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Executive Summary

The Defense Advisory Committee on Women in the 
Services (DACOWITS) was established in 1951. Its 
mandate is to provide the Secretary of Defense with ad-
vice and recommendations on matters and policies re-
lating to the women in the Armed Forces of the United 
States. The individuals who comprise the Committee 
are appointed by the Secretary of Defense to serve in a 
voluntary capacity for three-year terms. 

As in the previous year, in 2011 DACOWITS di-
vided its work into two general areas, Wellness and 
Assignments, with subcommittees formed for each. 
The subcommittees selected specific topics for study, 
as described below.

To undertake its work on the selected topics, the 
Committee gathered both primary and secondary 
sources of information, including briefings from mili-
tary representatives and subject matter experts; data 
collected during installation visits from focus groups 
and surveys; and literature reviews, other survey data 
and available research and resources. These sources of 
information formed the basis for the Committee’s rea-
soning and recommendations. 

The Committee agreed on recommendations at its 
September 2011 meeting. The Committee approved 
this report at its December 2011 meeting. 

Wellness Recommendations  
and Continuing Concerns
DACOWITS has addressed the issues of sexual as-
sault and sexual harassment several times in past years. 
Most recently, in 2010 the Committee received brief-
ings from the Department of Defense’s (DoD) Sexual 
Assault Prevention and Response Office (SAPRO) and 
reviewed relevant literature. The Committee observed 
that DoD and the Services have necessarily placed a 
great deal of emphasis on data collection and on re-
sponse efforts once an assault has occurred, including 
improvements in reporting procedures for sexual as-
saults and in services to sexual assault victims. They 
have also emphasized and refined training programs 

as an important prevention tool. The Committee 
determined in 2011 to focus its work on further ef-
forts that might be made to prevent sexual assault and 
sexual harassment in the first instance, with a view 
to reducing their incidence within the military com-
munity and thereby promoting the wellness of female 
Service members. 

As explained in more detail in the full 2011 report, 
DACOWITS made the following recommendations, 
based on the reasoning set forth below, and also iden-
tified some continuing concerns.

Recommendations

Recommendation 1: This recommendation is 
three-fold and addresses the Committee’s view 
that publicizing the outcomes of sexual assault 
cases more broadly within the military, and on 
an installation level, would be helpful in reducing 
sexual assaults.

Recommendation

�� DoD should publicize reports of sexual assault and 
their dispositions in a simple format accessible to 
a wide military audience, to be used in required 
training and other venues. 

�� DoD should consider requiring local command-
ers to publicize, in a timely manner, this same in-
formation, including information on reports and 
dispositions at their specific installations.

�� Sexual assault information to be publicized should 
include the number of reports and type of disci-
plinary actions taken as a result of sexual assault 
investigations. Because there may be valid reasons 
why disciplinary action is not taken in some cases, 
reasons should be provided for cases where no ac-
tion is taken. All such information should be in 
aggregate form, as necessary to conform to any ap-
plicable privacy or other legal requirements, taking 
into account the needs of the victim as appropriate.
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Reasoning

Focus group participants stated that Service members 
are generally unaware of the extent to which there has 
been follow-up on reported sexual assaults and the dis-
ciplinary or other action that has been taken. This lack 
of awareness makes it hard for Service members to as-
sess whether sexual assaults are actually taken seriously 
and may contribute to the perception that an indi-
vidual’s rank affects the outcome. This lack of aware-
ness may also lead perpetrators to believe that they are 
at little risk of being held to account. Finally, lack of 
awareness may lead to lack of confidence in the Sexual 
Assault Prevention and Response process and to a con-
sequent unwillingness to report assaults. Publicizing 
information on case dispositions should demonstrate 
that the military as a whole, as well as individual units, 
do not tolerate sexual assault and will discipline fairly. 
Including information on why disciplinary action is 
not taken in some cases should also foster increased 
confidence in the system, potentially leading both to 
fewer assaults and greater reporting of assaults that do 
occur. This recommendation is consistent not only 
with focus group participant recommendations but 
also with research that shows that publicizing enforce-
ment activities and disciplinary outcomes may deter 
crimes by making clear the cost to the offender. 

Although this recommendation pertains to sexual as-
sault, many of the same considerations could apply to 
sexual harassment cases. The Committee has identi-
fied as a continuing concern for possible further con-
sideration whether DoD and the Services should give 
more attention to the prevention of sexual harassment 
(as distinct from sexual assault) and the ways in which 
this might be accomplished. A report by the U.S. 
Government Accountability Office on preventing sex-
ual harassment in the military, which was released af-
ter DACOWITS voted on its 2011 recommendations, 
may be especially relevant to any further examination 
of sexual harassment issues.

Recommendation 2: DoD should include mea-
sures of sexual assault and sexual harassment in 
command climate assessments. 

Reasoning

Focus group research and DoD surveys reveal wide-
spread agreement among Service members that sexual 
assault and sexual harassment have negative effects 
on military readiness. As former Secretary of Defense 
Robert Gates stated with respect to sexual assault, “This 
type of act in the military not only does unconscionable 
harm to the victim; it destabilizes the workplace and 
threatens national security.” Both focus group and oth-
er research reveal that a positive command climate can 
help prevent sexual assault and harassment. Yet mea-
sures of sexual assault and sexual harassment are not 
consistently and expressly taken into account in com-
mand climate assessments. Including these measures in 
command climate assessments could help ensure that 
prevention of sexual assault and sexual harassment is a 
command priority. 

Although this recommendation pertains to command 
climate assessments, many of the same considerations 
could apply to including sexual assault and sexual 
harassment measures in individual performance 
evaluations of commanders, and the Committee has 
identified this as a continuing concern for possible 
further consideration.

Continuing Concerns
In the course of examining sexual assault and sexual ha-
rassment prevention, the Committee identified several 
continuing concerns for possible further consideration.

�� Whether DoD and the Services should place great-
er attention on prevention of sexual harassment as 
distinct from sexual assault. 

�� Whether effectiveness in combating sexual assault 
and sexual harassment should be made a part of 
individual performance evaluations of installation 
commanders and other leaders. 

�� Whether additional specialized training should be 
required for investigators, counselors and victim 
advocates in sexual assault matters. 

�� Whether there are special problems of sexual as-
sault and sexual harassment in the recruiting pro-
cess and, if so, how they should be addressed. 

Assignments Recommendations  
and Best Practices
In 2010, DACOWITS recommended that DoD 
eliminate its 1994 combat exclusion policy, there-
by ending gender-based restrictions on military as-
signments and opening all career fields/specialties, 
schooling and training opportunities that have been 
closed to women. As a follow-up to this recommen-
dation, in 2011 DACOWITS decided to examine 
ways to effectively and fully integrate women into 
ground combat units, including any potential bar-
riers to such integration. In addition, based on re-
ports gathered by the Committee in 2010, in 2011 
DACOWITS decided to examine the adequacy of 
the weapons training female Service members receive 
in preparation for deployment to combat zones. 

As explained in more detail in the full 2011 report, 
DACOWITS made the following recommenda-
tions, based on the reasoning set forth below, and 
also suggested some best practices:

Recommendation 1: DoD should eliminate 
the 1994 combat exclusion policy and direct 
the Services to eliminate their respective as-
signment rules, thereby ending the gender-
based restrictions on military assignments. 
Concurrently, DoD and the Services should 
open all related career fields/specialties, 
schooling and training opportunities that 
have been closed to women as a result of the 
DoD combat exclusion policy and service as-
signment policies.

Reasoning 

This recommendation repeats the recommendation 
made by DACOWITS in 2010. As described in 
DACOWITS’ 2010 Report, that recommendation 
was grounded in focus group and other research 
gathered by the Committee in 2009 and addi-
tional research supporting the expansion of roles 
of women gathered by the Committee in 2010. 
Because DoD is, at this time, reviewing the 1994 
combat exclusion policy in response to a congres-
sional directive to do so, DACOWITS believes it is 
important to repeat and re-emphasize this recom-
mendation. Moreover, the Committee continued 
to find strong support for this recommendation in 
its focus group and other research conducted this 

year, including in the final report of the Military 
Leadership Diversity Commission and the state-
ments of high-ranking DoD personnel. Equally 
important, the Committee found no insurmount-
able obstacles to integrating women into currently 
closed positions. 

Recommendation 2: The Services should de-
velop appropriate physical standards by MOS, 
relevant to the job to be performed.

Reasoning

The Committee’s 2010 recommendation, repeated 
above in 2011, would end gender-based restric-
tions on military assignments. This would mean 
opening to women combat arms career fields 
and MOSs that are currently closed and allowing 
women to compete for all assignments for which 
they are qualified. However, the Committee is con-
cerned that DoD and the Services, in the review 
that they are currently undertaking of assignment 
policies for women, may be evaluating women on 
an “average” rather than an individual basis and 
may be using or establishing standards to judge 
women’s qualifications that have not been vali-
dated, even for men. Instead, the selection of mili-
tary personnel for assignment should be based on 
individual qualifications, not on gender or other 
stereotyped concepts of women’s or men’s capabili-
ties. The qualifications should be those necessary 
to perform the actual duties of a specific military 
job. Any standards for the job, especially physical 
standards, should be validated to ensure that they 
accurately predict job performance.

Recommendation 3: In addition to a general 
increase in quality of pre-deployment weap-
ons training, the Services should ensure that 
deployed Service members receive appropri-
ate in-country weapons training on the weap-
ons used by the units in which they are serving 
in theatre.

