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2013 Recommendations 







ASSIGNMENTS 







Assignment Recommendations 
Effective and Full Integration of Women into 
Previously Closed Units and Occupations 


Recommendation:   


 The Services should continue apace in their plans to 


integrate women into previously closed units and positions as 


expeditiously as possible, but no later than 1 January 2016.  These 


changes are in accordance with the guidance and timetable 


established in the 24 January 2013 directive of Secretary of Defense 


Leon Panetta and Chairman of the Joint Chiefs of Staff Martin 


Dempsey and the 9 January 2013 implementation memorandum of 


Chairman Dempsey.   


   







Assignment Recommendations 
Effective and Full Integration of Women into 
Previously Closed Units and Occupations 


Recommendation:   


  Women qualified in occupational specialties should 


immediately be eligible for assignment to any military unit.  


   


   







Assignment Recommendations 
Effective and Full Integration of Women into 
Previously Closed Units and Occupations 


Recommendation:    


  Physical standards should be validated to accurately 


predict performance of actual, regular, and recurring duties of a 


military job and applied equitably to measure individual capabilities.  


 
  







Assignment Recommendations 
Effective and Full Integration of Women into 
Previously Closed Units and Occupations 


Recommendation:    


  The Marine Corps should discontinue the “experiment” to 


allow women to volunteer for the Infantry Officers Course (IOC). 


Instead, women should be afforded the same opportunity as their 


male counterparts to qualify for any position and to be assigned to 


any unit for which they qualify, based on validated, gender-neutral 


standards. 


 


 
  







Assignment Recommendations 
Accessions of Women into the Officer Corps 


Recommendations: 


  All Services should seek to systematically increase the 


accessions of women into the officer corps by increasing the 


representation of women at all accession sources, including the 


military academies, Officer Candidate School/Officer Training 


School/Academy of Military Science (OCS/OTS/AMS), and Reserve 


Officer Training Corps (ROTC). 


     


   
  







Assignment Recommendations 
Accessions of Women into the Officer Corps 


Recommendations: 


  All Services should devote resources for the successful 


recruitment of more women officers.  


 


     


   
  







Assignment Recommendations 
Accessions of Women into the Officer Corps 


Recommendations: 


  All Services should have targets to gauge progress in 


increasing the representation of women in the officer corps (and 


therefore in the principle accession sources for officers – the military 


academies, OCS/OTS/AMS and ROTC).  These targets should be 


benchmarked against measures of the recruiting pool for women 


candidates, not against any measure of the current representation of 


women in the Armed Services or any particular Service. 


 


     


   
  







Assignment Recommendations 
Availability of Properly Designed and Fitted 
Individual Combat Equipment for Women 


Recommendations: 


  The Services should ensure properly designed and fitted 


individual combat equipment is provided to women on an expedited 


basis.  Services should collaborate on product development, testing, 


and procurement to facilitate prompt distribution of appropriate 


individual combat equipment.   


     


   
  







WELLNESS 







Wellness Recommendations 
Increased Attention and Resources to Combat 


Sexual Harassment 


Recommendations: 


  DoD and the Services should each combine in one 


program their efforts to prevent and respond to sexual harassment 


and sexual assault. 


 


 


  


     


   
  







Wellness Recommendations 
Increased Attention to Helping Servicemembers 


with Family Planning 


Recommendations: 


  Initiatives similar to the Navy’s Sexual Health and 


Responsibility Program, which informs sailors of the importance of 


family planning, educates them on methods of contraception, and 


makes various contraceptive methods available, should be actively 


implemented by all the Services. Navy’s lessons learned and best 


practices should be shared with DoD and the other Services to help 


promote the health and readiness of all the nation’s troops. 


 


     


   
  







Wellness Recommendations 
Improving the Effectiveness of the Military 


Justice System in Handling Sexual Assault Cases 


  


     


   
  


Recommendations: 


  DoD should support legislation to remove from the chain of 


command the prosecution of military cases involving serious crimes, 


including sexual assault, except crimes that are uniquely military in 


nature.  Instead the decisions to prosecute, to determine the kind of 


court martial to convene, to detail the judges and members of the court 


martial, and to decide the extent of the punishment, should be placed 


in the hands of the military personnel with legal expertise and 


experience and who are outside the chain of command of the victim 


and the accused.  
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DACOWITS QUARTERLY MEETING  
September 26-27, 2013 
Sheraton National Hotel—Pentagon City 
900 South Orme Street, Arlington VA, 22204 
 
Thursday, September 26 
Time  Topic and Presenter Location/Room 


0830-0850 
Introductions and opening remarks by Designated Federal Officer COL 
Betty Yarbrough and Committee Chair Ms. Holly Hemphill 


Galaxy Ballroom 


0850-0900 
Status of Requests for Information 
Briefer:  COL Betty Yarbrough, DACOWITS Director 


Galaxy Ballroom 


0900-1000 


Navy Family Planning Initiatives 
(RADM Morris will introduce) 
Briefer: FLTCM April D. Beldo, USN, Manpower, Personnel, Training and  
              Education 
              Michael R. (Bob) MacDonald, Navy and Marine Corps Public Health  
              Center - Sexual Health and Responsibility Program (SHARP) 


Galaxy Ballroom 


1000-1015 AM Break Stars Room 


1015-1100 


 Sexual Harassment  Prevention Program Update 
(RADM Morris will introduce) 
Briefer: Mr. James Love, Office of Diversity and Military Equal Opportunity 


Galaxy Ballroom 


1100-1145 


Sexual Harassment and Assault Response Prevention (SHARP) Briefing 
(RADM Morris will introduce) 
Briefer: Ms. Carolyn Collins, Chief, Army SHARP Program 


Galaxy Ballroom 


1145-1245 Lunch (Administrative Work Session)  Stars Room 


1245-1400 


Service Recruiting Goals and Outreach Programs Briefings  
(LtGen Wilson will introduce) 
Briefer:  


USA:      Mr. Larry Stubblefield, USA, Deputy Assistant Secretary of the   
              Army  for Diversity and Leadership,  
USMC:  Col Jon Aytes, Manpower Policy Branch Chief, HQ USMC  
USN:     CAPT Horacio Fernandez, USN, Director Naval  Recruiting    
              Command Diversity 
USAF:   Brig Gen Gina Grosso, Director of Force Management Policy,  


              Deputy Chief of Staff for Manpower, Personnel and Services  


USCG:  CDR Tanya Schneider, USCG,  Coast Guard Gender Policy Advisor 
 


Galaxy Ballroom 
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1400-1500 


Update on Fielding of Combat Uniforms and Equipment for Females 
(LtGen Wilson will introduce) 
Briefer: Col Robert Mortlock, USA 
               Major James Pelland, USMC 


Galaxy Ballroom 


1500-1520 Elected Official Remarks (Not yet confirmed) Galaxy Ballroom 


Friday, September 27 
Time Topic and Presenter  


1330-1345 
Remarks by Designated Federal Officer COL Betty Yarbrough and 
Committee Chair Ms. Holly Hemphill 


Galaxy Ballroom 


1345-1415 Public Comment Period Galaxy Ballroom 


1415-1515 
Committee Proposes 2013 Assignment Recommendations and Votes 
Presented by: LtGen (Ret) Frances Wilson 


Galaxy Ballroom 


1515-1530 PM Break Stars Room 


1530-1630 
Committee Proposes 2013 Wellness Recommendations and Votes  
Presented by: RADM (Ret)Betsy Morris 


Galaxy Ballroom 


1630-1700 
Administrative Time: Whole Committee Wrap up and Working Groups 
discuss  Potential Study topics for 2014 


Galaxy Ballroom 


 








I n t e g r i t y  -  S e r v i c e  -  E x c e l l e n c e 


Headquarters U.S. Air Force 
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DACOWITS  
Requests For Information (RFI) 


 


 
USAF Input 


As of 22 Aug 13 


FOUO/Internal Air Force Use Only 


FOUO/Internal Air Force Use Only 







I n t e g r i t y  -  S e r v i c e  -  E x c e l l e n c e 


 Wellness Working Group (WWG) RFI #3:   


 
 “…DACOWITS received a Sexual Assault Prevention and 


Response Strategic Plan Update briefing at the Committee’s June 
meeting.  The briefing described SAPRO’s next steps in a timeline 
slide.  The Committee requests copies of the “Strategy Metrics” 
for the strategic plan, described in the timeline as set to be 
published in August 2013.” 


 


 


 
 
 


 
WWG RFI #3 


FOUO/Internal Air Force Use Only 







I n t e g r i t y  -  S e r v i c e  -  E x c e l l e n c e 


 
 


WWG RFI #3 Response 
  


 Draft SAPR Strategy Metrics, 26 Jul 13 AF/CVS eSSS, CORONA CST : SAPR Metrics 
 
 Metric: AF prosecution/conviction rates comparable to or better than civilian rates 


 
 Metric: >50% of victims indicate satisfaction with military justice process 


 
 Metric: Train 48 agents each fiscal year in SCITP (Sexual Crimes Investigative 


Training Program) 
 


 Metric: Increase in “Restricted to Unrestricted” reports from previous year 
 


 Metric: Decrease in number of victims declining or stopping participation in legal action 
 


 Metric: Increase in total FY reports, but fewer victims experiencing sexual assault over 
a period of time (12 months) 
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I n t e g r i t y  -  S e r v i c e  -  E x c e l l e n c e 


 WWG RFI #4: 
 


 DACOWITS requests that DOD or the Services provide data on the 
incidence of sexual assault and sexual harassment in OCS/OTS on an 
annualized basis over 5 years: 
 


 RFI: Show the number of sexual assault reports, both restricted and 
unrestricted, and the number of formal and informal complaints of sexual 
harassment 


 RESPONSE: Over the past 5 years (FY09-FY13) OTS does not have record of 
any incidents of sexual assault and only one incident of sexual harassment.  The 
one incident of sexual harassment occurred in FY13 (filed by female cadet 
against male cadet) and the individual was disenrolled from OTS.   


 
 
 


 
WWG RFI #4 


FOUO/Internal Air Force Use Only 







I n t e g r i t y  -  S e r v i c e  -  E x c e l l e n c e 


 WWG RFI #4 Continued: 
 


 RFI: Indicate in each instance whether the report or complaint was filed by 
a male or female 


 RESPONSE: Report complaint filed by a female 
 
 RFI: Include survey data for OCS/OTS for the same timeframe, if available, 


showing the percentages of women and men experiencing sexual 
harassment and/or sexual assault 


 RESPONSE: Survey data exists for OTS and is included in word documents 
showing survey questions and student responses from 2009-2013 (see 
attached). 


