can be found to improve, then Headquarters Land Forces, DRLC and units within the
British Army must review the Operational Performance Statement already in place to find areas to be improved and then change them.

[bookmark: _Toc8583888]1.4 Case Study Layout
This case study has been structured using the following chapters:

Chapter 1 introduces the case study and the reasons behind the selection of this subject matter for formal review. This case study has been written with an introduction that introduces the reader to DCLPA, DLS and All Arms Wing functions.

Chapter 2 presents the literature that has been reviewed to gain a better understanding of the wider issues involved in this matter, particularly that of how education is achieved and the military’s approach to training.  

Chapter 3 describes the research methodology used in support of this case study.

Chapter 4 presents the analysis and results of the literature review and of the survey undertaken in support of the study. 

Chapter 5 draws conclusions and makes recommendations for future research. 
	
Tables, charts and a brief explanation of the tables or chart are used to show the results and make it easy for the reader to understand the data found.  




[bookmark: _Toc8583889]CHAPTER TWO: Literature Review

[bookmark: _Toc8583890]Introduction

“This is not a matter of quantity but of the quality of military personnel”

 Connaughton R (2008)

This chapter will review the current British Army Doctrine with regards to how they train and what levels of competence are required for deployment on current operations.  Within the British Army, doctrine is published in a variety of ways, formal letters and by authoritative publications being just a few examples.  

The diagram found at Figure 1 provides a visual representation of the author’s original understanding of the literature, both military and civilian associated with this case study.  Additionally, it identifies the layout of the literature review chapter:

[image: ]
Figure 1: The Literature Review Process

[bookmark: _Toc8583891]2.1 Training and Education
Critical to the very hub of this study lies the discussion between what, if any, are the differences between training, education and development.  An examination of these three terms will provide a useful start point in their comparisons.  The principal meaning of each of these terms is:

· Training – this usually implies preparation for an occupation or for specific skill; it is narrower in conception than either education or development; it is job-orientated rather than personal.

· Education – this is usually intended to mean basic instruction in knowledge and skills designed to enable people to make the most of life in general; it is personal and broadly based.

· Development – this usually suggests a broader view of knowledge and skills acquisition than training; it is less job-orientated than career-orientated; it is concerned more with employee potential than with immediate skill; it sees employees as adaptable resources.
(Cole, 2002)

There are a number of reasons why organisations should evaluate their learning and development activities, and this includes the following: 

· To help make decisions about what interventions should (or should not) be replicated in the future. 
· To provide evidence of investment in their [organisations] human capital.
· To demonstrate the value that interventions bring to the organisation (Burkett, 2005). 
· To enable training departments to justify their expenditure, particularly where there is an increased focus on spending less whilst generating more outcomes (Goldwasser, 2001). 
· To reinforce the importance of an evaluation process when trialling new programmes for employees (Russ –Eft and Preskill, 2008).
· To assist in determining who should attend training programmes (Mann, 1996).
· To allow the organisation to identify whether there are better ways to achieve things rather than through the provision of formal learning and development interventions i.e. job aids which are more effective (Simpson, 2002). 
Mann (1996) identifies beneficial legal implications of having effective evaluation data so that if necessary, organisations can demonstrate the job relatedness of training programmes). For example, effective performance management should create a paper trail of evidence which may not only support the individual but the business as well.  The most basic reason for providing learning and development is to ensure that an organisation’s employees can carry out their current role.  Some training may be mandatory in relation to health and safety or occupation-specific issues but much of it will be discretionary where organisations appreciate the added value that they will gain from having highly skilled and knowledgeable employees. 

Organisations which are keen to improve their productivity, efficiency and profitability will look to move beyond mandatory training and look at more diverse learning and development activities which will enable the employees to maximise their potential and provide a valuable resource for the organisation.  Learning and development can be a source of competitive advantage where employees gain appropriate new knowledge and skills (Towler and Dipboye, 2009) which provides a strong argument for organisations to invest in their employees so that they can reap the benefits.

[bookmark: _Toc8583892]2.2 MOD Training Directives and the Defence Systems Approach to Training 
The Defence Systems Approach to Training (DSAT) process, is the quality standard for the management of training implemented by the three services (Army, Navy and Air Force) which make up the UK Armed Forces.  All training activity must comply with this standard.  
[image: ]
	Figure 2 DSAT Process 

The current form of DSAT came into effect in May 2004 (DCI 2003) to harmonise and standardise training, it is utilised to set out the strategic principles to be applied.  

Along with having understanding of the DSAT process or Learning Unit Model, the
designer of the training must also understand the different ways in which we all learn, as it could have a bearing on the direction they take in designing the training.
We all use trial and error as the basis, and we continue to use this method until we fail in the task we are performing. Only then will we attempt to approach using a different method.  Thorndike’s trial and error theory states learning takes place by trial and error. Some people call it:

 	“Learning by selection of the successful variant,”

 (Psychology Discussion, 2019). 

It is a powerful way of learning, but it does have several weaknesses. Widely recognised and employed across industry and militaries around the globe, the Training Needs Analysis (TNA) process is vital in identifying the training requirement by an organisation that perceives a training requirement. 