Reasoning

Focus group participants, both men and women, 
described their pre-deployment weapons training as 
inadequate in some respects. Some reported receiving 
a bare minimum of training, and some complained 
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about the quality and consistency of the training. 
Additionally, some women focus group participants re-
ported that, once in theatre, they were issued new weap-
ons on which they had not been previously trained and 
that weapons training while deployed was inadequate. 
The Committee believes that weapons training both 
pre- and post-deployment should be improved for both 
women and men Service members.

Best Practices
In the course of examining ways to effectively integrate 
women into combat units, DACOWITS identified, 
and wishes to suggest, several best practices.

Best Practice 1: Leaders should adopt practices 
similar to those that were implemented during 
the process of the repeal of Don’t Ask Don’t Tell, 
in which they visibly support the integration of 
women into currently closed positions.

Comment

Leadership is key to the successful implementation of 
new policies and programs. It is very apparent that the 
soldiers, sailors, airmen, and marines get on board with 
new programs when the leaders at all levels of the or-
ganization support the new policies and programs and 
actively demonstrate their support, including during 
briefings and training.

Best Practice 2: The Services should employ a 
phased approach for a full integration of women 
into all currently closed combat assignments. At 
a minimum, several women should be integrated 
into units at a time. The integration should occur 
in the combat engineers, artillery, and armor fol-
lowed by the infantry.

Comment

The integration of women into combat units will re-
quire that some facilities be modified, training be 

reviewed, and testing be conducted to ensure that 
job-related standards are employed in selecting Service 
members for particular assignments. Navy experience 
in bringing women onto warships supports the practice 
of integrating women into currently closed units sev-
eral at a time. Further, since women are already present 
in some MOSs and various levels in the combat engi-
neers and artillery, the transition of women into these 
units should be relatively easy. The transition into ar-
mor and infantry could require more time and effort. 

Best Practice 3: DoD and the Services should 
have more of an emphasis on mentorship, both 
formal and informal. However, leadership needs 
to encourage and support informal mentorship.

Comment

During focus group sessions the importance of mentor-
ship was discussed. Although mentoring is important 
to all Service members, it will be especially important 
for the women who are integrated into combat units. 
Informal mentoring, because it is not done to meet 
a requirement, can be more appealing because all in-
volved have chosen to be in a mentoring relationship.

Best Practice 4: The Services should assure their 
recruitment policies fully support the successful 
integration of women into the combat arms. 

Comment

If restrictions on the assignment of women are lifted 
as DACOWITS has recommended, it will be impor-
tant for all Services to attract and recruit both men 
and women to serve in the combat arms. Some cur-
rent policies may unnecessarily discourage potential 
recruits from considering such service – and possibly 
service in the military itself. For example, the Marines 
tell recruits that they may be put into the infantry in-
voluntarily, even though such involuntary assignments 
seldom occur. The Marine Corps should review its pol-
icy of involuntarily assigning recruits to infantry.

Chapter 1

Introduction
The Defense Advisory Committee on Women in the 
Services (DACOWITS) was established in 1951. 
Its mandate is to provide the Secretary of Defense 
with advice and recommendations on matters 
and policies relating to the women in the Armed 
Forces of the United States. (See Appendix A for the 
DACOWITS charter.) The individuals who com-
prise the Committee are appointed by the Secretary 
of Defense to serve in a voluntary capacity for three-
year terms. (See Appendix B for biographies of the 
2011 DACOWITS Committee members.) 

As in the previous year, in 2011 DACOWITS di-
vided its work into two general areas, Wellness and 
Assignments, with subcommittees formed for each. 
For Wellness, the Committee examined prevention 
of sexual assault and sexual harassment in the mili-
tary. For Assignments, the Committee, following up 
on its 2010 recommendation to eliminate DoD’s 
1994 combat exclusion policy – which would open 
all military assignments to women – examined 
ways to effectively and fully integrate women into 
ground combat units and the adequacy of weapons 
training received by military women in preparation 
for deployment.

To undertake this examination, the Committee 
gathered both primary and secondary sources of in-
formation, including briefings from military repre-
sentatives and subject matter experts; data collected 
during installation visits from focus groups and sur-
veys; and literature reviews, including other survey 

data and available research and resources. As a pri-
mary source of information, DACOWITS collected 
data from site visits to eight military installations 
during June and July 2011. (See Appendix C for in-
stallations visited.) Committee members facilitated 
focus group discussions at each site in order to assess 
the views, attitudes and experiences of Service mem-
bers on the identified topics. Mini-surveys were also 
distributed to participants to determine the demo-
graphic composition of the groups and to assess 
their basic attitudes towards the topics at hand. In 
all, DACOWITS conducted 44 focus groups – 23 
on Wellness topics and 21 on Assignments top-
ics – with 425 participants. Consistent with past 
years, staff from an independent research firm (ICF 
International) recorded written transcripts of the 
discussions and compiled and analyzed the resulting 
data in collaboration with the Committee. Focus 
group methodology and results are described further 
in relevant parts of Chapters II and III. 

Chapter II covers the Committee’s research and 
recommendations on the Wellness topic. Chapter 
III covers the Committee’s research and recom-
mendations on the Assignment topics. Appendices 
are also provided, including: DACOWITS char-
ter, biographies of DACOWITS members, list of 
installations visited, focus group protocols, mini-
surveys, mini-survey results, focus group findings, 
literature reviews, list of briefings presented to 
DACOWITS, and acronyms used in the report. 
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Chapter 2
Wellness Research and Recommendations

DACOWITS has addressed the issues of sexual as-
sault and sexual harassment several times in past years. 
Most recently, in 2010 the Committee received brief-
ings from the Department of Defense’s (DoD) Sexual 
Assault Prevention and Response Office (SAPRO) 
and reviewed relevant literature. The Committee ob-
served that DoD and the Services have necessarily 
placed a great deal of emphasis on data collection and 
response efforts once an assault has occurred, includ-
ing improvements in reporting procedures for sexual 
assaults and in services to sexual assault victims. They 
have also emphasized and refined training programs 
as an important prevention tool. The Committee 
determined in 2011 to focus its work on further ef-
forts that might be made to prevent sexual assault and 
sexual harassment in the first instance, with a view 
to reducing their incidence within the military com-
munity and thereby promoting the wellness of female 
Service members. 

To undertake this examination, the Committee gathered 
data directly from Service members in focus groups, re-
ceived briefings from knowledgeable DoD and Services 
personnel, as well as an outside expert, and researched 
current literature and other resources. This chapter sum-
marizes DACOWITS’ findings, recommendations, the 
reasoning behind these recommendations, and some 
continuing concerns on these topics. The chapter is or-
ganized into the following sections: 

�� Summary of Select Briefings Presented 
to DACOWITS

�� Summary of Focus Group Findings
�� Relevant Literature and Other Resources
�� Recommendations
�� Continuing Concerns 

Summary of Select Briefings 
Presented to DACOWITS
DACOWITS’ research on sexual assault and sexual 
harassment in the U.S. military included briefings 
on efforts being undertaken to prevent sexual assault 
and sexual harassment on college campuses and their 
application to the U.S. military; current efforts by 
DoD to prevent sexual assault and sexual harassment, 
including by implementing recent congressional 
directives; and the effectiveness of DoD preventa-
tive policies as reflected in the 2010 Workplace and 
Gender Relations Survey by the Defense Manpower 
Data Center. This section presents highlights from 
these briefings; for a full list of briefings presented to 
DACOWITS in 2011, see Appendix I. 

Sexual Assault Prevention in the Military,  
March 2011 
Dr. Connie Best, Professor and Director 
of Adult Services, National Crime Victims 
Research & Treatment Center, Medical 
University of South Carolina

As one of the first briefings received by DACOWITS 
in 2011, Dr. Connie Best presented an overview of 
prevention efforts in educational settings and their 
potential application to the military. She began by 
reviewing the widespread negative impact of sexual 
assault and sexual harassment in the military on the 
victim, other Service members, families, readiness, and 
DoD’s overall image. Drawing on the data in the 2009 
Annual Report on Sexual Assault in the Military of 
DoD’s Sexual Assault Prevention and Response Office 
(SAPRO), she noted that there had been an 11% in-
crease in the number of unrestricted reports of sexual 
assault in the military, but that the change may be at-
tributable to the establishment of both restricted and 
unrestricted reporting. In restricted reporting, a victim 
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may receive support and treatment without triggering 
a criminal investigation or being personally identified. 
Dr. Best stressed the importance of prevention efforts 
to decrease rates of assault within the military popula-
tion. She reviewed current national survey research by 
her colleague, Dr. Dean Kilpatrick, on the prevalence 
of drug-facilitated, incapacitated and forcible rape of 
college women, noting that the vast majority of these 
rapes go unreported. 

Dr. Best recommended the Committee consider best 
practices in the civilian sector for application within 
the military, particularly practices on college campuses. 
College students share many similarities with military 
members including:

�� Demographics (e.g., age, living away from home 
and support systems) 

�� Potentially seeing the offender on a daily basis 
�� Engaging in similar leisure activities (e.g., involv-

ing alcohol consumption)
�� Sharing many of the same barriers to reporting 

She then described interventions that have been found 
to be successful in engaging this population (e.g., inter-
active videos, group exercises). In addition, she high-
lighted the particular benefit of bystander involvement 
training, which encourages each individual to consider 
his or her role and obligation in preventing sexual as-
sault and harassment. She also emphasized the role of 
leadership and the importance of taking action against 
perpetrators in preventing assault and harassment. She 
stated that giving high visibility to punishment of of-
fenders is helpful.