 


 Provide the data in a format that permits comparison to similar data 
contained in the annual reports of the SAPRO and the Service Academies 


 RESPONSE: With so few data points for this RFI, it did not seem value added to 
include in the report format of SAPRO and the Service Academies. Examples 
included at link:  http://www.sapr.mil/index.php/annual-reports 


  
 


 
 
 


 
WWG RFI #4 


FOUO/Internal Air Force Use Only 



http://www.sapr.mil/index.php/annual-reports

http://www.sapr.mil/index.php/annual-reports

http://www.sapr.mil/index.php/annual-reports

http://www.sapr.mil/index.php/annual-reports





I n t e g r i t y  -  S e r v i c e  -  E x c e l l e n c e 


 
AWG RFI #1 


 Assignments Working Group (AWG) RFI #1: 


 
 RFI: Some Services and SOCOM have said they will survey Service members 


as part of their plans to implement the DOD directive to integrate women into 
closed MOSs and units.  DACOWITS requests copies of any such troop 
surveys.  From the entities using surveys, the Committee requests a written 
report on the way in which the surveys were developed, to whom they will be 
administered, when they will be administered and the ways in which the 
results of the surveys will be used. 
 


 RESPONSE: Air Force does not plan on surveying its members to implement DoD 
directive to integrate women into closed occupations and units. 
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I n t e g r i t y  -  S e r v i c e  -  E x c e l l e n c e 


 
AWG RFI #2 


 Assignments Working Group (AWG) RFI #2: 


 
 RFI: Does the AF have recruiting goals for accession of women officers 


overall and, if so, what are these goals? 
 RESPONSE: IAW AFI 36-7001, Diversity, paragraph 1.5.1., OTS, ROTC and 


USAFA (and all AF agencies) are prohibited from setting numeric goals for “hiring 
or promotion of Air Force military or civilian personnel on the basis of race, color, 
sex, religion, national origin, or age.  Nor may race, color, sex, religion, national 
origin, or age be a basis for admission to any training or development program.” 


 
 RFI:  Whether DOD or the Services have recruiting goals for the accession of 


women officers by recruitment sources (academy, OCS/OTS, ROTC, direct 
commission) and, if so, what are these goals? 


 RESPONSE:  While there are no set goals, each commissioning source does 
conduct  active marketing and outreach to attract a diverse demographic.   


7 


FOUO/Internal Air Force Use Only 







I n t e g r i t y  -  S e r v i c e  -  E x c e l l e n c e 


 
AWG RFI #3 


 Assignments Working Group (AWG) RFI #3: 
 
 RFI 3  - DACOWITS requests a briefing describing activities directed toward 


recruiting women officers and if/how the success of such outreach is 
measured.  


 RESPONSE: Activities addressed in slide #9 
 Note: AF does not levy goals for females or any demographic, therefore, specific 
 outreach measurement indicators do not exist.  However, the AF uses the 
 Diversity Strategic Roadmap to achieve diversity objectives.  The AF tracks 
 accessions data from all recruitment sources to measure performance of all 
 diversity efforts and engages in targeted efforts if any demographic groups are 
 underrepresented.  We strive to mirror the eligible population for individual 
 recruitment programs. 


 
 RFI: Please include the same information on the recruiting of men officers 


and the recruiting of racial minorities or other groups into the officer ranks.  
 Response:  Activities addressed in slide #10 
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I n t e g r i t y  -  S e r v i c e  -  E x c e l l e n c e 


 
Recruiting Females 


AWG RFI #3 


Other Initiatives: 
• AF recruiters attend annual conventions focused 


on women [aviators, nurses, etc] 
 


• Previous TV campaign (It’s Not Science Fiction) 
featured women in prominent roles 
 


Marketing to women has been a focus for AFRS 


AF Commercial: 
• In FY12 AF Recruiting Service produced a 30 


second commercial featuring AF active duty 
women in 4 different career fields (Officer and 
Enlisted); 100% of TV production funds were 
used to produce the "I'm an American Airman" 
female commercial featuring:  


 
• Fighter Pilot 
• Judge Advocate General Corps 
• Physician 
• Fire Fighter 


 
• $9.3M (55%) of the FY12 $16.9M TV media buy 


focused on female markets—ages 16-24 
(youth)  & 25-54 (influencers) 


• AFRS did not fund a TV campaign in FY13 


American Airmen Series: 
• AFRS features eight AF active duty women as part 


of the American Airmen series on AIRFORCE.COM; 
4 of the 8 were recently produced in 2012 or 2013. 


 
• Gen Wolfenbarger 
• SSgt Zaloudek 
• Lt Col Malachowski 
• Capt Holloway 


FOUO/Internal Air Force Use Only 







I n t e g r i t y  -  S e r v i c e  -  E x c e l l e n c e 


 
 


Recruiting Males/Minorities 
AWG RFI #3 


 


Other Initiatives: 
• AF recruiters attend major conventions 


focused on minorities [science, 
engineering, etc] 
 


• Executed minority focused campaign in 
digital, print, radio and TV targeting high 
achieving African American and Hispanic 
officer candidates (USAFA, AFROTC, OTS) 
in FY09-12 


 


AF TV Campaign 
 
• In FY12 AF Recruiting Service devoted 


45% of it’s $16.9M TV media spend on 
racial minorities 


• $7.6M campaign focused on African 
American and Hispanic influencer 
markets 


• Featured African American astronaut 
Hispanic cyber officer 


• Hispanic ad was Spanish language 
• AFRS did not fund a TV campaign in 


FY13 


American Airmen Series: 
• AFRS features nine AF active duty men  as part of 


the American Airmen series on AIRFORCE.COM; 8 
of the 9 feature racial minority men including: 


 
• Gen Rice 
• Lt Gen McDew 
• Major Gen Stewart 
• Col Alvin Drew 
• 2 Hispanic Officers 
• 2 Hispanic senior NCOs 


Colonel Alvin Drew Captain Nicolas Aquino 


FOUO/Internal Air Force Use Only 







I n t e g r i t y  -  S e r v i c e  -  E x c e l l e n c e 


QUESTIONS 
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Deputy Chief of 
Staff, G-1 


(Personnel)  
LTG Bromberg 


 
Army Program 
Lead (per Army 


Regulation  600-20) 


SHARP Program 
Director 


 
Dr. Altendorf 


• Unity of Command 
• Integrated Policy/Operational Execution 
• Coordinated Planning/Communications 
• Consolidated Organizations 
• Co-Located Support to Victims and Aggrieved 
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(GS-14) 
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HQDA Model Approved by  
SA (10 Dec 08)  


Integration of SAPR and POSH = SHARP 


Army Sexual Harassment/Assault Response & Prevention (SHARP) Program 


Sexual Innuendo 


Sexual Harassment 


Sexual Assault 


Death 


Assistant Secretary 
of the Army for 


Manpower & 
Reserve Affairs 


Hon. Lamont 


Deputy Assistant 
Secretary Army – 


Diversity & 
Leadership 


Mr. Stubblefield 


Pr
og


ra
m


 E
xe


cu
tio


n 


Pr
og


ra
m


 S
up


er
vi


si
on


 


SECARMY / CSA 
Addressing the 
foundation and 
progression of 
sexual violence 
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• Post-Year 5 Propensity to report: 90% 
• Post-Year 5 Assaults reduced by 50% 


• Post-Year 4 Propensity to report: 70% 
• Post-Year 4 Assaults reduced by 25% 


• Post-Year 2 Propensity to report: 50% 
• Post-Year 2 Assaults reduced by 15% 


 


• Develop Baseline 
• Start: Propensity to report: 28% 


Sep 2008 


April 2009 


Phase I: Committed Army Leadership 


Phase II: Army-Wide Conviction 


Phase III: Achieve Cultural Change 


Phase IV: Sustainment,  
Refinement, and Sharing 


April 2011 


Aggressive Senior 
Leader Condemnation 


Ownership of Sexual 
Assault  Prevention 


DoD’s Retention 
Leader 


Blueprint for 
the Nation 


Exit Criteria 


The Army “I. A.M. Strong” (Intervene, Act, Motivate) 


Strategy:  Achieving and Embedding Cultural Change 


Reassessment 
Required 
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Current Guidance 


Transitioning Program 


National Security 
Staff Integrated 
Project Team 
(NSS-IPT) – 


Monthly Reports 
to POTUS 


 
Ready & 
Resilient 


Campaign 
 


DoD Sexual 
Assault 


Prevention & 
Response 


(SAPR) 
Strategy 


I. A.M. Strong 
Sexual 


Harassment/Assault 
Prevention 
Campaign 


CSA 5 
Imperatives 


CJCS SAPR 
Strategic 


Direction to 
Joint Force 


SecArmy 
DTM  – 


SHARP 
Stand-Down 


Pending FY14 
NDAA & FY05-
13 NDAA for 


SH/SA 


 
SecDef SAPR 


Initiatives 
 


External 
Assessments 


(GAO, Defense 
Task Force on 
Sexual Assault 
in the Military) 


DoD Diversity 
Management 


and Equal 
Opportunity 


(ODMEO) 
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CSA Five Imperatives / Top Ten  


In alignment with the Department of Defense Sexual 
Assault Prevention and Response Strategy, the 
following five imperatives will drive Army actions: 
  
1.  Prevent offenders from committing crimes, 
provide compassionate care for victims, and protect 
the rights and privacy of survivors;  
  
2.  Report every allegation and ensure it is 
thoroughly and professionally investigated; take 
appropriate action based on the investigation;  
  
3.  Create a positive climate and an environment of 
trust and respect in which every person can thrive 
and achieve their full potential;  
  
4.  Hold every individual, every unit and 
organization, and every Commander appropriately 
accountable for their behavior, actions and 
inactions; and  
  
5.  The chain of command must remain fully 
engaged – they are centrally responsible and 
accountable for solving the problems of sexual 
assault and harassment within our ranks and for 
restoring the trust of our Soldiers, Civilians, and 
Families. 
  


During the Summit, CSA/Leaders collective efforts yielded CSA SHARP Top 
10 to further individuals’ and leaders’ understanding and guide leader actions:  
  


1. Sexual assault and harassment represent an insider threat with the potential 
to cause significant, irreparable harm to our Army.  
  


2. The Army Profession demands leaders of high competence and high 
character.  
  


3. Standards and discipline are the cornerstones of a positive unit climate. 
  


 4. We must consistently enforce all policies related to sexual assault and 
harassment.  
  


5. We need to clearly “see” ourselves; leaders must continually assess the 
command climate and environment within their units or organizations.  
  


6. We must execute prevention policies, training initiatives, and education 
programs in order to get to the left of any incident.  
  


7.  The chain of command is obligated to protect and advocate for victims, 
beginning with an initial report and until the victim decides he or she no longer 
requires assistance. 
  


8. We must thoroughly and professionally investigate each report and take 
appropriate action. 
  


9. Commanders must create and maintain a positive command climate with 
trust and respect as the foundation.  
  


10. The crimes of sexual assault and harassment can only be solved by a 
committed chain of command led by dedicated Commanders and Command 
Sergeants Major.  