‘A training needs analysis (TNA) to establish where training is needed is particularly vital in the context of today’s fast changing environment: it will help to keep people’s skills and abilities current and give organisations a competitive edge’
(Chartered Managers Institute, 2012)

This process ensures the most effective training is provided in the most efficient manner, which in today’s economic climate is critical, especially when spending UK taxpayer’s money.  Considered one of the most important steps in training design by many theorists the consequences of not conducting TNA correctly are succinctly summed up by the following statement from William J. Rothwell;

‘If TNA is not performed or not performed properly, the training will not be properly focused.  The result will be that the training will not cover what people really need to know to do their jobs.  Decision-makers will predictably ask for return on investment (ROI) studies of the training, and such studies-when conducted will show disappointing results.’

					(Rothwell, 2012)

[bookmark: _Toc8583893]2.3 Training Techniques
The current way in which a subject is taught within the Military environment is the EDIP Process "EDIP" stands for: Explain, Demonstrate, Imitate, Practice.  First you explain to them how to do something.  Then you show them how to do it by doing it yourself. Then you make them imitate (copy) what you have shown them. Finally, you make them do it repeatedly, practicing until it is second nature. However, there are other teaching methods that may suit the Army’s needs better. 

Yeo (2008:317) states “research by Marsick and Watkins (1990) found that of all employee learning, only 20% learn from structured training programmes”. This suggests that if organisations want to build up a true picture of the success of different learning interventions they may wish to capture some of the less formal learning which may make a significant contribution to performance. Again, there would be practical implications of trying to capture evaluation data from every learning event as time would be needed for the learners to undertake this (if they can identify occasions where they have benefitted from informal learning). If this learning takes place when an employee joins an organisation (as part of the induction process) this could be evaluated as part of the overall review of their induction, where it happens on a more ad hoc basis this may be difficult to identify and reflect upon. 

To provide the highest quality of training these techniques are used where they are most appropriate to the aim of each lesson and on several occasions, two or more techniques are blended together.  Furthermore, the entire school has a Coaching and Mentoring ethos, which encourages instructors to recognise individual strengths and weaknesses.  This information can then be employed to support students in their learning experience, not only for the course they are currently enrolled, but also for their entire career. 

[bookmark: _Toc8583894]2.4 Learning Theories
Throughout history there have been many theories in how individuals learn this paragraph will look to see which learning theories best suit the military. Officers and NCOs who attend military schools are adults which makes the application of rules referring to adult teaching methodology necessary during their education. Adult education is the longest phase of the educational process regardless whether it is formal, non-formal or informal education. There are several differences which distinguish military schools’ students from students attending civilian schools. Education of military personnel is not only the personal interest of an individual, but also the interest of various units which assign Officers and NCOs to military educational institutions. As adults, Officers and NCOs prefer working individually, in pairs or in smaller groups (syndicates), where they can excel through active participation. For this reason, education in military schools must be planned and conducted accordingly, as the experience and specific needs of military students require different teaching approach. Bearing in mind that adults are used to working individually, teachers should be using methods which allow students to achieve their goals through such individual work. 

According to Doidge (2007) the brains plasticity declines with age which results in previous behaviours taking hold and any change is more difficult. Learning will eventually become increasingly difficult for older individuals and with the majority of the Quartermasters being Late Entry Officers with most being over 35 years old the question needs to be asked how much information is absorbed during their 4 week programme? And are they open to new information?

The current way of thinking in the military is to approach any learning by Coaching and Mentoring an individual. Before we start to consider the case for coaching it is important to position it firmly within the wider field of learning and development. Identifying, developing and retaining talent are now pervasive issues for all organisations. It is widely accepted that organisations’ intangible assets (i.e. their human capital) are crucial for building long-term value and building a flexible and agile base to support future growth. Employee and organisational learning have stepped forward into the limelight in recent years as organisations have realised that the ability of an 
organisation to respond quickly and flexibly to change is largely dependent on the capability of its employees to learn, adapt and evolve.

[bookmark: _Toc8583895]2.5 Summary
There are many ways in which training can be developed, the British Army use of the DSAT process, which is something that has been developed since the 1960’s and is very like other methods used in civilian circles.  The Training Quality Manual used by DCLPA, is a very good source of information for both the individuals’ responsible for developing and for delivering the training, in the required direction in order it to meet current standards required.  However, the TNA is the point of which the whole process is developed regarding the OPS.  This OPS is very important regarding the answer set by case study and will be covered in later chapters.  



[bookmark: _Toc8583896]CHAPTER THREE: Research Methodology

[bookmark: _Toc8583897]Introduction 
This chapter will review the Research Methodology used within this case study.  A
written questionnaire method of gathering results was conducted, the reason as to 
why this method was adopted, and others rejected will be discussed.  Research itself 
can best be explained as a systematic search to find answers and there are
many styles and methods used to gather data.  Several research philosophies have been identified by various academics including Saunders et al (2012). They identified approaches such as positivism, realism, interpretivism and pragmatism.  

Evaluating these different philosophical approaches, the author has adopted an interpretivism approach to this study, hoping it would provide the richest form of data. Clarke (2000), suggested that the ‘Interpretivism approach confronts the difficulties presented by the nature of the research domain and, the intangibility of many of the factors and relationships; the inherent involvement of the researcher within the research domain’. 

Therefore, the final approach to be used for research and the method in which data is collected and analysed will depend entirely upon the nature of the question asked.  It is of the utmost importance therefore, to understand the positive and negative aspects of each approach to select the methodology best suited to achieving the required answer. 

