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2011 HRB Research Team

DoD

e Dr. Diana Jeffery, TMA, diana.jeffery@tma.osd.mil

* Dr. Benedict Diniega, OSDHA, benedict.diniega@ha.osd.mil

e Maureen Forsythe, TMA, maureen.forsythe.ctr@tma.osd.mil

Coast Guard
e Mr. Mark Mattiko, USCG, mark.j.mattiko@uscg.mil

ICF International

e Dr. Frances Barlas

* Dr. W. Bryan Higgins

e Dr. Jacqueline Pflieger

Disclaimer: The opinions expressed herein are those of the authors, and are
not necessarily representative of the opinions or policies of the Department
of Defense (DOD); or the United States Army, Navy, Air Force, or Coast Guard.
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2011 Survey of Health Related Behaviors (SHRB): Background

* Funded by Health Affairs/ TRICARE Management Activity
with additional support from

— US Coast Guard (contract extends to January 2014)

— DoD Drug Demand Reduction Program/ USDP&R Operational
Readiness & Safety

e DoD’s largest anonymous population-based health survey of active duty
(AD) service members.

 Examines lifestyle choices and potential impact on force readiness.
— Survey started in 1980 and is conducted ~ every 3 years.
— Active duty Coast Guard added in 2008
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2011 SHRB: Methods

Web-based survey fielded from August 2011 — January 2012.

A number of changes were made to the questionnaire to update topics of
interest, leverage technological efficiency, and reduce respondent burden.

100% stratified random sample

— DoD Services (strata: service, gender, pay grade)
— US Coast Guard (strata: work setting, gender, pay grade)

I T Usca

Population 1,222,627 39,624
Eligible Sample 154,011 14,355
Useable Responses 34,416 5,461

Overall Response Rate 22.3% 38.0%
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Population and Unweighted Sample Distributions

Strata Population Total Sample Distribution
Group Percent of Total Percent of Total

Males
E1-E4 462,766 36.7% 7,548 18.9%
E5-E6 320,310 25.4% 8,157 20.5%
E7-E9 106,777 8.5% 4,629 11.6%
W1-W5 16,189 1.3% 1,453 3.6%
01-03 95,576 7.6% 2,919 7.3%
04-010 70,032 5.5% 2,740 6.9%
Subtotal 1,071,650 84.9% 27,446 68.6%

Females
E1-E4 87,021 6.9% 4,905 12.3%
E5-E6 54,622 4.3% 3,410 8.6%
E7-E9 13,240 1.0% 1,547 3.9%
W1-W5 1,482 0.1% 255 0.6%
01-03 23,174 1.8% 1,419 3.6%
04-010 11,061 0.9% 925 o
Subtotal 190,601 15.1% 12,431 @

Total 1,262,251 39,877

Note: Differences in respondent distribution from population distribution are due to the oversampling of select strata (including
females and officers) and differential response rates by strata. The weighted sample matches the population distribution.
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Key findings:
The sample distribution does not match the population distribution because females and officers were originally oversampled to ensure that their sample size was large enough to meet desired precision levels. Differences are also a result of differential response rates across the ranks with junior enlisted and males responding at lower rates than officers and females. 





2011 SHRB: Questions on Sexual Abuse

e Adapted questions from the Brief Trauma Questionnaire, developed
at the VA National Center For PTSD in the 1990’s

e Narrow definition of sexual abuse

— “Unwanted sexual contact ...between someone else and your
private parts or between you and someone else’s private parts.”

e Two time frames
— Before joining the military
— Since joining the military by someone in the military/any civilian
— Since joining the military by any civilian





SHRB Results: Unwanted Sexual Contact™

e Before joining the military, 30.2% of active duty (AD) women experienced
unwanted sexual contact

e Since joining the military, 21.7% of AD women experienced unwanted sexual
contact by someone in the military.

e Since joining the military, 5.8% of AD women experienced unwanted sexual
contact by a civilian.

e 42.0% of AD women have a history of unwanted sexual contact, both before
and/or after joining the military, higher rate than lifetime physical abuse
(24.2%)

In comparison...
— Before joining the military, 6.9% of AD men experienced unwanted sexual contact.

— Since joining the military, 3.3% of AD men experienced unwanted sexual contact
by someone in the military.

— Since joining the military, 2.4% of AD men experienced unwanted sexual contact
by a civilian.

— 9.2% of AD men have a history of unwanted sexual contact, both before and/or
after joining the military, lower rate than lifetime physical abuse (15.8%).

*Results are weighted estimates to reflect the total military force based on stratification categories





Since Joining the Military, Unwanted Sexual Contact by Someone in the Military:
Branch of Service, Females Only

0,
& 90 84.3
30 _ 75.9 75.6 ; 81.4 78.3
70
60
50 B No unwanted sexual
contact by someone in
40 military
30 M Yes, unwanted sexual
20 - contact by someone in
military
10 -
0

Army Navy  Marines Air Force Coast Total
Guard Force

CONCLUSION: Compared to women in the Air Force and the Coast Guard, women
Marines were more likely to have experienced unwanted sexual contact by someone in
the military; compared to women in the Air Force, women in the Army or Navy were
more likely to have experienced unwanted sexual contact by someone in the military.

Weighted efficiencies/sample weighted, Chi sq = 26.85, df =4, p <.001, Bonferroni adjusted 8
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Since Joining the Military, Unwanted Sexual Contact by Someone in the Military:
Branch of Service, Males Only

%120
96.5 ) 96.2 98.3 96.9
100 95.7 96.7
80
® No unwanted sexual

60 contact by someone in
military

40 M Yes, unwanted sexual
contact by someone in

20 military

Army Navy Marines Air Force Coast Total
Guard Force

CONCLUSION: Compared to other Services, men in the Air Force were less likely
to have experienced unwanted sexual contact by someone in the military.

Weighted efficiencies/sample weighted, Chi sq = 35.70, df = 4, p < .001, Bonferroni adjusted .
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Predictors of Unwanted Sexual Contact Since Joining the Military by Someone in
the Military: Physical Abuse and Sexual Abuse History
Results of Bivariate Analysis

Fewaies  lchisa® MAES |Chisa’

Physically abused since joining 159.86 Unwanted sexual contact since  3457.41

military by someone in military joining the military by a civilian
Unwanted sexual contact before 137.29  Physically abused since joining 1797.67
joining the military the military by a civilian
Unwanted sexual contact since  131.62  Physically abused since joining 1646.34
joining the military by a civilian military by someone in military
Physically abused before joining 89.00 Unwanted sexual contact before 1282.52
the military joining the military
Physically abused before joining 528.17
the military

CONCLUSION: Strongest predictors of unwanted sexual contact since joining the military
by someone in the military are history of physical abuse and other categories of unwanted

sexual contact, both before and after joining the military.

* p <.001; chi squares with Bonferroni adjustment were conducted after weighted efficiencies/sample

weighting were applied.
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Predictors of Unwanted Sexual Contact Since Joining the Military by Someone in
the Military: Physical Abuse and Sexual Abuse History
Results of Logistic Regression Analysis

FEMALES Odds Ratio* | MALES Odds Ratio*
[95% ClI] [95% ClI]

Physically abused since 5.55 Unwanted sexual contact since  16.58

joining military by someone [4.50, 6.84] joining the military by a civilian [11.76, 23.37]
in military

Unwanted sexual contact 4.38 Physically abused since joining 5.33

since joining the military by  [3.43,5.57] military by someone in military [3.60, 7.88]

a civilian

Unwanted sexual contact 2.37 Unwanted sexual contact 3.69
before joining the military [2.08, 2.70] before joining the military [2.64, 5.17]
Physically abused before 1.46 Physically abused before 1.85
joining the military [1.26,1.70] joining the military [1.35, 2.53]

Physically abused since joining  1.97**
the military by a civilian [1.25, 3.10]

CONCLUSION: Strong predictors of unwanted sexual contact since joining the military by
someone in the military are history of physical abuse and other categories of unwanted
sexual contact, both before and after joining the military.

*p<.001, **p=.004
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Predictors of Unwanted Sexual Contact Since Joining the Military by Someone in
the Military: Mood and Reactions to Stress
Results of Bivariate Analysis

FEMALES VIALES

Stress reactions — feel very upset+ 120.42 Stress reactions — feel jumpy+ 184.09
Stress reactions — avoid activities 119.73 Stress reactions — repeated 175.56
or situations disturbing dreams

Stress reactions — repeated 116.69 Emotional difficulties/poor mental 175.14
disturbing dreams health keep from usual activities

Stress reactions — feel jumpy+ 110.35 Stress reactions — have difficulty 163.77

concentrating+

Stress reactions — have difficulty 109.89 Stress reactions — feel very upset+ 148.11
concentrating+

Emotional disturbance — feel 95.92 Past week emotional tone-sad 143.41
anxious/nervous

Stress reactions — feel emotionally 94.79  Stress reactions — avoid activities or 139.59
numb+ situations

CONCLUSION: After physical or sexual abuse history, the strongest predictors of unwanted
sexual contact since joining the military by someone in the military are symptoms

suggestive of post-traumatic stress and mood disorders. 2011 SHRB
12
* p <.001; chi squares with Bonferroni adjustment were conducted after weighted efficiencies/sample weighting





Predictors of Unwanted Sexual Contact Since Joining the Military by Someone in
the Military: Suicidal Ideation, Suicide Attempt, Self-Inflicted Injury

Results of Bivariate Analysis

FEMALES MALES

Suicidal ideation, lifetime 99.31  Self injury-lifetime prevalence 130.47

Self-injury, lifetime prevalence 86.18  Stress reaction - think about hurting 127.89
or killing self

Self-injury since joining military: 70.34  Suicidal ideation lifetime 114.05

how often

Stress reactions — think about 63.13  Suicide attempt or ideation in past  93.39

hurting or killing self year

Suicide attempt or ideation in past 51.54  Suicide attempt-lifetime prevalence 83.66
year

Suicidal ideation not in past year 49.38  Suicide attempt past year 65.95
but since joining the military

Suicide attempt, lifetime 35.08 Suicidal ideation not in past year 41.78
prevalence but since joining the military

CONCLUSION: Suicidal ideation, suicide attempt, and self-injury factors are higher among
military personnel who experience unwanted sexual contact since joining the military by

someone in the military.