2013 Army Sexual Harassment/Assault Prevention Summit 
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SHARP Promising Practices 


• Building Sexual Assault Prevention Skills* 
– Trains new Soldiers to identify behaviors that may lead to sexual assault; and 


be motivated to intervene and stop sexual assault before it happens (Team 
Bound) 


– Army SHARP Sexual Assault Response Coordinator (SARC) and Victim    
Advocate (VA) 80-hour Certification course 
 


•   U.S. Army Military Police School’s  80-hour Special Victims Investigation Course  
- trains military investigators/prosecutors from all Services* 


– Forensic Experiential Trauma Interview (FETI) technique based on research 
and collaboration with national SMEs. Mr. Russell Strand, the Army’s FETI 
proponent, recognized with “2012 Visionary Award”  
 


•   Encouraged Commanders to use “Invisible War as a bridge for discussions 
 


•   Encouraging Reporting/ Reducing Stigma – Army Survey Data indicates Army 
has increased female Soldiers propensity to report to 41% (all sexual assaults) and 
to 54% (penetration assaults).   
 


•  Fort Meade:  Monthly Commander’s Care Council and High Risk Assessment Tool 
 


 
* DoD Recognized Best Practice 
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SHARP Life-Cycle Training 
•  Military Institutional, Operational, Self-Study and Leader Training 
 
 Institutional Training:  Professional Military Education (PME):  Since Nov 04, 5-6 levels of 
sequential program training  (Revised  from  SAPR to SHARP Curriculum following 2009 SHARP 
Model Implementation) 


   
 Operational Training:  Conduct Facilitated - Annual, Installation Orientation, and Pre- and 
Post-Deployment Training (Soldiers and Civilian)  and Self-Study Training 


 


Basic 
Training 


Warrior 
Leader 


Advance 
Leader Senior Leader 


Captain 
Career 
Course 


Intermediate 
Leader 


Education 
Army War 
College Officer: 


Enlisted: 
SGM Academy 


Basic 
Course 


Annual  Facilitated Training (3.5 hrs) / Annual Self-Study (2 hrs) 


0 20 10 


Orientation Training (Unit Integration (1 hr) and Pre- & Post-Deployment  Training (2 hrs) 


Years of  Service 


Future 
Soldier 


Operational 
Training 


Military Education: 


• Advanced Initial Training - Platoon SGT Course 
• Cadre Training Course 
• Support Cadre Training Course  
• Drill SGT Course 
• Recruiting and Retention School - Training Course 


Initial Leader Training 


• Pre-Command Course 
• Company Commander/First SGT Course 
• Senior Officer Legal Orientation Course 
(Limited Capacity) 


General Leader Training 
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Advocacy Future for Sexual Harassment/Assault 


Program Advocacy:  Commander Role 
 
Victim Advocacy: The act of pleading or arguing in favor of the victim; active support. 
 
Multi-Disciplinary Team Approach: 
 


•   Commander Support (internal/external) 
•   Victim Advocacy 
•   Medical Support 
•   Pastoral Support 
•   Legal Support 
•   Investigative Support 
•   Community Support 
•   Unit Support 
•   Others 


 
 


Military,  
Civilian or 


Both 


Outside 
Chain of 


Command 
Quality 


Qualifications 


Stability 


Command 
Echelon 


Manning Level 


Deploy ability Triage 
Response 


Versus Full-
Time Support 
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The Army Medical Department offers the following medical 
services to Sexual Assault Survivors: 
• Emergency care 


– Sexually transmitted infections evaluation and treatment 
– Pregnancy risk evaluation and care to include emergency contraception 
– Referral to Behavioral Health 
– Sexual Assault Forensic Exam (or referral to a civilian facility) 


• Appointed, specially trained medical staff who coordinate care for 
the Survivor through all episodes of care related to the assault 


• Appointed, specially trained medical staff who provide clinical care 
for the Survivor from the initial presentation through discharge 


• Appointed, specially trained medical staff who perform the sexual 
assault forensic exam, which includes examination and initial 
treatment for physical and psychological wounds 


• Coordination with other facilities and organizations to offer the most 
robust system of support to Survivors possible 


Surgeon General SHARP Support 
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Special Victim Unit Capability & Training  


• Capability to respond to allegations of certain special victim offenses – 
sexual assaults, child abuse and serious domestic violence 
 


• Hired 22 civilian Sexual Assault Investigators (SAI); 8 more in FY14   
– SAIs co-located with Special Victim Prosecutors 


 
• Hired 35 USACIL civilian laboratory examiners and technicians  


– Positive impact on USACIL capabilities and turnaround times 
 


• USAMPS developed 80-hour SVUIC for sexual assault investigators and 
prosecutors -- all Services + Coast Guard (475 in FY13)  
– DoD recognized this course as the gold standard for training 
– Incorporates new interview technique (Forensic Experiential Trauma 


Interview (FETI)) 
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Structure 
• 24 SVP Army-wide 


– Hand-selected for experience/skill 
– Extensive training/OJT with 


civilian SVU 
– Work every SA/DV case 
– Training Role 


• 6 Civilian Experts 
– 2 Prosecution 
– 2 Defense 
– 1 JAG School  
– 1 Chief of Advocacy 


Measurable Success 
 


• Commanders taking the hard cases 
• Prosecution rates higher than civilian 


jurisdictions 
• Worldwide: Portable system that 


provides full transparency/immediacy  
• Civilian declination cases – reflects 


commander commitment  
• Well-resourced, synchronized training 


program  
 


 


US Army, Office of the Judge Advocate General  


Plus…400 well trained prosecutors 


Accountability – Commitment 


 Special Victim Prosecutors 
Special Victim Units 


Worldwide - Unique to Army 
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Accountability & Assessments 


Command Climate Survey: 
 


•   Currently, command climate survey requirements are:  company level commanders will 
conduct  survey within 30 days (120 days for Army National Guard and U.S. Army Reserve) of 
assuming command, again at 6 months, and annually thereafter.  


 
• Command Climate Surveys:  Revising policy to - 
 Raise survey level from Company level commanders (or equivalent) to battalion level.    
 Require battalion commander to conduct a face to face debrief of their survey results 


with their respective senior commander (brigade level or equivalent). 
 Provision will be implemented no later than 31 July 2013. 
 


Commander Evaluation:  Revising Commander – Officer Evaluation to address SHARP Program.   
Hold every individual, every unit and organization, and every Commander appropriately 
accountable for their behavior, actions and inactions; 
 
Measuring Progress:  Protect Victims / Provide Care, Professionally Investigate / Take Action, Command 
Climate,  and Chain of command fully engaged 
 
Utilizing 2012 Workplace and Gender Relations Survey report to improve victim response 
services 
 
 


“We will shape Army culture based on values, standards, and discipline consistent with 
the Profession of Arms and ultimately win our campaign while holding accountable 
those who commit sexual harassment or sexual assaults but also, as important, to 
those who just allow it to occur." – GEN Raymond T. Odierno, Chief of Staff of the Army  
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Back-up 
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Mission:  The Army Sexual Harassment/Assault Response and Prevention (SHARP) 
Division develops and implements  Army strategy and policy that promotes an Army 
culture and command climate that does not tolerate sexual assault, sexual harassment, 
or sexually offensive language or gestures.  
 
  Vision:  Plan, develop and execute a Sexual Harassment/Assault Response and 
Prevention (SHARP) program recognized as a national leader in combating sexual 
offenses and associated stigmas. 
 
Background: 
• Oct – Dec 08:  SecArmy directs USA to conduct review of Sexual Assault Prevention 
and Response (SAPR) Program and Prevention of Sexual Harassment (POSH) and the 
Military Sexual Harassment Complaint Response mission to determine feasibility of 
integrating efforts.  


 
• 10 Dec 08:  SecArmy approves USA recommendation to incorporate POSH missions 
(EO-Military and EEO-Civilian) into the SAPR Office, with HQDA implementation NLT 5 
Jan 09.   


 
• Jan 09:  HQ SHARP Office Establish under Deputy Chief of Staff, G-1 (DCS, G-1) 
• 2009:  DUSA / DCS, G-1 Working Group developed field implementation plan.  
 
 


SHARP Mission, Vision and Background 
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• Ensure Inst PMO 
store RR SAFE kits 


• Ensure Inst PMO 
maintains SO list 


• SO housing and 
access policy 


• Chaplaincy 
•  Law Enforcement 
•  Legal Assistance 


Sexual Harassment/Assault Response & Prevention (SHARP) Program – Drivers and Responsibilities 


OSD 


NDAA/Public Laws RE: Sexual Assault (NDAA FY05-
13)/ Harassment (Civil Rights Act of 1964, Title VII) 


Army 
Secretariat 


ARSTAF 


Congress 


USD (PR) 
(DoDD 6495.01, DoDI 6495.02, DoDD 1350.2,  


DoDD 1020.02, DoDD 1440.1, DoDI 1350.3, DTM) 


MEDCOM 
• Train HCP 
• Manage MTF 
• SAFE exam 
•Behav Health 
•SACC/SACP 
•Attend SARB 


•Establish Policy,  Program Mgt, 
Resourcing (Program/Campaign) 


•  Prevention/Awareness/Outreach 
•SARC/VA Tng/Cert 
•PME Training Dev  ICW TRADOC 
•Reporting (SADMS) 


White House 


• Law 
enforcement 
policy 


• Hire HQE and 
Spec Inv 


• Unrestricted 
report data to 
G1 


•Conduct PME 
Tng ICW G-1  


•  MP/CID Tng 
MP School 


•Officer/Enlisted 
Accessions 


ACOM/ASCC/DRU 
ARNG/USAR 


Executive Order: MRE 514 
(Victim Privilege) 


PMG 
(AR 190-45,  
AR 195-2) 


SecArmy 
Directives 


•Healthcare 
policy 
oversight 
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OCCH 
(AR 165-11) 


DCS, G-1 
(AR 600-20, AR 601-210, AR 


600-8-19, AR 601-100, AR 600-
8-101, AR 600-8-24, AR 601-


280,  AR 635-200, AR 614-100,  
AR 135-18, DA Pam 611-21)  


OTSG 
(MEDCOM 


40-36) 


TRADOC IMCOM  HRC 
•Expedited 


PCS      
Transfers 


•Sex 
Offender 
Coding 


•SI and ASI 


CID 
• Investigate UR 
•USACIL 
•Annual SI tng 
•Attend SARB 


• Implement SHARP in units 
•Appoint/hire/train SHARP personnel 
•Unit training – annual, pre/post 


deployment 
•SPCMCA - Withhold SA case disp. 
•  SC/Rep chair SARB 
•  Chaplaincy Services 


SJA 


•Hire HQE 
•Fill SVP positions 
•Train SVP, Trial 


and Def Counsel 
•Train Cdrs 
•Disposition data 


ICW CID/OPMG 


TJAG 
(AR27-10) 


•Trial/Def 
counsel 


•Victim Witness 
Liaison (VWL) 


