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DACOWITS QUARTERLY MEETING (Committee Members) 
September 27-28, 2012 
Sheraton Suites, Old Town 
801 N. St Asaph Street, Alexandria, Va. 22314 


Wednesday, September 26 
Time  Topic and Presenter Location 


 Traveling Committee Members arrive and check into Hotel Sheraton 


Thursday, September 27 
Time  Topic and Presenter Location 


0830-0845 
Introductions and opening remarks by Designated Federal Officer COL Betty 
Yarbrough and Committee Chair Ms. Holly Hemphill 


Salon I/II 


0845-1030 


ASSIGNMENTS: Service Retention Programs (USA, USN, USAF, USMC, USCG, 
NGB) 
Briefers:  (Introduced by BG(Ret) LeBoeuf) Service Representatives  
USA: MG Marcia M. Anderson, USA 
USN: LT Elizabeth Huntoon, USN 
USMC: Col Jon Aytes, USMC 
USCG: CDR Tanya Schneider, USCG 
NGB: BG Marianne Watson, USA 
(10 minute briefing per Service, followed by discussion) 


Salon I/II 


1030-1045 AM Break Boardroom 


1045-1115 


ASSIGNMENTS:  Recap of Committee Members’ Trip to Canada 
Briefer:  (Introduced by Ms. Hemphill)  
BG (Ret) Maureen LeBoeuf, DACOWITS 


Salon I/II 


1115-1200 


WELLNESS: Strategic Direction on Sexual Assault and Response Update 
Briefer:  (Introduced by COL(Ret) Cammermeyer)  
Col Mary Reinwald, USMC, Deputy Director Victim Assistance 
(15 min briefing followed by discussion) 


Salon I/II 


1200-1315 Lunch (Administrative Work Session) Boardroom 


1315-1415 


ASSIGNMENTS: Australian Defence Force Update 
Briefer: (Introduced by BG(Ret) LeBoeuf)  
Lieutenant Colonel Gwenda Caspersonn, ADF  
(20 min briefing followed by discussion) 


Salon I/II 


1415-1500 


WELLNESS: Body Armor Demonstration 
Briefer: (Introduced by COL(Ret) Cammermeyer) 
MAJ Joel Dillon, USA, Program Manager, Soldier Protective Equipment 
(15 min briefing followed by discussion) 


Salon I/II 







 
1500-1515 PM Break  Boardroom 


1515-1600 Public Comment Period Salon I/II 


1600-1630 Final administrative wrap up/Meeting closed Salon I/II 


Friday, September 28 
Time Topic and Presenter Location 


0730-0800 
Members Depart Sheraton Hotel for Pentagon via 15 PAX Van 
Driver: Christina Babcock 


Hotel Lobby 


0800-0845 
Members arrive at Pentagon Visitors Center and process through Visitor line 
to receive Badges 
Escort Lead: Robert Bowling 


Pentagon 
Visitors Center 


0845-0915 
Meeting with Under Secretary of Defense for Personnel and Readiness (USD 
P&R) Ms. Erin Conaton 


TBD 


0915-1000 
Depart Pentagon for Sheraton Hotel via 15 PAX Van 
Driver: Christina Babcock  


Pentagon South 
Parking 


1000-1200 Administrative time (working group sessions) Salon I/II 


1200-1300 Lunch (Administrative Work Session) Boardroom 


1300-1430 
Committee Proposes 2012 Assignment Recommendations and Votes 
Lead: BG (Ret) Maureen LeBoeuf 


Salon I/II 


1430-1445 PM Break Boardroom 


1445-1615 
Committee Proposes 2012 Wellness Recommendations and Votes  
Lead: COL (Ret) Magarethe Cammermeyer Salon I/II 


1615-1630 
Final remarks by Committee Chair Ms. Holly Hemphill, and Designated 
Federal Officer COL Betty Yarbrough Salon I/II 


September 28 & 29 
Time  Topic and Presenter Location 


 Traveling Committee Members depart  Salon I/II 


 








 
Changes to How Women are Employed in the 


Australian Defence Force 
 


 BRIEF TO DACOWITS 27 SEP 2012 







‘Battle of sexes over for combat roles in Australia’  
 


‘Australian women have just as much right to fight in combat as our men’ 
 


‘Veterans cast doubt on women in combat’ 
 


‘Female combat roles gets support’ 
 


‘Gillard backs women in combat’ 
 


‘Can we afford to see Australian combat women die in the front lines’ 
 







Scope 


• Current Restrictions 
• Physical Employment Standards (PES) Project 
• Removing Restrictions for Employment of Women 
• Review into the Treatment of Women in the ADF 


 


 
 







Employment Restrictions 


Trades women are currently restricted from undertaking in the 
ADF: 


Army 
• Artillery:  Gunner, Light Gunner, Observer  
• Armour:  Cavalry, Light Cavalry, Tank Crewman 
• Infantry: Rifleman, Patrolman, Special Forces 
• Engineers: Women can serve as Combat Engineers, but not in Cbt 


Engr and EOD squadrons 
Navy 


• Clearance Diver 
Air Force 


• Airfield Defence Guards 
 







• Occupational Fitness assessments will ensure soldiers are 
physically proficient (or identify shortfalls) 


• Reduce workplace injury  
• Set medical rehabilitation standards 
• Support trade transfer / trade selection 


Intent of PES 







Physical Employment Standards 


• Based on essential trade tasks: 
– Regardless of age or gender 


• Addresses key human performance capacities: 
– Aerobic power 
– Anaerobic power 
– Muscular strength 
– Muscular endurance 


• Defence Science and Technology Organisation  
has led the research: 


– objective & scientifically valid approach  
– human performance scientists 


• ADF involved through PES development: 
– provided subject matter expertise 
– guided and approved all work 
– supported workshops and field trials 


Physical Employment Standards are the quantifiable physical demands required by all 
members to operate effectively in their job. 







Who’s getting PES 


• PES will be developed for all 
Employment Categories (EC) 
 


• All EC will have either All Corps 
Soldier (ACS) or Combat Arms 
(CA) as baseline PES 
 


• Higher EC specific PES are then 
overlayed  


– e.g. Corps 1 has ACS baseline 
but higher strength demands 


– e.g. Corps 12 has CA baseline 
but higher Aerobic and 
Anaerobic demands 
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PES Assessments 


Local Muscular 
Endurance 


Jerry Can Carry (JCC) 
 


Strength 
Box lift and place (BLP) 


 


Aerobic 
Forced March 


Anaerobic 
Fire & Movement 
simulation (F&M) 


+ 
Casualty drag for 


select EC only 







PES Timeline 


• End 2011 - PES reviews for 
restricted categories completed 


• 2012 - Trials/Profiling/Validating 
- Training at Recruit and Trade 


Schools 
- Qualified personnel 


• End 2012 - All PES reviews 
complete 


• Jan 2013 – Commence PES 
Implementation 







Women in Combat Roles 


• Transition period of 3 years from Jan 2013 
– In service transfers and upon graduation from Officer 


Training 
– On the job training opportunity 
– Address issues/amend policy as required 
– Assist in culture change 


• No men or women forced to go to combat roles 
• Commence direct entry recruiting Jan 2016 


 







Review into the Treatment of Women 
Phase 1 


Treatment of Women at the Australian Defence Force 
Academy (ADFA) 


- released November 2011 
- 31 Recommendations (13 fully implemented, 18 


ongoing) 
- Focus on culture, staffing, management of complaints, 


accommodation and improved management of injury 
risk to female cadets. 