Sexual Assault Prevention and Response 
Office (SAPRO) 2010 Annual Report Results,  
June 2011 
Dr. Suzanne Holroyd, SAPRO, and SAPRO 
Update, September 2011 — Major General 
Mary Kay Hertog, Director, SAPRO 

Dr. Suzanne Holroyd and Maj Gen Mary Kay Hertog 
provided updates on SAPRO’s efforts to address sexual 
assault in the military, including prevention efforts. 

In a June 2011 briefing, Dr. Holroyd reviewed the find-
ings of SAPRO’s mandated 2010 annual report and re-
lated data from the Defense Manpower Data Center 

(DMDC) 2010 Workplace and Gender Relations Survey 
of Active Duty Members. She discussed SAPRO’s efforts 
to increase Service members’ confidence to report and 
to improve training on reporting options, recognizing 
that SAPRO still saw room for improvement in this 
area. Dr. Holroyd stated that there has been a 105% 
increase in reporting in the past six years, indicating 
to SAPRO that there has been progress in confronting 
underreporting problems. The main barriers to making 
a report include the desire to protect privacy, concerns 
about lack of confidentiality in the report, and the be-
lief that the incident was not serious enough to report. 

Specifically with respect to prevention, Dr. Holroyd 
noted that SAPRO has been focusing on bystander 
intervention training and that the 2010 DMDC sur-
vey showed a 35% drop in the number of women 
Service members and a 50% drop in the number of 
men Service members experiencing “unwanted sexual 
contact”1 since 2006. She also stated that 52% of com-
mand actions against perpetrators in 2010, as com-
pared to 30% in 2007, resulted in courts martial. Dr. 
Holroyd stated that the most important aspects in pre-
vention include being in a supportive environment and 
raising the level of dialogue to improve prevention. In 
response to a question about DoD’s efforts to confront 
command climates that may contribute to assault, Dr. 
Holroyd said that a new assessment on the command 
climate is forthcoming. 

In a September 2011 briefing, Maj Gen Hertog, the 
new Director of SAPRO, presented her goals for 
SAPRO moving forward, which include balancing col-
laboration and responsiveness across agencies with the 
current budget realities of the Office of the Secretary 
of Defense. Maj Gen Hertog reviewed pending policy 
revisions, which include the establishment of a Defense 
Sexual Assault Incident Database at the DoD level, 
expedited transfer options, enhanced training require-
ments for commanders and military responders (law 
enforcement, counsel, medics and chaplains), nation-
ally credentialed Sexual Assault Response Coordinators 
(SARCs) or victim advocates to help survivors, and the 
possibility of retaining sexual assault evidence and doc-
uments for a longer period of time. She stated that there 
are Sexual Assault Prevention and Response (SAPR) 
challenges at joint bases. SAPR services exist at these 
bases, but each Service seems to operate independently. 

SAPRO is leading a working group to determine 
what is and is not working at joint bases. 

Specifically with respect to prevention, Maj Gen 
Hertog stated that she believes the right command 
climate is critical to prevention, reporting, and 
prosecution of sexual assault, and noted that an in-
creased number of reports may indicate a command 
climate in which victims feel comfortable coming 
forward. She also reported on current efforts to eval-
uate command climate. SAPRO is working with the 
Defense Equal Opportunity Management Institute 
(DEOMI) to draft sexual assault questions to be 
introduced to the Organizational Climate Survey 
in January 2012. In response to the Committee’s 
Request for Information about policies on pub-
licizing the results of sexual assault reports, Maj 
Gen Hertog stated that SAPRO summarizes case 
outcomes in its annual report. She also stated that 
there is no policy preventing leaders from publiciz-
ing case outcomes on their installations, but added 
that leaders ought to consider any unintended con-
sequences, such as compromising victims’ privacy 
concerns, before publicizing case outcomes.

Fiscal Year 2011 Defense Authorization  
Act Requirements for Improved Sexual  
Assault Prevention and Response,  
June 2011 
Diana Rangoussis, Esq. Senior Policy  
Advisor, SAPRO

Ms. Diana Rangoussis reported on DoD’s efforts, 
to date, to implement the requirements of the FY 
2011 National Defense Authorization Act (NDAA) 
designed to improve sexual assault prevention and 
response. Under Title XVI, section 1602 of NDAA, 
DoD must develop a comprehensive policy on sex-
ual assault prevention and response in the Armed 
Forces by 30 March 2012 that includes certain el-
ements set forth in the new law. She reported on 
DoD’s progress in implementing several of these 
elements, including consistent terminology defini-
tions, staffing upgrades, and expanded victim ser-
vices. She also described some proposed FY 2012 
NDAA provisions on sexual assault and DoD’s view 
of them. With respect to both the FY 2011 and FY 
2012 provisions, most relate to reporting, staffing, 
and victim services rather than particularly to pre-
vention efforts. 

DoD Sexual Harassment Policy Overview,  
September 2011
Mr. Jimmy Love, Acting Director, Military Equal 
Opportunity/Equal Employment Opportunity 
& Defense Equal Opportunity Management 
Institute (DEOMI) Liaison, Office of Diversity 
Management & Equal Opportunity

Mr. Jimmy Love reviewed the current sexual ha-
rassment policy within DoD and stated that DoD 
is currently in the process of re-issuing Directive 
1350.2 as a DoD instruction to update policy, as-
sign responsibilities and implement policy and pro-
cedures for the DoD Military Equal Opportunity 
(MEO) Program, which will occur by the end of 
October 2011. DoD Directive 1350.2:

�� Prohibits unlawful discrimination on the basis 
of race, color, national origin, religion, or sex, 
including sexual harassment 

�� Defines roles for each DoD component in ad-
dressing unlawful discrimination and sexual 
harassment 

�� Identifies specific roles of senior leaders in the 
Services 

�� Clarifies the procedures for processing and re-
solving unlawful discrimination and sexual ha-
rassment complaints 

The MEO Program is also collaborating with the 
Service Military Equal Opportunity offices to im-
plement Service best practices, with an emphasis on 
long-term goals, objectives, and milestones, as well 
as institutionalizing leadership accountability. 

Specifically with respect to prevention, Mr. Love 
addressed DACOWITS’ Request for Information 
on publicizing the outcomes of sexual assault and 
harassment complaints. He stated that installation 
commanding officers have publicized summaries 
of formal complaints in base newspapers and town 
hall sessions and can do so in other ways as long 
as privacy is not violated. He said this has usually 
been done as general information similar to that 
provided in police blotters. Mr. Love knew of no 
DoD policy pertaining to this, which suggests it is 
at the discretion of the Service branch or installa-
tion command whether to publicize the outcomes 
(e.g., offender punishment and dismissal) of sexual 
assault investigations.
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Defense Manpower Data Center (DMDC) 
2010 Workplace and Gender Relations  
Survey of Active Duty Members, June 2010
Dr. Lindsay Rock & Dr. Rachel Lipari, DMDC

Dr. Rachel Lipari and Dr. Lindsay Rock provid-
ed a briefing on the results and implications from  
DMDC’s most recent survey of active duty members 
on gender issues, including sexual harassment and 
assault. These surveys provide some basis for assess-
ing the effectiveness of DoD efforts to prevent sexual 
assault and sexual harassment. This is the first such 
survey since 2006. Dr. Lipari said that incidence rates 
for unwanted sexual contact (USC)2 declined for both 
women (6.8 to 4.7%) and men (1.8 to 0.9%) from 
2006 to 2010. She said that the Army and Marine 
Corps have higher incidence rates of USC for women 
than the other Services, and junior enlisted personnel 
are most likely to experience this behavior. The major-
ity of women who experienced USC did not report it, 
commonly citing that they did not want anyone to 
know, they felt uncomfortable making a report, they 
did not think their report would be kept confiden-
tial, and/or they were afraid of retaliation/reprisals. 
More women in 2010 believed that their performance 
evaluation/chance for promotion would suffer if they 
reported, compared with 2006.

Dr. Lipari reported that the incidence rate for sexual 
harassment also declined for women, from 33% in 
2006 to 21% in 2010. The rate for men declined from 
6% to 3% over the same period. The highest incidenc-
es, for both women and men, were of crude/offensive 
behavior, then unwanted sexual attention, then sexual 
coercion. Despite these data, Dr. Lipari reported that 
surveys also reveal the percentage of Service members 
with at least four years of service who believe that sex-
ual assault is more of a problem in the military than it 
was four years ago has increased (32% of women and 
21% of men in 2010 versus 25% of women and 15% 
of men in 2006), as has the percentage who think sex-
ual harassment is more of a problem in the military 
than it was four years ago (29% of women and 20% 
of men in 2010 versus 23% of women and 15% of 
men in 2006). Dr. Lipari believes the differential be-
tween incidence and perception of incidence is attrib-
utable to the fact that SAPRO’s efforts are increasing 

to address the research questions of interest to 
DACOWITS. Contractor staff also served as 
scribes, accompanying the Committee members 
who served as facilitators for each focus group, and 
generating a written transcript from the session. 
Each individual focus group transcript was then 
content-analyzed by ICF to identify major themes 
and sub-themes. The purpose of the sample-wide 
analysis was to determine the most salient com-
ments throughout the focus group sessions, i.e., 
themes that appear most frequently within and 
across focus group sessions. 

The questions posed to the focus groups were in-
tended to gain insight on Service members’ per-
ceptions of the prevalence of sexual assault and 
sexual harassment in the military, their under-
standing of the procedures in place for the report-
ing of and response to incidents, their awareness of 
and views on the effectiveness of military preven-
tion programs, and their views on what could be 
done to enhance prevention efforts. For purposes 
of the focus groups, the DoD definitions of the 
terms sexual assault (a crime) and sexual harass-
ment (a form of unlawful sex discrimination) were 
expressly provided, in order to distinguish the two. 
The definitions may be found in the Focus Group 
Protocols for Wellness at Appendices D-1 and D-2.