Primary research is new research, carried out to answer specific issues or questions. It can involve questionnaires, surveys or interviews with individuals or small groups. The first stage of collecting data/ research is often referred to as primary research as it involves the study of the subject through first-hand observation and investigation; Dawson (2009). Most of this assignment will be relying on this form of data to critically evaluate and analyse whether the All Arms Training is fit for purpose.

[bookmark: _Toc8583898]3.1 Questionnaire Design
To ensure maximum participation, ease of understanding and completion, the questionnaire was kept to the minimum number of questions with the original design aim of keeping this document to a single page.  However, as the questionnaire began to take shape it became apparent this course of action was unachievable, especially if the survey was to have any depth, whilst providing the necessary detail worthy of analysis. On completion the document included only 12 questions and was just over a page and a half in length, meaning it was still a single sheet of A4 paper but contrary to the original plan it needed to be printed on both sides of the paper.  Each of the 12 questions had several available answers that were identified by ticking the appropriate box, thus answering negatively to the other available options.

The identity of those who were completing the questionnaires had to be anonymous, again this was regarded necessary to encourage participation.  To facilitate this requirement, questions regarding the participants themselves were only generic i.e. Age, Gender, Time served and Current Rank.  It was felt anonymity would have the added effect of providing the greatest honesty yet provide the participants credentials.  
[bookmark: _Toc8583899]3.2 Quantitative and Qualitative Research
Quantitative and qualitative research are complementary methods that you can combine in your surveys to get results that are both wide-reaching and deep.
Simply put, quantitative data gets you the numbers to prove the broad general points of your research. Qualitative data brings you the details and the depth to understand their full implications.

Quantitative data is designed to collect cold, hard facts. Numbers. Quantitative data is structured and statistical. It provides support when you need to draw general conclusions from your research.

Qualitative data collects information that seeks to describe a topic more than measure it. Think of impressions, opinions, and views. A qualitative survey is less structured: It seeks to delve deep into the topic at hand to gain information about people’s motivations, thinking, and attitudes.

 While this brings depth of understanding to your research questions, it also makes the results harder to analyse.

Nearly all methods of collecting research starts with the collection of data and ends with a set of results which are available for examination.  Quantitative research is the
numerical representation and manipulation for describing and explaining the phenomena that those observations reflect. 

Qualitative data on the other hand is captured and shown in words and can allow the researcher to interact with their results or form their own opinions relating to the data.  Normally the data is collected in one of three ways:

1. Interviews

2. Candidates Observations

3. Document and/or Artefact analysis

Therefore, qualitative methods are simply exploratory methods used chiefly to 
generate hypotheses for quantitative testing.  

A qualitative research method allows other parties to interpret the data from their own viewpoint and are very open to personal beliefs, social environment or influences. However, the data recovered whilst being qualitative can often be coded quantitatively and quantitative data can be based upon a qualitative judgement.  These two research methods don’t conflict with each other. They work much better as a team. In a world of Big Data, there’s a wealth of statistics and figures that form the strong foundation on which your decisions can rest. But that foundation is incomplete without the information collected from real people that gives the numbers meaning. 
 
[bookmark: _Toc8583900]3.3 Likert Scale
When designing a rating scale for a questionnaire, the researcher must specify the number of points on the scale. Likert scales (named after Rensis Likert, 1932) most often uses five points. These types of scales are quite popular because they are one of the most reliable ways to measure opinions, perceptions, and behaviours.
Compared to binary questions, which give you only two answer options, Likert-type questions will get you more granular feedback about whether your product was just “good enough” or (hopefully) “excellent.” They can help decide whether a recent company outing left employees feeling “very satisfied,” “somewhat dissatisfied,” or maybe just neutral.
This method will let you uncover degrees of opinion that could make a real difference in understanding the feedback you’re getting. And it can also pinpoint the areas where you might want to improve your service or product.
Osgood, Suci and Tannenbaums (1957) semantic differential uses seven and Thurstons (1928) equal appearing interval methods uses 11 points.

Using the scales is utilitarian and can be used to generate several response types.  Scales with an even number of answers have no central point and force the candidate to make a choice.  

The accepted minimum Likert scaling is referred to as a Bipolar method, in which responses are either negative or positive.  A four-point scale is used to force the candidate into making choices as the middle option of “Neither agree nor disagree” being removed.  Figure 6 shows an example of a four-point Likert scale.   

Disagree			  Disagree			          Agree			     Agree
 Strongly			Somewhat			      Somewhat		    Strongly

					









Figure 3 Four Point Likert Scale

The above type of Likert scale may be falsified by several sources:

1.	Avoiding the use of extreme response categories.

2.	Agreeing with statements as presented.

3.	Describing themselves, or their organisation, in a better light.

It was because of the points above this method of collecting the required data was 
disregarded as it was felt it was also open to misleading answers from candidates.

The sample size itself is also a complex mathematical calculation.  It would be unwise to base a decision upon 100,000 people if the candidates chosen was only 10 in numbers. 

‘Most researchers use the 95% confidence level’
(The Survey System, 2010).

In order to calculate the confidence interval, the following calculation is required is 
figure 7 below: 


			95% CI = 2√ P (100 – P)

		       				  n - 1
P = Sample Percentage
N = Sample Quantity

					


  







Figure 4 Confidence Calculate

It is nearly always not possible and far too time consuming to achieve 100% accuracy. However, the larger the sample size the smaller the margin of error is going to be.