Review into the Treatment of Women 
Phase 2 


Treatment of Women in the ADF  
 -  released August 2012 
 - 21 Recommendations 
 -  Themes and Principles: 


• Strong leadership drives reform 
• Diversity of leadership increases capability 
• Increasing numbers requires increasing opportunities 
• Greater flexibility will strengthen the ADF 
• Gender based harassment and violence ruins lives, 


divides teams and damages operational effectiveness 
 
 







Conclusion 


• Allowing women in combat roles is not a knee jerk 
reaction 


• PES is non-gender specific so a credible means of allowing 
women in combat roles  


• Members will be required to demonstrate intellectual and 
physical capacity for employment in combat roles 


• Culture and conduct need to change and this must be 
driven by strong leadership from the top 


• Deliberate planning will lead to lower risk during 
implementation 







Questions and Discussion 
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Purpose 


Provide members of the Defense Advisory Committee On 
Women In The Services (DACOWITS) an overview, 
background, and path forward for the Army’s new Female 
Improved Outer Tactical Vest (IOTV) 
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Agenda 


• System Description 
• Improvements and Capabilities 
• System Objectives 
• Background 
• Milestones 
• Initial Feedback 
• Questions 
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Description 


The Female Improved Outer Tactical Vest (IOTV) is a variant of the 
IOTV GEN III designed through a joint effort between Product 
Manager Soldier Protective Equipment, the Natick NSRDEC 
Anthropometry Team and the Natick Design Pattern and Prototype 
Team. The sizing system for the female IOTV accommodates 
approximately 90% of the female population across eight new 
sizes. The vest incorporates design changes that are more form-
fitting and allow additional adjustability to female Soldiers. 
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Improvements & Capabilities 


The base Female IOTV provides several fit improvements for the 
female Soldier while providing the same high level of ballistic 
protection against conventional fragmenting munitions and 9mm 
handgun rounds that is provided by the standard IOTV.  The vest 
also provides additional protection against rifle threats when 
combined with Small Arms Protective Inserts (SAPI) and side 
ballistic inserts (SBI). 


Improved Quick Release System 


Darting for more secure fit Front SAPI Plate Insertion 


Yoke and Collar Assembly designed  
  for compatibility with a hair bun 


Additional Cummerbund  
  Adjustability 


Shorter Length to better fit 
  female torso 
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System Objectives 


• Improved Fit, Comfort, and Performance of the IOTV using 
current (Small Arms Protective Insert) SAPI geometry on female 
Soldiers. 
 
• Increased number of female Soldiers who receive a functional fit 
in the IOTV body armor system. 
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Background 


• JAN 09 - CJTF 101 issues a Request for Information (RFI) outlining fit and 
comfort issues for female Soldiers with the IOTV 
 


• MAY – JUL 09 – Fit Studies on female Soldiers in GEN I IOTVs reveal issues 
with length and adjustability 


 
• FEB 10 – GEN II IOTV provides added adjustability 
 
• APR 10 – Follow-on Fit Studies with GEN II IOTV on Female Soldiers reveal 


continued concerns with fit 
 
• OCT 10 – SEP 11 – Joint PM SPE/NSRDEC Development of GEN III Female 


IOTV patterns 
 
• SEP – DEC 11 – Fit Studies with GEN III Female IOTV prototypes provide 


positive feedback 
 
• MAY – AUG 12 – Production of first Female GEN III IOTVs 
 
• AUG – SEP 12 – Limited User Evaluation and Human Factors Evaluation with 


Female Soldiers at Fort Campbell, KY 
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Milestones 


Recent Milestones or Events: 
 
• JUN 12 – Contracts awarded to procure 100 Female IOTVs 


for testing and evaluation. 
• 21 AUG – 21 SEP 12 – Limited User Evaluation with 19 


Female Engagement Team (FET) Soldiers, Fort Campbell, 
KY 


 
 


Near Term Milestones or Events: 
 
• SEP 12 – Human Factors Evaluation (HFE) at Fort Campbell, 


KY 
• DEC 12 – Design and Pattern Revisions and Updates based 


on feedback from LUE and HFE 
• JAN 13 – New specific Female IOTV Purchase Description  
• JAN 13 – Contract solicitation for larger buy of Female IOTVs 
• 4QFY13 – Initial Combat Brigade fielding 
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Initial Feedback 


Examples of Female IOTV Soldier Feedback: 
 
“ I could wear this all day!” 
 
“ I could run a marathon in this.” 
 
“Are these the same plates?  
  They feel much lighter.” 
 
“Can I have this one?” 
 
“When are we going to get  
         these?” 
 
“It ‘s about time!” 
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Questions? 
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BACKUP SLIDES 







Size Front/Back Plate Side Plate 
f.XS-Reg(11) XS 6x6 


f.Small-Reg(21) XS 6x6 
f.Small-Long(22) 13x8 (XS) 6x8 
f.Med-Reg(31) Small 6x6 
f.Med-Long(32) 13x8 (Small) 6x8 
f.Large-Reg(41) Small 6x6 
f.Large-Long(42) Med 6x8 


f.XL-Long(52) Med 6x8 


UNCLASSIFIED 


Female IOTV Sizing 


 
 12 


XS S M L XL 2XL 3XL 


11 21 


22 


31 


32 


41 


42 52 


2009 Female Fit and Sizing Study 
found: 


 Current size prediction charts are 
inaccurate for female Soldiers 


 83% of test participants found to 
have best fit one to two IOTV sizes 
smaller than predicted size 


 Many found that even XS was too 
big 


 IOTV and side plate carriers were 
too long 


 IOTV does not offer good fit for 
women even when outfitted in 
available best fit size 


 


Proposed 
Female 
Specific 
Sizing 
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“Now is the time for us to reflect, not just on the lessons of war, but on who we are and what 


we do.  We are a Profession of Arms, guardians of the Constitution who reflect our Nation’s 


ideals.  We are military professionals—every officer, enlisted and civilian—not because we 


say so, but because of how we serve.” 


 


 Chairman’s Strategic Direction to the Joint Force, 6 Feb 2012 
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Commanders and Leaders of the Armed Forces, 
 
 
Sexual assault crimes strike at the health, welfare and dignity of our Servicemembers and 
undermine the readiness of our Force.  As military professionals we must fully understand 
the destructive nature of these acts, lead our focused efforts to prevent them, and promote 
positive command climates and environments that reinforce mutual respect, trust and 
confidence.  Sexual assault among Servicemembers is a problem we face together, one that 
can only be solved together.  In doing so, we will Keep Faith with Our Military Family—they 
should expect nothing less, and Renew Our Commitment to the Profession of Arms—we 
should demand nothing less. 
 
This Strategic Direction is written for commanders and leaders to improve awareness of 
sexual assaults, operationalize our commitment, and facilitate dialogue and open 
communications across our formations.  The Joint Chiefs and Commandant of the Coast 
Guard, together with our DoD Sexual Assault Prevention and Response Program (SAPR) 
professionals, penned this guidance to synchronize those efforts.  Together, we will 
operationalize the concerted efforts of the DoD SAPR Office and our Service programs with 
renewed commitment to eliminate sexual assault crimes within our ranks. 
 