* p <.001; chi squares with Bonferroni adjustment were conducted after weighted efficiencies/sample weighting. 3
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Since Joining the Military, Unwanted Sexual Contact by Someone in the Military:
Lifetime Suicidal Ideation

o,  Females %  Males
100 100 89.4
30 80
60 60
40 40
20 20
0 0
NO, have ne.ver _YES: have e.ver No, have never Yes, have ever
seriously considered seriously considered seriously considered seriously considered
suicide suicide suicide suicide

® No unwanted sexual contact by someone in...
HYes, unwanted sexual contact by someone in...

CONCLUSION: AD military personnel who experienced unwanted sexual contact by
someone in the military were more likely to have ever seriously considered suicide.

Weighted efficiencies/sample weighting, Chi sq =99.311/114.05 (females/males), df = 1, p <.001,

Bonferroni adjustment
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Since Joining the Military, Unwanted Sexual Contact by Someone in the Military:
Likelihood to Remain on Active Duty Beyond Current Enlistment Term

(o)
445

40
35
30
25
20
15
10

Females Only

Very likely

Neither  Unlikely
likely or
unlikely

unlikely

M No unwanted sexual
contact by someone in
military

M Yes, unwanted sexual

contact by someone in
military

CONCLUSION: AD military women who experienced unwanted sexual contact by
someone in the military were somewhat less likely to endorse that they will remain on

active duty.

Weighted efficiencies/sample weighting, Chi sq = 12.44, df = 4, p = .014, Bonferroni adjustment .
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Since Joining the Military, Unwanted Sexual Contact by Someone in the Military:

Likelihood to Remain on Active Duty Beyond Current Enlistment Term
Males Only

% 45
40 38.9
35
30
25
20
15

10

B No unwanted sexual
contact by someone in
military

M Yes, unwanted sexual
contact by someone in
military

0
Very likely Likely Neither  Unlikely Very
likely or unlikely
unlikely

CONCLUSION: AD men who experienced unwanted sexual contact by someone in the
military were less likely to endorse that they will remain on active duty.

Weighted efficiencies/sample weighting, Chi sq = 23.28, df = 4, p <.001, Bonferroni adjustment iy
2011 SHRB





Overall Conclusions of Selected Findings

Present findings are the first step in conducting analysis to identify
predictors of unwanted sexual contact; need further analyses with
multivariate models.

Past history of sexual and physical abuse appears to be the
strongest predictor of ‘unwanted sexual contact by someone in the
military,’ followed by mental health factors commonly associated
with post-traumatic stress and mood disorders, and suicidal
ideation/attempt or self-injury behavior.

Unwanted sexual contact by someone in the military appears to
have an adverse effect on military retention for both AD women
and men.





Thank You

e We appreciate the opportunity to present these 2011 SHRB
findings to the Defense Advisory Committee on Women in the
Services.

 We express our sincere thanks to the AD personnel who took
time from their normal duties to participate.





		Slide Number 1

		2011 HRB Research Team

		2011 Survey of Health Related Behaviors (SHRB): Background

		2011 SHRB: Methods

		Population and Unweighted Sample Distributions

		2011 SHRB: Questions on Sexual Abuse

		SHRB Results: Unwanted Sexual Contact*

		Slide Number 8

		Slide Number 9

		Slide Number 10

		Slide Number 11

		Slide Number 12

		Slide Number 13

		Slide Number 14

		Slide Number 15

		Slide Number 16

		Overall Conclusions of Selected Findings 

		Thank You




Headquarters U.S. Air Force

Integrity - Service - Excellence

AFROTC, OTS, & Direct
Commissioning Sources

'.' Brig Gen Gina Grosso
<> AF/A1P
20 June 2013

U.S. AIR FORCE



Presenter

Presentation Notes








Overview

B Commission Sources Accessions
m Officer Retention Rates

m Efforts to Identify, Admit and Retain Women

Integrity - Service - Excellence





AFROTC Female Accessions
10-Year (FY 2003 — 2012)

Fiscal Year Total Commissioned Female % Female
FYO03 2,433 614 25.2%
FY04 2,395 623 26.0%
FYO05 2,412 603 25.0%
FYO06 2,083 469 22.5%
FYO7/ 2,002 434 21.7%
FYOS8 1,852 391 21.1%
FY09 1,894 382 20.2%
FY10 1,852 411 22.2%
FY11 1,942 461 23.7%
FY12 1,790 423 23.6%

10-Yr Total 20,655 4,811 23.3%

Ref: AFOATS CC Notebooks and updated Holm Center data
Holm Center/CCX June 2013
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OTS/BOT Female Accessions
10-Year (FY 2003 — 2012)

Fiscal Year Total Commissioned Female % Female
FYO03 1,603 279 17.4%
FY04 1,112 158 14.2%
FYO05 750 83 11.1%
FYO06 560 53 9.5%
FYO7 530 56 10.6%
FYOS8 510 90 17.6%
FYQ09 691 99 14.3%
FY10 695 141 20.3%
FY11 594 75 12.6%
FY12 642 86 13.4%

10-Yr Total 7,687 1,120 14.6%

Ref: AFOATS CC Notebooks and updated Holm Center data
Holm Center/CCX June 2013
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OTS/COT Female Accessions
10-Year (FY 2003 — 2012)

Fiscal Year Total Commissioned Female % Female
FYO3 1,572 626 39.8%
FY04 1,232 244 44.2%

FYQO5** 1,139 501 44.0%
FYO6** 1,090 480 44.0%
FYO7 1,156 506 43.8%
FYO8 1,206 534 44.3%
FYQ09 1,287 581 45.1%
FY10 1,416 654 46.2%
FY11 1,336 587 43.9%
FY12 1,436 668 46.5%
10-Yr Total 12,870 5,681 44.1%

Ref: AFOATS CC Notebooks and updated Holm Center data
Holm Center/CCX June 2013

*Direct Commissioned: Doctors, Lawyers, Nurses, Medical Specialists
**Female Data for FY05 and 06 based on prior and past year average %, otherwise data not available
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Holm Center Female Accessions
10-Year Total (FY 2003 — 2012)

Total Commissioned Female % Female

10-Yr Total 41,212 11,612 28.2%

Ref: AFOATS CC Notebooks and updated Holm Center data
Holm Center/CCX June 2013

m No specific gender-related goals in Air University (AU) or Air
Force Recruiting Service (AFRS)

Integrity - Service - Excellence





Force Management
Strategy

Due to high retention rates and declining end-strength, the AF implemented a multi-year
strategy focused on sizing and shaping the force to meet congressionally mandated end-

strength levels

The program consists of voluntary and involuntary Force Management initiatives

Force Management Levers:
Service Commitment Waivers
Transfer to the Reserves
Early Retirement

Voluntary Separation Pay
Reduction in Force Boards
Force Shaping Boards

625,000
550,000
475,000
400,000
325,000
250,000

Selective Early Retirement Boards

Active Military

AF end-strength & inventory
on adownward trend
Od AN MNMTULONVDDOANMNMTULONODDOANMS L O~
DO O0OO000000000 ™ ddd -
> > > > > > > > > > > > > > > > > > > > > > > > > > > >
|y ¥y Yy N Ay ey I Iy Y Iy Y Iy Yy Ny Iy Yy Y Iy Yy ey Iy Iy Yy Yy Yy My Iy Iy Y Ny W Wy Wiy A
AD Military - Actual AD Military Programmed

Multi-year strategy to shape high quality force has leveraged.:
1. Voluntary measures first

2. Incentives as appropriate
3. Involuntary if required
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Officer Average Retention
FYO1l-FY12

Total Officer Inventory vs ROTC Source of Commission
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- Officer Average Retention
FYO1l-FY12

Total Officer Inventory vs OTS Source of Commission
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Officer Average Retention
FYO1l-FY12

Total Officer Inventory vs Direct Source of Commission
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Current Efforts to Identify,
Admit and Retain Women

m AF recruiting and retention goals are gender-neutral

m AFROTC and Direct Commissioning programs are skills and
aptitude based; there are no gender specific recruiting incentives

m Focus on individuals: aptitude, academic ability, desired
major, and leadership

m OTS /Air Force Recruiting Service offers incentives through an
Internal competition system for the recruitment of female
applicants

m Rated and critical degree(s) related jobs

Integrity - Service - Excellence
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. Purpose |

To provide an overview of female officer accession and
retention data for specific Army commissioning
sources.

- Regular Army Officer Accessions

- Reserve Officer Training Corps (ROTC)
- Officer Candidate School (OCS)

- Direct Commissions

- Continuity Rates

- Recruiting and Retention Efforts

ARMY STRONG DAPE-MPO 2






| Reqular Army Officer Accessions

USMA ROTC RA
Year Groups 2002-2012 Year Groups 2002-2012

Commissioned Commissioned
Year Males % | Females % |Total Year Males % | Females % |Total
2002 817 84.6% 149 15.4%| 966 2002 1,995 79.4%| 518 20.6%| 2,513
2003 727 84.4% 134 15.6%| 861 2003 2,217 82.8%| 461 17.2%| 2,678
2004 780 83.9% 150 16.1%| 930 2004 2,253 82.8% 469 17.2%| 2,722
2005 767 84.1% 145 15.9%| 912 2005 2,254 84.0% 428 16.0%]| 2,682
2006 728 84.9% 129 15.1%| 857 2006 1,792 84.7% 324 15.3%| 2,116
2007 853 86.2% 137 13.8%| 990 2007 2,155 86.1% 348 13.9%]| 2,503
2008 814 84.4% 150 15.6%| 964 2008 2,077 86.6% 320 13.4%| 2,397
2009 825 85.1% 145 14.9%| 970 2009 1,861 87.3% 271 12.7%| 2,132
2010 870 86.6% 135 13.4%| 1005 2010 1,984 86.6% 306 13.4%]| 2,290
2011 877 83.4% 175 16.6%| 1052 2011 2,537 85.3% 436 14.7%| 2,973
2012 836 85.6% 141 14.4%| 977 2012 2,472 84.2%| 464 15.8%]| 2,936

ocCs Direct Commissions

Year Groups 2002-2012 Year Groups 2002-2012

Commissioned Commissioned
Year Males % |Females| % |Total Year Males % |Females| % |Total
2002 895 85.0% 158 15.0%| 1,053 2002 81 81.0% 19 19.0% 100
2003 891 87.3% 130 12.7%| 1,021 2003 251 84.8% 45 15.2% | 296
2004 675 82.2% 146 17.8%| 821 2004 508 74.9% 170 [25.1%|678
2005 888 88.2% 119 11.8%| 1,007 2005 153 82.7% 32 17.3%| 185
2006 1,161 [85.7% 194 14.3%| 1,355 2006 610 69.0% 274 31.0%| 884
2007 1,450 [84.4% 269 15.6%| 1,719 2007 574 63.4% 330 [36.6% 904
2008 1,476 [83.7% 287 16.3%| 1,763 2008 557 64.7% 304 |35.3%|861
2009 2,029 |83.6% 399 16.4%| 2,428 2009 579 64.5% 318 |35.5%|897
2010 1,831 [86.0% 299 14.0%| 2,130 2010 681 67.4% 329 [32.6%1010
2011 1,254 [87.3% 182 12.7%| 1,436 2011 505 70.4% 212 |29.6%| 717
2012 611 87.7% 86 12.3%| 697 2012 419 67.1% 205 32.9%|624