Prevalence of Sexual Assault 
Today and Over Time
DACOWITS asked focus group participants 
a series of questions about their perception of 
the prevalence of sexual assault in the military. 
Opinions were mixed, with some participants 
stating sexual assault is a frequent or common oc-
currence, and others stating it happens only oc-
casionally or rarely. Some participants noted that 
their perception of the frequency of sexual assault 
was based not on direct knowledge of sexual as-
sault incidents, but rather on media accounts or 
statistics provided in sexual assault prevention and 
response training. Participants also provided diver-
gent opinions on whether the frequency of sexual 
assault in the military had changed over time. 
Several participants believed assaults are occurring 
with greater frequency now than before and a near-
ly equal number believed the opposite to be true, 
with some participants unsure about the matter. 
Of note, a few participants believed that more vic-
tims are now reporting sexual assault than before; 

with some participants believing that this could be  
attributed to heightened awareness of reporting 
procedures and greater willingness among victims 
to come forward and report sexual assault incidents.

Prevalence of Sexual Harassment 
Today and Over Time
DACOWITS also asked participants to comment 
on their perception of the prevalence of sexual ha-
rassment in the military. Although opinions were 
mixed, most focus group participants stated that 
sexual harassment is prevalent in the military today, 
and most stated that its prevalence had not changed 
much over time. Several female focus group par-
ticipants expressed difficulty discerning what con-
stitutes sexual harassment, and a small number of 
male Service members expressed a belief that sexual 
harassment was not prevalent in the military and 
is instead a form of hazing. In some instances, ju-
nior women Service members expressed a degree of 
tolerance of behaviors that senior women Service 
members said they would not tolerate. Among 
those who believed harassment had declined, some 
participants attributed the decline to increased pre-
vention training, while others attributed it to a shift 
toward a climate less tolerant of sexual harassment. 
Among Service members who believed harassment 
has persisted or increased, some attributed the cause 
to leadership not taking a strong enough stance to 
prevent it. Some participants saw a difference be-
tween junior and senior Service members in that 
junior members may see sexual harassment as “com-
ing with the job” and so may not understand how 
to deal with it.

Awareness & Effectiveness 
of Sexual Assault and Sexual 
Harassment Prevention Training
Most focus group participants reported that they 
have received some form of sexual assault and sexual 
harassment prevention training. Some participants 
said that prevention training is part of a larger cul-
ture shift, and believed that this training will con-
tribute to an eventual decline in both sexual assault 
and sexual harassment. DACOWITS asked Service 
members what methods lead to effective program de-
livery. Most often, focus group participants thought 
that in-person presentations, small group discussions, 
and role-plays were the most effective forms of sexual 
assault and harassment prevention programming. 

awareness among Service members of both sexual as-
sault and sexual harassment.

Dr. Lipari also presented various data on the charac-
teristics of incidents, victims’ reasons for not reporting 
an incident, and the training provided to try to pre-
vent incidents and encourage reporting of incidents, 
stating that the majority of those Service members 
who received training reported it was moderately or 
very effective in reducing/preventing sexual assault.

Summary of Focus Group Findings
During the summer of 2011, DACOWITS con-
ducted a total of 23 focus groups at eight locations 
to inform its work on the prevention of sexual assault 
and sexual harassment. A total of 226 participants at-
tended the focus groups, with an average of 10 partic-
ipants per session. Groups were held with personnel 
from all Active Component (AC) Services and some 
elements of the Reserve Component (RC). 

Slightly more than half of participants were women 
(56%). Almost half of the participants were non-
Hispanic White (48%), just over a quarter were non-
Hispanic Black (28%), and just over ten percent were 
Hispanic (11%). The Army was the most represent-
ed Service, with just under a quarter of participants 
(22%), and the Navy, Air Force, and Coast Guard 
were more or less equally represented, each compris-
ing between 16% and 20% of the participants. The 
Marines, Reserves and Army National Guard were 
also represented, each comprising slightly fewer than 
10% of the participants. Half of participants were 
junior or senior Noncommissioned Officers (NCOs; 
E5-E9; 50%), and almost a third were officers (O1-
O6 including Warrant and Chief Warrant Officers; 
32%). Over half of participants had served more 
than 10 years in the military (54%). The majority 
of participants were married (62%). For a complete 
summary of the demographic characteristics of these 
focus group participants, see Appendix F-1. 

The methodology used to identify salient themes 
was consistent with the approach the Committee has 
employed previously. Specifically, the Committee, 
in partnership with social scientists from the 
Committee’s research contractor ICF, first devel-
oped focus group and survey instruments tailored 
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Overall, participants considered prevention trainings 
to be effective for both sexual assault and sexual ha-
rassment. With regards to sexual assault prevention 
specifically, several participants noted the effectiveness 
of bystander intervention training. Participants in one 
focus group reported that training that specifically ad-
dressed the relationship between alcohol and sexual 
assault was also an effective prevention strategy.

Participants in several groups noted they had received 
regular training on sexual harassment. Most of these 
participants felt the training was effective in at least 
one of two ways: providing effective and informa-
tive definitions and examples of acceptable behavior 
and harassment and educating Service members on 
how to effectively respond to and report sexual ha-
rassment. In a few instances, members made specific 
references to the Sexual Harassment and Response 
Prevention training (SHARP) and the Prevention of 
Sexual Harassment training (POSH) in Army as effec-
tive sexual harassment training programs. 

Role of Leadership in Sexual Assault 
and Sexual Harassment Prevention
Focus group participants frequently discussed the im-
portant role leadership plays in preventing both sexual 
assault and sexual harassment by assuring an appro-
priate command climate. Service members expressed 
a desire for leaders to serve as role models by treating 
sexual assault and sexual harassment prevention seri-
ously – both in their daily lives and by participating 
in prevention trainings.

Awareness and Effectiveness 
of Sexual Assault and Sexual 
Harassment Reporting Procedures 
Focus group participants discussed a wide variety of 
reporting options available to victims of sexual assault 
and sexual harassment. Specific resources identified by 
Service members for reporting sexual assault included: 
SAPRO, the chaplain, a SARC, a victim advocate, and 
one’s supervisor. For sexual harassment specifically, a 
few Service members identified the Equal Opportunity 
office as the appropriate resource. On occasion, junior 
female Service members expressed uncertainty about 

Perceived Justice
Service members frequently expressed frustration 
about the lack of clear punishments for offenders of 
both sexual assault and sexual harassment, report-
ing that they could not tell whether measures in 
place to punish offenders were being enforced and 
that, to the extent they were, it appeared that pun-
ishments vary widely. Several male Service mem-
bers provided suggestions for how to use offender 
punishment as a tool to prevent future sexual as-
sault and sexual harassment. Suggestions included 
clearly publicizing what happens to offenders and 
using offender experiences and punishments as ex-
amples during prevention training.

Perceptions of Punishment 
Differences by Rank
Participants were asked about their views on the 
role rank plays when an individual is accused of sex-
ual assault or sexual harassment. Opinions on this 
issue varied by the rank of participants. Frequently, 
junior Service members stated that their peers were 
likely to be punished more severely than senior 
Service members when accused of either sexual as-
sault or sexual harassment, and that senior Service 
members were more likely than junior Service 
members to be encouraged to retire without severe 
punishment. In contrast, senior Service members 
stated that their peers were likely to receive stricter 
punishment than junior Service members. Rarely, 
focus group participants thought that both junior 
and senior Service member offenders are punished 
equally. Occasionally, Service members discussed 
the impact of the “good old boys’” club on sexual 
assault and sexual harassment offenders, stating 
that those who are in the club are much more likely 
to receive preferential treatment when accused of 
sexual assault or sexual harassment than those who 
are not.

Impact of Sexual Assault and Sexual 
Harassment on Unit Readiness
Most Service members thought that sexual assault 
has a negative impact on a unit’s readiness and abil-
ity to perform its mission by distracting Service 
members from their ultimate charge and nega-
tively impacting trust within the unit. One Service 
member also mentioned the impact of high profile 
sexual assault cases on unit pride.

The responses were similar on sexual harassment. 
Overall, most Service members thought that sex-
ual harassment creates an environment of distrust 
that negatively affects unit readiness and the mis-
sion as a whole. Some Service members addition-
ally stated that it is difficult to perform one’s duties 
in a harassing and hostile work environment.

Relevant Literature and  
Other Resources
The following review of literature and other re-
sources focuses on prevention of sexual assault and 
sexual harassment. Additional resources are sum-
marized in Appendix H-1. 

Focus group participants told DACOWITS that 
command climate is important for success of pre-
vention programs. Academic literature confirms 
this. Research has shown that an institutional 
culture of male dominance and stereotypical gen-
dered beliefs fosters an environment conducive to 
sexual assault and sexual harassment.3,4,5 Although 
this research has mainly been done in educational 
institutions, as Dr. Connie Best stated in her brief-
ing to the Committee, it is reasonable to apply 
educational research on sexual assault and sexual 
harassment to the military given the similarities 
between the higher education and military popu-
lations in several respects. 

Focus group participants also told DACOWITS 
that they were unaware of the results of sexual as-
sault investigations and suggested that publicizing 
the results of such investigations would be helpful 
in preventing sexual assaults because perpetrators 
would see there are consequences for their actions. 
Research has similarly shown that the decision to 
commit sexual assault is influenced by the perpe-
trator’s calculation of possible “costs” such as le-
gal consequences, social retaliation, and harm to 
one’s reputation/career.6 In addition, research has 
shown that publicly reporting rates of sexual as-
saults on university/college campuses can be ben-
eficial in creating an environment of transparency 
and holding the institution accountable for inci-
dents that occur within the student body.7 

A recent study by the Department of Transportation 
provides some additional evidence for the deterrent 
effect of publicizing the potential consequences of 
law-breaking.8 This study found that a high vis-
ibility media campaign that communicated that 

the resources available to them to report an incident 
of sexual assault or sexual harassment. 