[bookmark: _Toc8583901]3.5 Survey Collection Methods
There are many ways the information for this case study could have been 
collected, in this next part of the case study the author will review those methods considered and discuss the reason for rejection or selection.  The research also should evaluate the improvement in response rates associated with using multiple survey collection methods (TRB, 2010).  Before a method was selected a review was undertaken to demonstrate the characteristics of the sample group.  Due to the size of the trade and level of training required to complete all given aspects of it, the author decided that the sample group was to be made up of students who would need the minimum amount of pre-deployment training to carry out the job on operations.  Former students were asked to complete a survey, the ranks ranged from Private (Pte) through to Major (Maj) the courses selected to be critiqued ran during the period of 08 May 2018 to 30 Mar 2019 at Deepcut.  Recorded below are the various options that were considered for the student survey.

a.	Phone Survey
The use of a phone survey was considered as a realistic way of recording the data 
required for this case study.  The Armed Forces has an extensive phone network with the capability to contact a large sample audience.  There are several benefits to using the phone survey, it leads to the ability to control and stop cluster sampling.  
Also, it is far quicker at getting results providing you have a fair-sized survey team at 
your disposal.  However, phone surveys were rejected from this case study because
it would take far too much time for the author to collect the required data alone.  A test was carried out to ring 10 students based around the UK and North West Europe.  The main problem encounted was ensuring that those selected were available and able to give up the time within their day to provide the support required in the research.  A major drawback is that in order to research this case study phone 
surveys withdrew the random quality associated with other forms of research and a
decision had to be made to select all 150 planned, after carrying out the trail phone 
calls it was found that on average each one lasted for over 12 minutes when the 
students could speak to me.  This would mean that to get data from only 100 of the 
planned figure would take over 20 hours, which is far too much for just one person.

b.	Interviews          
Both formal and informal interviews was also a possible option to collect the required
Data and this option was chosen for the Subject Matter Experts (SME’s) due to limited numbers.  The benefits of these types of survey is that the return of data can be quick providing that the sample group is available and like phone surveys has the time to undergo the interview.  Interview surveys also guarantee the feedback to be of a higher quality.  However, the pitfalls associated with this type of data collection are numerous.  The main concern is that the interviewer may ask leading questions in order to gain the required responses. However, for most of this study in regard to previous students, the decision was taken not to use this method as students may give answers that they think the interviewer wants to hear rather than the truth – and also because they are based all over the world.  

c.	Written Questionnaire
There are a great number of advantages and disadvantages for using this method of 
research. It cannot be underestimated the savings that can be gained about time and finance against other methods.  During this study the sample group used consisted of students who had attended the Basic All Arms Storeman, All Arms CQMS, All Arms RQMS and All Arms QM courses for a 1 year training period, using the result recording system it was proved to be extremely easy to locate these former students and get up to date working addresses.  

Question banks generally allowed easy analysis and tabulation.  Questionnaires are also very familiar to most people and therefore completion can be simple and painless.  A major disadvantage with written questionnaires is the very high possibility of low response rates from former students.  This disadvantage is not limited just to this method of data collection but can reduce the confidence associated with any results.  Because of the manner with which questionnaires are constructed they can sometimes prevent the sample group from expressing an answer further.  This failing could prevent further analysis of a given situation and prevent a true understanding, however this can be overcome by allowing the group to add comments associated with the asked questions.  A very big fear of written questionnaires is that the intend individual would not complete the questionnaire themselves.  

‘The researcher has less control over the sample population’
(Online Research, 2006).  

This could affect the result if the individual completing the questionnaire if they fail to conform to the prescribed demographic of the target group.

[bookmark: _Toc8583902]3.6 Secondary Research
Secondary research makes use of information previously researched for other purposes and publicly available. This is also known as 'desk research'. Secondary research includes published research reports in a library, surveys or the Internet. There have been numerous areas of research carried out in relation to this area and in specific regarding outsourcing, this will be where the majority of the research literature review will be found and some of this information may be referenced throughout this assignment. 

In addition to the survey conducted in support of this case study, several other avenues were employed to identify and further understand the subject matter, thus enabling better analysis.  To inform the author of the wider aspects relating to this study the following methods of secondary research were employed.

· Chartered Institute of Logistics and Transport (CILT) Knowledge Centre
 
· Chartered Management Institute (CMI) Knowledge Bank

· UWTSD Swansea Library 

· Defence Intranet

· The World Wide Web

[bookmark: _Toc8583903]3.7 Summary
There are various options available to the individual investigating and requiring a 
solution to a question set.  However, selecting the correct method of gathering the data required can often save time and effort.  Individuals who do not review all methods of collecting data do so at their own risk.  Data comes in many formats and often the results required can only be delivered by selecting the correct survey type.  Care should always be taken to ensure that the desired results required are identified as being qualitative or quantitative as this also determine the method selected for collection.   