ARMY STRONG DAPE-MPO 3






ROTC |

Female Percentages
(Active and Reserve)

25.0%

20.0% -

B Enrollment

15.0% -

I I I I ® Contracted
10.0% Scholarship
I I I I B Commissioned

FYO8 FYO9 FY10 FY11 FY12

Female scholarship applications average ~ 26%

Army requirements impact scholarships (STEM)

Scholarship Goal for M/F- 4 year (25%), 3 year (50%), 2 year (25%)
Active Duty based on Order of Merit List and guaranteed reserve contracts
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5.0%

0.0% -





OCS

Mission based on Army requirements and other commission
sources

— In-Service: 900 (FY09) — 200 (FY13 and FY14)

— Enlistment Option: 1574 (FYQ09) — 450 (FY13) and 250 (FY14)

Enlistment Option:
— ~16% are female
— ~ 18% with prior service

In — Service:
— ~ 18% of applicants are female with 62% select rate
— Majority of applicants have deployment experience

OCS criteria:

— Four year college degree

— Minimum Army Physical Fitness Test score — 240 (80 points each event)

— Maximum age at commission - 34

ARMY STRONG DAPE-MPO
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. DirectCommissions |

~73% Special Branches and 27% Basic Branches

Largest percent of female representation for Sources of
Commissions (~ 36% 2007 — 33% 2012)

Army Health Professional Scholarships average ~ 32%
female recipients

Various entry points (Grade and Age)

ARMY STRONG DAPE-MPO 3)






' Continuity Rate for ACC Officers b Gender

 Females retain at a lower level
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Recruiting and Retention Efforts

« Recruiting:
- Female representation throughout all marketing materials (web-videos,
print-ads, social media, public relations, etc.)

- Sponsoring documentary “Unsung Heroes” — PBS affiliates will receive in
November 2013 ( Army specific educational outreach DVD package)

- “Starting Strong” - 3 of 10 episodes profile a female prospect/ potential
recruit during a reality —style television series ( Jun — Aug on FOX affiliates)

- Scholarships and “on campus” recruiting
» Retention:
- Officer Career Incentive Program (Branch and Post of Choice and
Graduate School)

- Student Loan Repayment Program

- Career Intermission Pilot Program
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| Continuity Rate for Female ACC Officers by REDCAT |
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ICF

INTERNATIONAL

Overview of Presentation

* Research topics
* Method of investigation
 Demographics of study participants

e Results

— Accession of women into the officer corps
» Factors influencing officer accession
» Recruitment of women officers
« Women in leadership roles

— Sexual harassment and sexual assault
» Risk and protective factors
» Leadership, policies and training
* Reporting and accountability

e Questions/Discussion

icfi.com | Passion. Expertise. Results. 2
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ICF

INTERNATIONAL

Research Topics

« DACOWITS focus groups explored two main topics in
2013:

— Accession of women into the officer corps

« Examine effectiveness of outreach and recruitment of women across
officer commissioning sources: Service Academies, OCS/OTS,
ROTC programs, and direct appointments

— Prevention of sexual assault and sexual harassment

* Review initiatives to combat sexual assault and sexual misconduct
(e.g., those contained in the Lackland Report)

« Specifically examine the effectiveness of sexual assault and sexual
harassment prevention efforts at the Service Academies

icfi.com | Passion. Expertise. Results. 3
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INTERNATIONAL

Method of Investigation

* Focus Groups

— 51 focus groups in 8 locations
* 4 Service Academies, 5 OCS/OTS sites
* (Coast Guard Academy and OCS co-located)

— Total n =525
— Students/candidates and faculty/staff

 Method of data analysis
— Generate transcripts from each focus group
— ldentify major themes and subthemes within each focus group
— Determine salient comments across focus group sessions

icfi.com | Passion. Expertise. Results. 4
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’.1 Demographics of Study Participants ICF

¥ Academy students

Women Men Total
N=86 N=74 N=160
Air Force 28% 31% 29%
: Navy 27% 28% 28%
Service
Coast Guard 24% 19% 22%
Army 21% 22% 21%
First Class 32% 30% 31%
Second Class 18% 14% 16%
Class Year :
Third Class 13% 18% 15%
Fourth Class 38% 39% 38%
Family Members in Military  Yes 54% 45% 50%
Non-Hispanic White 68% 65% 67%
. Non-Hispanic Black 2% 7% 4%
Race and Ethnicity _ _
Hispanic 9% 11% 10%
Other (Non-Hispanic) 21% 18% 19%
Planning on Staying In 54% 64% 59%
Military Career Intention Planning on Leaving 20% 15% 18%
Undecided 25% 22% 24%

icfi.com | Passion. Expertise. Results. 5





1 Demographics of Study Participants
% OCS/OTS students

E—

ICF

INTERNATIONAL

Total
N=191

Women Men

N=92 N=99

Service Navy 25% 24%
Marine Corps 22% 20%

Army 17% 12%

Air Force 10% 13%

Coast Guard 8% 10%

Guard/Reserve 18% 20%

Previously Enlisted Yes 35% 35%
Family Members in Military Yes 50% 52%
Race and Ethnicity Non-Hispanic White 70% 72%
Non-Hispanic Black 8% 6%

Hispanic 10% 11%

Other (Non-Hispanic) 13% 11%

Relationship Status Married/Partner 28% 30%
Divorced/Widowed 2% 1%

Single, with significant other 23% 20%

Single, no significant other 47% 48%

Military Career Intention Planning on Staying In 70% 74%
Planning on Leaving 8% 7%

Undecided 23% 19%

25%
21%
15%
12%
9%
19%
35%
51%
71%
7%
10%
12%
29%
2%
21%
48%
72%
7%
21%
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INTERNATIONAL

Women, N=71 Men, N=97 Total, N=168

Service Air Force 32% 13% 21%
Army 11% 18% 15%
Marine Corps 11% 16% 14%
Navy 13% 14% 14%
Coast Guard 8% 16% 13%
Guard/Reserve 3% 5% 4%
N/A, Civilian 21% 16% 18%
Paygrade E4-E6 6% 10% 8%
E7-E9 20% 14% 17%
01-03 32% 48% 42%
O4 or higher 21% 10% 15%
Years at Academy/OCS Mean, range 4.59, 0-23 3.1,0-21 3.7,0-23
Race and Ethnicity Non-Hispanic White 76% 70% 73%
Non-Hispanic Black 8% 15% 13%
Hispanic 10% 5% 7%
Other (Non-Hispanic) 6% 9% 8%
Relationship Status Married/Partner 58% 80% 71%
Divorced/Widowed 10% 6% 8%
Single, with significant other 17% 3% 9%
Single, no significant other 15% 10% 13%

icfi.com | Passion. Expertise. Results. 7





Accession of Women into the
Officer Corps

INTERNATIONAL
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Accession of Women into the Officer Corps: ICF
actors Influencing Officer Accession

« Family and friends with prior service

— Students, especially women, often mentioned parents and
siblings with military service as an influence

— Grandparents, spouses, and uncles less commonly reported

— Friends and neighbors also mentioned

* Non-military parents also suggested attending the
Academies, but not OCS/OTS

icfi.com | Passion. Expertise. Results. 9





Accession of Women into the Officer Corps:
actors Influencing Officer Accession (cont’'d)

- Desire to serve country

« Challenge and discipline of the military lifestyle (more
women than men)

* Monetary concerns
 Training and job opportunities

« Career skills gained in the military was a big factor
among OCS/OTS candidates

« Job security

icfi.com | Passion. Expertise. Results.
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Accession of Women into the Officer Corps: ICF
actors Influencing Officer Accession (cont’'d)

INTERNATIONAL

* “l wanted to do something that had a purpose. Joining the military was on the top
of my list. If | can reach out and help more people, that’s what | want to do.” —
Academy Underclass Woman

* “The challenge of the academic environment combined with military things. That
was appealing to me because | knew if went somewhere else and wasn’t
challenged | wouldn’t be as motivated. | knew I would excel under stress.” —
Academy Underclass Woman

o “Part of it was definitely the fact that it was free. | knew it wouldn’t put my
parents into debt.” — Academy Upperclass Woman

e “l joined for leadership roles...There’s no other organization in the world like it.
The experiences you gain from it cannot be obtained elsewhere.” — OCS/OTS
Candidate Woman

* “ljoined...for the experience in the civilian world — leadership, security
clearance, military benefits.” — OCS/OTS Candidate Woman

icfi.com | Passion. Expertise. Results.
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Accession of Women into the Officer Corps: ICF
Factors Influencing Officer Accession (cont’d)

INTERNATIONAL

« Most participants considered other Services and
commissioning routes

— Academy students
» Focused primarily on the Academies, ROTC options as backup
* Chose Service based on visits to the Academies

— OCS/OTS candidates

» Considered several commissioning routes (e.g., ROTC, Academy,
direct commission)

* Chose Service based on 1) willingness of recruiters to assist with
OCS/OTS package and 2) variety of jobs offered by each Service

— Many OCS/OTS candidates had always wanted to join but had
not done so earlier in life, for a variety of reasons

icfi.com | Passion. Expertise. Results.
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A\ Accession of Women into the Officer Corps: |F

gL 8N Factors Influencing Officer Accession (cont'd) ek
&Y Gender Differences

« The majority felt the influencing factors were similar

 Both men and women felt that women are sometimes
accepted based on gender quotas

— “It might not be true, but there’s sometimes the notion that women are
accepted just because they’re women and because they need to fill a certain
quota.” — Academy Underclass Woman

* Academies: larger percentage of women recruited for
sports

« Some OCS/OTS candidates and Academy faculty/staff
noted that many women had prior service

icfi.com | Passion. Expertise. Results.






