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1. INTRODUCTION

Every year a certain percentage of soldiers, get detached from the military due to retirement
or various terms of service. Most of the soldiers who leave the army do not reach the statu-
tory retirement age and belong to a relatively young population aged from 30 to 40 years. Hence,
they remain with substantial productive age with a potential of working for 15 — 30 more years.
Resettlement of soldiers becomes a challenge as they wish to maintain a certain living stand-
ard, financial security and expected quality of life for their families. Hence, they make an effort
to build a new career in new civilian employment (Chopade & Gupta, 2020). Although the sol-
diers usually know the date of their terms of service, most of them do not prepare for this peri-
od or focus on rather unhelpful training activities. Unpreparedness is partly attributable to or-
ganizational barriers, limited initiative and motivation. This apparent lack of agency may be as-
sociated with the institutional nature of the military (Keeling et al., 2018).

However, career transition from armed forces to civilian life plays a prime role in the resettle-
ment of military personnel (Chopade & Gupta, 2020; Alonso et al., 2021). Obtaining civilian
employment after military separation not only provides financial stability but also a sense of
purpose and meaning, which helps foster a new identity as a civilian (Kintzle & Castro, 2016).
Conversely, a lack of employment following military separation is associated with poor men-
tal health, increased stress, and financial insecurity (Zoli et al., 2015). Leaving military service
creates an intense and major life transition, which requires a series of adjustments (Zoli et al.,
2015; Chopade & Gupta, 2020; Geraci et al., 2020). Therefore, practical experience shows that it
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can be difficult for ex-servicemen to integrate into the civilian labor market (Kintzle et al., 2016;
Keeling, 2018; Cooper et al., 2018; Aronson et al., 2019; Gonzalez & Simpson, 2021).

Although evidence suggests the majority of ex-servicemen eventually find civilian employment,
some of them have persistent employment problems years after discharge (Keeling et al., 2019).
Moreover, some ex-servicemen who had initial success in securing employment have jobs they
are over-qualified for or uninterested in (Alonso et al., 2021) and later struggle to maintain their
job (Keeling et al., 2018).

Almost half of post-9/11 veterans report that securing employment is their most significant chal-
lenge when transitioning from the military (Stern, 2017). For example, veterans were found
to have a 58% higher odds ratio of being unemployed compared to matched civilian peers
(Kleykamp, 2013). Research suggests that between 54% (Sayer et al., 2015) and 75% (Castro &
Kintzle, 2017) of ex-servicemen report reintegration challenges, with approximately 80% leav-
ing service without a job lined up and approximately two-thirds of veterans reporting not know-
ing where to go for assistance. This lack of assistance is problematic because ex-servicemen
who feel supported during their transition report more successful transitions than those who
lack support (Kintzle et al., 2016; Castro & Kintzle., 2017; Keeling et al., 2019).

Finding satisfying employment is a key aspect of successful transition (Ahern et al., 2015; Keel-
ing et al., 2018). To assist with the transition out of the military and into the civilian workforce,
transitioning service members must often rely on their networks of personal and professional
contacts (Hall, 2017). James (2017) found that 10 out of 10 veterans reported networking as piv-
otal to securing civilian employment. Besides family (Bennett et al., 2015; Wilson, 2015), for-
mer colleagues (James, 2017) and civilians (Delbourg-Delphis, 2014; James, 2017), one of the
most important circles of people for transitioning service members are formal resource persons,
including professionals trained in helping them transition into civilian professions (Bennett et
al., 2015; Alonso et al., 2021). Hence, it becomes the responsibility of the nation to utilize this
capable and potential workforce for the betterment of society (Chopade & Gupta, 2020).

Studies have shown that planning and careful preparation for the second career period before
the process of integration into the labor market is the only factor that provably facilitates the pe-
riod of transition from the military to another career. The importance of employment prepar-
edness to the well-being of individuals transitioning from one institution to another (military to
civilian) has been noted in past research (Skomorovsky et al., 2020). According to Keeling et al.
(2018) or Roy et al. (2020), preparation should not begin post-discharge but much earlier. Pre-
paring for the transition well in advance (approximately 1 year before separation) can signifi-
cantly reduce the difficulty of the transition (Ahern et al., 2015). Those who had adapted well
were those who had carefully planned the transition. Keeling et al. (2019) found that the longer
service members had to plan their transition, the easier the transition into the civilian workforce.
Veterans from all service branches both employed and unemployed demonstrated that obtaining
information about civilian careers before leaving the service eases the transition and lessens the
time unemployed after separation (Keeling et al., 2019).