•Annual JAG tng 
•Attend SARB 


•Develop tng 
ICW Chap Sch 


•Monitor annual 
refresher tng 


ACSIM 
(AR 420-1, 


AR 600-8-8) 


• Army Facilities 
Management 


•  Sponsorship 


Oversight, Policy  Strategy 


CJCS/JCS 
(Co-signed SAPR 


Strategic Direction Paper) 


ASA (M&RA) 


G-3/5/7 
(AR350-1) 


•Training 
policy 


•  Force 
Structure 


Lead 


Support 
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Integrated POSH and SAPR Responsibilities = SHARP 


LEGEND 
EEO: Equal Employment Opportunity (Civilian) 
EO: Equal Opportunity (Military )  
POSH: Prevention of Sexual Harassment 


Army G-1 
SAPR 


 


Civilian POSH 
(Previously under EEO) 


Military POSH & SH 
Complaints 


(Previously under EO) 


10 Dec 08, SecArmy and CSA 
directed the HQDA SAPR office to 
restructure and integrate POSH 
and SAPR at HQDA and explore 
field options. Announced in 
ALARACT 075-2009 (191404Z 
Mar 09) 
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Feelings of Vulnerability to Sexual Assault 


• Past experience with sexual harassment, crude and offensive behavior (COB), affected 
feeling vulnerable to sexual assault at their current installation/duty location 


17 


81% 


50% 


18% 


42% 


1% 8% 


No COB COB


2012 Female Enlisted 


Large/Very Large
Extent
Small/Moderate
Extent
Not at all


86% 


59% 


14% 


38% 


3% 


No COB COB


2012 Female Officer 


Percent of females who felt vulnerable to sexual assault at their  
current installation/duty location given their experience with COB 


Impact of Sexual  Harassment/Assault 


When respondents who experienced a sexual assault were asked about their prior 
experiences with the offender(s): 


• 2 in 10 males and 4 in 10 females said the offender harassed them prior to the sexual assault  
• 13% of males and 15% of females said the offender stalked them prior to the incident 







18 18 


Sexual Harassment Reporting 


Overall, 23% of female respondents and 7% of male respondents who experienced 
sexual harassment filed a complaint 


Filed 
Complaint 


7% 


Did Not 
File 


Complaint 
93% 


Males who experienced sexual 
harassment 


13% 10% 
16% 17% 18% 


22% 


31% 
37% 


47% 


2006 2009 2012


COB USA SC


6% 5% 5% 
11% 9% 11% 


2006 2009 2012


COB USA


*Sexual Coercion is not included  for males due to insufficient sample size 


The type of sexual harassment affected the 
propensity for respondents to file a complaint 


Filed 
Complaint 


23% 


Did Not File 
Complaint 


77% 


Females who experienced sexual 
harassment 
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Sexual Assault Reporting 


In 2012, 42% of female respondents who experienced sexual assault filed a report 
(an increase from 28% in 2009) 


*Can only provide analysis on overall male 
reporting totals due to small sample size 


The type of sexual assault 
affected the propensity for 
female respondents to file a 
report 


Reported  
42% Did Not 


Report 
58% 


Females 
Reported 


22% 


Did Not 
Report 


78% 


Males 


Of the 3%  who 
experienced 
sexual assault 


Of the 11% who 
experienced 


sexual assault 


49% 


31% 


SA All Other SA Touch Only


Propensity to report varied by type 
of assault, females only 
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82% 
88% 


81% 
86% 83% 


89% 
82% 


88% 87% 90% 86% 
92% 


PFC-CPL/SPC SGT-SSG 2LT-1LT CPT-MAJ


Males 
2006 2009 2012


81% 
87% 


76% 
84% 85% 


91% 
82% 


89% 88% 93% 90% 94% 


PFC-CPL/SPC SGT-SSG 2LT-1LT CPT-MAJ


Females 
2006 2009 2012


Percent of respondents who feel informed to a moderate or great extent 
about the difference between restricted and unrestricted reporting 


SHARP Training 


• More than 85% of respondents said they were informed to a “moderate” or “great extent” 
about how to report sexual harassment and assault, the difference between the two, the 
difference between restricted and unrestricted reporting, and how to receive medical 
treatment following a sexual assault 
 


• All gender and all rank groups overwhelmingly said they feel informed to a “moderate” or 
“great” extent, with no significant differences between the respective groups 
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Assessment – Effectively standardize, 
measure, analyze, and assess program progress. 


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


Accountability - Achieve high competence in 
holding offenders appropriately accountable. 


Investigation - Achieve high competence in the 
investigation of sexual assault. 


Prevention - Deliver consistent and effective 
prevention methods and programs. 


        


 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. 


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 Objectives 


C
om


m
un


ic
at


io
n 


– 
C


om
m


un
ic


at
e 


D
oD


’s
 


ef
fo


rts
 to


 s
up


po
rt 


vi
ct


im
 re


co
ve


ry
, e


na
bl


e 
m


ili
ta


ry
 re


ad
in


es
s,


 a
nd


 re
du


ce
—


w
ith


 a
 g


oa
l t


o 
el


im
in


at
e—


se
xu


al
 a


ss
au


lt 
fro


m
 th


e 
m


ili
ta


ry
.  


   
 


DOD SAPR Mission, Lines of Efforts and Objectives 







22 


CSA SHARP Panel 
 


• Purpose:  
– Direct  input to identify areas for improvement and increased prevention 


and responsiveness.   
– Advise senior leadership on a holistic approach to improve the Army’s 


prevention of sexual harassment and assault and response to victims 
within the military.  


• Initial Session (31 July 2013):  
– Gather unfiltered feedback/input from Sexual Assault Response 


Coordinators, Victim Advocates and former victims/survivors 
– CSA  with select staff  


• Way-Ahead 
– Meet quarterly 
– Add ARNG, USAR and junior officers 
– Expanded Training Pilot (Professionalizing SARC/VA Training) 
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•  Priority:  Senior Leader Engagements   
 


•  Monthly Pre-Command Training (Brigade and Battalion) 
 


• May 13:  USA/VCSA: Command Visits & Soldier Sensing Sessions 
  US Army Europe 
  Theater 


 
• Jul 13:  CSA:  Leader Engagement and Soldier Sensing Sessions 
  Fort Bliss 
  Joint Base Lewis McCord 


 
•  Aug 13:  VCSA Health of the Force Command Visits and Soldier 
Sensing Sessions: 
 Fort Campbell 
 Fort Drum 
 Fort Jackson 
 Picatinny Arsenal 


Senior Leader – Field Engagements 
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Next Steps – SecArmy Directive (24 May 13) 


• SARC Appointment:  General Officer (07) Level 


• VA Appointment:  Brigade Commander (06) Level 


• Assistant Secretary of the Army (Manpower & Reserve Affairs) (ASA (M&RA) develop 
policy for record review of current and future SARCs, VAs, Recruiter, Drill SGTs, and AIT 
Platoon SGTs   


• The Surgeon General  (TSG) initiate behavioral health interview for identified personnel 


• Deputy Chief of Staff, G-1 (DCS, G-1) issue guidance to fulfill all statutory and 
contractual labor relations obligations 


• ASA (M&RA) develop suitable screening tools, processes, and programs for most 
sensitive programs 


• NLT 30 Nov 13, ASA M&RA, DCS, G-1, and TSG develop and present comprehensive 
proposal for an enhanced background check program 


• ASA (M&RA) establish a department wide working group to explore other options or 
ensuring the qualifications and suitability of and incentivizing service as SARC and VA 


  NLT 15 Jun:  Working Group Charter submitted for approval 


  NLT 31 Oct:  Working Group recommendations submitted for consideration of 
approval 
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Army Medical Command Emphasis 
– OTSG Work Group stood up MAY 2013 to assist the MEDCOM 


SHARP Program Office 
– Driving awareness and prevention into the DNA of the command 
– 4 hour notification requirement to MEDCOM Commander for all 


sexual assault allegations 
– 100% requirement to investigate and follow through on all sexual 


assaults 
– Weekly Dashboard reporting format to track and trend 


unrestricted sexual assault reports across the Medical Command 
– New policy to formally allow contractors to report sexual 


harassment and assault to the command 
– Requested exception to policy to perform command climate 


surveys at the military treatment facility level, not company 
command 


– ALL SHARP related medical personnel exempted from furlough 


 


Surgeon General SHARP Support 
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Special Victim Unit Capability & Training  


• Capability to respond to allegations of certain special victim offenses – 
sexual assaults, child abuse and serious domestic violence 
 


• Hired 22 civilian Sexual Assault Investigators (SAI); 8 more in FY14   
– SAIs co-located with Special Victim Prosecutors 


 
• Hired 35 USACIL civilian laboratory examiners and technicians  


– Positive impact on USACIL capabilities and turnaround times 
 


• USAMPS developed 80-hour SVUIC for sexual assault investigators and 
prosecutors -- all Services + Coast Guard (475 in FY13)  
– DoD recognized this course as the gold standard for training 
– Incorporates new interview technique (Forensic Experiential Trauma 


Interview (FETI)) 
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Army National Guard's  (ARNG) Position 


Ownership 
• This is the ARNG’s number one priority 
• We are committed to changing the culture and climate relating to Sexual Harassment and 


Sexual Assault 
 
Accountability 
• Appropriately hold every individual, unit and Commander accountable for their behavior, 


actions and inactions 
 
Resources 
• As a community based organization, our SARCs are in positions to develop mutually 


supporting relationships focused on resources to support victim advocacy 
 
Relationships 
• ARNG and State leadership must continue to develop and foster relationships with 


community outreach programs to support our Soldiers; rape crisis centers, local law 
enforcement rape divisions, state and private psychological health, Sexual Assault Nurse 
Examiners Association, state coalitions against sexual assault, etc. 