R Accession of Women into the Officer Corps:
1+

§ L3y Recruiting Women Officers
Methods for Finding Out

 Little active recruitment for the Academy or OCS/OTS
e Athletics most active area of recruitment for Academies

* Few participants mentioned a representative or student
from the Academy visiting high schools

« Afew found out about the Academies through internet
searches

« Several OCS/OTS candidates and a few Academy
students reported a lack of information on the enlisted
side

icfi.com | Passion. Expertise. Results.





Accession of Women into the Officer Corps:

Recruiting Women Officers
Communications While Applying

« Academies

— Little or no communications from the Academy during the
application process

— Contact by representatives after indicating interest

— Good experiences with the representatives and summer
programs

« OCS/OTS
— Difficult application process

— Strong need for active role in completing paperwork and
monitoring progress

— Recruiters unwilling or unknowledgeable on completing
officer packets

— Some positive experiences with recruiters

icfi.com | Passion. Expertise. Results.





Accession of Women into the Officer Corps: i‘é‘i:

RecrUiting Women Officers INTERNATIONAL
Suggestions for Recruiting More Women

« More women recruiters

— “I think that the best way to raise awareness would be to talk to other
female...officers. The majority are always guys, and it’s not the same as
talking to a female.” — Academy Upperclass Woman

— “I think it would help to have female officers to take people in. Military is a
male concept. Having a female in front of you that looks like you would
convince you better than a guy talking to you about the infantry.” — OCS/OTS
Candidate Man

 Contact with women cadets

— “For me it helped seeing, meeting some female cadets and meeting them in a
non-military environment. | could see myself being you — you’re wearing a
dress, not in uniform all the time. | think that would help. It reassured me. |
didn’t have to turn into a guy to come to the Academy.” — Academy
Underclass Woman

icfi.com | Passion. Expertise. Results.
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RecrUiting Women Officers INTERNATIONAL
Suggestions for Recruiting More Women (cont’d)

« Highlight opportunities that the military offers women

— “I come from non-military. | had to research and see there were so many
different options | could do...People say ‘what are you going to do.’ | say |
can do almost anything - you could be a doctor. A lot were really shocked
that those options are available.” — Academy Underclass Woman

« Better training for recruiters regarding commissioning
programs. Faculty/staff expressed the need for recruiters

to convey more realistic expectations to recruits.
— “Recruiters need to do a better job of explaining...People show up and the
job is different than what the recruiters told them and they leave. In terms of

complaints, it’s that recruiters are not getting the right males or females
here.” — OCS/OTS Faculty/Staff

icfi.com | Passion. Expertise. Results.






Accession of Women into the Officer Corps:
Women in Leadership Roles

« Most say women in leadership roles is important
 Women have a different perspective/leadership style

* Prepares women and men to interact with both genders
* Importance of mentors/role models

* Importance of leadership selected on merit rather than
gender

— Expressed by both genders, but more commonly by men
« Lack of training among enlisted personnel at Academies

« Faculty/staff men uncomfortable with women or feel
unable to properly address their concerns.

— Some relied on referring the women candidates/students to a

faculty/staff woman
icfi.com | Passion. Expertise. Results. 18
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ccession of Women into the Officer Corps: ICF
Women in Leadership Roles (cont’'d)

>

INTERNATIONAL

*  “You need a role model to look up to, a cross section of officers, you
need a representative from every group...l don’t see it as a “plus;’ | see it
as necessary.” — Academy Upperclass Woman

* “It’s important to have women in leadership roles because you learn how
to deal with the opposite sex. It can be intimidating to some. If you have
women alongside with you, you learn to get along.” — OCS/OTS
Candidate Man

e “It shouldn’t be about males or females in the position; it should be the
most qualified candidate. | think it creates a lot of cynicism at the school,
especially among the guys, and it can kind of hinder the females.
Positions should be given to the person who deserves it the most.” —
Academy Upperclass Woman

icfi.com | Passion. Expertise. Results.
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Summary: Accession of Women into the Officer J{el 5
Corps

 Accession of Women Officers

— Influential factors: Family/friends with military background, desire to serve,
challenge of the military, monetary benefits, career skills and job opportunities

— Few gender differences were noted
* Recruiting Women Officers

— Academy: Positive experiences with recruiters and summer programs

— OCS/OTS: Difficult to apply, unknowledgeable recruiters, lack of info about
commissioning options for prior enlisted

— Suggestions: More women recruiters, contact with women cadets, highlighting
opportunities for women in the military, better recruiter training on OCS/OTS

« Women in Leadership Roles

— Women in leadership is important: variety of perspectives/leadership styles,
mentorship, opportunity to interact with both genders

— Should be merit-based

— OCS faculty/staff sometimes uncomfortable with women candidates; lack of
training for enlisted personnel at Academies
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Sexual Harassment and
Sexual Assault

INTERNATIONAL
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Sexual Harassment and Sexual Assault |CF
General Overview

e Sexual harassment more common than sexual assault
— More “intimidating, hostile, or offensive working environment”
than unwanted sexual advances
— More common problem at the Academies than OCS/OTS

— Perception that incidence at Academies similar/lower than
civilian colleges, but more scrutinized

— View that incidence in units/fleet much higher than at OCS/OTS

e Sense that culture changing for the better, but discouraging
and harmful lack of progress in many ways

« Optimism that reporting is increasing, while recognizing
barriers

« Accountability perceived as high for sexual assault, although
outcomes usually unknown
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Sexual Harassment and Sexual Assault |CF
eneral Overview (cont’'d)

@

* “I’ve been a VA (Victim Advocate) for over ten years. I’ve seen the
changes. I’ve seen the growth for women. | tell the [students] all the time,
“The [Service] you come into today is not the one | came into.” Things have
gotten so much better.” — Academy Faculty/Staff

* “When I told people I was coming here, they asked if | was worried about
sexual assault. | said it happens everywhere. No matter where you go to
college you have to be very careful. | don’t think the culture here is any
worse than other places.” — Academy Underclass Woman

* “This has a huge impact on the credibility of our leadership. If we’re not
careful and don’t do something really soon about this, it’ll eat away at the
credibility of our Service, and it angers me...that we have to spend so
much time on this.” — OCS/OTS Faculty/Staff

icfi.com | Passion. Expertise. Results.
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Sexual Harassment and Sexual Assault |CF
Risk and Protective Factors

« Particularly at the Academies, sexual harassment is
driven by

— Immaturity and wanting to fit in socially

* Men joking for camaraderie, showing off, group mentality

 Women not wanting to be seen as sensitive, “girl you can't
talk around”

— Sexism in society and military culture

— No boundaries between work and life

e Counteracting forces: Maturity, immediate correction and
education (peer and leader), culture of professionalism
and respect, female leaders and mentors
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Sexual Harassment and Sexual Assault |CF
Risk and Protective Factors (cont’'d)

o “Acertain level of maturity is expected of you. The conversation you’re
having should be respectful of another human being. Listening to how you
disrespected a female is not something | want to hear about. If you were
sitting with a group of Majors, they wouldn’t be having these
conversations. You need to act the way you’re going to be acting once you
graduate.” — Academy Upperclass Woman

*  “When we had these strong female role models, there was little sexual
harassment. Their ears were open for certain things that males may not be
open to.” — OCS/OTS Faculty/Staff

« *l think also not tolerating any sexual harassment from our peers. As
freshman we just do what we’re told. [But as upperclassmen, we can] show
them that we don’t need to tolerate that. If you see upperclassmen doing
that you’ll be less afraid to do that.” — Academy Underclass Woman
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Sexual Harassment and Sexual Assault |CF
Risk and Protective Factors (cont’'d)

* Alcohol and sexual assault at the Academies

— Reduces impulse control, increases vulnerability, reduces
bystander intervention, and weakens respect for student
leadership

— Students perceive that strict environment increases
alcohol use

« Counteracting forces: Protectiveness of peers, more
liberty to release stress outside of the rare weekend,
alternate activities
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exual Harassment and Sexual Assault |CF
Isk and Protective Factors (cont’'d)

* “We are here for five days of school, every day [there is] practice. You put
in a lot of time and effort and don’t get a lot in return. Sometimes you don’t
even have the weekend. If you were to give the weekends — every
weekend, you could go off and do your own thing but it wouldn’t be the
need to have the time of your life. You could go nap or sit in a park because
you know you’ll be getting that time again in another seven days. If there’s
no pressure to live it up, you can chill.” — Academy Underclass Man

e “The guys are like brothers...I feel very comfortable getting drunk with a

group of friends because you fully trust that if something were to happen
they would take care of me.” — Academy Underclass Woman

icfi.com | Passion. Expertise. Results.






* Recognition that sexual harassment and sexual
assault are connected

— Boundary testing

* Contribution of individual characteristics, makes
these problems inevitable

— Social isolation or clustering of “creeps”

icfi.com | Passion. Expertise. Results.