Service members reported, in general, that instances 
of both sexual assault and sexual harassment are un-
derreported. Service members expressed mixed views 
on the topic of reporting procedure effectiveness. 
Overall, several participants expressed that the cur-
rent sexual assault and sexual harassment reporting 
procedures are effective, sharing that as reporting op-
tions have increased, victims have felt more comfort-
able submitting reports. The majority of participants, 
however, believed barriers to reporting sexual assault 
and sexual harassment still remain.

The most commonly expressed barrier leading to un-
derreporting of sexual assault incidents was a lack of 
trust in both the unrestricted and restricted reporting 
systems, which may lead victims to utilize resources 
off-base. Additionally, a small number of participants 
thought that those who have experienced a sexual 
assault may often tell the wrong person and receive 
incorrect direction on how to manage the situation. 
Participants also commonly expressed the view that 
victims may be unwilling to report sexual assaults in 
cases where alcohol was involved out of fear of being 
reprimanded for underage drinking.

Many Service members thought that sexual harass-
ment, specifically, was underreported because indi-
viduals either were not aware it was occurring, or they 
did not feel it was serious enough to report it and felt 
compelled to “suck it up” and manage the situation 
on their own. Service members also reported sexual 
harassment complaints in particular often get “swept 
under the rug” and are not taken seriously.

Less frequently, Service members discussed fear of the 
stigma associated with reporting sexual misconduct – 
including both sexual assault and sexual harassment 
– although several focus group members thought that 
the fear of stigma had declined over time. Several par-
ticipants noted that the stigma of reporting is stron-
ger for male than female victims of sexual assault and 
sexual harassment. 
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the enforcement of driving laws (in this case, cell 
phone bans while driving), in conjunction with ac-
tual increased enforcement of the laws, led to lower 
incidence of the law-breaking behavior. The media 
campaign was conducted through television, radio 
and billboards. Law enforcement in the affected com-
munities simultaneously assigned officers dedicated 
to enforcing the cell phone driving ban, increasing 
roving patrols and police spotters. Surveys indicated 
that motorists in the communities with the media/law 
enforcement campaign, compared to motorists in a 
control group, reported significantly lower rates of cell 
phone use while driving during the campaign. 

With respect to the prevention of sexual harassment, a 
recent report by the U.S. Government Accountability 
Office (GAO) found that DoD needs greater leader-
ship and oversight of sexual harassment programs.9 

The GAO report stated that DoD has a long-standing 
policy aimed at providing an environment free of sex-
ual harassment, but some aspects of its programs and 
policies need improvement. For example, command-
ers have not been held accountable for completing re-
quired assessments of equal opportunity climate, not 
all commands report sexual harassment complaint data 
to higher-level offices, and DoD has exercised little 
oversight of its programs. GAO made five recommen-
dations for DoD: 

1.	 Develop a strategy for holding individuals in lead-
ership accountable for promoting, supporting, and 
enforcing sexual harassment policies and programs, 

2.	 Track military commanders’ compliance with existing 
requirements to periodically assess equal opportunity 
climate through “command climate” assessments, 

3.	 Develop guidance on how incidents of sexual 
harassment should be handled in joint operation 
environments, 

4.	 Take steps to ensure that complaint data are com-
plete and accurate with uniform data elements, and 

5.	 Develop and aggressively implement an oversight 
framework with goals, strategies and criteria for 
measuring progress.

that rank affects the outcome. This lack of awareness 
may also lead perpetrators to believe that they are 
at little risk of being held to account. Finally, lack 
of awareness may lead to lack of confidence in the 
SAPR process and to a consequent unwillingness to 
report assaults. Publicizing information on case dis-
positions should demonstrate that the military as a 
whole, as well as individual units, does not tolerate 
sexual assault and will discipline fairly. Including in-
formation on why disciplinary action is not taken in 
some cases should also foster increased confidence 
in the system, potentially leading both to fewer as-
saults and greater reporting of assaults that do occur. 
This recommendation is consistent not only with 
focus group participant recommendations but also 
with research that shows that publicizing enforce-
ment activities and disciplinary outcomes may deter 
crimes by making clear the cost to the offender. 

Although this recommendation pertains to sexual 
assault, many of the same considerations could ap-
ply to sexual harassment cases. The Committee has 
identified as a continuing concern for possible fur-
ther consideration whether DoD and the Services 
should give more attention to the prevention of sex-
ual harassment (as distinct from sexual assault) and 
the ways in which this might be accomplished. The 
GAO report on preventing sexual harassment in the 
military described in the previous section, which 
was released after DACOWITS voted on its 2011 
recommendations, may be especially relevant to any 
further examination of sexual harassment issues.

Recommendation 2: DoD should include mea-
sures of sexual assault and sexual harassment 
in command climate assessments. 

Reasoning

Focus group research and DoD surveys reveal 
widespread agreement among Service members 
that sexual assault and sexual harassment have 
negative effects on military readiness. As Former 
Secretary of Defense Robert Gates stated with re-
spect to sexual assault in the military, “This type 
of act not only does unconscionable harm to the 
victim; it destabilizes the workplace and threatens 
national security.”10 Both focus group and other 
research reveal that a positive command climate 
can help prevent sexual assault and harassment. Yet 

measures of sexual assault and sexual harassment 
are not consistently and expressly taken into ac-
count in command climate assessments. Including 
these measures in command climate assessments 
would help ensure that prevention of sexual assault 
and sexual harassment is a command priority. 

Although this recommendation pertains to com-
mand climate assessments, many of the same 
considerations could apply to including sexual 
assault and sexual harassment measures in indi-
vidual performance evaluations of commanders. 
The Committee has identified this as a continuing 
concern for possible further consideration.

Continuing Concerns
In the course of examining sexual assault and 
sexual harassment prevention, the Committee 
identified several continuing concerns for possible 
further consideration.

�� Whether DoD and the Services should place 
greater attention on prevention of sexual harass-
ment as distinct from sexual assault. 

�� Whether effectiveness in combating sexual as-
sault and sexual harassment should be made a 
part of individual performance evaluations of 
installation commanders and other leaders. 

�� Whether additional specialized training should 
be required for investigators, counselors and 
victim advocates in sexual assault matters. 

�� Whether there are special problems of sexual 
assault and sexual harassment in the recruiting 
process and, if so, how they should be addressed.

Recommendations
This section provides the 2011 DACOWITS recom-
mendations on Wellness and summarizes the rea-
soning in support of these recommendations. The 
recommendations and reasonings are based on the re-
search and resources summarized in previous sections 
within this chapter. 

Recommendation 1: This recommendation is 
three-fold and addresses the Committee’s view 
that publicizing the outcomes of sexual assault 
cases more broadly within the military and on 
an installation level would be helpful in reducing 
sexual assaults.

Recommendation

�� DoD should publicize reports of sexual assault and 
their dispositions in a simple format accessible to 
a wide military audience, to be used in required 
training and other venues. 

�� DoD should consider requiring local command-
ers to publicize, in a timely manner, this same in-
formation, including information on reports and 
dispositions at their specific installations.

�� Sexual assault information to be publicized should 
include the number of reports and type of disci-
plinary actions taken as a result of sexual assault 
investigations. Because there may be valid reasons 
why disciplinary action is not taken in some cases, 
reasons should be provided for cases where no ac-
tion is taken. All such information should be in 
aggregate form, as necessary to conform to any ap-
plicable privacy or other legal requirements, taking 
into account the needs of the victim as appropriate.

Reasoning 

Focus group participants stated that Service members 
are generally unaware of the extent to which there has 
been follow-up on reported sexual assaults and the 
disciplinary or other action that has been taken. This 
lack of awareness makes it hard for Service members 
to assess whether sexual assaults are actually taken seri-
ously and may be part of the basis for the perception 
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Chapter 3
Assignments Research and Recommendations

In 2010, DACOWITS recommended that DoD 
eliminate its 1994 combat exclusion policy, thereby 
ending gender-based restrictions on military assign-
ments and opening all career fields/specialties, school-
ing and training opportunities that have been closed 
to women. As a follow-up to this recommendation, in 
2011 DACOWITS decided to examine ways to effec-
tively and fully integrate women into ground combat 
units, including any potential barriers to such inte-
gration. In addition, based on reports gathered by the 
Committee in 2010, in 2011 DACOWITS decided 
to examine the adequacy of the weapons training fe-
male Service members receive in preparation for de-
ployment to combat zones. 

To undertake these examinations, the Committee 
gathered data directly from Service members in focus 
groups, received briefings from knowledgeable DoD 
and Services personnel, and researched current lit-
erature and other resources. This chapter summarizes 
DACOWITS’ 2011 findings, recommendations, the 
reasoning behind the recommendations, and some 
suggested best practices on these topics. The chapter is 
organized into the following sections: 

�� Summary of Select Briefings 
Presented to DACOWITS

�� Summary of Focus Group Findings
�� Relevant Literature and Other Resources
�� Recommendations
�� Best Practices

Summary of Select Briefings 
Presented to DACOWITS
DACOWITS’ research on assignments included brief-
ings from the congressionally established Military 
Leadership Diversity Commission on the Commission’s 
own 2010 recommendation on the assignment of mili-
tary women, which was similar to DACOWITS’ 2010 
recommendation; from DoD on the Women in the 
Services Restrictions (WISR) review of assignment 

policies for women that DoD is undertaking to re-
spond to a FY 2011 National Defense Authorization 
Act (NDAA) mandate to report to Congress on the 
results of such a review; from the Marine Corps on 
the WISR review as it relates specifically to the Corps; 
and from the Navy on the status of its integration of 
women into submarine service. This section presents 
highlights from these briefings on the issues particu-
larly relevant to DACOWITS’ 2011 assignment top-
ics; for a full list of briefings presented to DACOWITS 
in 2011, see Appendix I. 