Individual responsibility and activity of the soldiers are essential, but the support of programs and ser-
vices that help prepare transitioning service members with finding education and employment is nec-
essary (Lee et. al, 2020). Facilitating the reintegration and ensuring a safe environment within which
to find satisfying employment for military service members is a societal priority (Elnitsky et al., 2017).
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The article aims to present:

. the literature review related to the second career of military professionals in order to ap-
propriately introduce the research issue;

»  the results of the content analysis of department-specific documents from foreign coun-
tries in order to summarize the approaches to the preparation and training of professional
soldiers for a second career in selected NATO member states,

*  the main findings from the authors’ sociological survey that was carried out in order to
find out how soldiers of the Czech Armed Forces approach their own preparation and
training for a second career and whether they would be interested in the support tools used
in foreign countries.

Following the aim of the survey, three research questions (RQ) were stated:

RQ 1:  Have the respondents already started preparing for their second career? Do the age
of soldiers in active service, their length of a service contract and the remaining pe-
riod of their service contract until the contracted date of termination plays a signifi-
cant role in their current state of preparation for a second career?

RQ2:  What are the job preferences of respondents in terms of a second career?

RQ 3:  What are the wishes and expectations of respondents pertaining to preparation for a
second career? Are they interested in the support tools used in foreign countries?

2. THEORETICAL BACKGROUND

Studies suggest that service members’ reintegration into civilian life has the potential to become
a challenge for military personnel due to their deeply learned military self-identities (Grimell,
2016a). Years of being immersed in a rigid hierarchy and following orders may decrease one’s
ability to take initiative and rely on personal autonomy (Zarecky, 2014; Keeling et al., 2018).
Leaving behind the structure of military existence, military culture, and comradeship to nav-
igate civilian life in and of itself poses numerous challenges. Despite the fact that the majority
of service leavers do not leave with physical injuries or mental health problems, many will have
functioning issues that make reintegration difficult (Roy et al., 2020). While military standards,
discipline and team spirit were valued by ex-servicemen and were an asset with regards to some
employment opportunities, their absence in a civilian working context conversely resulted in
some describing reentry into civilian employment straight out of services as a shock, often be-
cause of the divergence between the two cultures (Roy et al., 2020). Armed forces are “sepa-
rate world” where people live a specific lifestyle, dress in a specific way and speak specific lan-
guage. Military communication is marked by frequent use of acronyms, direct command-—ori-
entated exchanges, and nuances in vocabulary and colloquialisms. Mismatch in communica-
tion and being misunderstood can lead to feelings of invalidation, disconnection and useless-
ness (Ahern et al., 2015; Smith & True, 2014).

Barriers to employment include insufficient education or specialized military training that does
not necessarily translate to the civilian world (Pease et al., 2016; Gordon et al., 2020). Military
professionals master skills that have very little application in the civilian sector, and after ap-
proximately 15 years of military service, it is not realistic to expect they could get back to the
vocation they had originally trained for (Gaither, 2014).
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However, the qualities and habits that they establish during the service are highly positive and
often even exceed the requirements of civilian employers. Their unique skill set, a vast amount
of training, experiences, impeccable work ethics, and personal characteristics are beneficial to
an organization (Minnis, 2017). Hiring an ex-serviceman conditionally presents the opportu-
nity to secure an individual who is loyal, disciplined to mission, comprehends team success,
appreciates hierarchy, respects orders and superiors and can make decisions under pressure,
which can yield financial benefit to the organization (Stern, 2017; Pollak et al., 2019). However,
although ex-servicemen were perceived as having greater leadership and teamwork skills, they
were also viewed as having poorer social skills (Yanchus et al., 2018; Stone et al., 2018; Shep-
herd et al., 2019)