Sexual Harassment and Sexual Assault
Leadership

e Serving as a role model

Zero tolerance, immediate correction

« Creating an environment of respect and empathy
e Engaging with people, having an open door

« Discouraging alcohol use and encouraging safety
* Relying on expertise from SARC

¢ Some not sure how to instill changes in unit

icfi.com | Passion. Expertise. Results.
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Sexual Harassment and Sexual Assault |CF
Training

e Conducted early and often

 Burdensome, but perceived as improving

* Preference for interactive, realistic training in small
groups

* Leadership presence important to reinforce seriousness

e Often gender segregated, but some value in mixed
groups

e Bystander intervention and how to respond to reports
valued

e« Some men scared to interact with women, suggests
need for training on how to interact with women,
coworkers
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¢ Optimism that it has been increasing

* General feeling that options are well-publicized,
support there

— Each academy has student organizations to foster
support, reporting

— Coaches as trusted reporters, could be restricted if
trained

— Utility and importance of knowing SARCs, Chaplain,
etc.

— Easier if women in chain of command

icfi.com | Passion. Expertise. Results.






e Barriers

— With sexual harassment, prefer to handle at lower
levels to keep people from trouble

— Reputation and repercussions

— Worry about getting in trouble for alcohol
e Trust in leaders, system

— Blame self
— Some perception that nothing will be done
— Lack of support for victims
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Sexual Harassment and Sexual Assault |CF
Accountability

Sexual assault generally seen as taken care of swiftly,
but sexual harassment less so

Often don’t know outcome of cases, no formal means of
getting word out
— Leads to perception that nothing has occurred in many cases

— Promotion of outcomes as deterrent to others, encourage
reporting

Demoralized by high-profile cases of convictions
overturned by command

— Sense that rules don’t apply to high ranking or well connected
Difficulty of teasing out truth
Concern for perpetrator or worries about false reports
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Sexual Harassment and Sexual Assault |CF
Accountability (cont’d)

« “Some commanding officers were pushing back against the desire to take
away commanding officers’ discretion for sexual assault decisions. They
could do that across DoD, they can say this is the recommended
punishment, they can say this is what’s going to happen, but until the
majority of the 300,000 people can say they have seen command hold
people accountable for these actions, they won’t believe it.” — OCS/OTS
Faculty/Staff

« “l understand protecting the one assaulted, but it still keeps it hushed and
quiet. We don’t talk about it. I do a lot of counseling with assault victims.
They think they are the only ones. They think it’s their fault. I wish we
could have a support group. We can’t do that for privacy.” — Academy
Faculty/Staff

*  “When we don’t know the result it’s hard to have faith in the system. So
It’s done because of the victim. But at the end you should know about the
perpetrator, especially if they are found guilty. You don’t see that in the
end.” — OCS/OTS Faculty/Staff
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Summary: Sexual Harassment and Sexual ICF
Assault

INTERNATIONAL

e Sexual harassment driven by immaturity, wanting to fit in, sexism in
culture, no boundary between work and life.

— Counteracting forces: Maturity, immediate correction and education
(peer and leader), culture of professionalism and respect, female
leaders and mentors

* Alcohol contributes to sexual assault at the Academies
* Recognition of link between sexual harassment and sexual assault

 As leaders, students see zero tolerance for sexual harassment,
creating an open environment of respect as key

* Training preferred when interactive, realistic and in small groups,
when it focuses on what to do instead of what not to do

e Optimism but challenges with reporting
* Promotion of outcomes bolsters perception of accountability,
Increases reporting and serves as a deterrent
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INTERNATIONAL

Questions/Discussion
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ccession of Women into the Officer Corps: ICF
Women in Leadership Roles (cont’'d)

>

INTERNATIONAL

* Faculty/staff highlighted position as role models, actively
strive to mentor.

« While officers generally receive one year of training for the
position, enlisted personnel at the Academies expressed a
lack of training. Many reported that they were expected to rely
on their experiences instead but that those were not adequate

preparation for the roles they play.

— “They [officers] get...[a] master’s degree. We apply and go through our CIiff’s
Notes training to learn the forms in three or six weeks...we really handle the
majority of the issues...get the most contact time with cadets for female issues,
for balancing pregnancy and deployment. A majority of it falls to us. We’ve got
nothing but experience to give them — no education for us. No certification.” —

Academy Faculty/Staff

icfi.com | Passion. Expertise. Results.






Sexual Harassment and Sexual Assault
Policies

e Open doors in rooms with mixed gender/non-roommates
present

« Dating/fraternization rules

* Locking doors, rules against staying alone
e Battle buddy/Wingman

e Limits on alcohol use

e Pass plan, designated drivers

* Night watches

« Signed statements

* Rules on touching students to correct

e Curb on certain “traditions”

icfi.com | Passion. Expertise. Results.






*@* General Comments

« Participants were asked if there were any other
Issues that affected women in the military

e Main themes included:
— Women in combat and physical standards
— Family life challenges
— Military environment

« Select non-theme findings are also presented

icfi.com | Passion. Expertise. Results.






General Comments: Main Themes (cont’d)

 Women in combat and physical standards

— Support for women in combat roles

 Many men and women were in favor of opening up
previously closed assignments to women

— Concern about opening combat assignments to
women

* Physical standards

* Need to have appropriate facilities

— Complaints about lower fitness standards for women
* Difficulties in OCS/OTS, some resolved by policy changes

icfi.com | Passion. Expertise. Results.
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General Comments: Main Themes (cont’d)

« Family life challenges
— Work-life balance

* Majority of both men and women agree it is difficult for
women to achieve balance of family life and military life

— Childcare

* Both men and women agree that childcare was key to
mother’s success, but was not adequate in the military

— Pregnancy concerns
 Women want guidance on timing of pregnancy
* Lower ratings in year of pregnhancy

* Both men and women resent what they perceive as
conveniently timed pregnancies to avoid deployment

icfi.com | Passion. Expertise. Results.
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INTERNATIONAL

General Comments: Main Themes (cont’d)

e Military environment

— Military treatment of women

* Need to emphasize women as equals

— Stereotypes in the military

 Women across Services report need to work hard to prove
themselves to men

* Men often see women as taking advantage of lower
perceived abilities or overcompensating

— Need for more women leaders

— Uniform concerns
 Dissatisfaction with tailoring/fit of uniform
* Cost

icfi.com | Passion. Expertise. Results.
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*@* General Comments: Non-Theme Findings

* Need for sex education

« Women and STD testing at the Academies

* Positive views on end of DADT

 Female hair standards

« Sick call and healthcare appointment at Academies

* Being an inexperienced officer to experienced enlisted

« Mismatch between training expectations and unit/fleet
environment

« Women in IT fields

icfi.com | Passion. Expertise. Results.
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DACOWITS QUARTERLY MEETING

June 20-21 2013

Sheraton National Hotel—Pentagon City
900 South Orme Street, Arlington VA, 22204

Thursday, June 20

Time

0830-0845

0845-0900

0900-1000

1000-1015

1015-1145

1145-1300

Topic and Presenter Location/Room

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

Galaxy Ballroom

Status of Requests for Information

Galaxy Ballroom
Briefer: COL Betty Yarbrough, DACOWITS Director

ASSIGNMENTS: Marine Corps Infantry Officer Course Information Brief
LtGen (Ret) Wilson will introduce

Briefer: Col Todd Desgrosseilliers, USMC
Commanding Officer, The Basic School

Galaxy Ballroom

AM Break Stars Room

ASSIGNMENTS: Commissioning Sources Briefing on Representation of
Women (ROTC, OTS/OCS, Direct Commissioning Programs)

LtGen (Ret) Wilson will introduce

Briefers:
USA: COL Joe Gill, Chief, Officer Division, Department of the Army G1
USMC: ColJon Aytes, Manpower Policy Branch Chief, HQ USMC Galaxy Ballroom

USN: CDR Angela Katson, Director, Navy Office of Diversity and Inclusion

USAF: Brig Gen Gina Grosso, Director of Force Management Policy,
Deputy Chief of Staff for Manpower, Personnel and Services

USCG: CAPT Ronald LaBrec, Commanding Officer, Coast Guard Recruiting
Command

Lunch (Administrative Work Session) Stars Room





1300-1430

1430-1530

1530-1545

ASSIGNMENTS: Women in Services Review Update/Service Implementation
Plan Briefing
LtGen (Ret) Wilson will introduce

Briefers:

MPP: Ms Juliet Beyler, Acting Director, Officer and Enlisted Personnel
Management

USA: LTC Sharlene Pigg, Chief of Women in the Army Assignments
Branch

USMC: Col Jon Aytes, Manpower Policy Branch Chief, HQ USMC

USN: Ms. Jessica Milam, Director, Navy Office of Women's Policy

USAF: Brig Gen Gina Grosso, Director of Force Management Policy,

Deputy Chief of Staff for Manpower, Personnel and Services
USSOCOM: Mr. Jeffrey Resko, USSOCOM Force Management Directorate

Liaison to the National Capital Region

Summary of Installation Visits
Ms. Hemphill will introduce
Briefer: ICF International

PM Break (Public Dismissed)

Galaxy Ballroom

Galaxy Ballroom

Stars Room

Friday, June 21

Time

0830-0845

0845-1000

1000-1015

1015-1130

1130-1300

1300-1400

1400-1430

Topic and Presenter

Morning Remarks by Designated Federal Officer COL Betty Yarbrough and
Committee Chair Ms. Holly Hemphill

WELLNESS: Sexual Assault Prevention and Response Office Update
RADM (Ret) Morris will introduce
Briefer: Col Alan Metzler, USAF, Deputy Director, SAPRO

AM Break

WELLNESS: Military Justice System Information Briefing
RADM (Ret) Morris will introduce

Briefer: Ms. Maria Fried, Associate Deputy General Counsel
(Personnel and Health Policy)

Lunch (Administrative Work Session)

WELLNESS: 2011 Health Related Behaviors Survey Results
RADM (Ret) Morris will introduce

Briefer: Dr. Diana Jeffrey, PhD, Director, Center of Healthcare Studies

Public Comment Period and Meeting Wrap up

Location/Room

Galaxy Ballroom

Galaxy Ballroom

Stars Room

Galaxy Ballroom

Stars Room

Galaxy Ballroom

Galaxy Ballroom











Overview of the
Military Justice System





Agenda

» The Military Justice System
» Purpose and Sources
» The Process
» Investigation to Disposition — Overview
» Types of Courts-Martial
» Counsel, Discovery and Rules of Evidence
» Court-Martial Procedures
»> Appellate Process
» Sexual Assault Provisions in MCM
» Unlawful Command Influence




Presenter

Presentation Notes

 





Purpose

“The purpose of military law is to
promote justice, to assist in
maintaining good order and discipline
in the armed forces, to promote
efficiency and effectiveness in the
military establishment, and thereby to
strengthen the national security of the
United States.”