[bookmark: _Toc8583904]CHAPTER FOUR: Analysis

[bookmark: _Toc8583905]Introduction
In this chapter a review will take place of the survey completed as part of this study.
The questions asked, and findings will be analysed as to relationship with the question set.  A pilot test was undertaken with individuals from the author’s unit in the middle of November 2018. Initially the questionnaire was hosted on the SharePoint where individuals were sent a link to update an online survey. This was found to be too complicated and the results varied which meant the data was corrupt. It was then decided to use a paper questionnaire which was again tested by individuals at the author’s unit. This was to ensure the questionnaires were easy to understand and could be filled out in a short period of time. Initially 496 questionnaires were sent out over a two-week period at the end of November 2018, to all students from the All Arms Courses ran during Training Year 18-19 in Deepcut, however only 116 were returned by the closing date of 15th February 2019. 

[bookmark: _Toc8583906]4.1 All Arm Course Training Analysis Training Questionnaire
Questions 1, 2 and 3 were used to ascertain the Gender, Age and Rank of the individuals filling out the questionnaire, ensuring a balanced view. On the initial questionnaire this was broken down into three parts JNCO, SNCO and Officers. It was decided to combine the JNCO and SNCOs together as this would give a balanced view across the board. Table One below shows the breakdown of Gender in relationship to Ranks:

	
	FEMALE
	MALE
	ALL

	Rank
	No.
	%
	No.
	%
	No.
	%

	JNCO
	7
	50
	16
	16
	23
	20

	SNCO
	4
	      29
	30
	29
	34
	    29

	Officer
	3
	21
	56
	55
	59
	51

	Total
	14
	100
	102
	100
	116
	100


Table 3 – Gender & Rank Comparison

Using the Data above the following hypothesis were tested: 

· H1 :    There is no statistically significant difference in ranks  between Non-Commissioned Officers and Commissioned Officers within different Genders.
· H1a :    There is a statistically significant difference in ranks  between Non-Commissioned Officers and Commissioned Officers within different Genders.

By carrying out an Anova Test on this data we can determine if there are statically significant differences between the male and female regarding which rank group they belong. 

	Anova: Single Factor
	
	
	
	
	
	

	SUMMARY
	
	
	
	
	
	

	Groups
	Count
	Sum
	Average
	Variance
	
	

	7
	2
	7
	3.5
	0.5
	
	

	16
	2
	86
	43
	338
	
	

	ANOVA
	
	
	
	
	
	

	Source of Variation
	SS
	df
	MS
	F
	P-value
	F crit

	Between Groups
	1560.25
	1
	1560.25
	9.218611521
	0.093509615
	18.51282

	Within Groups
	338.5
	2
	169.25
	
	
	

	
	
	
	
	
	
	

	Total
	1898.75
	3
	 
	 
	 
	 



The conclusion from this test is that we accept the alternate (H1a) hypothesis as the F Value (9.218611521) is less than F crit Value (18.51282).

Questions 3 and 5 were then tested to see if there were any similarities. Again, the author decided to combine the JNCO and SNCOs together as this would give a balanced view across the board. A F Test Two-Sample for Variances was carried out test if the populations were equal or not.

	 
	NCO
	OFFRS
	ALL

	Cap Badge
	No.
	No.
	No.

	Royal Logistic Corps
	8
	12
	20

	Royal Corps of Engineers
	0
	5
	5

	Royal Artillery
	4
	6
	10

	Royal Signals
	6
	2
	8

	Royal Marines
	0
	0
	0

	Infantry
	18
	22
	40

	Royal Armoured Corps
	2
	4
	6

	Royal Electrical Mechanical Engineers
	10
	2
	12

	Army Air Corps
	5
	3
	8

	Army Medical Services
	2
	2
	4

	Brigade of Gurkhas
	2
	1
	3

	Intelligence Corps
	0
	0
	0

	Total
	57
	59
	116


Table 4 – Rank and Cap Badge Comparison

Using the data above the Hypothesis to be tested were:
· H2 :    There is no statistically significant difference in ranks  between Non-Commissioned Officers and Commissioned Officers from different Capbadges.
· H2a :    There is a statistically significant difference in ranks  between Non-Commissioned Officers and Commissioned Officers from different Capbadges.

	F-Test Two-Sample for Variances
	
	

	
	
	

	 
	Variable 1
	Variable 2

	Mean
	4.916667
	4.75

	Variance
	39.7197
	27.84091

	Observations
	12
	12

	df
	11
	11

	F
	1.426667
	

	P(F<=f) one-tail
	0.28279
	

	F Critical one-tail
	2.81793
	 



The result from this test shows that the alternate (H2a) hypothesis has been proven this is evidenced due to the fact the P value is quite high.

Question 3 & 10 were then tested to see if there were any similarities. The author decided to combine the JNCO and SNCOs together as this would give a balanced view across the board. A Chi Square test was carried out to see if Rank had any bearing on understanding in different individual roles:
 
The statement was:

‘The course has prepared you well enough for your current role and you feel confident in your future endeavours.’

Using the data below the following hypothesis were tested: 

· H3 :    There is no statistically significant difference in the understanding of roles  between Non-Commissioned Officers and Commissioned Officers.
· H3a :    There is a statistically significant difference in the understanding of roles  between Non-Commissioned Officers and Commissioned Officers.