There are additional issues that can affect the employment of ex-servicemen. Research suggests,
due to the possible unfamiliarity with military service, civilian employers may struggle to un-
derstand the different roles and training of military service, thus making it hard to assess how
military experience may be transferrable and military skills translated to a civilian job (Stern,
2017; Roy et al., 2020). Moreover, due to the lack of awareness of military life among civilians
and the increasing gap between civilians and the military (Hines et al., 2015; Liebert & Gol-
by, 2017) civilian employers tend to treat ex-servicemen differently due to stereotypes they hold
about the military (Shepherd, Kay, & Gray, 2019). They often believe that former soldiers are
too regimented and that their strict adherence to autocracy and organizational policies will be
ineffective or a poor fit for the organization (Stone & Stone, 2015). Former soldiers who gain
employment tend to face discrimination, negative stereotypes, stigma, underemployment, iden-
tity strain, exclusion, and a lack of adjustment (Shepherd et al., 2019). For these and other rea-
sons, many veterans struggle with integrating into a workplace as part of their transition into ci-
vilian life, which could include failing to find or maintain employment (Ford, 2017).

This speaks to the importance of advanced career planning (Wilson-Smith & Corr, 2019). The
military literature has proposed and evaluated interventions and strategies aimed at helping
ex-servicemen with regard to specific issues, such as developing desirable job market skills.
Some government and private initiatives are helping military personnel in search of jobs and
reemployment (Chopade & Gupta, 2020). Some countries have established various systems fa-
cilitating ex-servicemen integration into the labor market. These include usually governmental
agencies collaborating with the defense ministries and other support organizations. Programs
currently available offer employment services such as online job boards, job fairs, resume writ-
ing resources, career counseling, coaching, mentoring, training and certification programs, and
formal networking opportunities (Aronson et al., 2019).

Ex-servicemen can utilize career counseling and mentoring services with experienced profes-
sionals. Career counselors help ex-servicemen translate their military experience into civil-
ian terms so they can more effectively illustrate their relevant expertise on resumes and in in-
terviews with hiring managers (Delbourg-Delphis, 2014). They help them set realistic expecta-
tions regarding salaries, learn about their career goals, identify their strengths and weaknesses
and provide them with actionable steps to identify and achieve appropriate vocational outcomes
(Buzzetta et al., 2017). An important factor for a successful transition from military to civil-
ian life often involves the obtainment of educational goals to support the future obtainment of
meaningful employment (Ainspan et al., 2018). Some organizations, therefore, attempt to meet
the needs of ex-servicemen by providing the necessary training and certification for civilian ca-
reers (Owings et al., 2015).
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There is some evidence that participation in employment-related programs yields positive re-
sults and has its intended effects which can be seen for example in a low rate of unemployment
reported by participants (Curry Hall et al., 2014; Kerrick et al., 2016; Kerrick et al., 2014; Per-
kins et al, 2019). Scholars have suggested that veteran-serving organizations should develop and
implement a strategy to determine what types of programs need to be offered. (Batka & Hall,
2016; Perkins et al., 2019). Ex-servicemen should be taken into account, current understanding
of transition and transition support services evaluated, and improved (Roy et al., 2020). Ex-ser-
vicemen may feel more confident and supported, and less abandoned, if there is visible, strong
leadership at the highest levels of government.

The Ministry of Defense of the Czech Republic offers soldiers whose service contract lasted
five or more years various retraining courses aimed at preparation for the civilian environment
and allowing them to obtain such knowledge and skills that they could apply to the labor mar-
ket. However, the maximum allowed period the soldiers can spend in the retraining courses,
which is 3 months, is not always sufficient for attaining new professional skills. It is very dif-
ficult to fully reskill a specially trained professional in a such short period. Moreover, most of
the retraining courses focus just on basic knowledge and skills required for the jobs for which
the soldiers retrain, and this is insufficient for the actual labor market. Some of the departmen-
tal companies offer soldiers exiting active service opportunities for further employment. These
most commonly include positions of technicians, aircraft mechanics, or cooks. However, this is
a benefit primarily aimed at current war veterans (Binkova, 2018).

In the operational program Human Resources and Employment, which had enabled the use of
funds from the European Social Fund in human resources during the 2007 — 2013 program pe-
riod, seven projects focused on employing war veterans. Their drawback, however, was their
short-term functioning and the strict focus on war veterans, whereby soldiers without previous
participation in military missions could not take part in the activities offered under the projects
(Binkova & Bednat, 2017).

According to previous research, on average 18 % of former soldiers of the Czech Armed Forc-
es of productive age remained unemployed after they terminated military service for 8 months.
This is a high percentage, which is more than three times higher than the average general unem-
ployment rate in the Czech Republic in this period, which was 5.7% (Binkova, 2019).