 


“Sexual assault is a crime…a persistent problem that violates everything we stand for. 
We must do everything we can do to protect our men and women from sexual assault, 
and those who would attack their dignity and their honor.”  
 General Frank J. Grass, Chief, National Guard Bureau 
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ARNG Current Initiatives 


Stand Down 
• The ARNG will meet all requirements of the Directive and EXORD 


- States are on track to complete SHARP/VA Refresher and Commander/Leader Engagement training by 26 AUG.  
-  Established Adverse Action Cell to support screening and suitability requirements  


 
Leader Engagement  
• Engage leaders nationally and locally 


- “Invisible War” was presented to all of the TAGs in Fall of 2012 at the Guard Senior Leadership Conference 
- Guard Senior Leadership Conference in June (Dr. Gail Stern trained TAGs and their spouses) 
- CNGB conducted a VTC with Joint Force Headquarters SARCs & Victim Advocates in June 
- Commanders at all levels are completing Leader Engagements with their Soldier – I.A.M. Strong Campaign, individual 


responsibility and accountability for maintaining a climate of dignity and respect, impact of sexual harassment/assault 
on our units 


 
Screen/Credential 
• Recruit and screen our best Soldiers for positions of trust 


- Screening over 8,399 Soldiers for suitability 
- Credentialing full time JFHQ SARC/VA and collateral duty Brigade and Battalion SHARP/VAs – 92% submission 


 
Investigate 
• Use of NGB/JA Office of Complex Investigations 


- Conducted 18 investigations; trained 71 investigators since AUG 12 
 
Workplace Inspections 
• Completed Workplace Inspection - this will be an enduring requirement 


 
Manning 
• Required to have full time SARC & Victim Advocate per state/territory by 1 OCT 13. Currently have 87 hired.  
• Exceeded the requirement of 2 trained SHARP/VAs at the BDE & BN level – required = 1,864. Trained 2,004 Soldiers in the 
80-Hour SHARP Course 
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ARNG SHARP Way Ahead 


Accountability 
• Instill leadership accountability down to the lowest level 
  - Use of senior leader OPD/NCOPD to deliver consistent and standard           


 messaging 
• We will increase the use of Climate Surveys to asses the leadership climate in units 
 
Assessment 
• Integrate SHARP into Command/ Organizational Inspection Programs to validate program 


compliance at the state level 
 
Prevention/ Advocacy 
• Incorporate Stand Down Leadership Engagements into yearly training 
• Continue to dedicate resources to train additional Soldiers in the 80-Hour SHARP Course 


and recertification requirements 
 
Investigation 
• Will continue to use the NBG/JA Office of Complex Investigations to investigate T-32 Sexual 


Assault cases  
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Way Ahead 


•   Adjust Strategy/Policy Program Based on Pending White House, Legislative, 
OSD and Army Senior Leader Direction and Guidance 
  
•  Expand Training Capability and Professionalize Prevention and Advocacy 
Services 
 
•  Enhance Prevention, Investigation, Accountability, Advocacy and Assessment 
Capabilities 
 
•  Obtain Programming and Bridge Funding 
  
 


“I told my commanders (17 May 13) that combating sexual assault and sexual harassment within our 
ranks is now the  Army’s #1 priority.” – GEN Raymond T. Odierno, Chief of Staff of the Army         
(June 4, 2013 - Senate Armed Services Committee, First Session, 113th Congress) 
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Defense Advisory Committee on 


Women in the Services  
 


Army Outreach Brief 
 
 


Mr. Larry Stubblefield 
Deputy Assistant Secretary (Diversity & Leadership) 


Office of the Assistant Secretary of the Army 
(Manpower and Reserve Affairs) 


26 September 2013 
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What We Know 
(Why the Diversity & Inclusion Initiative Is Important) 


1. The U.S. will operate in a dynamic global environment involving diverse perspectives 
2. The U.S. population is changing (no majority by the year 2050 or sooner) 
3. Talent is spread across a very diverse population (recruiting talent = recruiting diversity) 
4. Minority children will be the majority by 2025 
5. Asian Americans have the fastest growth rate within the U.S. population 
6. Hispanics are projected to account for 74% of labor force growth, 2010 to 2020 
7. The number of women in the labor force will grow faster than men 
8. Women outnumber men on college campuses 60% to 40% 
9. Generational differences will continue to impact the workforce 


10. Obesity trends among American youth are reaching epidemic proportions 
11. Education shortcomings will persist (graduation rates, STEM, foreign language) 
12. The U.S. may be short as many as 3 million STEM workers before 2020 
13. An estimated 1 in 4 people have a disability 
14. The aging population will ultimately lead to labor shortages 
15. The era of persistent conflict will demand cultural understanding and language skills 
16. The Army has specific recruiting, talent management, and human relations challenges 
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FPP9:  How likely is it that you will be serving in the Military in the next few 
years? 
Response options:  Definitely, Probably, Probably Not, Definitely Not 
 


 
 


General Military Propensity 


3 


Note:  Youth ages 16–21. Estimates are charted to precise values.  
Labels are rounded to the nearest whole percent. 


Source:  Department of Defense Youth Polls 
 
 
 


Significant change 
from previous poll 


% Definitely/Probably 


= Significant change 
from previous poll 
 
 
 
 
 
 


Sources:  DoD Youth Attitude Tracking Study (1984-99) and JAMRS’ DoD Youth Polls (2000-present) 
Note:  Youth ages 16-21 


 
 


 


Questions:  YATS- Q503 Now, I'd like to ask you how likely it is that you will be serving in the Military in the next few years?  
Youth Polls- FPP9 In the next few years, how likely is it that you will be serving in the Military? 
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4 Source:  Department of Defense Youth Polls 
 
 


Significant change 
from previous poll 


General Military Propensity  
By Gender 


% Definitely/Probably 


Note:  Youth ages 16–21. Estimates are charted to precise values.  
Labels are rounded to the nearest whole percent. 


= Significant change 
from previous poll 
 
 
 
 
 
 


Propensity appears stable;  Overall, propensity is lower than Post-9/11 levels. 


FPP9:  How likely is it that you will be serving in the Military in the next few 
years? 
Response options:  Definitely, Probably, Probably Not, Definitely Not 
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Army Propensity 
By Gender 


% Probably/Definitely 


Sources:  DoD Youth Attitude Tracking Study (1984-99) and JAMRS’ DoD Youth Polls (2000-present) 
Questions:  YATS- Q503 Now, I'd like to ask you how likely it is that you will be serving in the Military in the next few years?  
Youth Polls- FPP9 In the next few years, how likely is it that you will be serving in the Military? 


Both male and female Army propensity appear to be 
stable. 
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Army-wide Diversity Outreach 
(How We Will Enhance Attracting Diverse Talent) 


An Army-wide  
Diversity Outreach 


Program that 
efficiently helps 


attract and recruit 
America’s best  


diverse talent and 
optimizes       


Senior Leader 
participation. 


End State 


Integrated Efforts 


Consistency of Message 


Coordinated Relationships 


Approach 


Senior Leader Engagement 


FY 12 and beyond 


Synchronized Execution 


Army-wide Lead Organization 


       United States Army 


Diversity  Outreach Strategy 


Headquarters, Department of the Army 


1 April 2011 


  
United States Army 


Diversity Outreach Strategy 


Department of the Army 
 


ARMY DIVERSITY ROADMAP OBJECTIVE 2.2:  Develop and implement mechanisms for efficiently integrating and synchronizing Army 
diversity outreach to achieve optimal senior leader participation and help attract highly qualified Soldiers and Civilians from diverse 
backgrounds. 
 


Lead Command Totals:    AMRG  (12)   AMC  (4)   USACE  (3)   TRADOC  (1)   IMCOM  (1)   USARC   (1)  ARNG (1)   ATEC (1)  HQDA  (11)       
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US Army Supported Diversity Outreach 


 
Joint Women’s Leadership Symposium 
(JWLS) 
 
Federally Employed Women (FEW) 
 
Officer Women’s Leadership 
Symposium (OWLS) 
 
Women in Color in Technology (WOC) 
 
Society of Women Engineers (SWE) 
 
All American Bowl (AAB)    
 
U.S. Hispanic Leadership (USHLI) Summit 
 
Black Engineer of the Year (BEYA) 
 
Asian American Engineer of the Year (AAEOY) 
 
National Association for Equal Opportunity (NAFEO) 
 
National Society of Black Engineers (NSBE) 
 
ROCKS, Inc. 
 
 
 


Essence Music Festival (EMF) 
 
National Association for the Advancement of 
Colored People (NAAP) 
 
Organization of Chinese Americans (OCA) 
 
Society of American Indian Government Employees 
(SAIGE) 
 
National Urban League (NUL) 
 
Blacks in Government (BIG) 
 
National Organization for Mexican American Rights 
(NOMAR) 
 
National Latina Style Annual Conference (NLS) 
 
National Image, Inc. (NII) 
 
Hispanic Black Colleges and Universities (HBCU) 
 
White House Initiative 
 
Society of Mexican American Engineers & 
Scientist, Inc. (MAES) 
 
Great Mind in STEM (GMiS) 
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US Army Supported Diversity Outreach 


Pan Pacific American Leaders and Mentors (PPALM) 
 
Hispanic Association of Colleges and Universities (HACU) 
 
Thurgood Marshall College Fund (TMCF) 
 
American Indian Science and Engineering Society (AISES) 
 
DoD Disability Awards Program  
 
National Hot Rod Association (NHRA) 
 
Asian American Government Executives Network (AAGEN) 
 
100 Black Men of America (BMOA) 
 
League of United Latin American Citizens (LULAC) 
 
Heroes and Heritage (H&H) 
 
Federal Asian Pacific American Council (FAPAC) 
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Q&A 
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Back Up 
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11 Source:  Department of Defense Youth Polls 
 


Significant change 
from previous poll 


FPP9:  How likely is it that you will be serving in the Military in the next few years? 
Response options:  Definitely, Probably, Probably Not, Definitely Not 


 


General Military Propensity  
By Race/Ethnicity 


% Definitely/Probably 


Note:  Youth ages 16–21. Estimates are charted to precise values.  
Labels are rounded to the nearest whole percent. = Significant change 


from previous poll 
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12 


Note:  Youth ages 16-21 
 
 
 


Source:  Department of Defense YATS and Youth Polls 
 
 
 


Army Propensity:  Males 
By Race/Ethnicity 
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Questions:  YATS- Q510 Now, I'd like to ask you how likely it is that you will be serving in the 
Army in the next few years? Youth Polls- FPP10B In the next few years, how likely is it that 
you will be serving in the Army? 
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13 


Note:  Youth ages 16-21 
 
 
 


Source:  Department of Defense YATS and Youth Polls 


Army Propensity:  Females 
By Race/Ethnicity 
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Questions:  YATS- Q510 Now, I'd like to ask you how likely it is that you will be serving in the Army in the next 
few years? Youth Polls- FPP10B In the next few years, how likely is it that you will be serving in the Army? 
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14 Army Propensity:  Definitely Not Joining 
By Age Cohort 


% DEFINITELY NOT Joining 


Questions:  YATS- Q503 Now, I'd like to ask you how likely it is that you will be serving in the Military in the next 
few years? Youth Polls- FPP9 In the next few years, how likely is it that you will be serving in the Military? 
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Sources:  DoD Youth Attitude Tracking Study (1993-99) and JAMRS’ DoD Youth Polls (2000-present) 


Increasing proportions of youth are ruling out Army service by age 16. 
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Likely to Recommend Military Service Likely to Support Decision to Join


Likelihood to Recommend and Support 


Likely to Recommend:  % Likely/Very Likely 
Support:  % Agree/Strongly Agree 


= significant change from previous wave 


• In 2012, likelihood to recommend military service was significantly higher than it was one, two, three, four, or five years 
earlier. 


• Likelihood to support a youth’s decision to join the Military was not significantly different from what it was one or two years 
earlier. 