Military Leadership Diversity Commission 
(MLDC) Report Summary, June 2011 
Gen, USAF (Ret) Lester Lyles and LTG, 
Army (Ret) Julius Becton, Jr.

Gen Lester (Ret) Lyles, MLDC Chairman, and LTG 
(Ret) Julius Becton, Jr., an MLDC member, presented 
highlights of the 2011 MLDC Report particularly rel-
evant to women in the Services, including MLDC’s 
recommendation that the 1994 DoD policy exclud-
ing women from direct ground combat be eliminated. 
Gen (Ret) Lyles explained that MLDC was created by 
Congress to evaluate and assess opportunities for the 
promotion and advancement of minority members of 
the Armed Forces, including minority members who 
are senior officers. He noted that Congress charged 
MLDC with 16 tasks that formed the basis of MLDC’s 
research, analysis, and recommendations. Gen (Ret) 
Lyles stated that MLDC recommended elimination 
of the ground combat exclusion primarily because 
women are currently serving in ground combat but 
are attached and not assigned to these units, which has 
prevented these women from receiving due promo-
tional consideration. He also stated that MLDC has 
had the opportunity to brief all of the Service Chiefs 
on its recommendations, and confirmed that they were 
all very supportive of the MLDC recommendations. 
The Vice Chiefs were present for the MLDC briefings, 
as were the senior enlisted leaders on most occasions.
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Women in the Service Restrictions 
(WISR) Review, June 2011 
Mr. Doug Johnson, Office of Military Personnel Policy

Mr. Doug Johnson, Office of Military Personnel 
Policy (MPP), provided a briefing on the responsibili-
ties and plans of a new MPP Work Group that is re-
viewing assignment policies for women: the Women 
in the Service Restrictions (WISR) Review. He ex-
plained the two reasons for the creation of the WISR 
Review: FY 2011 NDAA, Section 535, which re-
quires a DoD review of, and report to Congress on, 
restrictions on the service of female Service members, 
and the Military Leadership Diversity Commission 
Report Recommendation #9, which urges DoD and 
the Services to end the policy restricting assignments 
of women, using a time-phased approach to opening 
all career fields/specialties to women. Mr. Johnson 
stated that the primary members of this Work Group 
are the Service representatives to DACOWITS, but 
there is also a Senior Leadership Steering Committee. 
Mr. Johnson stated that the Office of the Secretary of 
Defense submitted an interim report to Congress in 
May 2011 that identified the laws, policies and regula-
tions being reviewed. The 1994 combat exclusion pol-
icy is the primary policy being examined and is open 
to revision. Mr. Johnson stated that none of the Work 
Group’s decisions may be disclosed in a public forum 
at this time, but that the Undersecretary of Defense for 
Personnel and Readiness is personally very committed 
to the process and has stated that the final report will 
be presented to Congress by October 2011. 

USMC Women in the Service Restrictions 
(WISR) Review, September, 2011
Col John Nettles, USMC

Col John Nettles provided a briefing on the Women 
in the Service Restrictions Review as it is being un-
dertaken specifically by the Marine Corps. He stated 
that the Marine Corps will likely lift the restriction in 
its assignment policy that women cannot be assigned 
to units that physically “collocate” with ground com-
bat units, acknowledging that this restriction no lon-
ger makes sense in today’s battlefield environment. As 
part of the Marine Corps’ review of whether its ground 
combat units should be opened to women, the Corps 

is examining more closely the physical tasks generally 
required of Ground Combat Equivalent (GCE) units 
and combat arms military occupational specialties 
(MOSs). In particular, he said, the job-related physi-
cal requirements and physical capabilities of female 
Marines are being analyzed to determine which spe-
cific positions are suitable for female Marines. As part 
of this effort, the continuing applicability to men of 
the physical requirements will also be analyzed. For ex-
ample, current GCE standards include the ability to 
undergo a march of 20 kilometers in 5 hours under a 
load of 83 pounds and the ability to engage in a “casu-
alty move” of 20 meters under a load of 248 pounds. 

As part of this review, Col Nettles said that the Marine 
Corps has examined Army studies for information on 
physiology comparisons by gender, which documented 
lower average aerobic, muscle strength, lifting strength, 
and road march speeds for women.11 Also, the Marine 
Corps has examined the injury/attrition rates for 
women Marines in Entry Level Training. In addition 
to physical capabilities, the Marine Corps is examin-
ing possible recruiting and retention concerns if, as is 
the case for male Marines now, female Marines were 
to face the possibility of involuntarily being assigned 
to infantry positions. Col Nettles cited a 2010 Joint 
Advertising, Market Research and Studies (JAMRS) 
survey of 16-24 year olds in which 29% of women 
said they would be less likely to join the military if 
women could serve in combat roles, compared to 12% 
of women who said they would be more likely to join. 
Interestingly, most women (58%) said it would not 
change the likelihood of their joining the military.12 

The Marine Corps is also evaluating the potential im-
pact on social and unit cohesion of the integration of 
women in ground combat units. Finally, the Marine 
Corps is looking at the experience of other countries. 
For example, Col Nettles said that the Australian 
Defense Force is about five years ahead of the U.S. mil-
itary with regards to gender integration and may be a 
model for ways in which the U.S. Armed Forces could 
successfully open currently closed MOSs to women.

Col Nettles also noted the increased opportunity for 
women in today’s Marine Corps: there are double the 
number of women pilots since 1991; counter and hu-
man intelligence fields were opened to women recently; 
there are additional women in military police; there are 

newly created Female Engagement Teams (FETs) 
and Cultural Support Teams (CSTs). Additionally, 
the majority of promotion rates are similar across 
genders, though there is a difference in promotion 
rates for men and women at the E9 and O7 levels, 
which the Marine Corps is analyzing to determine 
the reasons for this gap.

Status of Integration of Women into 
Submarine Service, June 2011
LCDR Jean Sullivan, U.S. Navy

LCDR Jean Sullivan presented a briefing on the 
status of the integration of women into service on 
submarines. She stated that 20 women were com-
missioned and selected in FY 2010 for submarine 
service, and the first group of these women will be 
integrated into this service in November of 2011. 
These are highly qualified women, all of whom vol-
unteered for these positions, and the majority of 
whom have engineering degrees. Eight crews will 
be integrated and each crew will have two, nuclear-
trained, women division officers and one woman 
warfare-qualified supply corps officer. The decision 
to integrate each crew in this manner draws on the 
lessons learned from integrating women onto sur-
face warships by ensuring that more than one wom-
an is on each vessel and that the women submariners 
have female mentors. LCDR Sullivan stated that, as 
part of the Navy’s preparation of the existing sub-
mariner community for this integration, the Navy 
has focused on ensuring a culture of inclusion and 
made it clear that hazing and other such behaviors 
will not be tolerated. LCDR Sullivan also said that, 
as required by law, the Navy has notified Congress 
of its intent to expend funds to design the Ohio class 
replacement SSBN (Ballistic Missile Submarine), 
and to reconfigure existing submarines, to accom-
modate female crew members. The integration of 
female enlisted women into submarine service is 
part of a deliberate process, informed by the lessons 
learned from integrating female officers.

Summary of Focus Group Findings
During summer 2011, DACOWITS conducted a 
total of 21 focus group sessions, at seven locations, 
to inform its work on both the assignment of mili-
tary women and the weapons training received by 
deploying military women. A total of 199 partici-
pants attended the focus groups, with a range of 

three to 12 and an average of 10 participants per 
session, representing the entire Active component 
(AC) Services and some elements of the Reserve 
component (RC). Each focus group session includ-
ed Service members who had deployed to Operation 
Iraqi Freedom (OIF) and/or Operation Enduring 
Freedom (OEF), including junior and senior, en-
listed and officer, women and men.13

The majority of focus group participants were fe-
male (70%). Almost half of participants were non-
Hispanic White (48%), just over a quarter were 
non-Hispanic Black (26%), and almost a fifth were 
Hispanic (19%). The Army was the most repre-
sented Service, with over a quarter (28%) of partici-
pants, followed by the Marine Corps (21%), Navy 
(17%), Air Force (14%), Army National Guard 
(13%), and Reserves14 (8%).15 Nearly half of par-
ticipants were junior or senior Noncommissioned 
Officers (NCOs – E5-E9; 45%), and roughly a 
third were officers (33%; O1-O6, and including 
Warrant and Chief Warrant Officers), and almost 
half of participants had served more than ten years 
in the military (42%). Half of participants were 
married (50%). For a complete summary of the de-
mographic characteristics of these focus group par-
ticipants, see Appendix F-2. 

The methodology used by DACOWITS to identify 
salient themes related to the assignment of mili-
tary women and the weapons training of deployed 
women in the 2011 focus groups is the same ap-
proach used to identify salient themes related to the 
Wellness sexual assault and sexual harassment top-
ics, described in Chapter II. 