Commanders and leaders at every level must integrate the intent, lines of effort and tenets 
of this Strategic Direction as a part of our daily command routines and activities.  We must 
take conscious steps to understand, identify and reduce environmental risks, predatory 
and high-risk behaviors and personal vulnerabilities associated with sexual assaults or 
other abuse crimes.1  It is up to you, as commanders and leaders, to safeguard our core 
values and Service cultures by promoting a climate and environment that incorporates 
SAPR principles as habitual and inherent characteristics of our commands.   
 
Commanders and leaders must personally read, understand and implement this strategy. 
We are fully committed to supporting your efforts to put this Strategic Direction into action 
and operationalize SAPR within your commands across the Joint Force.  We will set the 
conditions for you to take positive actions that reinvigorate our military culture and create 
command climates and environments based on mutual respect, trust and confidence. 
 
You have our respect, trust and confidence. 


                                                           
1
 High-risk behavior includes a range of behaviors that endangers fellow Servicemembers (e.g., hazing, 


inappropriate social activities, alcohol/drug abuse) while personal vulnerability refers to command 
climate/environment factors that expose an individual to increased risk (untimely unit integration, lack of proper 
supervision, communication barriers).  
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Strategic Direction to the Joint Force on Sexual Assault Prevention and Response 
 


1.  Introduction / “Why this is important to you…” 
 


Our success as a Joint Force is based first and foremost on our faith in each other, 
forged from shared sacrifice, common core values and Service cultural diversity.  Our faith 
is the mutual trust that strengthens and jointly binds our separate formations and unique 
Service capabilities together in pursuit of our National interests.  We must preserve this 
faith and protect the dignity and respect of the men and women entrusted to us against the 
threats and risks that can erode, injure, or destroy unit cohesion and readiness.  We face 
many threats and risks but threats from within—particularly sexual assaults—have a 
deleterious effect on our formations.  Sexual assaults wound our Servicemembers and 
Families and deeply scar our profession.  We must respond decisively to preserve our time 
honored trust and faith in each other.2 


 
Sexual Assaults endanger our own, violate our professional culture and core values, erode 


readiness and team cohesion and violate the sacred trust and faith of those who serve and 
whom we serve.  
 


As we look across the Force, the Joint Chiefs, Commandant of the Coast Guard and I are 
dissatisfied—despite our years of concerted effort—with the progress we have made in 
reducing sexual assault across our formations.  Evidence clearly indicates that gaps remain 
between the precepts of the DoD Sexual Assault Prevention and Response (SAPR) Program 
and its full implementation at command and unit levels.  Commanders must close these 
gaps by exercising the full measure of their authorities, options and resources to imbue a 
culture and cultivate a climate/ environment that is resilient to the risks and vulnerabilities 
associated with sexual assault.3  This will require us to enhance unit sexual assault 
awareness, reinvigorate efforts to encourage open communication and timely reporting, 
appropriately hold offenders accountable and provide responsive victim services—all this, 
reinforced and insulated by a culture that will not tolerate sexual assault.   
 
2.  Mission and Intent / “What we will do…” 
 
 a.  Mission. 
 
 Commanders reduce—with a goal to eliminate—incidents of sexual assault through 
improved prevention, accountability and victim advocacy/services at all levels of the Joint 


                                                           
2
 Sexual assault is defined as intentional sexual contact, characterized by the use of force, threats, intimidation, 


abuse of authority or when the victim does not or cannot consent. Sexual assault includes rape, forcible sodomy 
and other unwanted sexual contact that is aggravated, abusive, or wrongful (to include unwanted and 
inappropriate sexual contact), or attempts to commit these acts. 
3
  There is an important distinction here between culture and climate/environment:  Culture represents inherent 


aspects of professionalism and core values that promote social responsibility, team cohesion and trust; 
climate/environment represent those actions by commanders to integrate unit members, build team cohesion, 
and provide seamless oversight to reduce high-risk behavior (e.g., responsible drinking and social activities that 
contribute to Servicemember risk and vulnerability).  
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Force in order to preserve a culture of trust and respect consistent with the Profession of 
Arms and our core values and to maintain the health, discipline and readiness of the Joint 
Force. 
 
 b.  Purpose. 
 
 We will operationalize the SAPR Program throughout the Joint Force, across all Services 
and within all commands.  This reaffirms our enduring obligation to protect our 
Servicemembers and their Families, strengthen the force and preserve the confidence of 
America’s Profession of Arms.   
 
 c.  Method and Objectives. 
   
 As a matter of standard procedure we will operationalize sexual assault prevention and 
response.  This is not just about a program, it is about leadership.  Sexual assault 
prevention and response must be inculcated into our every-day planning, training and 
mission execution.  I am confident that more can and will be done to optimize all phases of 
our sexual assault prevention and response.  Together, we will execute this plan to— 
 


 Demonstrate our leadership commitment to sexual assault prevention and response 
as one of our most vital missions;  


 Emphasize Joint Force, Service and command readiness; every sexual assault 
profoundly affects the readiness of both the victim and offender and erodes team 
cohesion; 


 Enhance leader and Servicemember awareness and education regarding our 
obligation to prevent, identify and respond to the environmental risks, predatory and 
high-risk behaviors and personal vulnerabilities associated with the crime of sexual 
assault;4 5 


 Increase unity of effort across all Services through a joint perspective and consistent 
application of prevention, intervention and response; and 


 Reaffirm confidence and trust in keeping faith with our Servicemembers and 
families.  


 
  d.  End State.  
 
 Commanders, leaders and Servicemembers have fully operationalized the Sexual 
Assault Prevention and Response Program across the Joint Force—in our accession 
commands and Service academies, across our training bases and throughout our 


                                                           
4
 High-risk behavior includes a range of behaviors that endangers fellow Servicemembers (e.g., hazing, 


inappropriate social activities, alcohol/drug abuse) while personal vulnerability refers to command 
climate/environment factors that expose an individual to increased risk (untimely unit integration, lack of proper 
supervision, communication barriers). 
5
 As of 28 June 2012, Article 120 of the UCMJ will be amended to reflect four distinct offenses: Rape, Sexual 


Assault, Aggravated Sexual Contact and Abusive Sexual Contact.  The term “crimes of sexual assault” as used in this 
document encompasses these offenses along with Forcible Sodomy (Article 125) and Attempts to commit these 
offenses (Article 80).   
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IAW Article 120(b), UCMJ, Sexual Assault, any person subject to this chapter who— 
(1) commits a sexual act upon another person by – 
 (a) threatening or placing that other person in fear; 
 (b) causing bodily harm to that other person; 
 (c) making a fraudulent representation that the sexual act serves a professional purpose; or 
 (d) inducing a belief by any artifice, pretense, or concealment that the person is another person; 
(2) commits a sexual act upon another person when the person knows or reasonably should know that 
the other person is asleep, unconscious, or otherwise unaware that the sexual act is occurring; or 
(3) commits a sexual act upon another person when the other person is incapable of consenting to the 
sexual act due to— 
 (a) impairment by any drug, intoxicant, or other similar substance and that condition is known or 
reasonably should be known by the person; or 
 (b) a mental disease or defect, or physical disability and that condition is known or reasonably 
should be known by the person; 
…is guilty of sexual assault and shall be punished as a court-martial may direct. 


operational commands worldwide.  We have reinforced our cultural imperatives of mutual 
respect and trust, professional values and team commitment that underscore a military 
culture and environment where sexual assault is not tolerated. 
 