Source:  JAMRS’ Department of Defense Advertising Tracking Study 
Questions 1a–c:  “Suppose your child/your grandchild/a youth came to you for advice about various post-high school options.  How likely  
is it that you would recommend joining a Military Service such as the Army, Navy, Marine Corps, Air Force, or Coast Guard?”   
2ff:  “If my child/my grandchild/a young person told me they were planning to join the Military, I would support their decision.”   
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WILL MILITARY RECRUITING BE CHALLENGED 
 IN 2015? 


Is this a perfect storm?         Have we been here before? 


Influencer 
Perceptions 


• Improving Economy 
• Stock Market Record Highs 
• Corporate Hiring Increases 
• Aging Federal Workforce (competition) 


 


U.S. Economy 


Demographics 


Budget 
Uncertainty 


  


Other 
Generation Y 


Priorities? 


• Suicide                
• PTSD         
• Hazing      
• Sexual Assault 


• Toxic Leadership                
• Veteran Unemployment       
• Drawdown      
• Battle Injuries 


• Reduced Marketing Presence (resources) 
• Limited Money for Recruiting Incentives 
• Inconsistent Annual Funding Patterns (CR) 
• Sequestration Impact/Decline in Benefits 


• Low High School Graduation Rates 
• Veterans Benefits Backlog 
• Corporate Diversity & Inclusion Initiatives 
• Limited Senior Role Model Demographics 


Over 60% of 
college 


students are 
women. 


STEM? 


• Increasing Constituency Diversity 
• Comparatively Low Propensity to Serve 
• Shrinking Eligibility: Moral/Physical/Medical 
• Generation Y Priorities 


2013 2014 2015 


7.3% 


6.0% 


6.7% 


5.0% 


Full 
Employment 


Unemployment 


Source: Army Diversity 
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Diversity Staff 


Homeland  
Security 


Coast Guard Recruiting and 
Outreach Programs  


CDR Tanya Schneider 
USCG Gender Policy Advisor 







Homeland  
Security 


Recruiting Goals 
Coast Guard Academy 


 Reflective of U.S. college-bound population 
  CGA Strategic Plan Senior Leadership 


Team 
 Promulgated every five years 
 Strives for critical mass for accession 
 Defines critical mass as between 25-30% 


 







Homeland  
Security 


Recruiting Goals  
Coast Guard Academy 


 
 Since 2003 CGA has reached or exceeded 


goals for women 
 Still not reaching goal for URM 
 Instituted “Building a Community of 


Inclusion” 
 Graduation rates for women and URM 







Homeland  
Security 


Recruiting Goals  
Coast Guard Recruiting Command 


 
 Programs 


• Officer Candidate School 
• Direct Commission Officer Program 
• Enlisted 


 Historical performance and current diversity of 
U.S. workforce 


 Overall goal of 40% for women and URM 
 Applicant vs Matriculation rates 
 







Homeland  
Security 


Recruiting Goals  
Coast Guard Recruiting Command 


 
 Set annually by Commanding Officer 
 Long term goal is to be more reflexive of 


population we serve 
 Steady increases in women since 2009 
 Still well below goal of 40% 
 


 







Homeland  
Security 


Outreach Programs 
Coast Guard Academy – Women Focused 


 Science, Technology & Engineering Program 
(STEP) 


 Women’s Leadership Council 
 Measures of effectiveness  


 
 







Homeland  
Security 


Outreach Programs 
Coast Guard Academy – Not Women Specific 


 Academy Introduction Mission (AIM) 
 Admissions brief and tours 
 Academy Compass Event 
 Cadet-for-a-Day 
 Genesis Invitational 
 Academy Enlisted Selection Opportunity Program 
 Students of All Races (SOAR) 


 
 


 
 







Homeland  
Security 


Outreach Programs 
Coast Guard Recruiting Command 


 Virginia Women’s Institute for Leadership at 
Mary Baldwin College 


 Girls Sports Sponsorship Program 
 Targeted Marketing Campaign 
 
 


 
 







Homeland  
Security 


Outreach Programs 
Office of Leadership, Diversity and Inclusion 


 Affinity Groups with student participation 
 Compass Program 
 Navy Memorial 
 Partnership in Education 
 Academy Partners Program 
 Return on investment 
 
 
 


 







Homeland  
Security 


Questions? 
 


CDR Tanya Schneider 
Tanya.L.Schneider@uscg.mil 


202-475-5247 



mailto:Tanya.L.Schneider@uscg.mil
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Office of Diversity Management & Equal Opportunity 


 
Military Equal Opportunity 


Overview 
 


Jimmy Love 
Acting Director 


Military Equal Opportunity/Equal Employment Opportunity & 
Defense Equal Opportunity Management Institute Liaison  







Topics 
  


New DoD Instruction 
 


Government Accountability Office Report 
 


FY 2013 National Defense Authorization Act 
 


Office Of Diversity Management and  
Equal Opportunity (ODMEO) 







Military Equal Opportunity (MEO) 
New DoD Instruction 


Converting legacy directive to stronger, clearer DoD instruction to 
• Establish EO policy, regulate DoD MEO Program and assign 


responsibilities for ensuring DoD-wide compliance with broad 
program objectives 


 


• Provide for education and training in EO, human relations and 
sexual harassment prevention 


 


• Prescribe the functions of the Defense Equal Opportunity 
Management Institute (DEOMI) 


 


• Provide DoD-wide procedures/standards for unlawful discrimination 
and sexual harassment complaint processing and resolution 


 
 Next Steps: Pre-coordination, legal review and formal coordination 







Military Equal Opportunity (MEO) 
Government Accountability Office Report 


    Government Accountability Office (GAO) Report, September 2011,   
    recommended: Strengthen DoD Senior Level Oversight of Sexual 


Harassment Prevention Program  
 


• Develop strategy for holding leaders accountable 
   Action: SecDef memo, May 6; USD(P&R) memo, Jul 31  


 


• Track compliance with command climate requirements 
   Action: SecDef memo, May 6 


 


• Issue complaint guidance for joint service environments 
   Action: New DoD MEO Instruction (Nov-Dec 2013) 


 


• Establish uniform data elements 
   Action: NDAA FY 2013; USD(P&R) memo, Aug 30 


 


• Implement an oversight framework 
   Action: New DoD MEO Instruction (Nov-Dec 2013) 


 
 


 
 
 







Military Equal Opportunity (MEO) 
Government Accountability Office Report 


     1.  Develop strategy for holding leaders accountable 
 


New instruction requires DoD Components to establish, publish, maintain, and 
enforce procedures for formal and informal complaints of unlawful 
discrimination or sexual harassment (DoDI 1020.cc, Paragraph 3. Policy) 
 
DoD Component Heads and the Secretaries of the Military Departments held 
responsible for promoting, supporting, and enforcing the sexual harassment 
policies and programs (DoDI 1020.cc, Enclosure 4. Responsibilities) 
 
Enhancing Commander Accountability:  To enhance accountability and 
improve insight into subordinate command climate, the USD (P&R) shall 
require that the results of FY13 National Defense Authorization Act-mandated 
annual command climate surveys will now also be provided to the next level 
up in the chain of command.  Implement this provision not later than July 31, 
2013. (SecDef memo, May 6, 2013, ref prevention of sexual assault).    


 
 


 
 







Military Equal Opportunity (MEO) 
Government Accountability Office Report 


    2.  Track compliance with command climate requirements 
 


New Instruction holds Secretaries of the Military Departments responsible for 
tracking compliance of military commanders with updated command climate 
assessment requirements as directed in USD (P&R) memorandum, dated July 
25, 2013. (DoDI 1020.cc, Enclosure 4. Responsibilities) 
 
Enhancing Commander Accountability:  To further enhance command 
accountability, the Service chiefs, through their respective Secretaries of the 
Military Departments, will develop methods to assess the performance of 
military commanders in establishing command climates of dignity and respect 
and incorporating SAPR prevention and victim care principles in their 
commands, and hold them accountable.  Report your methods to me through 
USD (P&R) by November 1, 2013.”  (Command climates of dignity and 
respect include the prevention of sexual harassment.) (SecDef memo, May 6, 
2013, ref prevention of sexual assault)    


 
 


 
 







Military Equal Opportunity (MEO) 
Government Accountability Office Report 


3.  Issue complaint guidance for joint service environments 
    


New instruction identifies responsibilities of DoD Component Heads and 
individuals who oversee or operate in a joint military environment to establish 
an MEO program that complies with DoD guidelines and reflects standards, 
values, and principles of existing MEO programs, resources, and counseling 
services.  (DoDI 1020.cc, Enclosure 4. Responsibilities) 
  
New Instruction establishes requirements and standard procedures for 
processing complaints Department-wide including complaints occurring in 
Joint Environments.  Instruction calls for establishment of toll-free advice 
lines, identifies procedures proscribed by Public Law for processing sexual 
harassment complaints, and addresses the appeal process among certain 
other matters related to complaints. (DoDI 1020.cc, Enclosure 3. Complaints) 


 
 


 
 







Military Equal Opportunity (MEO) 
Government Accountability Office Report 


    4.  Establish uniform data elements 
    


DoDI 1020.cc requires Military Departments to collect, monitor, and report 
annually on certain elements of their Military Equal Opportunity program to 
include data on complaints. (DoDI 1020.cc, Enclosure 6. MEO Program 
Indicators) 
  
The requirement in DoDI 1020.cc is reinforced by the NDAA FY2013 
congressional reporting requirement for the Military Departments to collect 
data and information on substantiated incidents of sexual harassment to be 
submitted on a fiscal year basis to the DoD Sexual Assault Prevention 
Response Office (SAPRO) for inclusion in annual SAPRO reports to 
Congress. (USD (P&R) data call memorandum, dated August 30, 2013, and 
data collection template identifying the common department-wide data 
elements for reporting and analysis purposes) 


 
 
 







Military Equal Opportunity (MEO) 
Government Accountability Office Report 


    5.  Implement an oversight framework 
 


Proposed DoDI 1020.cc calls for establishment of a senior leadership advisory 
forum comprised of leaders and managers in the grade of at least senior 
executive service level or Flag/General Officer, such as the Defense Human 
Resource Board or its equivalent to provide oversight and an annual review of 
DoD MEO programs and provide advice and recommendations to the USD 
(P&R).  (DoDI 1020.cc, Paragraph 3. Policy) 
 
DoDI 1020.cc assigns the Director, Office of Diversity Management and Equal 
Opportunity the responsibility for establishing procedures for senior leader 
recurring oversight reviews of selected categories of military personnel 
programs and issuance of data calls that will be used by each Military Service 
and the National Guard Bureau to establish a framework of recurring 
analytical reviews.  (DoDI 1020.cc, Enclosure 4. Responsibilities) 


    
 


 
 
 







Military Equal Opportunity (MEO) 
FY 2013 National Defense Authorization Act 


 
FY 2013 National Defense Authorization Act levied DoD sexual      
harassment and command climate reporting requirements 
 


• Comprehensive policy on prevention of sexual harassment 
(training, reporting/anonymously, responding/resolving) due 
March 2014 


 


• Plan for collecting sexual harassment complaint data; submitted 
to Congress August 2013 
 


• Mandatory command climate assessments guidance issued to 
Military Services and National Guard Bureau July 2013 
 


Next Steps:  Continued collaboration with DEOMI and Service MEO 
counterparts to produce policy and incorporate in new instruction 







Office of Diversity Management 
and Equal Opportunity 


 
Questions 
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BLUF 


Navy Recruiting Command’s outreach efforts are 
intended to increase Navy awareness, inform and 


develop centers of influence and inspire males and 
females of all racial and ethnic groups to consider the 


Navy as a career option.  