Weapons Training
To explore whether women are receiving adequate 
weapons training in preparation for deployment, 
DACOWITS asked women and men focus group 
participants a series of questions about their weap-
ons training. The vast majority of participants said 
that they have received weapons training. Although 
the majority of participants – both women and men 
– reported on the mini-survey that accompanied 
each focus group that the weapons training they 
have received is adequate, as this topic was explored 
in more detail during the focus group discussions, 
most participants subsequently described their 
weapons training as inadequate in some respects. 
Some reported that they had a bare minimum 
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amount of training. The most commonly cited inad-
equacies included: inconsistencies among Services, in-
stallations and MOSs; poor quality training, and not 
enough training; and trainers not taking training seri-
ously enough.

Some participants stated that they thought the reason, 
at least in part, for the pre-deployment weapons train-
ing inadequacies is lack of sufficient funding. With 
respect to whether the training varied between the gen-
ders, the majority of focus group participants stated 
that the pre-deployment training did not vary by gen-
der. However, some women focus group participants 
reported that they or others they knew of were issued 
new types of weapons once they arrived in theatre, ones 
on which they had not previously been trained. Some 
said they received training on these weapons then, but 
others reported that their training in theatre on these 
weapons was inadequate.

Full Integration of Women 
into Combat Units
To explore ways to effectively integrate women into 
ground combat units, and any barriers to such integra-
tion, DACOWITS asked women and men focus group 
participants a series of questions. These included ques-
tions about lessons learned from the previous integra-
tion of women onto combat ships and aircraft, impact 
on unit readiness if women were to be fully integrated, 
potential challenges that may arise to women’s full in-
tegration into combat units, and the degree to which 
mentoring might aid women’s integration.

Views on Eliminating the 
Assignment Policy

Although DACOWITS did not explicitly ask focus 
group participants their opinions on whether the cur-
rent assignment policy for military women should be 
eliminated, this question arose during several of the fo-
cus group discussions. Of those who shared their views, 
most were in support of changing the policy to open 
all specialties, including ground combat positions, to 
women, although a few participants expressed opposi-
tion to women serving in ground combat. Some par-
ticipants expressed the view that women will be able 
to successfully serve in ground combat as long as the 

standards are the same for both men and women. A 
few expressed concern that women who have served in 
ground combat unofficially are currently not receiving 
due recognition. 

Ways to Effectively Integrate 
Women into Combat Units

DACOWITS asked women focus group participants 
who have served in combat ships or aircraft, as well 
as men who have served alongside women in combat 
ships and aircraft, to share their experiences and lessons 
learned from these experiences, and to assess whether 
the military might apply these lessons to the full inte-
gration of women into ground combat units. These dis-
cussions led to several suggestions on the ways to make 
full integration a success, including having consistent 
and equal performance metrics and qualification crite-
ria for both men and women, having strong leadership 
support for this transition, integrating women in large 
numbers rather than one or two at a time, and having 
appropriate training and mentoring. 

Specifically with respect to mentoring, most focus 
group participants stated that mentoring would be 
helpful, to both women and men, to successfully in-
tegrate women into ground combat units. Several also 
noted that any mentoring program needs to be gender-
neutral, so as not to single out women as the only ones 
needing mentoring. When asked about what forms of 
mentoring would be helpful, some participants said 
that same-gender mentors are preferable, while others 
believed that mentors of both genders would be help-
ful. A few also said that informal mentoring is better 
than a “check-the-box” formal mentoring program. 

Possible Impact on Readiness

DACOWITS asked focus group participants to share 
their thoughts on the potential impact on military 
readiness of women’s full integration into combat units. 
Most focus group participants said that they thought it 
would either have a positive or no impact on military 
readiness, but a few thought it would have a negative 
impact (e.g., the perceived lack of strength or emotion-
ality of women). Some participants also said that there 
might be short-term impact during the transition of 
women into combat units, but that any negative effect 
would disappear over time. 

Possible Challenges

DACOWITS asked focus group participants to con-
sider, if women were fully integrated into combat 
units, the challenges that might arise. Specifically, 
participants were asked about whether there would 
be challenges related to: the success of the unit and 
its mission, the careers of individual women, and 
the well-being of women. Although most focus 
group participants were in support of fully integrat-
ing women into combat units, many noted several 
barriers to integration, such as the need to address 
cultural issues in a male-dominated environment 
and the possible increased potential for sexual ha-
rassment and assault, as well as inappropriate frater-
nization and logistical issues (e.g., facilities, hygiene, 
and access to health care). 

Relevant Literature  
and Other Resources
The following review of literature and other re-
sources focuses on the Committee’s Assignment 
topics. Additional resources are summarized in 
Appendix H-2.

Additional Support for Full Integration 
of Women into Combat Units
In its 2010 report, DACOWITS reviewed the 
sources beyond briefings and focus group research 
in support of its recommendation to eliminate 
the 1994 DoD combat exclusion policy. This sec-
tion summarizes sources of support that were not 
noted in the 2010 recommendations or previous 
DACOWITS reports, as well as sources of support 
that originated in the past year.

As described in DACOWITS’ 2010 report, and ear-
lier in this report, in December of 2010, the Military 
Leadership Diversity Commission (MLDC) recom-
mended the elimination of the 1994 combat exclu-
sion policy.16 In March of 2010, MLDC issued a 
report further elaborating on its reasoning in sup-
port of this recommendation. That report states 
that an increased need for diverse military leader-
ship informed the Commission’s recommendation, 
and that MLDC concluded the combat exclusion 
policy prevents women from entering tactical ca-
reer fields that lead to “career-enhancing assign-
ments” and that are associated with significantly 
higher promotion opportunities. With MLDC’s 

recommendation to eliminate the combat exclusion 
policy for women, however, came the caveat that 
qualification standards for combat arms positions 
should not be lowered because of a change in as-
signment policy. The Commission also considered 
the potential impact on military readiness brought 
about by women in combat and concluded that any 
negative impact on readiness would be negligible, 
noting that similar arguments were made against 
racial integration but never borne out. In fact, the 
Commission cited DACOWITS’ 2009 finding that 
a majority of focus group participants thought that 
women serving in combat in Iraq and Afghanistan 
had a positive effect on mission accomplishment. 
The Commission also cited testimony that com-
manders in theatre should be able to pick the most 
capable person for the job. The Commission further 
found that women are engaging in combat, given 
the current operational environment. Finally, many 
Commissioners consider the current policy funda-
mentally unfair and discriminatory since it requires 
assignments based on gender without regard to ca-
pabilities or qualifications.

As noted in the 2010 DACOWITS Report, numer-
ous high-ranking military commanders have ex-
pressed general support for eliminating restrictions 
on the assignment of military women as well.17 Since 
that report, Secretary of Defense Leon Panetta ex-
pressed his commitment to equal opportunity for 
all women and men in uniform upon the repeal of 
Don’t Ask, Don’t Tell: 

This is a historic day for the Pentagon and for the na-
tion. As Secretary of Defense, I’m committed to remov-
ing all the barriers that would prevent Americans from 
serving their country and from rising to the highest 
level of responsibility that their talents and capabilities 
warrant. These are men and women that put their lives 
on the line in the defense of this country —that’s what 
should matter the most.18 

President Obama similarly stated on that day, “It is 
time to recognize that sacrifice, valor and integrity 
are no more defined by sexual orientation than they 
are by race or gender, religion or creed.”19 

More directly, in commenting on the DoD WISR 
review of assignment restrictions for women, Army 
Chief of Staff GEN Raymond T. Odierno pub-
licly stated his support for expanding the roles of 
women in the military: “We need them there. We 
need their talent…. This is about managing talent. 
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We have incredibly talented females who should be in 
those [combat] positions. We have work to do within 
the [Defense Department] to get them to recognize 
and change.”20

Public support for allowing women to serve in direct 
combat roles is substantial as well. For example, on 
March 16, 2011, the Washington Post and ABC News 
released a poll showing that 73% of Americans sup-
port allowing military women to serve in ground units 
engaging in close combat. Majority support for wom-
en in ground combat was widespread: 73% of women 
and 72% of men, 80% of Democrats and 62% of 
Republicans, 79% of those with college degrees and 
66% of those with less than a high school education, 
and 86% of individuals under the age of 31 and 57% 
of senior citizens expressed support for women in di-
rect ground combat.21 

Potential Obstacles Facing Integration 
of Women into Combat Units
Col Nettles’ briefing on the Marine Corps’ WISR re-
view revealed that a significant consideration in de-
ciding whether to open ground combat positions to 
women is whether women are physically able to meet 
the demands of ground combat. In a similar vein, 
DACOWITS’ focus group research elicited com-
ments from some participants that all military posi-
tions should be opened to women if they can meet the 
same standards applied to men, presumably referring 
primarily to physical standards. MLDC, in its recom-
mendation to open all military positions to women, 
also cautioned that implementation of its recommen-
dation should not result in a lowering of the qualifica-
tion standards for these positions. 

A recent article by Maia B. Goodell, an attorney and 
former Surface Warfare Officer in the U.S. Navy, draws 
on studies of vocational testing, athletics, and military 
fitness to examine in some detail what she terms the 
“physical-strength rationale” for excluding women 
from military combat positions.22 She identifies four 
problems with the physical-strength argument: stereo-
typing, differential training, trait selection, and task 
definition. She concludes that “[w]hat appears to be 
a biological truth is actually better understood as a 
normative belief that the military’s job is in some way 

peculiarly suited to men. It is not that women’s bodies 
do not measure up against an objective standard, but 
that the standard is defined so women do not fit it.”23 

The first difficulty with the physical strength rationale, 
Ms. Goodell asserts, is that it is based in part on the 
gender stereotype that because some women cannot 
pass the physical tests to serve in particular positions, 
no woman should be permitted to serve. That the ex-
clusion is based on a gender stereotype is clear from 
the fact that the same principle is not applied to men. 
Ms. Goodell also summarizes Supreme Court and 
other case law holding that governmental policies can-
not differentiate between men and women based on 
such gender stereotypes, including Owens v. Brown (a 
district court case),24 which declared unconstitutional 
an act of Congress that prevented women’s assign-
ment to most Navy vessels. The appropriate substitute 
for determinations based on gender stereotyping, she 
states, is determinations based on individual evalua-
tion and qualifications.

