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Abstract 

In recent years, the Ministry of National Defense has constantly adjusted the structure of 
the national defense organization, implemented the reduction of the armed forces and the 
adjustment of the pattern of the armed forces in response to the threat of hostility and the 
military strategic vision. In 1997, with the goal of "streamlining the top and enriching the 
grassroots", the "National Military Organization and the Adjustment of Military Forces" was 
promoted as the "hardcore case." During the period of 2000-2001 years, while carrying out 
the fine project, the national army began to carry out the planning of the advanced project and 
coordinate with the Second National Defense Law to carry out the organizational degeneracy 
so as to achieve the goal of actual disarmament. Until promoted the "Essence Case" in 2013 , 
the size of the armed forces gradually shifted from the 452,000 in 1997 to the 400,000 in 2001, 
to the 38,500 in 2004, to 296,000 in 2006, down to 215,000 in 2014. However, under the 
transformation of the armed forces, accompanied by such major changes as organizational 
restructuring, downsizing of work units and personal career planning, they are even more of a 
challenge to members of the organization. In the meantime, the unit members also increased 
their uncertainties in the future due to the reduction of staff (vacancies), heavier workload 
(different work with equal pay), restrictions on the promotion of pipelines, benefits and family 
and career planning. In this study, a depth interview was conducted with a certain field unit in 
the southern Taiwan as the research object. The interviewees were mainly directed against the 
staff members at command level, aides, soldiers and soldiers of combat support units and 
service support units. Based on fairly credible data of the interview, we verify military 
officers and soldiers will be affected on individual job satisfaction due to differences in 
organizational attributes or personal career planning, family factors, and military benefits, as 
well as the different leadership styles of the executive officers and retention willingness. 
 
Key words Army restructuring, job satisfaction, retention willingness 
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