2.1. Examples of Good Practice from Selected NATO Member States

To assist professional soldiers with integrating into labor market, in some countries, various sys-
tems are facilitating the soldiers’ transition to their second career. Most of them are provided
by governmental agencies collaborating with the ministries of defense, as well as by other sup-
port organizations providing counselling, training, and mediating contact with the civilian la-
bor market.

A role model in this aspect is France. Since 2009, the French Defense Mobility Agency (Défence
Mobilité) has been a part of the workforce policy of the Ministry of Defense supporting external
mobility of the military personnel and enhancing the attractiveness of professional soldiers on
the labor market, both to public and private organizations. The agency draws from a network of
over 700 local military and civilian experts in retraining, with excellent knowledge of the spe-
cific needs of both the candidates and employers and cooperates with more than 7,000 public
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and private corporations. The agency monitors professional soldiers, provides professional as-
sistance with developing their professional projects, expert training meeting their needs, guides
them, and connects with potential employers. Every year, more than 16,000 candidates use the
services of the agency. The headquarters of the agency is based in Paris; there are six regional
centers, 57 local offices (52 in France and 5 overseas), one retraining institute for officers, one
military training center, and one center for unemployment support. The agency provides its ser-
vices based on the principle of equality, regardless of the military ranking or position in the
army (Bilan reconversion, 2014).

Table 1. Comparison of support tools in selected NATO member countries

Czech Great

Republic Poland Britain

Support tools France Germany

Advisory X X X

Seminars X X X

b

Vocational education: training,
reskilling, study

>
>

X

b

Assistance with job seeking

Supported job opportunities

Professional experience

Job fairs

R [ e

Help with starting a business

R[> [
R[> [
S R R R e

Special job portal

Financial compensation,
coverage of activities related to

>

preparation for second career

Source: Own research

Great Britain has a similar approach. The Career Transition Partnership (CTP) project runs in
collaboration between the Ministry of Defense and Right Management Ltd. Corporation, which
provides full service to exiting soldiers for four years — two years before the end of their service
contract and two years afterward. The aim is to provide full assistance to help the soldiers in-
tegrate into the labor market and to prepare them for future career growth. Throughout its ex-
istence, the agency has helped more than 200,000 soldiers. The agency runs one training center
and nine contact centers that cooperate with employers interested in employing soldiers exiting
the army. Support is provided to all soldiers, regardless of their ranking and length of their con-
tract period, but the level of support differs upon the meeting of a set of predefined criterions.
During the project, the soldiers can choose from a range of retraining courses, career advisories,
or services of a special job portal (The Career Transition Partnership, 2018).

Germany is yet another example of good practice. Law governs the preparation of soldiers for
a second career and it pertains to soldiers in active service as well as to soldiers whose service
contract had already terminated. Berufsforderungsdienst der Bundeswehr, i.e. the agency re-
sponsible for preparing the soldiers for the second career, employs approximately one thousand
civilians in 46 branches across all the military districts. The services of this institution ensured
a planned and systematic preparation for the change of the soldiers’ working environment,
which begins with basic training and runs throughout the entire duration of one’s service con-
tract as well as after its termination. An important role in the expert preparation of profession-
al soldiers for the needs of the labor market is played also by the Bundeswehrfachschule, which
is a so-called “second chance” vocational institute established specifically for professional sol-
diers and training them for their second career (Jonsson, 2014).
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In Poland, there are one central and seven regional offices of The Professional Activation Center
(Osrodek Aktywizacji Zawodowej), which systematically prepares soldiers for a second career.
The center provides information and training services, career advisory, help with finding em-
ployment and support during starting up a business; it offers internships and reskilling courses,
job fairs, and other opportunities (Rekonwersja kadry i bytych Zotnierzy, 2017).

A comparative analysis of the provided tools to support the integration of soldiers into the labor
market in individual countries was performed — see Table 1.

3. METHODOLOGY

To find out how the soldiers of the Czech Armed Forces approach their preparation and train-
ing for a second career, the authors of this paper performed a questionnaire survey utilizing the
Google Forms application. After data acquisition, the answers were coded and entered into a
data matrix in Microsoft Excel. IBM SPSS Statistics 25 software was used to verify the true-
ness of the statistical hypotheses.