3.  Background / “What we need to know…” 
 


The crime of sexual assault has serious consequences for both the victim and the 
accused.  The severity of these consequences underscores the importance of impartially 
administering justice in order to promote accountability and confidence that such 
allegations are taken seriously.  Commanders exercise accountability through appropriate 
utilization of the full range of disciplinary options afforded by the Uniform Code of Military 
Justice (UCMJ) as well as a variety of administrative measures.   


 
DoD’s policy and focus on “sexual assault” crimes more broadly incorporates numerous 


inappropriate and prohibited criminal misconduct other than the singular offense of 
forcible rape as commonly referenced in popular media.  It also includes other unwanted 
sexual acts and contact that are aggravated or abusive in nature.  DoD’s definition [and 
statistics] regarding sexual assault incidents reflects this more encompassing scope and 
approach to the full spectrum of sexual assaults—reflecting our higher standard of 
accountability than most civilian jurisdictions.   


 
In 2007, Congress amended the UCMJ to address a wide range of sexual assault offenses 


under a single article, Article 120, which has since been amended again and will take effect 
on June 28, 2012.  These amendments reorganize, revise and simplify the Article into four 
distinct offenses:  Rape, Sexual Assault, Aggravated Sexual Contact and Abusive Sexual 
Contact.  These four distinct offenses, when coupled with Forcible Sodomy (Article 125, 
UCMJ) and Attempts to commit these offenses (Article 80, UCMJ), constitutes the category 
of sexual assault crimes within DoD’s SAPR Program.  The excerpt below is illustrative of 
inappropriate behavior that often leads to the criminal act of Sexual Assault: 


 


UCMJ Article 120 Excerpt for Education and Training 
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Commanders should immediately coordinate with their Judge Advocates to ensure that 
they fully understand pending changes to Article 120 of the UCMJ.  Similarly, they must 
ensure that all leaders and Servicemembers thoroughly understand DoD’s more 
encompassing scope regarding sexual assault.  While most Servicemembers inherently 
understand the more serious offense of Rape, many do not fully appreciate the criminal 
elements or misconduct associated with the lesser offenses of Sexual Assault, Aggravated 
Sexual Contact and Abusive Sexual Contact.   


 
 Most incidents of rape or sexual assault occur between people who know each other 
and on military installations, particularly in barracks and other high-density housing.  
Instead of an unknown attacker, the offender is frequently a young Servicemember who 
looks just like every other hard-working young person in the unit.  Furthermore, instead of 
a victim with bruises and cuts, many victims will show no outward injuries.  Also, alcohol is 
involved in the majority of sexual assault cases reported in the military, yet there are no 
clear guidelines on how much alcohol or what level of intoxication negates a person’s 
capacity to consent.   
 


These dynamics of sexual assault crimes highlight the importance of education and 
training on the consequences of high-risk behaviors that are often precursors to the 
offense.  Commanders must train Servicemembers to ensure they understand, for example, 
the consumption of alcohol can impair the judgment of both parties and the consequences 
of an alcohol-related sex crime can have a significant and long-lasting impact on the victim, 
offender; unit cohesion; and, ultimately, the readiness of the Joint Force.  
 
4.  Implementing Instructions / “How we will do it…” 
 
 a.  The Joint Force will meet the Chairman and Joint Chief’s intent to imbue a 
professional culture and command climate/environment to reduce sexual assaults by 
operationalizing and synchronizing the SAPR Program across the Services, at all levels of 
command, both at home station and while deployed.  Commanders will operationalize 
sexual assault prevention and response along five Lines of Effort (LOE) supported by five 
Overarching Tenets.  The implementing LOEs of Prevention, Investigation, Accountability, 
Advocacy and Assessment are reinforced by the Overarching Tenets of Leadership, 
Communication, Culture/Environment, Integration and Resourcing.   
 
  (1)  LOEs:  Simply put, LOEs represent SAPR Program specific activities.  
Implementation of the LOEs is intended to enhance the execution of specific areas of sexual 
assault prevention and response, from establishment of a healthy command climate/ 
environment, through receipt of a sexual assault report, to final case disposition and victim 
recovery.  Program LOEs also identify key actions and objectives and establish metrics to 
assess and modify ongoing efforts as part of an enduring improvement cycle.  The LOEs 
translate the SAPR Program policies and processes as a natural part of command 
climate/environment—a climate/environment predicated on mutual respect, social 
responsibility and behavioral accountability.   
 







 


9 
 


  (2)  Overarching Tenets:  Overarching Tenets, on the other hand, represent precepts 
essential to refining a professional culture and command climate/environment.  They set 
conditions to optimize program implementation.  All five Tenets must be realized in order 
to achieve optimal integration of the SAPR Program into the command environment—a 
weakness in one diminishes the whole.  Overarching Tenets work hand in hand with LOEs 
to operationalize the program as a natural extension of a unit culture based on 
professionalism, core values, trust and, ultimately, reaffirm the military’s enduring 
commitment to the health and readiness of its Servicemembers and their Families.  
 


b. Lines of Effort:  Each Line of Effort includes “Actions” to assist the Joint Force in 
reducing gaps/seams to enhance efforts to operationalize the SAPR Program in commands 
at all echelons.  Each Action is labeled as (E) Emphasize—because it is prescribed within 
the SAPR Program, but requires additional emphasis; or (O) Operationalize—because it 
represents a new Action to better operationalize the SAPR Program.  
 
  (1)  Prevention: 
 
  What?  Prevention is the most critical LOE; it ultimately defines program success.  
Unlike the other LOEs, prevention has neither a beginning nor an end.  It informs and is 
informed by the other LOEs.  There are tangible aspects of prevention that promote a 
positive command climate/environment including program education and training.  
However, there are also intangible aspects that translate education and training to promote 
a professional culture that imbues knowledge, awareness, communication, personal 
responsibility and the empowerment to act.   
 
  Why?  Effective prevention efforts reduce environmental risks, predatory and high-
risk behaviors and personal vulnerabilities associated with the crime of sexual assault—in 
the barracks, during social activities, involving alcohol consumption, among our youngest 
Servicemembers and often during transitions.  Sexual assault erodes our professional 
culture, command environment, team cohesion, Servicemember and Family trust and unit 
readiness.   
 
  (a)  Actions (objectives included as sub-bullets): 
 


 (O) Incorporate specific sexual assault prevention and response monitoring, 
measures and education into normal command training, readiness and safety forums 
(e.g., quarterly training guidance, unit status reports, safety briefings). 
- Increases command awareness, emphasis, mentoring and standardization at all 


levels of command. 
- Promotes and integrates sexual assault prevention and reporting as an inherent 


part of unit training, operations and readiness. 
  (O/E) Provide SAPR training and education programs during Professional Military 


Education (PME) for all Servicemembers.  
- Stratifies sexual assault education/communication at increasing levels of PME. 
- Strengthens the Profession of Arms—professionalism, culture and core values. 
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- Establishes sexual assault prevention and response as a commander’s priority and 
integrates it within the command climate/environment to improve health, 
discipline and readiness. 