See below a Chi Square test carried out to see if Rank had any bearing on understanding individual roles:

	
	Uncomfortable
	Comfortable
	Very Comfortable
	

	NCO
	15
	22
	20
	57

	Offrs
	11
	9
	39
	59

	Totals
	26
	31
	59
	116



	
	
	
	

	
	
	12.78
	28.99
	

	 
	
	13.22
	30.01
	

	
	
	

	
	
	0.39
	2.79
	

	
	
	0.37
	2.69
	

	
	
	
	
	

	
	
	chi-square =
	12.15
	

	
	
	p =
	0.002294
	



The above calculations provide the following results H3 (χ= 12.15, p= .002, df = 2), thus contradicting the above assumption, as there is a highly statistically significant difference.  This allows rejection of the null hypothesis (H3) in favour of the alternate hypothesis (H3a).
[bookmark: _Toc8583907]4.2 Subject Matter Experts (SME) Interviews
Following the findings above it was decided to interview several SMEs who had a background in Logistics Operation to see if the training that was being delivered was fit for purpose. After speaking to Royal Artillery Regimental Quartermaster Sergeant (RARQMS) it was identified that the current career stream for Royal Artillery Logisticians (RA Log) CEG was not professionalised and there was a training gap for Technical Sergeants (Tech Sgts). Once a RA Log Soldier has attended their All Arms Course as Lance Bombardier (LBdr) they don’t attend another course at Deepcut until they reach the rank of Staff Sergeant (SSgt) which is the All Arms CQMS Course. As the Tech Sgt is solely responsible for the Equipment Entitlement (EE) of the organisation it has been identified that a specific course be developed for Tech Sgts across the All Arms environment.  This course should be aimed towards the management of the EE and any other functions they will be required to carry out as part of their role. Up until the Rank of SSgt an RA Log soldiers may be required to flip between logistics roles. This may require them to take up other roles within the Regiment which results in them being qualified in several Logistics areas such as Mechanical Transport (MT) Operators. This can be an area of skill fade and being qualified in too many areas can cause issues with the overall competence of an individual.  If you recall the careers that the RLC have these roles are clearly separated and are different career paths due to them being two differently professionally civilian accredited career paths.

A common theme was that individuals attending the All Arms Courses were spending too much time using MJDI when they were required to be in a Managerial position, and as such should be carrying out checks on the system rather than transacting on the system. An example of some of the comments can be found below:

‘An overall understanding is required, there is too much MJDI, managerial check with Oracle Discovery is far more relevant.’

‘Way too much info, no interaction, no ability to retain the info without conducting a practical.’

‘Needs less MJDI and more management tools, especially Oracle.’

Another comment in regards the QM courses stated:

‘Course is weighted towards QM's which I fully appreciate, but could there be scope for a QM (T) course of less duration (1 or 2 weeks)?’

The above statement may allow the school to scope if there is a requirement for two separate QMs Courses as the roles are significantly different. The QM(M) normally deals with Infrastructure of the Regiment whilst the QM(T) deals with the Equipment Serviceability and Inspection regimes within a regiment.

[bookmark: _Toc8583908]4.3 Summary
The questionnaire proved to be an excellent tool for the collection of the raw data 
used in this analysis chapter.  The questions themselves were found to be easy to 
understand and complete by the selected individuals, however the poor return was a 
sad aspect in its production.  The survey was completed in a relatively short period of time but did not impact on the results found.  The SME interviews was only decided to be undertaken following the findings of the questionnaires in order to validate the results.       

[bookmark: _Toc8583909]CHAPTER FIVE: Conclusions and Recommendations  

[bookmark: _Toc8583910]Introduction
In this chapter a review will be undertaken of the findings in chapter four and the 
way the data was collected, in order to make conclusions and recommendations of the issue raised within this case study. In an attempt to clarify if the All Arms Course curriculum delivered the trade training required by soldiers who were to be employed within the MODs supply chain this study considered several issues.  These issues were specifically selected for their value in providing supporting evidence for either of the following hypothesis:

H0 	The training conducted by All Arms Wing is meeting the requirement of
the British Army deployed on operations worldwide.

HA 	The training conducted by All Arms Wing is not meeting the requirement of the British Army deployed on operations worldwide.

[bookmark: _Toc8583911]5.1 Conclusions
The aim of this study was to carry out an evaluation as to whether the QMs Div is 
providing the correct level of training to individuals on the All Arms Courses for them to support a deployed force. 
 
The answer to the above question is that QMs Div is providing first class training to individuals undertaking the All Arms Courses, however in this instance Alternate Hypothesis (HA) is proven, which requires the All Arms Wing to complete a review of training in order to rectify the areas of improvement.  

Of the 496 questionnaires distributed, 116 were returned, providing a sample population that could inform the study with a reasonable degree of confidence of the results no matter which side of the argument that supported.  

Of the many questions answered most of the sample population reported confidence in the theoretical knowledge and practical skills learnt during attendance of the All Arms courses. However, there are areas for improvement.  QMs Div use the OPS to ensure all students reach the required standard, the OPS lays out the standards individuals must meet to pass the course, these OPS are a result of the long running use of the DSAT system by the British Army, which allows job analysis and customer review to be undertaken at any time.  

The evidence in Chapter 4 suggests that should the organisation know the role soldiers are to undertake, their career paths could be better tailored to their future requirements - thus not training them in skills they are likely not to use.  

[bookmark: _Toc8583912]5.2 Recommendations
Looking at the results from the questionnaire and statements from the SMEs, it is easy to see that the two main areas to consider are the cost and operational commitments of the British Army. Unless financial savings can be made to the way in which training is delivered the appetite for change will be low. Therefore, if some of the courses we have mentioned can be fulfilled via Online platforms this will reduce the Manpower, Infrastructure and Training costs associated to training future individuals.