Preamble, Manual for Courts-Martial





Purpose

»To enable commanders to ensure the good
order and discipline of Soldiers (and some
civilians) worldwide

»To address crime wherever it may occur
(often where there is no available judicial
system)

»To provide immediate and proximate
deterrence

» To ensure due process and fairness to the
accused service member and individual
consideration of offenses and offenders
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Sources

» Constitution — Article I, Section 8

 “To make Rules for the Government and Regulation
of the land and naval Forces”

» Statute — Uniform Code of Military Justice
e 10 U.S.C. sec. 801 — 946
e Title 18, state criminal codes, host-nation law
» Executive Order
e Rules for Courts-Martial
e Military Rules of Evidence
» DoD Directives and Instructions, Regulations
» Case law






The Military Justice System

> The Manual for Courts-Martial

» Rules and procedures for the identification, investigation
and disposition of criminal offenses

» Uniform Code of Military Justice (plus Title 18)

» Congressional Action in 1950 — and ever since...
» Over Military Members - all places and all times

» Civilians - In time of declared war or a contingency
operation, persons serving with or accompanying an
armed force in the field

» Military Extraterritorial Jurisdiction Act (MEJA)
> Prosecution of federal felony offenses, committed overseas, in US District Court






Process — Basic Terms

» Prefer/preferral
> Refer/referral

> Accused

» Convening Authority
» Summary CMCA
» Special CMCA
» General CMCA

»> Staff Judge Advocate

> Panel





The Military Justice System

Disposition of Offenses

Suspected Offense —Report

Investigation/CiviIia@
Article 15 @ Administrative

____________________________________________

Accused& Con
Referral se]
Trial

Appeals
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There is a companion system to manage victim services upon report of offense (Ms. Collins)

Mirrors Federal system almost exactly except for grand jury/32 and panel/jury






The Military Justice System

» Disposition of Offenses-Administrative Actions
» No Action
» Oral/written Counseling
» Letter of Reprimand
» Non-judicial punishment

» Administrative Separation
» Resignation in Lieu of Court-Martial
» Court-Martial




Presenter

Presentation Notes

 Range of possible disposition include….





The Military Justice System

» Disposition Decision

> Each commander has discretion to
dispose of offenses in his/her
command

> Dispose of in timely manner at
lowest appropriate level

> Exception —

> Rape, sexual assault, forcible
sodomy, attempts

> Pulled up to SPCMCA level (0-6)
(SECDEF Panetta April 2012)






The Military Justice System

e Factors — RCM 306 (Discussion)

e Nature and circumstances surrounding offense and effect on
morale, discipline, health, safety, welfare;

* Views of victim as to disposition

e Existence of jurisdiction over person and offense

e Availability and admissibility of evidence

* Willingness of victim and others to testify

e Cooperation of accused in app/conviction of others

* Possible improper motives or biases of person alleging
e Availability/likelihood of prosecution by other juris

e Appropriateness of authorized punishment to particular
accused or offense

e Character and military service of accused

e “Disposition that is warranted, appropriate, and fair.”






The Military Justice System

» Types of Courts-Martial

» Summary

» 30 days maximum confinement

» Special Court-Martial

> 12 months maximum confinement Misdemeanor
» Bad Conduct Discharge
» General Court-Martial Felony

» Article 32 Investigation required

» Any punishment authorized by Manual for Courts-Martial
(including death and punitive discharge)

Double Jeopardy? What about mistrials & “hung juries’...?
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The Military Justice System

» Counsel, Discovery, and Rules of Evidence
» Trial Counsel represents the United States

» Defense Counsel/Civilian Defense Counsel represent only the
Soldier

> Extensive discovery available to the defense, including a copy
of the pre-trial investigation/Art 32 and a copy of the law
enforcement investigation

» Use modified version of Federal Rules of Evidence
» Military trial judges; mil and civilian appellate judges

Discovery Rules compared with Fed or State: Often not as open




Presenter

Presentation Notes

 





The Military Justice System

»> “Felony” Case Procedures
e General Court-Martial requires minimum 5 members
e 2/3 for findings of guilt and sentence
e 3/4 for findings of more than 10 years confinement
e Article 32 Pre-Trial Investigation required S

» Capital Cases Procedures
e Capital Cases are always different
e Require a 12 member panel (Since 2002)
e Require unanimous vote on findings of guilt

e Require unanimous vote on sentence of death
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The Military Justice System

» Courts-Martial Review/Appellate Process
® Action by Convening Authority — Art 60
® Courts of Criminal Appeals — Art 66
® Court of Appeals for the Armed Forces — Art 67
® Supreme Court — Art 67a
® Counsel rights on appeal — Art 70
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Sexual Assault Provisions

» Article 120, UCMJ

* Pre-2007
e 30 Sep 2007 - 27 June 2012
e 28 June 2012 - present

> Additional articles

e Attempts, Conspiracy, Solicitation — Articles 80 - 82
* Failure to obey order or regulation — Article 92

e Maltreatment — Article 93

e Sodomy — Article 125

e Assault — Article 128

e Conduct unbecoming an officer — Article 133

e General Article — Article 134 (adultery, fraternization,
kidnapping, obstructing justice, pandering/prostitution,
communicating threat)






Sexual Assault Provisions

» MRE 412 — “Rape Shield”

» MRE 413-414 — Propensity evidence

» MRE 513 — Psychotherapist/patient
privilege

» MRE 514 — Victim advocate-victim
privilege

» Policy provisions not addressed here
(Example: SVP)





Unlawful Command Influence

“Mortal Enemy of Military Justice”

» Article 37, UCMJ;

» No convening authority may censure, reprimand, or admonish
the court or any member, military judge, or counsel, with
respect to findings or sentence, or exercise of functions in
conduct of proceedings

» No person subject to code may attempt to coerce or, by any
unauthorized means, influence the action of a court-martial in
reaching findings or sentence, or the action of any convening,
approving or reviewing authority with respect to his/her
judicial acts.

» Evaluation reports may not consider or evaluate performance
as member or give a less favorable rating because of zeal with
which a counsel represented an accused before court-martial.
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Quote: States v. Allen, 33 MJ 209





Unlawful Command Influence

NOT THE MESSAGE SENT: IT’S THE MESSAGE RECEIVED

»> Actual
» Commander:
e tells subordinate commander to court-martial Soldier
e tells a witness they must not testify
e issues statement to Command that he is “Death on Drugs”
» Implied
e certain actions are expected
e subordinates chilled in independent decision-making
e witness chilled — will no longer participate in trial proceedings

» Appearance — “The appearance of unlawful command influence is as devastating to
the military justice system as the actual manipulation of any given trial.”

» Other Forms of Influence
e second guessing CDRs during the Court-Martial Process
e “Telegraph” expected actions

» Danger — impacts constitutional right to counsel, to confront witnesses, to call
witnesses in defense , presumption of innocence, due process, right to present

evidence in extenuation and mitigation
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Quote: States v. Allen, 33 MJ 209





The Military Justice System

Conclusion
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Sexual Assault Prevention and Response
Strategic Plan Update

21 June 2013





Agenda

e DoD SAPR Strategy
e Sexual Assault Problem
 Current Environment
e Program Foundation
e Lines of Effort and Key Tasks

* New Initiatives and Next Steps





Nature of the
Problem

DoD estimates, based on surveys, more than 26,000 active duty men and
women were victims of unwanted sexual contact in FY12 (rape to unwanted
touching)

In the same year, DoD received 3,374 reports of sexual assault -- which
iIncluded at least one service member victim or perpetrator

Underreporting is significant problem due to fear, stigma or shame -- which
complicates victim care and holding offenders accountable

Incident Profile: Victim and perpetrator 18-24 yrs old; peer or near peers; non-
stranger; off duty, but on the installation; significant alcohol involvement

Victim’s perceive high levels of ostracization and retaliation after reporting — of
the women in FY12 who reported unwanted sexual contact, 62% perceived
some form of social, administrative, and/or professional retaliation

Frontline leaders are critical to leading the culture change necessary to prevent
sexist behaviors, sexual harassment and assault, and in establishing an
environment of dignity, respect, and trust 3





Estimated Number of Victims

Unwanted Sexual Contact
Reported in DoD Surveys

Type of Unwanted Sexual Contact™ Experienced

Estimates derived from 2012 Workplace and Gender Relations Survey

16000 1.2%
(~13,900 Men)

14000

6.1%
(~12,100 Women)

12000 -
10000 - .
m Completed Penetration
8000 - ® Attempted Penetration
6000 - ® Unwanted Sexual Touching
= Did Not Specify
4000 -
2000 -

*Unwanted sexual contact is the DoD

survey term for the range of contact sex
- crimes between adults, prohibited by the

Women Men UCMJ.