 Navy Recruiting Outreach  







Navy Recruiting Diversity Strategy 


 
 Affinity Group Engagement.  Engage with traditional and emerging 


affinity groups.  Maximize the return on investment of the resources 
expended for greatest effect on near-term and long-term diversity 
recruiting. 
 


 Navy City Outreach (NCO).  Provide personal representation across the 
country to promote outreach, engagement, and awareness with 
influencers.  
 


 STEM Outreach.  Develop/align with outreach programs that inspire the 
next generation of scientists and engineers through hands-on learning 
activities that incorporate Navy-relevant content (i.e. SeaPerch). 
 


 Metrics and Return on Investment.  Thorough evaluation of all resources 
and events to determine tangible benefits to the Navy and the recruitment 
of potentially qualified applicants.  
 


 Inform, Influence, Inspire, and Hire. 







Affinity Group Partnerships 
 
  National, regional, and local partnerships with organizations that focus on STEM and 


diversity to build trust, create Navy awareness, and generate leads.  


 Sponsorships with seven affinity groups (“Big 7”).  Sponsorships enable access to 


student chapters across the nation.  
 NSBE – National Society of Black Engineers 
 MAES – Latinos in Science and Engineering 


 AISES – American Indian Science and Engineering Society 


 SWE – Society of Women Engineers 


 SASE – Society of Asian Scientists and Engineers  


 SHPE – Society of Hispanic Professional Engineers 
 APAMSA – Asian Pacific American Medical Student Association 


 Society of Women Engineers.  Key sponsorship in forging relationships with female 


influencers and gaining access to potentially qualified female officer applicants.  
 


Affinity group partnerships include engagement with organizations 
that seek membership by male and female students. 







Navy City Outreach (NCO) Program  


 The NCO Program exists to build trust, positive awareness, and opportunity for the 
Navy to engage and connect with youth and influential leaders within diverse 
metropolitan markets, and to communicate the importance of education and the 
Navy's need to inspire young people of all backgrounds regarding their potential and 
opportunity to become naval officers.  


 City Outreach Officers  


 Currently seven Community Outreach/Assistant Community Outreach Officers 
assigned to five large metropolitan areas (Atlanta, Chicago, Houston, New York 
and Los Angeles). Required to also support surrounding Navy Recruiting 
Districts.  


  Primarily engaged in center of influence development and STEM related 
activities.  


 STEM Outreach  


 Broad range of STEM education and outreach programs to increase Navy 
awareness and  encourage college enrollments and pursuit of careers in 
science and engineering (ie. SeaPerch, STEM2Stern Program). 


 Outreach efforts encourage participation by male and female 
influencers and  students. 







Measures of Success 


 Recruiting Leads  
 Primary metric for evaluating recruiting events.  
 Captured via Business Reply Cards (BRCs), processed by NAVCRUITCOM 


N94, through the Navy Advertising Leads Tracking System (NALTS), and 
made available to recruiters within 96 hours of event completion  


 
 Officer Applications and Accessions  


 
 Additional Metrics 


 Event attendance 
 Booth attendance 
 Development of centers of influence  
 Positive public relations effects  


 
 Outreach events, either youth or influencer focused, are not expected to result 


in leads. ROI from outreach is more subjective and captured via After Action 
Reports (AARs).  
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PdM Infantry Combat 
Equipment (ICE) 
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PURPOSE 


 
 


• DACOWITS requests a briefing from the Army and Marine Corps on what 
uniforms and equipment have been developed for females in the Armed Forces 
and what the future plans are for production and prompt distribution.  
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Combat Clothing  
 


• Marine Corps Combat Utility Uniform (MCCUU) 
• Background: the MCCUU was developed in 2000, with fielding beginning in 2002.  
The camouflage pattern (MARPAT) as well as design features are similar for both 
genders across this product line.  There are six female size-specific blouses and seven 
trousers.   
 
• Infantry Combat Boot (ICB) 
• The Infantry Combat Boot incorporates 28 female specific sizes. 


 







OPPORTUNITY: Over the past several years, there has been 
increasing interest and support regarding tailoring body armor 
to fit smaller stature Marines. The Marine Corps views the fit 
issues as a stature vice gender issue. 
 
 
MARINE CORPS (POR): The Marine Corps has directed that the 
Plate Carrier (PC) is the Program of Record (POR) for the body 
armor vest. The Plate Carrier’s right-sized area of coverage 
provides for better mobility and better fit across the entire 
demographic (to include smaller stature and female Marines). 
 
 
PdM ICE has been working together with PEO Soldier to create the next generation of 
body armor that better fits the entire demographic. 


 
Small Stature Body Armor 
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Current PC for both Male and Female 
Population 


 
 


XS 
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* No Additional Sizes Required 
Dots represent actual Marine Torsos / Boxes Represent Vest Sizes 







The Improved Modular Tactical Vest (IMTV) was procured in response to an Urgent Statement of 
Need (USON) dated 25 Feb 2008. Designed for Deployers, the IMTV provides the maximum area 
of coverage with limited mobility compared to the PC. 
 
The Marine Corps conducted a survey with respect to sizing, fit, and comfort of body armor 
which was completed in May 2013. An attribute workshop and fit test were also conducted in 
May 2013.  The results of the survey, attribute workshop, and fit test support the need for 
smaller stature IMTVs.   
As a result, the Marine Corps is currently procuring 3,780 smaller stature IMTVs. Fielding will be 
complete in May 2014. 
  
The size breakdown to outfit the 3,780 smaller stature Marines, as based on the current tariff, is 
as follows: 
  
IMTV Small Short:      1,260 (~33.3%) 
IMTV Medium Short:       1,540 (~40.8%) 
IMTV Large Short:      980   (~25.9%) 
  
  


 
IMTV  Background 
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The Modular Scalable Vest (MSV1), the next generation scalable body armor system, is expected 
to begin procurement in FY15 and will be designed to better fit smaller stature Marines.  
 
The Modular Scalable Vest 1 (MSV1) currently in development, will scale from PC area of 
coverage to the area of coverage similar to the IMTV, in one single system.  The MSV1 will 
incorporate an Internal Load-Distribution System (into the body armor, similar to the human 
spine), that smartly redistributes the weight.  
  


Modular Scalable Vest (MSV) 
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PURPOSE 


• DACOWITS requests briefing on whether DOD or the Services have recruiting 
goals for accession of women officers overall and, if so, what are these goals? 
Whether DOD or the Services have recruiting goals for the accession of women 
officers by recruitment sources (academy, OCS/OTS, ROTC, direct commission) 
and, if so, what are these goals? Whether DOD or the Services have recruiting 
goals for the accession of women into the enlisted ranks and, if so, what are 
these goals? Please also provide information on how are the goals that exist are 
determined and the applicable benchmarks against which the goals are 
measured; who sets the goals; how often the goals are set; the extent to which 
the goals have been met over the past 5 years; and what are the future long-
term goals.   
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Determining Female Accessions 


• Goals are set by Manpower and Reserve Affairs, Headquarters Marine Corps (HQMC) at 
the beginning of each Fiscal Year (FY). 


 
• Goals are determined through the combined efforts of several entities within HQMC, and 


guided by the Commandant of the Marine Corps 
 
• Benchmarks for measurement 


– Enlisted accessions are phased into four month periods and each is assigned a 
percentage of the overall end of FY aggregate. 


– Officer accessions are tracked monthly in order to meet the overall end of FY 
percentage 
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Fiscal Year Female Officer Goal 
2013 8.5% 


Fiscal Year 
Female Enlisted 


Goal 
2013 7.3% 
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Female Officer Accessions by Source 


There are no female accession goals associated with commissioning source.  The 
percentages below are actual percentages attained. 


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


Program FY08 FY09 FY10 FY11 FY12
USNA 33.07% 31.43% 29.63% 31.13% 34.13%
NROTC 11.81% 25.00% 15.56% 14.57% 10.32%
MECEP 2.36% 5.71% 9.63% 4.64% 5.56%


ECP 3.15% 3.57% 1.48% 4.64% 0.79%
*MCP 0.00% 0.00% 0.00% 2.65% 0.00%


PLC 8.66% 18.57% 13.33% 13.91% 14.29%
OCC 40.94% 15.71% 30.37% 28.48% 34.92%
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Historic Female Accession 
 


• 5 year female accession goals 


Female Officers 


Fiscal Year Goal Attained 
2008 7.0%  6.68% 


2009 7.5%  7.74% 


2010 7.5%  7.93% 


2011 7.5%  9.0% 


2012 8.5%  8.6% 


2013 8.5% 10.1% 


Female Enlisted 


Fiscal Year Goal Attained 
2008 5.53% 5.84% 
2009 6.89% 6.82% 
2010 7.38% 7.40% 
2011 7.05% 7.05% 
2012 7.23% 7.24% 
2013 7.37% 7.81% 
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Future Long-Term Goals 
 


 
• USMC will build upon current and historical efforts when meeting future long-term goals.  


Current efforts include: 
 
• CMC-led 2013 Diversity Task Force on Women Officers (Recruiting/Retention) 
 
• Continuing partnership between Marine Corps Recruiting Command (MCRC) Office of 


Diversity and National Level organizations. 
 