The second difficulty with the physical-strength ratio-
nale, in Ms. Goodell’s view, is that it “leap[s] to the 
conclusion that the observed differences in physical 
strength [between men and women] must be entirely 
inherent.”25 To refute this conclusion, she cites sever-
al studies, including those involving military women, 
demonstrating that the differences are not solely inher-
ent and that appropriate training can reduce them sig-
nificantly. A study not cited by Ms. Goodell, conducted 
by the U.S. Army Research Institute of Environmental 
Medicine in November 1997, found that only 24% of 
women volunteers were initially found capable of per-
forming tasks normally conducted by men in the mili-
tary. However, after 24 weeks of training, this figure 
rose significantly—to 78%.26 Evidence supporting the 
impact of training can also be drawn from a 2002 U.K. 
Ministry of Defence study, which reviewed over 100 
works comparing the physicality of men and women. 
The study noted that proper training greatly increased 
women’s physical ability, and to some extent this ability 
rose in greater proportion in women compared to men, 
particularly in aerobic conditioning.27 

The third difficulty with the physical-strength ratio-
nale, in Ms. Goodell’s analysis, is its trait selection, by 
which she means that women are too often measured 

against physical standards that may not have been 
validated, even for men. In the civilian world, to 
pass muster under Title VII of the Civil Rights Act, 
which prohibits sex and other forms of discrimina-
tion in employment, an employment standard that 
has a differential impact on women and men must 
be shown to validly predict job performance.28 She 
notes that there were several challenges to physi-
cal-strength standards under this standard when 
women first competed for jobs as police and fire-
fighters and that the military itself does not “hold 
[its] general physical-fitness requirements to map 
onto job-specific requirements. In fact, the military 
has different requirements based on age group and 
sex.”29 After reviewing the studies on trait selection, 
including those involving military women, as well 
as actual performance in “real life examples,”30 Ms. 
Goodell concludes that too often it is “the strate-
gic selection of the measures, not the job require-
ments,” that leads to the gap between women and 
men’s physical abilities, when one exists.31 

Finally, with regard to task definition, Ms. Goodell 
argues that it would not be a burden for the mili-
tary, an organization that is constantly redefining 
and improving itself to maintain its competitive ad-
vantage, to redefine some tasks to address women’s 
differing physical abilities. It may even be a benefit. 
For example, based on empirical study of some of 
women’s so-far unmeasured physical characteristics, 
such as their smaller stature or greater endurance, 
some military tasks could be redesigned in ways that 
advantage everyone.32 

Ms. Goodell concludes that the physical strength 
rationale sacrifices military readiness based on “in-
accurate views about women’s and men’s ability…. 
[and] leads to excluding available personnel who 
not only would be capable of doing the job, but 
also might do it better.”33 

Other Sources of Information on 
Ways to Achieve Full Integration 
of Women into Combat Units
Should the U.S. open ground combat positions to 
women in the military as DACOWITS has recom-
mended, it would not be the first country to do so. 
Canada, the Czech Republic, Denmark, Hungary, 
Netherlands, Norway, Austria and Ireland all 
have women serving in combat arms positions.34 
Australia recently opened combat jobs to women.35 

While little doubt remains that women are per-
forming to the standards of their male colleagues, 
they have faced significant challenges—many of 
them cultural in nature—integrating into a male-
defined and male-dominated workforce.36 Canada 
offers the U.S. a particularly useful historical prec-
edent for gender integration in the military. In 
1989, the Canadian forces decided to fully integrate 
women into all positions, including combat arms, 
over a 10-year period, after a long, deliberative pro-
cess that considered the roles of women military 
members dating to a 1970 report from the Royal 
Commission on the Status of Women.37 

A study of the experience of other countries was be-
yond the scope of this report, but DACOWITS may 
wish to examine this in greater depth in the future.

Recommendations 
This section provides the 2011 DACOWITS rec-
ommendations on Assignments and summarizes 
the reasoning in support of these recommendations. 
The recommendations and reasonings are based on 
the research and resources summarized in previous 
sections within this chapter. 

Recommendation 1: DoD should eliminate the 
1994 combat exclusion policy and direct the 
Services to eliminate their respective assign-
ment rules, thereby ending the gender-based re-
strictions on military assignments. Concurrently, 
DoD and the Services should open all related 
career fields/specialties, schooling and training 
opportunities that have been closed to women 
as a result of the DoD combat exclusion policy 
and service assignment policies.

Reasoning

This recommendation repeats the recommenda-
tion made by DACOWITS in 2010. As described 
in DACOWITS’ 2010 Report, that recommenda-
tion was grounded in focus group and other research 
gathered by the Committee in 2009 and additional 
research supporting the expansion of roles of women 
gathered by the Committee in 2010. Because DoD 
is at this time reviewing the 1994 combat exclusion 
policy in response to a congressional directive to do 
so, DACOWITS believes it is important to repeat 
and re-emphasize this recommendation. Moreover, 
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the Committee continued to find strong support for this 
recommendation in its focus group and other research 
conducted this year, including in the final report of the 
Military Leadership Diversity Commission and the state-
ments of high-ranking DoD personnel. Equally impor-
tant, the Committee found no insurmountable obstacles 
to integrating women into currently closed positions. 

Recommendation 2: The Services should develop 
appropriate physical standards by MOS, relevant 
to the job to be performed.

Reasoning 

The Committee’s 2010 recommendation, repeated 
above in 2011, would end gender-based restrictions 
on military assignments. This would mean opening to 
women combat arms career fields and MOSs that are 
currently closed, allowing women to compete for all as-
signments for which they are qualified. The Committee 
is concerned, however that DoD and the Services, in 
the review that they are currently undertaking of as-
signment policies for women, may be evaluating wom-
en on an “average” rather than an individual basis and 
may be using or establishing standards to judge wom-
en’s qualifications that have not been validated, even 
for men. Instead, the selection of military personnel 
for assignment should be based on individual qualifi-
cations, not on gender or other stereotyped concepts 
of women’s or men’s capabilities. The qualifications 
should be those necessary to perform the actual du-
ties of a specific military job and any standards for the 
job, especially physical standards, should be validated 
to ensure that they accurately predict job performance.

Recommendation 3: In addition to a general in-
crease in quality of pre-deployment weapons 
training, the Services should ensure that de-
ployed Service members receive appropriate in-
country weapons training on the weapons used 
by the units in which they are serving in theatre.

Reasoning

Focus group participants, both men and women, de-
scribed their pre-deployment weapons training as inad-
equate in some respects. Some reported receiving a bare 
minimum of training, and some complained about the 
quality and consistency of the training. Additionally, 
some women focus group participants reported that, 
once in theatre, they were issued new weapons on 
which they had not been previously trained and that 
weapons training while deployed was inadequate. The 
Committee believes that weapons training both pre- 
and post-deployment should be improved for both 
women and men Service members.

Best Practices
In the course of examining ways to effectively integrate 
women into combat units, DACOWITS identified, 
and wished to suggest, several best practices.

Best Practice 1: Leaders should adopt practices 
similar to those that were implemented during 
the process of the repeal of Don’t Ask Don’t Tell, 
in which they visibly support the integration of 
women into currently closed positions.

Comment

Leadership is key to the successful implementation of 
new policies and programs. It is very apparent that the 
soldiers, sailors, airmen, and marines get on board with 
new programs when the leaders at all levels of the or-
ganization support the new policies and programs and 
actively demonstrate their support, including during 
briefings and training.

Best Practice 2: The Services should employ a 
phased approach for a full integration of women 
into all currently closed combat assignments. At 
a minimum, several women should be integrated 
into units at a time. The integration should occur 
in the combat engineers, artillery, and armor fol-
lowed by the infantry.

Comment

The integration of women into combat units will 
require that some facilities be modified, training 
be reviewed, and testing be conducted to ensure 
that job-related standards are employed in selecting 
Service members for particular assignments. Navy 
experience in bringing women onto warships sup-
ports the practice of integrating women into cur-
rently closed units several at a time. The Committee 
believes that, since women are already present in 
some MOSs and various levels in the combat en-
gineers and artillery, the transition of women into 
these units should be relatively easy. The transition 
into armor and infantry could require more time 
and effort. 

Best Practice 3: DoD and the Services should 
have more of an emphasis on mentorship, 
both formal and informal. However, leader-
ship needs to encourage and support infor-
mal mentorship.

Comment

During focus group sessions the importance of 
mentorship was discussed. Although mentoring is 
important to all Service members, it will be espe-
cially important for the women who are integrated 
into combat units. Informal mentoring, because it 
is not done to meet a requirement, can be more ap-
pealing because all involved have chosen to be in a 
mentoring relationship.

Best Practice 4: The Services should assure 
their recruitment policies fully support the 
successful integration of women into the com-
bat arms. 

Comment

If restrictions on the assignment of women are lifted 
as DACOWITS has recommended, it will be im-
portant for all Services to attract and recruit both 
men and women to serve in the combat arms. Some 
current policies may unnecessarily discourage po-
tential recruits from considering such service – and 
possibly service in the military itself. For example, 
the Marines tell recruits that they may be put into 
the infantry involuntarily, even though such in-
voluntary assignments seldom occur. The Marine 
Corps should review its policy of involuntarily as-
signing recruits to infantry.
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