Bottom Line: Of those who indicated victimization via the DoD survey,
roughly 57% of active duty women and 15% of active duty men
experienced an attempted or completed penetration in FY2012, 4






Sexual Assault Reports

CY04 - FY12

4000
3374
3500 323031583192 “Reports”
2947 5400 2908/\1———/ are sexual
g 2500 a Service
o 2516 o410 2439 2558 —e—Unrestricted Reports Member or
S 2000 - against
% 1500 700 ——Reports Remaining ;:::‘:r
= Restricted
1000 PPN 714 748 753 816 victim
o l U 603 046 L= ﬂ
500 27 _A—g -
0 About 25% of reports each
0 . - - - - - - - - year are “Restricted Reports”

CY04 CY05 CY06 FYo7 FYo08 FY09 FY10 Fy11l FY12
Year

Unrestricted Report
Victim receives case management by Sexual Assault Response Coordinator, medical care, counseling, and

legal assistance referrals

Report made to Military Criminal Investigation Organization to initiate an official criminal investigation

Commander is notified — Commander-directed Investigations are not authorized

Restricted Report
Victim receives same services as unrestricted report, but victim confidentiality protected and no investigation

initiated

Command informed that an assault occurred but victim’s name or other identifying information not provided
First offered in 2005 -- each year about 15% of restricted reports switch to unrestricted; in FY12, 17%

converted, an increase that could be a leading indicator of victim confidence

5






Number of Victims
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Key Program Metrics:
Estimated Prevalence vs.
Actual Victim Reports
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victims* and known ~19,300
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Authorities
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Increased reporting provides primary means for improving victim care and accountability of offenders

Sexual Assault is an Underreported Crime






Current Environment

Facts

Sexual Assault is a persistent problem in the force and at the Military Service Academies

Despite strong leader emphasis, increased awareness, and new programs, prevalence remains high
and underreporting persists

The Invisible War documentary (released 2012) featuring DoD victims provided compelling depiction of
victim trauma which raised widespread awareness

High-profile incidents drive continued negative attention and support critical narratives -- Lackland AFB
basic training incidents; Army GO sexual assault case; Aviano AB clemency decision, AF Lt Col arrest

Substantial SAPR Legislation: 25 provisions in law in FY12 /13 NDAAs — current focus is on legislating
changes to military justice system

Combating sexual assaults in the military is a SECDEF priority issue

Critical Assumptions

Congressional oversight and legislation, advocacy groups, lawsuits against DoD officials, and “high
visibility” sexual assaults will continue to influence execution of DoD SAPR program

US Commission on Civil Rights Statutory Enforcement Report for 2013 --Sexual Assault in the Military
-- will be published in September

“This Department may be nearing a stage where the frequency of this crime — and the perception
that there is tolerance of it — could very well undermine our ability to effectively carry out the
mission, and to recruit and retain the good people we need” Secretary Hagel , 7 May 2013






DoD SAPR Program
Foundation

Sustain multi-pronged approach —no single “silver bullet” solution

- Requires sustained progress, persistence, innovation, and multi-disciplinary
approach in prevention, investigation, accountability, victim assistance &
assessment

Expand prevention efforts to reinforce cultural imperatives of mutual
respect and trust, team commitment, and professional values

Recognize that sexual harassment is strongly correlated with sexual
assault

Ensure victim focus to help overcome vast underreporting
- Every victim needs to be treated with respect, dignity, and sensitivity
- Reporting is an essential bridge to victim care and accountability

Sustain commitment to holding offenders appropriately accountable —we
are improving investigative and accountability efforts through Special
Victims Capability, UCMJ Panels, and comprehensive oversight actions

Continue to educate frontline commanders and leaders at all levels and
hold them accountable in establishing a culture of dignity and respect





SAPR Mission, Lines of
Efforts and End States

Mission: The Department of Defense prevents and responds to the crime of
sexual assault in order to enable military readiness and reduce—with a goal
to eliminate—sexual assault from the military.

Lines of Effort

Communication — Communicate DoD’s
efforts to support victim recovery, enable

military readiness, and reduce—with a goal to
eliminate—sexual assault from the military.

Prevention - Deliver consistent and effective

prevention methods and programs.

Investigation - Achieve high competence in the

investigation of sexual assault.

VN

Accountability - Achieve high competence in

holding offenders appropriately accountable.

Advocacy - Deliver consistent and effective
victim support, response, and reporting options.

Assessment — Effectively standardize,

measure, analyze, and assess program progres

S

NN\

End States

Cultural imperatives of mutual respect and trust,
professional values, and team commitment are
reinforced to create an environment where
sexual assault is not tolerated.

Investigative resources yield timely and
accurate results.

Perpetrators are held appropriately
accountable.

DoD provides high quality services and
support to instill confidence, inspire victims to
report, and restore resilience.

DoD incorporates responsive, meaningful,
and accurate systems of measurement and
evaluation into every aspect of SAPR.






DoD SAPR Next Steps

Strategic Plan

The desired end state to be achieved is: FY14 MSA Report — Dec 14
Enduring culture change -- requiring leaders at all levels to foster a command
climate where sexist behaviors, sexual harassment, and sexual assault are
not tolerated, condoned, or ignored; a climate where dignity and respect are FY13 Annual Report — Apr 14
core values we live by and define how we treat one another; where victims’
reports are treated with the utmost seriousness, their privacy is protected, and
they are treated with sensitivity; where bystanders are motivated to intervene
to prevent unsafe behaviors; and a climate where offenders know they will be
held accountable by a strong and effective system of justice.

UCMJ Panel Report — Jun 14

Implement SVC — Jan 14

FY13 MSA Report — Dec 13

Report on Ensuring Victim’s Rights and
Improving Victim’s Counsel — Nov 13

Advocate Certifications Complete and
SARCs/VAs FTEs Fielded — Oct 13

Report on Commander Assessment Methods — Nov 13
Implement Improved Victim Treatment Methods — Nov 13

Publish Strategy Metrics — Aug 13 Report on Recruiting, MEPS, ROTC SAPR Assessments — Sep 13

Elevate Command Climate Surveys — Aug 13
Service Alignment of Strategic Plans — Aug 13
DoD Component Visual Inspections (1 Jul) & Reports (31 Jul)

DoD SAPR Strategic Plan —May 13 SAPR Training Core Competencies Fielded for multiple training courses — Jul 13

FY12 Annual Report — Apr 13
Pre-Command Curricula Implemented — Mar 13

Revised DoD Instruction Published — Mar 13

MSA Report - Dec 12 Service Secretary Military Service Academy Assessment — Mar 13

Initial Military Training Assessment — Feb 13

AF Lackland AFB ROI - Nov 12 * Significant Strategic Events @® New Initiatives

Pre-Command Training Review — May 12 + High Impact Tasks 10





SECDEF-directed

SAPR Initiatives
(6 May 2013)

Ensuring Command Climate: Visual inspection of DoD workplaces, ensuring they are free
from degrading materials. (NLT July 1, 2013)

Enhancing Commander Accountability: Unit annual climate survey results provided to unit
commander’s next higher level of command. (NLT July 31, 2013)

Ensuring Safety and Awareness: Improve the effectiveness of sexual assault prevention
and education programs in recruiting organizations, Military Entrance Processing Stations, and
ROTC environments. (NLT Sep 30, 2013)

Enhancing Commander Accountability: Service chief recommendations on methods of
assessing commander performance in establishing proper climates and incorporating SAPR
principles in their commands. (NLT Nov 1, 2013)

Improving Response and Victim Treatment: Services will develop methods to assess,
monitor, and improve victim treatment by their peers, co-workers, and chains of command.
(NLT Nov 1, 2013)

Ensuring Victim’s Rights: DoD will develop a method, in coordination with the Joint Service
Committee, to incorporate victim rights afforded by the Crime Victims’ Rights Act into military
justice practice. (NLT Nov 1, 2013)

Improving Victim’s Counsel: DoD will evaluate Air Force Special Victims Counsel pilot
program and other approaches and report findings and recommendations (NLT Nov 1, 2013).

Assessing Military Justice Systems: DoD will call upon the Section 576 UCMJ Response
Systems Panel to report out within 12 months of panel’s first meeting. 11





Questions

12
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Female Officer
Accessions

Manpower
Plans & Policy Division
20 Jun 2013





Purpose

« To provide female officer accession data in response to
DACOWITS RFI
— Female officers accessed by Fiscal Year
— Accession goals
— Accessions by program (FY08-FY12)
— 5 year and 10 year retention rates

— Current efforts to identify, admit and retain females for the accession
programs

"Recruiting and retaining high quality people is essential to attain a dedicated ready
and professional expeditionary force in readiness."

CMC, Posture Statement 2013
2





Female Officer Accession FY03-FY12

Female accession goal prior to FY12 was 7.5%.
The current female accession goal is 8.5%

Fiscal Year Female Goal Female Accession | % Achieved
2003 88 (7.0%) 122 9.55%
2004 89 (7.0%) 78 6.12%
2005 102 (7.0%) 108 7.32%
2006 103 (7.0%) 123 8.23%
2007 127 (7.0%) 133 7.08%
2008 133 (7.0%) 127 6.68%
2009 135 (7.5%) 140 7.74%
2010 128 (7.5%) 135 7.93%
2011 123 (7.5%) 151 9.00%
2012 123 (8.5%) 126 3.60%
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Retention Rate
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Female Officer Accessions by Program

FYO8 — FY12

Program FYO8 FYO9 FY10 FY11 FY12 Total
42 44 40 47 43 216
15 35 21 22 13 106

3 8 13 7 7 38

4 5 2 7 1 19

0 0 0 4 0 4

11 26 18 21 18 94

52 22 41 43 44 202
127 140 135 151 126 679

* As of FY12 the Meritorious Commissioning Program (MCP) has been cancelled and
merged with the Marine Enlisted Commissioning and Education Program (MECEP)

5





Female Officer Retention Rates

Rates represent AC USMC Female Officers

5-YEAR RETENTION RATE

10-YEAR RETENTION RATES

FromFY|To FY|[Female Off[Retained| % From FY|To FY|Female Off|Retained %
1998 | 2003 114 96 84.21% 1993 | 2003 45 17 37.78%
1999 | 2004 103 71 68.93% 1994 | 2004 58 23 39.66%
2000 | 2005 95 68 71.58% 1995 | 2005 84 37 44.05%
2001 | 2006 118 86 72.88% 1996 | 2006 80 26 32.50%
2002 | 2007 85 76 89.41% 1997 | 2007 84 28 33.33%
2003 | 2008 100 71 71.00% 1998 | 2008 114 49 42.98%
2004 | 2009 96 70 72.92% 1999 | 2009 103 32 31.07%
2005 | 2010 82 71 86.59% 2000 | 2010 95 39 41.05%
2006 | 2011 86 79 91.86% 2001 | 2011 118 43 36.44%
2007 | 2012 123 78 63.41% 2002 | 2012 85 38 44.71%

“From FY” represents the base year and “To FY” is the retention cutoff






ldentify/Admit/Retain Female Officers

Current Efforts

Consistently make female officer accession mission

Marine Corps Recruiting Command (MCRC), is conducting research to better
understand the environment surrounding female prospects and their preferences
to join the military