The respondents in the total number of 460 (which is approximately 2% of the total number of

members of the army) comprised two groups:

*  students of military studies at the University of Defence — UD students (176 respondents,
of which 141 men and 35 women). The age of respondents from the group of UD students
varied from 19 up to 26 years and by military ranking, they included all the ranks from
private first class up to staff sergeant.

*  professional soldiers of the Czech Armed Forces in active service (284 respondents from
43 divisions of the armed forces, of which 260 men and 24 women). The age of respond-
ents from the group of professional soldiers varied from 20 up to 51 years and by military
ranking, they included all the ranks from private first class up to colonel. By achieving de-
gree of education among professional soldiers, there were soldiers with a high school ed-
ucation (63 %) and a university degree (37 %). Besides the basic sociodemographic vari-
ables, the survey covered also the length of service employment and the period until the
soldiers’ expected exit from service employment. The length of service was as follows: up
to five years of service (2.4 %) 6 — 10 years (7.3 %), 11 — 15 years (11.8 %), 16 — 20 years
(17.4 %), and 21 years and more (27.9 %). The average remaining period of service was 3
years, with the shortest period of nine months and the longest of 10 years.

This research sample comprised both military professionals and military students, especially
with regard to the priority measures of The Czech Armed Forces Development Concept 2030.
It aims at increasing the attractiveness of military service, the motivation and the fulfillment of
social needs of the personnel in all categories, declaring the University of Defence will be a high
priority (Ministry of Defense & Armed Forces of the Czech Republic, 2021). The studied sam-
ple was not homogeneous in terms of sex, but this composition corresponds with the proportion
of men and women in the studied reference population. Due to the very low percentage of wom-
en in the studied group, the factor of sex was not considered a discriminatory sign.
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4. RESULTS AND DISCUSSION

RQ 1:  Have the respondents already started preparing for their second career? Do the age of
soldiers in active service, their length of the service contract and the remaining pe-
riod of their service contract until the contracted date of termination plays a signifi-
cant role in their current state of preparation for a second career?

Only 19 % of the respondents (23 % of professional soldiers in active service and 12 % of UD
students) have already started their own preparation for a second career. More than four-fifths
of the total number of respondents are not preparing for their second career yet. This finding is
in line with the previous study by Keeling et al., (2018).

Table 2. Relation between the current state of preparation for a second career and age,
duration of service employment and the remaining period of service contract until the
contracted date of termination — significance threshold 0.05

Statistical hypothesis 1: Among soldiers in active service, there is no statistically significant correlation between the current
state of preparation for second career and their age.

Preparation for Levene’s test
N Average age ) . t-test
second career for homogeneity of variance
p-value Difference
Yes 65 33.26 F p-value t (bilateral) between
averages
No 219 33.96 0.252 0.616 -0.635 0.526 -0.702

Statistical hypothesis was not rejected.

Statistical hypothesis 2: Among soldiers in active service, there is no statistically significant correlation between the current
state of their preparation for the second career and the length of their service contract.

. Average length of ,
Preparation for . Levene’s test
N service contract . . t-test
second career . for homogeneity of variance
in years
~value Difference
Yes 65 9.65 F p-value t P between
(bilateral)

averages

No 219 11.3639 2.468 0.117 -1.418 0.157 -1.714

Statistical hypothesis was not rejected.

Statistical hypothesis 3: Among soldiers in active service, there is no statistically significant correlation between the current
state of preparation for second career and the remaining period of service employment until the contracted date of expiry.

Average
Preparation for remaining period Levene’s test
N o . . t-test
second career of service in for homogeneity of variance
years
value Difference
Yes 65 2,74 F p-value t p between
(bilateral)

averages

No 219 3.1482 3.276 0.071 -1.963 0.051 -0.40817

Statistical hypothesis was not rejected.

Source: Own research

Many authors examine the role of various factors affecting the course of preparation for a sec-
ond career and the success of a soldier’s integration into the civilian sector. E.g. age, sex, health
status, length of a service contract, number of deployments, the remaining period of a service
contract until the contracted date of termination or support of the family (Brunson, 1996; Vigo-
da-Gadot et al., 2010; Morin, 2011; Robertson, 2013; Hachey et al., 2016). Therefore, the group
of soldiers in active service was further studied in terms of the relation between the current state
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of preparation for a second career and age, duration of service employment and the remaining
period of their service contract until the contracted date of termination. To verify the individ-
ual statistical hypotheses, a two-sided (non-paired) Student t-test was used. With the presump-
tion of homoscedasticity of variance, a test of the mean values agreement hypotheses was per-
formed. Table 2 presents the results of the tests.