The first area of weakness identified through his study was the employment of individuals into key roles who have had little or no exposure to the Joint Supply Chain (JSC). This will have a knock-on effect to the way in which the future Logistics model will operate. For the supply chain to evolve we must have current and competent individuals at both ends of the supply chain, so it can run smoothly and operate to its full potential.

The second area was the how competent an individual was between All Arms Courses and Professionally Trained Logistician. The RLC have clearly defined career paths in one of three logistic areas these are:
· Supply
· Communications
· Driver

The All Arms environment may wish you to do all three areas thus allowing an individual to become a ‘jack of all trades’ and ‘master of none’. With this in mind how can an individual be recognised by a civilian organisation for accreditation. Without this accreditation the trade cannot become professionalised.

This robustness does not happen by chance, the DSAT process is mature and well understood by all those involved.  To ensure this course curriculum continues to prepare successful students for their assigned role in the field army it must be reviewed constantly.  This includes training methods, training documentation and lesson plans to ensure that which is being taught, is what is being done within the defence supply chain.  Furthermore, the TRA has a significant role in ensuring the trades are being correctly employed. 

[bookmark: _Toc8583913]5.3 Summary   
Training and development are very important tools for the British Army in terms of 
education of its staff, however its main goal is how it performs worldwide on operations.  On deployment is not the time to find that an individual or 
formed unit is not trained correctly for the task at hand, infantry train for the 
deployment they will undertake. 
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[bookmark: _Toc8583917]Annex A
	
	                                                       4th Regiment Royal Artillery,  
                                                       Quartermaster Department,                                  
[bookmark: FullAddressNoBreaks]                                                       Alanbrooke Barracks,
                                                       THIRSK,
				           North Yorkshire,
                                                        YO7 3EY			

[bookmark: MDC][bookmark: MilExt][bookmark: MDC1][bookmark: SwitchboardExt]                                          Military: 94712 5378
[bookmark: MDC2][bookmark: FaxExt]                                                   E-mail : patrick.hogan443@mod.gov.uk


	

	Date: 12 Dec 2018


[image: 4th Diamond 2]
REVIEW ON FUTURE TRAINING REQUIREMENTS FOR ALL ARMS COURSES

1.	As part of my MSc programme I am conducting an internal study to review and assess strategies for future training.  As a vital part of this study you have been selected as a previous All Arms student to complete this small questionnaire.

2.	The aim of this study is to identify whether QMs Division is delivering effective training as required by the Field Army for current Operations.

3.	In order for the study to provide the required information you are requested to provide accurate and honest responses annotating any further comments in the space provided.  This questionnaire will be regarded as Staff in Confidence and NO reference will be made to the identity of the individual.

4.	The questionnaire is made up of simple answers and additional short answer questions and must be returned in the envelope provided NLT 12 February 2019.

5.	If you have any questions regarding this questionnaire please contact the undersigned in the first instance.  Many thanks for your time and effort completing this questionnaire.   



Original Signed

P Hogan RLC
SSgt
UAA


[bookmark: _Toc8583918]Annex B

What gender do you classify yourself as?
Male [  ]    Female [  ]    Prefer not to say [  ]    Other (please specify)___________________________________
	 
What age range do you fall under?
Under 18 [  ]    18-24 [  ]    25-34 [  ]    35-44 [  ]    45 or older [  ]    Prefer not to say [  ]

Which Rank group do you fall under?
JNCO [  ]		SNCO [ ] 		OFFICER [  ] 

How long have you served?
0-4 yrs [  ]    4 – 8 yrs [  ]    8- 12 yrs [  ]    12- 16 yrs [  ]    16 – 20 yrs [  ]    20+ yrs [  ]  

Which cap badge do you belong to?
	Royal Logistic Corps                [  ]
	Infantry                                       [  ]
	Brigade of Gurkhas                             [  ]

	Royal Corps of Engineers       [  ]
	Royal Armoured Corps             [  ]
	Intelligence Corps                                [  ]

	Royal Artillery                          [  ]
	REME                                          [  ]
	

	Royal Signals                           [  ]
	Army Air Corps                         [  ]
	Other (please specify) _________________________

	Royal Marines                         [  ]
	Army Medical Services           [  ]
	



Are you a Regular or Reserve Soldier ?
Regular  [  ]		Reserve  [  ]

What type of contract are you currently serving?
	V Eng                              [  ]
	V Eng (Long)              [  ]
	V Eng (Full)          [  ]

	FTRS                               [  ]
	SSC                              [  ]
	Reg C                   [  ]

	IRC                                 [  ] 
	
	



 Which position do you currently fill?
	RQMS (T)                                              [  ]
	Tech SNCO                                   [  ]

	RQMS (M)                                            [  ]
	Tech JNCO                                    [  ]

	QM (M)                                                [  ]
	MJDI Accountant                        [  ]

	QM (T)                                                 [  ]
	1 LO                                              [  ]

	CQMS                                                  [  ]
	Formation  Appt                         [  ]	

	UAA                                                     [  ]
	

	Stores Sect / Troop                           [  ]
	



How long have you been doing a Logistics Job (from the list of jobs above)?
0-4 yrs [  ]    4 – 8 yrs [  ]    8- 12 yrs [  ]    12- 16 yrs [  ]    16 – 20 yrs [  ]    20+ yrs [  ]  