 (E) Ensure commanders receive training on sexual assault prevention and response 
during pre-command courses.   
- Educates commanders on the SAPR Program and command roles/responsibilities.   
- Promotes ownership and facilitates program integration as a matter of routine 


unit operations. 
  (O) Establish transition policy that ensures Servicemember sponsorship, unit 


integration and immediate assignment into a chain of command.   
- Contributes to a positive command climate/environment, team cohesion, member 


safety/accountability and reduces transitional stressors.   
 (O) Establish clear policy to reduce the impact of high-risk behaviors and personal 


vulnerabilities to sexual assaults and other crimes against persons (e.g., alcohol 
consumption, barracks visitation, transition policy). 
- Incorporates high-risk behavior and personal vulnerability analysis and mitigation 


into commander’s assessment of environmental and operational risks. 
- Mitigates identified risk factors that often contribute to sexual assault crimes. 


  (O) Conduct a command climate survey within the first 120 days of assuming 
command and annually as appropriate. 
- Increases communication and candid feedback from unit members regarding 


organizational culture, command climate/environment, health and discipline. 
- Informs commanders on focused areas of strength (sustain) and weakness 


(improve) to refocus efforts to promote a positive climate/environment. 
  (E) Services partner with OSD Sexual Assault Prevention and Response Office to 


review and update the 2008 Department of Defense Sexual Assault Prevention 
Strategy. 
- Integrates Service lessons, best practices and unique cultural perspectives. 
- Improves DoD’s SAPR Strategy via joint/inter-Service program synchronization 


and standardization. 
 (O) Implement DoD’s requirement to explain sexual assault policies to all 


Servicemembers within 14 days of their entrance on active duty. 
- Educates our newest Servicemembers to ensure they understand our military 


culture will not tolerate sexual assault and to inform them what to do in the event 
of an offense. 


 
  (b) Metrics: 
 


 Monitor integration of sexual assault prevention and response into training and 
readiness forums at O3-O6 level commands. 


 Incorporate sexual assault prevention and response into Service PME at all levels 
based on Service assessment and determination of training/contact time. 


 Incorporate sexual assault prevention and response into Service pre-command 
courses and monitor/document commander attendance within Service guidelines. 


 Track command climate surveys within 120 days of assuming command and 
annually as appropriate. 
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  (2) Investigation: 
 
  What?  An investigation begins with an unrestricted report of sexual assault and 
continues until all available facts/evidence are gathered, analyzed and the case is 
submitted to the commander for action.  Investigations play a pivotal role across each LOE, 
informing both concurrent and subsequent LOE execution.  All unrestricted reports will be 
immediately referred to a Military Criminal Investigative Organization (MCIO) for 
investigation in a manner that respects the dignity of the victim while safeguarding the due 
process rights of the alleged offender.  Investigations are independent of the chain of 
command to guarantee they are free from the perception of undue command influence.   
 
  Why?  Without an effective investigative process, commanders lack the information 
necessary to make an informed decision regarding the merits of the investigative findings.  
Investigators play a critical role in the SAPR process because they are often the first to 
make contact with both victims and alleged offenders and ensure timely collection and 
preservation of facts and evidence.  Investigators work jointly with other Services and with 
external law enforcement agencies to ensure a thorough and timely investigation.   
 
   (a) Actions (objectives included as sub-bullets): 


 
 (O) Develop joint doctrine for investigations to incorporate Service interoperability 


and command independence consistent with authorities of MCIOs in the operational/ 
institutional environment. 
- MCIOs remain autonomous from the chain of command and produce independent 


investigations, free from the perception of undue command influence. 
- Ensures MCIOs utilize common operating procedures to optimize joint 


investigative standardization and efficiency. 
 (O) Establish a quarterly MCIO Council (HQs Quantico) to assess and validate joint 


investigative technology, best practices and resource efficiencies benched against 
external law enforcement agencies. 
- Promotes the development of joint interoperability of sexual assault investigations 


in both the operational and institutional environments.  
- Improves joint/inter-Service efficiencies including manpower, equipment/ 


technology, timeliness and resources. 
 (E) Assess and coordinate with the United States Army Criminal Investigation 


Laboratory (USACIL) to improve unique Service investigative support with or 
without Service liaison to facilitate evidence processing.   
- Improves investigative rigor, resourcing and timeliness. 


 (O/E) Refer all sexual assault crimes to a Service MCIO to establish investigative 
oversight and coordination. 
- Ensures senior investigative organizations provide requisite oversight of sexual 


assault criminal investigations. 
- Aligns sexual assault investigations with SAPR Program resourcing. 
- Leverages the Services’ most experienced investigators in the conduct of sexual 


assault investigations. 
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 (O) Ensure prompt MCIO investigative notification to commanders concurrent with 
initiating an investigation of a sexual assault crime. 
- Ensures appropriate safeguards are implemented to increase the security and 


safety of the unit/community. 
- Provides appropriate safeguards to mitigate potential risks and self-harm to the 


alleged offender that may be associated with investigative-induced stress. 
 (E) Incorporate GAO recommendation for [early] coordination between investigators 


and judge advocates when initiating a sexual assault investigation. 
- Improves the military justice process to ensure more timely, thorough and 


efficient reporting, investigations and accountability. 
- Optimizes functional expertise and resource efficiency. 


 
  (b) Metrics: 
 


 Publication of joint doctrine for Service investigative interoperability and 
independence. 


 Quarterly MCIO Council assessments and findings are incorporated into Service-
specific orders and regulatory guidance to promote joint application.  


 Investigative laboratory support meets mutually agreed MCIO requirements for 
investigative timeliness, thoroughness and efficiency. 


 Monitor/assess referral of sexual assault allegations to Service MCIOs. 
 GAO recommendations have been fully implemented to ensure optimization of 


resources. 
 


  (3) Accountability: 
 
  What?  Accountability is an enduring aspect of command.  The Accountability LOE 
encompasses those actions specific to adjudicating an alleged sexual assault crime from the 
initial unrestricted report through its appropriate disposition.  Commanders must take 
action to protect the health and safety of the victim while safeguarding the due process 
rights of the alleged offender; support the ongoing investigation; and take appropriate 
action based on the facts and evidence in consultation with legal counsel.  Within the limits 
of commanders’ authorities, they may dispose of an alleged offense by forwarding court-
martial charges, preferring court-martial charges, imposing non-judicial punishment, 
applying administrative action, or taking no action when appropriate.  The objective of 
military justice is to fairly dispose of all allegations in a timely manner at the most 
appropriate level.  
  
  Why?  Preserving and promoting good order and discipline are inherent 
responsibilities of every commander.  Their authority extends to all aspects of the unit’s 
mission, morale and discipline.  When presented with the results of a sexual assault 
investigation, commanders are charged with making the initial disposition decision.  This is 
one of the most important decisions they will make, with broad ranging consequences to 
the victim, alleged offender and the unit.  The latter cannot be overstated; commanders’ 
decisions have a direct impact on command climate/environment and unit/team cohesion 
and readiness.  Only commanders can fully balance the many factors that affect their 
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decisions.  Commanders are responsible for making dispositions that are warranted, 
appropriate and fair.   
 
  (a) Actions (objectives included as sub-bullets): 


 
 (O) Expand the availability, sequencing and scope of commanders’ legal courses 


across the Services (e.g., range of command legal authorities and options). 
- Emphasizes an understanding of the military justice system in synchronization 


with the timing of command assignments. 
- Provides commanders the necessary information to execute their authorities and 


responsibilities, particularly for adjudicating complex disciplinary actions such as 
sexual assault crimes. 