Statistical hypotheses were not rejected. Among soldiers in active service, there is no statistical-
ly significant correlation between their current state of preparation for a second career and their
age, the duration of their service employment and the remaining period of their service contract
until the contracted date of termination.

RQ2:  What are the job preferences of respondents in terms of a second career?

Struggling with civilian work culture points to the need for job roles in organizations that share
a similar ethos of structure, discipline, and teamwork (Roy et al., 2020). The largest group of
respondents — 39 % (45 % of soldiers in active service and 29 % of UD students) wish to find
a job opportunity in the public sector after terminating their service contract. Forty-nine per-
cent of all respondents (58 % of UD students, and 43 % of professional soldiers in active ser-
vice) want to be employed in the security forces (Police and Fire Rescue Service of the Czech
Republic). This result is consistent with studies that show veterans pursue careers in the public
sector and protective services jobs (Schulker, 2017). In the second position the preference of the
target groups, differ. Whereas the students wish to start their own businesses, soldiers in active
service prefer to work in the private sector.

RQ 3:  What are the wishes and expectations of respondents pertaining to preparation for a
second career? Are they interested in the support tools used in foreign countries?

Twenty-four percent of the respondents believe that preparation for a second career needs to
start about 4 to 6 months before the end of their service employment. Twenty-three percent of
the respondents state one year to 1.5 years before the end of their service employment, and 22
% of the respondents state 7 months to 1 year to the end of their service employment. Fourteen
percent of the respondents state the need for continuous preparation throughout the entire mil-
itary career; other responses showed a low percentage. This finding confirms previous studies
emphasizing the importance of early preparation for a second career, starting well in advance
before the separation from the army (Ahern et al., 2015; Keeling et al., 2018; Keeling et al., 2019;
Wilson-Smith & Corr, 2019; Skomorovsky et al., 2020; Roy et al., 2020).

If an ex-serviceman is able to manage the idea of an occupational transition from military to col-
lege and is willing to engage in specific occupational engagement tasks, he or she will also be
ready to accomplish the tasks needed to achieve career-planning activities (Ghosh & Fouad, 2015).
The vast majority of respondents (90 %) wish to extend their knowledge and skills during their
service employment in order to find better opportunities in the labor market. 47 % of all respond-
ents prefer retraining courses, and 29 % prefer university studies. Among the most frequently stat-
ed fields in which the respondents wish to improve, are foreign languages, IT and computer skills,
management and leadership, electrical engineering, and training for driving licenses.

Seventy-two percent of respondents would welcome, during their service employment, an indi-
vidual approach focused on training for further career opportunities. They could also rate three
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specific forms of such individual assistance on a scale of 1 to 5 (1 = the least useful, 5 = the most
useful). According to the arithmetic average of achieved point rating respondents highlight-
ed coaching as the most useful activity (4), while the help of a psychologist achieved the low-
est score (2.4) and career counselling was rated 3.7. A job coach can help ex-servicemen learn
and develop additional skills necessary to succeed in their civilian roles. Specific approaches
to coaching can be used, for example, Zarecky’s model (2014), focusing on soldiers’ strengths.

Fifty-six percent of the respondents are interested in organizing group workshops focusing on
preparation for a further career during their service employment. The topic of the highest in-
terest is the principles of preparation and behavior at a job interview and self-presentation tech-
niques. Research shows the usefulness of workshops of this kind. For example, a pre-and post-
test comparison of results of 1315 young veterans who participated in a 5-day workshop aimed
at facilitating their transition to civilian life showed that participation in the workshop reduced
the participants’ career decision-making difficulties and increased their career decision self-ef-
ficacy (Gati, Ryzhik, Vertsberger, 2013).

After leaving the service, those in transition may join one or more possible career pathways -
employment, further education, or business start-up (Gray et al., 2017). Therefore, if the sol-
diers, before the expiry of their service employment, had an opportunity of consultations aimed
at support during the start-up of their business as one of the possible directions of their second
career, 62 % of the respondents would like to use it.