[bookmark: _Hlk8402706]On a scale of 1 to 3, where “1” is Very Comfortable and “3” is Uncomfortable, please answer the following statement:

	
	1
	2
	3
	Don’t Know

	
	[bookmark: _Hlk8402748]The course has prepared you well enough for your current role and you feel confident in your future endeavours
	
	
	
	



On a scale of 1 to 3, where “1” is Very Comfortable and “3” is Uncomfortable, please answer the following statement: 

	
	1
	2
	3
	Don’t Know

	[bookmark: _Hlk8460087]
	An RLC soldier with the relevant training could do my job
	
	
	
	



On a scale of 1 to 3, where “1” is Very Comfortable and “3” is Uncomfortable, please answer the following statement: 

	
	1
	2
	3
	Don’t Know

	
	[bookmark: _Hlk8460097]The course could have been taught on an Online Platform and you would be happy to attend this on DLE.
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Survey: All Arms Courses Training Analysis Results

Q1 What Gender do you classify yourself as?
	MALE
	FEMALE
	OTHER
	ALL

	No
	%
	No.
	%
	No.
	%
	No.
	%

	102
	88
	14
	12
	0
	0
	116
	100



Q2. What Age range do you fall under?
	Under 18
	18-24 Yrs
	25-34 Yrs
	35-44 Yrs
	45 or older
	Prefer not to say
	All

	No
	%
	No
	%
	No
	%
	No
	%
	No
	%
	No
	%
	No
	%

	5
	4
	19
	16
	42
	36
	47
	41
	3
	3
	0
	0
	116
	100



Q3 Which Rank Group do you fall under?
	JNCO
	SNCO
	OFFR
	ALL

	No
	%
	No
	%
	No
	%
	No
	%

	34
	29
	23
	20
	59
	51
	116
	100



Q4. How long have you served?
	0-4 Yrs
	4-8 Yrs
	8-12 Yrs
	12-16 Yrs
	16-20 Yrs
	20 + Yrs
	All

	No
	%
	No
	%
	No
	%
	No
	%
	No
	%
	No
	%
	No
	%

	5
	4
	19
	16
	39
	34
	42
	36
	8
	7
	3
	3
	116
	100



Q5. Which Capbadge do you belong to?
	Royal Logistic Corps
	Royal Corps of Engineers
	Royal Artillery
	Royal Signals
	Royal Marines
	Infantry
	Royal Armoured Corps
	Royal Electrical Mechanical Engineers
	Army Air Corps
	Army Medical Services
	Brigade of Gurkhas
	Intelligence Corps
	Totals

	No
	20
	5
	10
	8
	0
	40
	6
	12
	8
	4
	3
	0
	116

	%
	17
	4
	9
	7
	0
	34
	5
	10
	7
	3
	3
	0
	100



Q6. Are you a Regular or Reserve Soldier?
	REGULAR
	RESERVE
	ALL

	No
	%
	No.
	%
	No.
	%

	112
	96
	4
	4
	0
	0



Q7. What Type of Contract are you currently serving?
	Versatile Engagement (V Eng)
	Versatile Engagement Long (V Eng Long)
	Versatile Engagement Full (V Eng Full)
	Full Time Reserve Service (FTRS)
	Short Service Commission (SSC)
	Regular Commission (Reg C)
	Intermediate Regular Commission (IRC)
	Total

	No
	2
	3
	38
	4
	19
	37
	13
	116

	%
	2
	3
	33
	3
	16
	32
	11
	100



Q8. Which position do you currently fill?
	RQMS (T)
	RQMS (M)
	QM (M)
	QM (T)
	CQMS
	UAA 
	Stores Sect / Tp
	Tech SNCO
	Tech JNCO
	MJDI Operator
	1 LO Staff
	Formation Appointment
	Totals

	No
	10
	5
	19
	35
	18
	1
	1
	9
	7
	8
	0
	3
	116

	%
	9
	4
	16
	30
	16
	1
	1
	8
	6
	7
	0
	3
	100



Q9. How long have you been doing a Logistics Job?
	0-4 Yrs
	4-8 Yrs
	8-12 Yrs
	12-16 Yrs
	16-20 Yrs
	20 + Yrs
	All

	No
	%
	No
	%
	No
	%
	No
	%
	No
	%
	No
	%
	No
	%

	5
	4
	19
	16
	42
	36
	47
	41
	3
	3
	0
	0
	116
	100



Q10. The course has prepared you well enough for your current role and you feel confident in your future endeavours
	Uncomfortable
	Comfortable
	Very Comfortable
	ALL

	No
	%
	No
	%
	No
	%
	No
	%

	33
	28
	52
	45
	31
	27
	116
	100



Q11. An RLC soldier with the relevant training could do my job
	Uncomfortable
	Comfortable
	Very Comfortable
	ALL

	No
	%
	No
	%
	No
	%
	No
	%

	23
	20
	62
	53
	31
	27
	116
	100



Q12. The course could have been taught on an Online Platform and you would be happy to attend this on DLE.
	Uncomfortable
	Comfortable
	Very Comfortable
	ALL

	No
	%
	No
	%
	No
	%
	No
	%

	28
	24
	71
	61
	17
	15
	116
	100
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