 (E) Ensure judge advocates, investigators and victim-witness assistance personnel 
receive specialized training for responding to allegations of sexual assault. 
- Emphasizes the serious, sensitive nature of sexual assault with respect to its effect 


on the victim, alleged offender and unit personnel.  
- Instills greater trust and confidence in military justice and accountability. 


 (O) Implement new OSD policy to withhold initial disposition authority in certain 
sexual assault cases from all commanders who do not possess at least Special Court 
Martial Convening Authority (SPCMCA) and who are not in the grade of O6 (i.e., 
colonel or Navy captain) or higher, with respect to the following alleged offenses:  
Rape, Sexual Assault, Forcible Sodomy and Attempts to commit such offenses. 
- This will ensure that cases of sexual assault receive a high level of command 


attention, given the seriousness of those offenses. 
 
  (b) Metrics: 
 


 Services monitor training requirements to ensure the optimal number of 
commanders, judge advocates and investigators receive appropriate specialized 
training. 


 Services monitor and assess the number and type of sexual assault allegations, 
investigative findings and dispositions in accordance with the “Assessment” LOE.  


 Services have fully implemented the new policy to withhold initial disposition 
authority in certain sexual assault cases. 


 
  (4) Advocacy: 
 
  What?  The Advocacy LOE encompasses those actions involving response, 
protection and care for Servicemembers from initiation of a restricted/unrestricted report 
through offense disposition and victim recovery.  For purposes of this document, the 
Advocacy LOE includes both victim and alleged offender protections and services.  It 
includes appropriate care and legal support of the alleged offender and reporting, advocacy 
coordination, medical services, legal support and [behavioral health] counseling for the 
victim.  To achieve this balance, commanders must establish a positive command 
climate/environment free of stigma, where all Servicemembers have faith in fair and 
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impartial due process and victims have enough confidence and trust in their chain of 
command to report sexual assault.   
 
  Why?  Successful advocacy is achieved through effective relationships between 
commanders, service providers and Servicemembers.  Commanders can strengthen this 
relationship by assigning the most qualified and trained professionals to serve in critical 
advocacy positions.  This emphasis on advocacy will deepen individual trust, health and 
team/Servicemember readiness and productivity. 
 
  (a) Actions (objectives included as sub-bullets): 
 


 (E) Commanders must appoint qualified, trained and certified professionals to serve 
as their Sexual Assault Response Coordinator (SARC) and Victim Advocate (VA).   
- Establish clear leader and program commitment and priority while standardizing 


advocacy services across the Joint Force. 
- Deepens trust with the victim and their Families while improving access to the 


victim services network and enhancing intervention timeliness and recovery. 
- Ensures commanders are aware, appropriately advised and implement effective 


sexual assault prevention and response programs/efforts.   
 (E) Ensure alleged offenders are given all the due process rights and protections 


afforded by the Constitution and the UCMJ; provide legal and medical 
services/counseling to address stress associated with the investigation. 
- Reduces stress by ensuring access to medical, chaplain and administrative services 


to support personal and Family affairs. 
 (O/E) Improve the portability of victim care services to provide expeditionary 


program capabilities to the Joint Force and accessibility/continuity of care within the 
Reserve Component (RC).  
- Ensures every victim of the Active/Reserve Components have access to the full 


spectrum of SAPR services and provides continuity of care during contingency 
deployments and while assigned to the RC in each state and territory. 


- Improves service standardization across the Joint Force to facilitate inter-Service 
support at remote locations. 


 (O) Allow RC Servicemembers who are victims of sexual assault while on active duty 
to remain on active duty status to obtain the treatment and support afforded active 
duty members. 
- Ensures every victim has access to the full spectrum of SAPR services and provides 


continuity of care during contingency deployments and within the RC. 
 (E) Strengthen service provider participation in an integrated victim services 


network of care. 
- Improves integration of SAPR support and services including legal, medical and 


counseling. 
- Expands network capability and capacity. 


 
 
 
 







 


15 
 


  (b) Metrics: 
 
 Program and service measures for qualifying, training and certifying SARC and VA 


service providers (e.g., education, experience, certification and continuity).  
 Portability measures to ensure continuity/continuum of victim care services for 


both AC/RC Servicemembers across the Joint Force. 
 


  (5) Assessment: 
 
  What?  The Assessment LOE closes the loop to create a continuous cycle of 
execution from Prevention through each subsequent LOE.  It represents an enduring 
process of data collection, analysis and assessment that assists commanders, program 
managers, service providers, investigators and judge advocates in evaluating and 
improving program and service efficacy.  The Assessment LOE cuts across each LOE to 
incorporate sexual assault prevention and response measures (including an assessment of 
the impact of stigma), sexual assault reporting (restricted/unrestricted), victim services, 
investigative referrals, investigations, investigative findings, command/judicial referrals 
and case dispositions.   
 
  Why?  Assessments are essential to improving sexual assault prevention and 
response programs/services to enhance the seamless coverage across each LOE as part of 
an enduring improvement cycle.  This will ensure that programs and services are adaptive, 
flexible and oriented toward achieving jointness, while preserving unique Service 
requirements.  SAPR Program assessments have already paid huge dividends.  For example, 
past program assessments helped provide a realignment of resources to deliver specialized 
sexual assault training to investigators and judge advocates.  Also, assessments were a key 
driver in modifying the program to incorporate restricted reporting to reduce stigma to 
reporting and increase services to the full set of identified victims.   
 
  (a) Actions (objectives included as sub-bullets): 
 


 (O/E) Identify a standard set of sexual assault reporting metrics to be tracked across 
the Services.  
- Achieves a comparison of qualitative data for use in determining program 


progress/success. 
- Establishes well-defined measures for each Service to assess program 


effectiveness (e.g., sexual assault reduction, sexual assault response).   
- Fosters jointness through a common expression that enables inter-Service sharing 


of best practices, interoperability and resource alignment. 
 (O) Explore whether the DoD SAPR Program can “operationalize” reporting in 


support of commanders at all echelons rather than focusing solely on higher 
headquarters reporting. 
- Qualitative data enables the development of procedures for commanders to 


evaluate and improve their command climate/environment. 
 (E) Enhance awareness and maximize utilization of the Defense Sexual Assault 


Incident Database (DSAID) across the Services. 
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- Provides a ‘closed-loop’ reporting system for case-level monitoring and 
information from initial allegation through command disposition, allowing 
commanders to assess program implementation. 


- Creates transparency for sexual assault related data and provides a standardized 
process for data analysis and comparison to inform SAPR policy, processes and 
resourcing. 


  (O) Review personnel policies to monitor administrative/legal actions to 
appropriately address retention of convicted sexual offenders across the Joint Force.   
- Ensures visibility and promotes consistency across each of the Services.  
 


  (b) Metrics: 
 


 Develop a standardized set of metrics with common collection, analysis and 
assessment protocols that can provide a common operating picture across the Joint 
Force, while preserving unique Service requirements and capabilities.   


 Metrics will also align alleged offenses with their disposition to clarify the number 
of offenses as a percentage of the disposition (e.g., Courts Martial, UCMJ, or 
Administrative Action).  This metric breakout is as follows: 
- First stratify sexual assault allegations in accordance with the new Article 120 


(June 28, 2012) as:  (1) Rape, (2) Sexual Assault, (3) Aggravated Sexual Contact, or 
(4) Abusive Sexual Contact.  Next, 


- Determine the number of allegations (by Article 120 stratification) that were 
substantiated by an MCIO investigation; of the number that were substantiated, 
how many were disposed of by courts martial, UCMJ and/or administrative 
separation. 