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

Active Duty to Selected Reserve. Active duty Marines have the option to transfer
to the Selective Reserve, allowing USMC to retain qualified, quality Marines

Enlisted to Officer commissioning programs

Career Intermission Pilot Program (Draft policy currently being reviewed for
implementation)

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

To provide female officer accession data in response
to DACOWITS RFI

 Female officers accessed by Fiscal Year and source

* Accession goals

* Retention rates

« Current efforts to identify, admit, and retain females





Navy ROTC

FYO4 | FYO5 | FY06 | FYO7 | FY08 | FY09 | FY10 | FY1l | FY12 |FY13*
Total | 876 | 843 | 825 | 798 | 702 | 727 | 689 | 778 | 752 | 614
Male | 690 | 673 | 667 | 601 | 547 | 576 | 529 | 601 | 577 | 431
Male %| 78.80 | 79.80 | 80.80 | 75.30 | 77.90 | 79.23 | 76.78 | 77.25 | 76.73 | 70.20
Female| 186 | 170 | 158 | 197 | 155 | 151 | 160 | 177 | 175 | 183
Fe{;‘)a'e 21.20 | 20.20 | 19.20 | 24.70 | 22.10 | 20.77 | 23.22 | 22.75 | 23.27 | 29.80

**Incomplete Data






Officer Candidate School (OCS)

FYO4 | FYO5 | FYO6 | FYO7 | FYO8 | FY09 | FY10 | FY11 | FY12 |FY13**

Total 734 622 542 585 1086 1157 1332 1120 893 1033

Male 661 549 478 521 947 1000 1143 959 771 905

Male %| 90.10 | 88.30 | 88.20 | 89.10 | 87.20 | 86.43 | 85.81 | 85.63 | 86.34 | 87.61

Female| 73 73 64 64 139 157 189 161 122 128

Female

% 990 | 11.70 | 11.80 | 10.90 | 12.80 | 13.57 | 14.19 | 14.38 | 13.66 | 12.39

**Incomplete Data






Officer Development School (ODS)

FYO4 | FYO5 | FY06 | FYO7 | FY08 | FY09 | FY10 | FY1l | FY12 |FY13*
Total | 747 | 632 | 640 | 606 | 1215 | 914 | 1005 | 1083 | 994 | 325
Male | 435 | 371 | 382 | 378 | 876 | 570 | 599 | 681 | 588 | 183
Male %| 58.20 | 58.70 | 59.70 | 62.40 | 72.10 | 62.36 | 59.60 | 62.88 | 59.15 | 56.31
Female| 311 | 261 | 256 | 228 | 339 | 344 | 406 | 402 | 406 | 142
Fe{;‘)a'e 41.60 | 41.30 | 40.00 | 37.60 | 27.90 | 37.64 | 40.40 | 37.12 | 40.85 | 43.69

**Incomplete Data






Seaman-to-Admiral (STA-21)

FYO4 | FYO5 | FY06 | FYO7 | FY08 | FY09 | FY10 | FY1l | FY12 |FY13*
Total | 31 | 236 | 360 | 352 | 274 | 192 | 183 | 180 | 186 | 161
Male | 28 | 217 | 313 | 304 | 237 | 167 | 160 | 156 | 154 | 136
Male %| 90.30 | 91.90 | 86.90 | 86.40 | 86.50 | 86.98 | 87.43 | 86.67 | 82.80 | 84.47
Female| 3 19 47 48 37 25 23 24 32 25
Fe{;‘)a'e 9.70 | 810 | 13.10 | 13.60 | 13.50 | 13.02 | 12.57 | 13.33 | 17.20 | 15.53

**Incomplete Data






Goals

» For officer programs, with the exception of nuclear
programs, there are no specific female goals that
drive our field prospecting efforts.





Female Retention

Years Commissioned Service Metrics

10 Year 5 Year

0 12|38 | 4|5 |6 | 78] 9 |10|5 & lcention

YG13| 209

YG12 | 864

YG11| 824 | 881

YG10| 817 | 837 | 859

YGO9| 732 | 721 | 698 | 741

YGO8| 751 | 782 | 760 | 690 | 684

YGO7| 651 | 707 | 687 | 621 | 533 | 530 74.96%
YGO06| 621 | 637 | 666 | 597 | 522 | 468 | 465 70.27%
YGO5| 604 | 650 | 636 | 557 | 475 | 430 | 381 | 371 66.15%
YG04 | 654 | 670 | 636 | 548 | 448 | 420 | 391 | 370 | 353 62.69%
YGO3| 708 | 698 | 659 | 533 | 433 | 363 | 343 | 322 | 301 | 288 51.27%

YGO2| 777 | 776 | 694 | 600 [ 505 | 449 | 398 | 357 | 337 | 296 | 269 | 34.62% | 57.79%

YGO1| 744 | 786 | 740 | 638 | 536 | 468 | 415 | 347 | 319 | 280 | 266 | 33.84% | 59.54%

Year Group

YGO0O| 628 | 755 | 737 | 626 | 538 | 469 | 406 | 373 | 335 | 308 | 287 | 38.01% | 62.12%

YGO9| 611 | 711 | 680 | 596 | 497 | 421 | 375 | 333 | 309 | 264 | 246 | 34.60% | 59.21%

YGO8 | 522 | 554 | 567 | 493 | 407 | 352 | 297 | 269 | 231 | 211 | 185 | 32.63% | 62.08%

YGO7 | 523 | 561 | 533 | 505 | 422 | 375 | 325 | 278 | 242 | 202 | 186 | 33.16% | 66.84%

YGO6| 539 | 580 | 574 | 488 | 440 | 391 | 346 | 305 | 263 | 220 | 203 | 35.00% | 67.41%

YGO5| 593 | 667 | 634 | 563 | 422 | 400 | 348 | 324 | 286 | 256 | 222 | 33.28% | 59.97%

YG94 | 456 | 587 | 567 | 497 | 412 | 346 | 303 | 262 | 242 | 214 | 187 | 31.86% | 58.94%

YGO93 | 505 | 509 | 660 | 535 [ 463 | 391 | 307 | 301 | 264 | 240 | 207 | 31.36% | 59.24%

YGO92| 613 | 724 | 607 | 643 | 541 | 485 | 426 | 327 | 349 | 281 | 287 | 39.64% | 66.99%






ldentify/Admit/Retain Female Talent

= Navy Recruiting Command’s mission is to recruit the
best men and women for America’s Navy to
accomplish today’s missions and meet tomorrow’s
challenges.

* Navy Recruiting Command supports outreach efforts
In local, regional, and national meetings/conferences
for groups such as Society of Women Engineers and
Women in Aviation International.

= The Navy Office of Women’s Policy works to identify
and eliminate barriers to women’s service to increase
propensity to serve and retention intentions by
shaping Navy policy.
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UNCLASSIFIED

US Special Operations Command

Direct Ground Combat
Definition and Assignment Rule

UNCLASSIFIED





UNCLASSIFIED

CJCS Guiding Principles

m Ensure the success of our Nation’s warfighting forces by
preserving unit readiness, cohesion, and morale

m Ensure all Service men and women are given the opportunity
to succeed and are setup for success with viable career paths

m Retain the trust and confidence of the American people to
defend this Nation by promoting policies that maintain the
best quality and most qualified people

m Validate occupational performance standards, both physical
and mental, for all military occupational specialties

m Ensure that a sufficient cadre of midgrade/senior women
enlisted and officers are assignhed to commands at the point of
Introduction to ensure success in the long run

UNCLASSIFIED 2





UNCLASSIFIED

CDR’s Guidance

m Ensure the success of SOF personnel by providing viable
career paths and senior mentorship throughout their careers

m Preserve unit readiness, cohesion, and morale

m Examine all standards to ensure they are suitable and tied to
operational requirements

m Recruit and select SOF personnel for aptitude, talent, and
ability regardless of gender

m  Maintain our high standards

m CDRUSSOCOM approval is required for all SOF component
Inputs to the Services

m Identify to HQ USSOCOM assessment needs beyond your
ability to resource

UNCLASSIFIED 3





UNCLASSIFIED

Scope

m Closed by Specialty: assess operational impact of
Incorporating women into the following 8 + 1 MOSs:

» USASOC:18 Series (SF) + Ranger Rgt

> WARCOM: 113x, 71xx, 53xx (SEAL Off, SEAL/SWCC WO and
SEAL/SWCC Enl)

» MARSOC: 037x (Critical Skills Operator)
» AFSOC: 13Cx (STS), 1C2xx (CCT), 15WxC, 1W0x2 (Cbt Wx Off/Enl)

m Closed by Unit: follow the Services’ lead on other 46
Enabler MOSs

> Initial review reveals no issues

» DOTMLPF-P analysis follow up

UNCLASSIFIED





UNCLASSIFIED

Implementation Plan

m Four Main Efforts
» Components conduct a DOTMLPF-P review and analysis

» Center for Special Ops Research and Study researching and
analyzing the social and behavioral science impacts, of
integrating women into small, elite teams that operate in austere,
remote and disparate locations

» Commissioned Rand to provide non-biased analysis of validated
standards and additional social sciences study

» Conduct a survey of all SOF personnel similar to the survey
conducted for the repeal of “Don’t Ask, Don’t Tell”

m Studies complete by Jul 14

m No pre-disposition toward asking for ETP

UNCLASSIFIED S)





UNCLASSIFIED

Implementation Timeline

FY 13 FY 14 FY 15 FY 16

Q2 Q3 Q4 Q1 Q2 Qs Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4

e e e e e e e e e e e© © o e

| SecDef-Directed

Quarterly Reports

Guidance Memo PR— Integration
1Jan 16
4JCS Dire¢ts
----Fr----- - Studies
Closl_:g(le)lylumt *Level | - Decision to remain | Complete
i 1 Oct 15
(Support and open or request an Exception
Enabling) STUDY
DESIGN
COMPLETE
JULY 2013
Level II- Decision to remain
open or request an Exception
Level 2
Closed by Specialty

(SOF Unique) Legend:

= Reports

= Key Events
Key Product
CDR Decision Points
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