Both target groups expressed great interest in job fairs - 83 % of the respondents. As previous
studies suggest, job fairs are networking-specific events that are available to assist ex-service-
men in exploring career options and obtaining employment. Beyond giving participants direct
personal interaction with potential employers, job fairs may help participants determine if a
specific employment opportunity is a good fit for them (James, 2017; Stonebraker et al., 2019).

Special websites, job portals, or social media sites, such as LinkedIn and Facebook, are often
used by ex-servicemen to identify job leads (Weinburger et al., 2015; Hall, 2017).

Services of a job portal for professional soldiers, which would allow them to contact potential
employers, would be used by 82 % of the respondents. Regular publication of job offers from
employers was found as the most beneficial feature of this portal.

Respondents were also asked whether they would be interested in going on an unpaid expert in-
ternship of 3 — 6 months with a civilian employer during their service employment; during this
time, they would continue receiving their service salary. Seventy-four percent of the respond-
ents are interested in increasing their chances of employment through an expert internship in a
civilian organization. The respondents also stated whether they would wish other organizations
from the civilian sector (not just those under the Ministry of Defense) to offer job opportuni-
ties for ex-professional soldiers. Seventy percent of the respondents expressed their wish that or-
ganizations from the public sector offer job opportunities for ex-soldiers. The respondents were
then asked to state which institutions should be involved in such activity; the results suggest re-
spondents would be predominantly interested in security units of the state, units of the integrat-
ed rescue system, public authorities and state authorities, municipal, local, and regional author-
ities, healthcare institutions and educational institutions.
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5. FUTURE RESEARCH DIRECTIONS

The current results may form a basis for further research on the larger sample, as this issue will
be constantly addressed by all the countries across NATO.

6. CONCLUSION

More than four-fifths of the respondents from the target group of University of Defence (UD) stu-
dents and soldiers in active service have not started any preparation for their second career yet.
Among soldiers in active service, the current approach to preparation for the second career does
not depend on age, length of their service contract, or the remaining period of their service con-
tract until the contracted date of termination. Almost one-quarter of the respondents think that the
preparation for a second career should start 4 to 6 months before the termination of the service em-
ployment. Approximately the same percentage thought that year to 1.5 years, or 7 months to 1 year
before the termination of the contract period were sufficient. The option of 1 to 3 months, which
meets the current condition of attending retraining courses in the maximum length of 3 months,
was stated by only 8 % of the respondents. Broadening their knowledge and skills for a better op-
portunity in the labor market is the wish of 90 % of respondents. Almost half of the respondents
from both the target groups prefer attending retraining courses and obtaining certificates or diplo-
mas, while nearly one-third prefer a study at a university and obtaining a degree in a civilian field.

Nearly four-quarters of respondents would be interested in an individual approach focused on
preparation for further career development, most often in the form of coaching. Almost two-thirds
of the respondents expressed their interest in attending group seminars focused on the preparation
for their further careers. All of them express the greatest interest in learning about the principles of
behavior at a job interview and self-presentation techniques. Two-thirds of respondents are inter-
ested also in consultations focusing on assistance with starting up their own business as a potential
direction of their second career. More than four-fifths of the respondents wish to attend job fairs
organized specifically for professional soldiers, as well as to have a specialized job portal, the most
useful function of which would be the direct publishing of job offers from employers. Three-quar-
ters of respondents would be interested in a 3 — 6 months unpaid internship in a civilian company,
and almost three-quarters of the respondents wish that organizations from the public sector com-
municated job offers targeted specifically at ex-servicemen. Examples of such organizations in-
cluded most commonly the security units of the state, integrated rescue system units, public au-
thorities and municipalities, healthcare and educational institutions, and security agencies.

The focus on the Czech labor market, the situation of the professional soldiers’ second career, and
the relatively low number of respondents limit the general conclusions. However, the current re-
sults are of high interest to the Ministry of Defense of the Czech Republic because based on the
performed analysis retraining is insufficient and a systematic approach is not being applied in the
Czech Republic at this time. One of the objectives of The Czech Armed Forces Development Con-
cept 2030 is to cooperate with the civilian sector and improve the offer of retraining in order for a
better reintegration of the outgoing personnel into civilian life. It is therefore necessary to examine
the attitudes of all categories of soldiers to ensure that this goal will be met in the future.

The results should be of interest also to HR specialists who are responsible for managing the
workforce in various civilian organizations and may use the workforce of military professionals
exiting their active service in the army.
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