- For example, metrics for “sexual assault” dispositions might be reported as:  XX 
sexual assault allegations; XX were referred to proper civilian authorities; XX were 
substantiated and disposed; of those disposed:  XX% had court martial charges 
preferred; XX% went to non-judicial punishment; and XX% resulted in adverse 
administrative action (e.g., administratively separated from the military). 


 DSAID is fully implemented across the Services and incorporated into future 
assessments. 


  
 c.  Overarching Tenets: 
 


The following Overarching Tenets set conditions to operationalize each of the LOEs 
throughout all Service commands.  Overarching Tenets cut across all LOEs and are essential 
to synchronizing and standardizing SAPR Program execution across the Joint Force—from 
joint/Service basing to forward stationed and deployed units worldwide.  Commanders 
must inculcate these Tenets to set conditions for SAPR Program capabilities; assist in 
transitioning those capabilities into our command climate/environment; and 
operationalize those capabilities as part of our enduring commitment to the health and 
readiness of our Servicemembers and their Families.  Overarching Tenets include: 
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  (1) Leadership: 
 Preventing sexual assaults is commander business; SAPR is a commander’s program 


and the responsibility of leaders at every level. 
 Sexual assault prevention, intervention and response starts with every commander 


who—through personal example—mentors subordinate commanders, leaders and 
Servicemembers at all levels. 


 Leaders at every level must remain vigilant to identify environmental risks, 
predatory and high-risk behaviors and personal vulnerabilities associated with the 
crime of sexual assault and take steps to mitigate them.  


 
  (2) Communication: 


 Effective communication by commanders is imperative to achieving comprehensive 
sexual assault prevention, intervention and response. 


 Commanders communicate prevention by establishing a climate/environment based 
on mutual respect, trust and professional values. 


 Commanders must promote dialogue that encourages awareness, intervention and 
removes barriers to reporting sexual assault within the unit. 


 
  (3) Culture and Climate/Environment: 


 A culture of mutual respect, trust and professional values is foundational to 
establishing command climates/environments free of sexual assaults. 


 Command climates/environments enriched by appropriate leader oversight, team 
cohesion, social responsibility, regulated living conditions and responsible alcohol 
consumption will reduce the risks and vulnerabilities associated with sexual assaults. 


 An effectively applied military justice system holds offenders accountable, promotes 
good order and discipline and discourages criminal behavior. 


 
  (4) Integration: 


 Establishment of a well-defined joint climate/environment is imperative to 
promoting Service integration and assuring individual/unit security, health and 
readiness.  


 Commanders must actively sponsor and integrate newly arriving Servicemembers 
into their commands with special emphasis on those transitioning from initial 
training to their first operational assignment.   


 Integration of individual Servicemember augmentees is equally important as they 
transition forward to theaters of operation. 


 
  (5) Resourcing: 


 Effective and efficient resourcing of SAPR Programs supports prevention, 
investigations, accountability, advocacy and assessments.   


 Services and Combatant Commanders resource SAPR Programs to provide continuity 
for supported units from deployment through redeployment. 


 Commanders provide sufficient oversight, engagement and personnel to achieve the 
actions/objectives outlined in this document.  
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5.  Chairman, JCS and Commandant Strategic Actions / “What you can expect from us…” 
 
 The Joint Chiefs, Commandant and I pledge our personal commitment to shape and set 
conditions to assist commanders and leaders across the Joint Force in their efforts to 
reduce sexual assaults.  Sexual assault within our ranks is a problem that we face together, 
one that can only be resolved together.  We plan to execute the following unified strategy to 
provide a joint and inter-Service approach to: 
 


 Engage commanders, leaders and joint/Service communities to promote the health 
and discipline of the Force by reducing environmental risks, predatory and high-risk 
behavior and personal vulnerabilities associated with the crime of sexual assault; 


 Partner with Combatant Commands to identify additional requirements and tailor 
solutions to improve sexual assault prevention, accountability and services for 
forward stationed commands and deploying forces; 


 Incorporate the tenets of SAPR into joint doctrine to improve the health and 
discipline, integration and capability of the Joint Force to facilitate similar 
improvements in Service doctrine and training;  


 Work closely with DoD to shape Service policy, program and resourcing to fully 
operationalize the SAPR Program across the Joint Force;  


 Engage Congress, in coordination with OSD, to assist in developing impactful DoD/ 
Service legislation, inform appropriate resourcing and program implementation and 
promote transparent discourse; and 


 Lead a quarterly Executive Council of the JCS dedicated to a candid and enduring 
dialogue designed to assess the effectiveness of operationalizing SAPR into 
commands across the Joint Force. 
 


 The final strategic action, implementing a quarterly Executive Council, will focus on a 
recurring and comprehensive assessment of this strategy, including our progress in 
operationalizing SAPR; Service best practices; and ultimately, reinforcing a culture where 
sexual assault is not tolerated. 
 
6.  Way Ahead / “…and together, we will act now!” 
 
 The Service Chiefs and I are deeply committed to promoting a professional culture and 
command climate that is vigilant against the environmental risks, predatory and high-risk 
behaviors and personal vulnerabilities associated with the crime of sexual assault.  We call 
on you as commanders and leaders (at every level) to personally read, understand and 
implement this strategy.  Sexual assault prevention and response is more than a program 
and more than mandatory training – it must be an extension of each of us, intuitive in the 
way we think, plan and operate.   
 
 Sexual assault is a problem that we face together, one that can only be resolved 
together.  Ours will be a Joint Force worthy of the faith of the American people, worthy of 
the confidence in our chain of command and worthy of the trust of those we serve and with 
whom we serve.  Our Profession of Arms demands nothing less and we will accept nothing 
less. 
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Women In The Army--  
Meeting the Challenge 


 


 Increase likelihood of women viewing the Army as a 
career 
 Why Women join? 
 Why Women stay? 


 Establish policies, plans and programs to retain highly 
qualified women 


 Develop strategic implementation plans to address 
challenges 
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Increase likelihood of women viewing the Army as a 
career 
 


 Why women join 
 Job training/ work skills #1 
 Benefits 


 
 Why women stay 
 Tuition assistance/ Post 9-11 GI Bill 
 Medical 
 Pay equity 
 Family Programs 
 Married Couples Program 
 Army Community Services (ACS) 
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Establish policies, plans and programs to recruit and 
retain highly qualified women 


 


 Gain Senior Leader guidance on recruiting women in 
the Army to help shape future force modeling, 
marketing, advertising and accessions efforts 


 
 Ensure retention efforts are shaped to reinforce the 


Army’s intent to keep the best qualified Soldiers in the 
Army and shape future Senior Leader populations 


 
 Ensure the force structure for the Career Management 


Field/Branches are conducive to advancement 
opportunities for women in the Army 
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Develop strategic plans to address Challenges 
 


 Advertising and recruiting efforts 
 
 Assignment Opportunities 


 
 Expand access to Military Occupational 


Specialties/Careers 
 


 Physical Requirements 
 


 Higher attrition rate 
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Summary 
 


 Senior Leaders recognize the challenges 
 
 Marketing focus to improve the propensity trend 


 
 TRADOC is assessing the physical standards of 


specialties closed to women and has incorporated this 
directive into their Soldiers for the Army of 2020 
Review 
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Coast Guard  
Retention Programs  


CDR Tanya Schneider 
USCG Gender Policy Advisor 







Homeland  
Security 


Coast Guard Workforce 
by the numbers 


 Active Duty Military 42,000 
 Enlisted   33,500 
 Officers   6,800 
 Warrant Officers  1,700 
 Active Duty Women 6,000 
 Active Duty Men 36,000  
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Homeland  
Security 


Women in the Officer Workforce 







Homeland  
Security 


CG Retention Programs  
Parenting Focus 


 Care for Newborn Children (CNC) 
 Child Development Centers 
 Childcare Subsides 
 Maternity/Paternity leave 


• 42 days post partum for women 
• 10 days paternity for men 


 Breastfeeding/post partum policies 
• Policies updated in Spring 2011 
• Work group looking at further policy changes 
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CG Retention Programs 
Women Focus 


 Affinity group participation 
• Coast Guard members 
• Senior Leadership 


 Regional/Local mentoring groups 
 Women’s Afloat Coordinator 
 No combat exclusions 
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CG Retention Programs 
General Retention 


 Temporary Separation 
 Leadership and Diversity Advisory Councils 
 Commandant’s Leadership, Excellence and 


Diversity Council 
 Work-Life Programs 
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Questions? 
 


CDR Tanya Schneider 
USCG Gender Policy Advisor 
Tanya.L.Schneider@uscg.mil 


202-475-5247 
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Marine Corps Population 
FY12   


 
Active duty = 197K 
Reserve = 38K 


 
 
 
 
 
 


 
 
 


  Active Duty Reserve 


  Officer Enlisted Officer Enlisted 


Female   1,362      12,415    253   1,336   


Male 20,654 162,688 3,347  32,896  


Total 
 


22,016 175,103 3,600  34,232  
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Female Marine Corps Endstrength 
FY95 – FY12 
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Top Influence Factors For Continued Service 


Officers   
 


Top Influence Factors to Stay 


Male Female 


  1. Job Satisfaction   1. Job Satisfaction  


  2. Opportunity for promotion and advancement   2. Pay and allowances  


  3. Pay and allowances    3. Opportunity for promotion and advancement 


Top Influence Factors to Leave Service 


Male Female 


  1. Desire to start a second career   1. Family 


  2. Family   2. Desire to start a second career 


  3. Civilian job opportunities   3. Civilian job opportunities 


 
                                           FY12 Officer Satisfaction Survey 
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                                 Results from FY11 Enlisted Retention Survey  
                                                                         


         
   
                          
 
                           


Top Influence Factors For Continued Service 
Enlisted  


Top Influence Factors to Stay 


Male Female 


1. USMC Pride 1. USMC Pride 


2. Opportunity to Lead & Train Marines 2. Opportunity to Lead & Train Marines 


3. Ability to Choose Duty Station 3. Ability to Choose Duty Station 


Top Influence Factors to Leave Service 


Male Female 


1. Civilian Job Opportunities 1. Number of Hours Worked 


2. Number of Hours Worked 2. Civilian Job Opportunities 


3. Housing Quality and Availability 3. Deployment Tempo 


5 







Efforts To Retain Highly Qualified Women 


• Leadership:  Commanders conduct formal counseling with Marines who are considering getting out of the 
Marine Corps. 


 
• Active Duty to Selected Reserve. Active duty Marines have the option to transfer to the Selective Reserve, 


allowing USMC to retain qualified, quality Marines. 
– Financial incentive; bonus offered to attract active duty to Reserve affiliation  


• 20% of active duty female officers that got out in FY12 joined a drilling Reserve unit 
• 2.5% of active enlisted females that got out in FY12 joined a drilling Reserve unit (all were E-4 to E-6’s) 


 
• Enlisted to Officer commissioning programs  


– FY10 - FY12 Female accession goal was increased during this time to 8.5%  
– FY12 Female selection rate was 7.5% (female selection rate remained above 6.0% FY10 - FY11) 
 


• Career Intermission Pilot Program 
– Draft policy currently being reviewed for implementation 
– Allows Marines (officers / enlisted)  to temporarily leave active duty for up to 3 years 
– Retain full medical benefits and monthly pay stipend 
– Return to active duty to continue career path with payback obligation 
– Open to all occupational specialties with focus on communities with retention challenges 


 
• Professional Female Organizations: promote retention, career development and mentorship 


• Sea Service Leadership Association (SSLA) 
• Women Marine Association 
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Questions 
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Women in Naval Service 


 
As of  JUNE 2012 


42% 


  ACTIVE DUTY RESERVE TOTAL 


  OFFICER ENLISTED OFFICER ENLISTED FORCE 


WOMEN 8,886 46,031 2,238 8,594 65,749 


  (16.0%) (16.9%) (17.9%) (20.9%) (17.3%) 


MEN 46,488 225,587 10,269 32,491 314,835 


TOTAL 55,374 271,618 12,507 41,085 380,584 







                     
Female Officer Growth Over Time 


Women as % of All Navy Officers 


Global War on Terror begins. Other possible cause: 
Millennial Generation enters into the Officer Corps 
(different attitudes towards work priorities) 


As of SEPTEMBER 2011 


Task Force Life/Work 
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Women in the Navy Today 


Women as % of Enlisted Strength 


 
As of SEPTEMBER 2011 
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Push and Pull Factors of Retention 


Males Females 
1.  Time Away from Home 1.  Red Tape to do Job 


2.  Red Tape to do Job 2.  Time Away from Home 
3.  Impact on Family   3.  Impact on Family 
4.  Civilian Job Opportunities 4.  Command Climate 
5. Number of Personnel to do Job  5.  Civilian Job Opportunities 


Source: O1-O-3, Argus Exit Survey (Jul 2003) Data not representative of Navy 


5 Sources: National Parenting Association (2002) and 
Officer Master File (01Jan2011) 


Mid Grade Officer Retention 
Female 


Male 


17% 14% 


50% 
57% 


41% 
46% 


52% 


70% 


Surface Aviation RL Staff
25% 


33% 


37% 


37% 


69% 


86% 


Civilian Men


Civilian Women


Male Aviator


Male SWO


Female SWO


Female Aviator


Childless Between Ages 28-55 







Career Intermission Pilot Program 


Program Overview Selection Critera 


Applicants Purpose for Request 


 Allows Sailors to leave AC for up to 3 years 
while retaining certain benefits 


 Active Duty health and dental care 
 Monthly stipend pay 
 PCS move to location of choice 
 Return to AC to continue career path 


 Whole Person Standard 
 Sustained performance (FITREPS/EVALS) 
 Demonstrated leadership ability 
 CO’s letter of endorsement 
 Critical designators, ratings, skills, NECs 
 Reviewed by: PERS-4, BUPERS-3, NPC, N1 


Officers 
 13 Applicants: 3 Women, 10 Men 
 7 URLs: 2 SWO, 5 Aviation, rest RL 
 9 married (3 dual military), 4 single 
 
Enlisted 
 18 Applicants: 11 Women, 7 Men 
 4 Operational Ratings, 6 Support Ratings 
 10 married (2 dual military), 8 single 


 


 To be stay at home dad while spouse on 
surgical residency rotation at Yale 


 Single mother with EFM child in need of 
several critical sugeries 


 Medical/humanitarian volunteer work in 
Central/South America 


 Starting a family while on different  career 
timeline as military spouse 


 To complete bachelors/masters degree  







Questions?  
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