• Advertising:  Targeted messaging in relevant media such as women’s magazines 
(Fitness, Self) to align with interests of female prospects 


 
• Initiating outreach events to attract women, such as MCRC’s participation in the  
following female-focused officer recruiting events during FY13: 


 Women's Basketball Coaches Association (WBCA), New Orleans, LA 
 Girls Who Rule the World Empowerment Camps 
 Central Intercollegiate Athletic Association (CIAA), Charlotte, NC 
 Mid-Eastern Athletic Conference (MEAC), Norfolk, VA 
 
 
  


 
   


 
 







 
 
 


QUESTIONS? 
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Soldier Protection and Individual EquipmentSoldier Protection and Individual Equipment


Female Soldier Protective Equipment and Clothing Update to q p g p
The Defense Advisory Committee on Women in the Services 


(DACOWITS)


26 Sep 2013


COL Robert MortlockCOL Robert Mortlock
Project Manager, Soldier Protection and Individual Equipment


Office: (703) 704-3322/3321
E-mail: robert.f.mortlock.mil@mail.mil







Purpose


Provide the Defense Advisory Committee On Women In The Services 
(DACOWITS) an update on the latest advances and improvements for 
P l P t ti E i t d Cl thi f f l S ldiPersonal Protective Equipment and Clothing for female Soldiers 
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Agenda


Personal Protective Equipment 


• Female Sized Improved Outer Tactical Vest (F-IOTV)
• Protective Insert Sizing Improvements
• Family of Concealable Body Armor (FoCBA)


P t ti U d G t (PUG) N F l Si i• Protective Under Garment (PUG) New Female Sizing


Clothing and Individual Equipment


• Army Combat Uniform Alternate
• Army Aircrew Combat Uniform (A2CU-A)
• Women’s Flame Resistant UndergarmentsWomen s Flame Resistant Undergarments
• Female Army Physical Fitness Uniform
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Soldier Protective Equipment 
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Female Improved Outer 
Tactical Vest 


Page 5
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F-IOTV Highlights 


Improved Quick Release System Yoke and Collar Assembly designed 
for compatibility with a hair bunp y


Darting for more secure fitFront SAPI Plate Insertion


for compatibility with a hair bun


Additional Cummerbund 
Adjustability


Shorter Length to better fit
female torso
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Protective Insert Size 
Improvements


ESAPI, XSAPI, ESBI, and XSBI are part of a body armor system that 
provide protection from certain small arms fire and fragmentation when 
inserted into the outer vest. The plates are used in conjunction with theinserted into the outer vest. The plates are used in conjunction with the 
soft ballistics packages as a total armor ensemble in the IOTV and SPCS 


Legacy Sizes New Sizes
Nomenclature Sizes
ESAPI/XSAPI XS,S,M,L,XL


ESBI/XSBI 7”X8”


Nomenclature Sizes
ESAPI/XSAPI SL


ESBI/XSBI 6”X8”, 6”X6”


ESAPI/XSAPI
SL (~Small Long)


Increased 
number of 


New Sizes


SL (~Small Long)


ESBI/XSBI
6”x 8”


protective inserts 
sizes provide a 


better fit for  
Soldiers of all 


statures6 x 8
6”x 6”


statures. 
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Family of Concealable Body 
Armor (FoCBA)


FoCBA provides concealable ballistic and stab protection intended to be 
worn by Soldiers in correction, confinement, law enforcement and 
intelligence operationsintelligence operations.


Female Specific Sizing:  
– Design shall address the female-specific sizingDesign shall address the female specific sizing
– Develop a truly female only vest design as opposed to another unisex size
– Optimized Area of Coverage for an enhanced Fit
– Optimized Area of Protective Coverage to enhance overall vest functionality
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Type 1
Both Ballistics and Stab Protection


Type 2
Stab Protection Only  







Pelvic Protection Systems 


Protective Under Garment [PUG] and Protective Outer 
Garment [POG] provides protection against ground-based 
IED threats The PUG is worn next to the skin and the PUGIED threats. The PUG is worn next to the skin and the 
POG is a ballistic system that is worn over the Flame 
Resistant Army Combat Uniform trousers. 


Female PUG Enhancements:
 New PUG Indefinite Delivery Indefinite Quantity 
contract will incorporate seven (7) new female specific POGcontract will incorporate, seven (7) new female specific 
sizes for a better fit, lighter weight and more breathability.  
Contract award is anticipated in mid September 2013.


 Female PUG sizing system is based off of hip


POG


 Female PUG sizing system is based off of hip 
circumference, as opposed to waist circumference for 
Male PUGs.  The female PUG also does not include a fly 
opening in the front The female PUG offers the exact
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opening in the front. The female PUG offers the exact 
ballistic protection and area of coverage as the male 
PUG.







Soldier ClothingSoldier Clothing
and Individual Equipment 
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Army Combat Uniform -
Alternate


The ACU-A offers 32 
additional sizing choices 
that will accommodate 
Soldiers with smaller 
physical stature
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Army Aircrew Combat 
Uniform (A2CU)


A2CU-A• The A2CU is a two-piece flight suit that 
offers the Soldier protection from flash fires


Th A2CU Alt t id fit
Changed waist 
design to partial Reshaped


hips• The  A2CU Alternate provides fit 
improvements for the female Soldier and 
the same level of flame resistant (FR) 
protection as the A2CU


elastichips


protection as the A2CU  


Sleeve 
fullness 
reduced 


Shoulders narrowedBack fullness 
reduced


Waist tunnel reshaped
Sleeve 
length 
shortened


Reduced leg 
width


A2CU A2CU-A


shortenedwidth


A2CUA2CU-A
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Fire Resistant Environmental 
Ensemble (FREE) 


• Provide female Aviators, or other female Soldiers that require No Melt/No 
Drip or Flame Resistant undergarments within the Fire Resistant 
Environmental Ensemble (FREE) system


• Increase overall comfort and support for female Soldiers while using the  
FREE system without sacrificing burn protection from flash flame threats


Men’s FREE 
Undergarments / 


Women’s FREE 
Undergarments /
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g
Next to Skin Layers


Undergarments / 
Next to Skin Layers
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PM-SPIE equips and protects America’s 
most valued resources and the Army’s y


credentials – Soldiers!


15


Every Soldier, Everywhere, Everyday!
15








Coalition of Sailors Against Destructive Decisions 
“Shipmates Helping Shipmates" 


 
 


Fleet Master Chief April Beldo, USN 


 







 
CSADD Program Overview: 


 
• CSADD is a volunteer peer-to-peer mentorship program available to 


commands across the Navy.  (Created  2008) 
• The CSADD program is geared toward Sailors ages 18 to 25 years old, to 


reinforce our culture of “Shipmates helping Shipmates.”   
• CSADD encourages positive social interaction, leadership development  
      and promotes by-stander intervention  
• CSADD =  good decision-making which will prevent destructive behavior.   
• CSADD is required to train on specific topics Monthly(i.e.  Responsible use 


of Alcohol, Nutrition and Physical Fitness, Drug Abuse Prevention and 
Awareness).  Creativity is encouraged. 







CSADD Chapter Activities: 
• Examples of creative ideas to raise awareness include:  


– creating posters  
– videos  
– social media  
– organized briefs  
– information fairs   
 


• CSADD Chapters also build camaraderie amongst junior Sailors 
involved.  Chapters plan alcohol-free liberty activities, such as:  
movie nights, day-trips, or sporting.   


• These activities bring Sailors together to have fun on liberty in a 
responsible way and promote an alternative to drinking. 
 







CSADD CREED: 







Fleet-wide CSADD Chapters: 







Topic:  Planning a Family  
During Your Navy Career 







 
     Regardless if you plan to have children or not, 
your time in the Navy is likely the time when you 
will be making those decisions.  This briefing will 
give you some things to think about to carefully 
balance the demands of your  
personal life with your  
professional career, and  
the importance of proactive  
decision making.   







Rationale of Family Planning 
      Family planning is preparing when to have 


children, taking into account the best personal 


and professional timing, including contraception 


and conception.   


     Family planning helps you decide how large 


your family should be, how long to wait in 


between children, and how to plan  


a pregnancy.  



http://dictionary.reference.com/browse/contraception?s=t

http://dictionary.reference.com/browse/conception?s=t





Birth Control 
     Using effective methods of birth control is an 
important part of family planning.   
 


     An ideal form of birth control should be easy 
to use, have minimal side effects, and reduce 
transmission of disease. 


 







Family Size 
     Family planning can help you choose the size 
of your family.  Families with more children may 
struggle financially and emotionally, and parents 
may not be able to provide each child with 
adequate resources.  Family planning will help 
you decide how large you would like to grow 
your family and will help you find methods to 
achieve that goal. 







Empowerment 


     Family planning methods can help empower 
parents.  Deciding exactly when you would like 
to have a child allows you to make long-term 
choices.  Having a child when desired allows you 
the flexibility to make better career decisions 
which then allows for better overall family 
planning. 







Unplanned pregnancies, like any 
unplanned event, can jeopardize  
operational mission readiness. 







Did you know? 
 74% of pregnancies are unplanned and over half are born out 


of wedlock. 
 


 Only 31% are using birth control at the time they conceive. 
 


 In 70% of enlisted servicewoman pregnancies, the father is also 
in the military.  


 


 In the Navy, single parents make up 7.6% of the total amount 
of service members with children: 
 There are an estimated 6,000 single Navy mothers and                     


12,000 single Navy fathers serving in our Navy today.   
 


 Additionally, there are approximately 84,000 dual military 
couples in our Navy, of which 36,000 have children. 







Did you know? 
 The average operational pregnancy tends to be a 23-year old, 


single, E-4 female Sailor. 
 Statistics show that enlisted servicewomen who become 


pregnant: 59% are assigned to shore duty, 36% are assigned to 
an operational unit, and 5% are in school.  


 Pregnancy may interrupt a Navy career by disqualifying a Sailor 
from her current duty position or from her current school. 


 In the Navy, unplanned manpower losses from operational 
billets affects overall Navy readiness.  Some of these are 
preventable.  


 While parents may elect to start or expand their family at any 
time, pregnancy causes less disruption to a career and to the 
Navy when it is planned during a shore duty tour. 







Unable to be present  
for memorable and 


life changing moments… 


Being away from family 
and feeling alone… 


Fear and stress of an 
unclear future… 


Consequences of an unplanned pregnancy… 







LIMDU vs.  
Operational Pregnancies 


* Note:  Total does not reflect all LIMDU personnel, only those who have been reported to PERS-4013C. 


2,960 
Operational 
Pregnancies 


FACT 
Women who 


become pregnant 
on sea duty make 
up less than ~1% 
of the Total Force 


2,895 
Limited Duty 
Personnel* 


There are just as 
many (if not more) 
LIMDU personnel 
as there are 
operational 
pregnancies across 
the fleet.* 







 
  
                                     Personal Life  
 


 
 Professional Life  
                               vs. 


Risky Personal Choices 


Many times we are taught to separate the two, but in reality the decisions we make affect both. 







HONOR  
♦  


COURAGE  
♦  


COMMITMENT 
 


We all have a duty to conduct  
ourselves with HONOR,  


we must have the COURAGE to  
treat each other with respect,  
and keep our COMMITMENTS. 







Navy Core Values 
Honor: 
 


  Taking full responsibility for my actions. 
  Conducting myself in the highest ethical manner. 
  Fulfilling my legal and ethical responsibilities. 


 


Courage: 
 


 Having the courage to meet the demands of my profession and the         
mission entrusted to me. 


 Making decisions and acting in the best interest of the Navy. 
 


Commitment: 
 


 Exhibit the highest degree of moral character, professional excellence,     
quality and competence in all that I do. 
 







Take a few extra 
seconds to consider 
the results of your 
decisions, rather 
than making a  


short-fused and 
impulsive choice 
that could have  


life changing 
implications. 


Brainstorm 
 


What things  
impact our  


decision making? 







Military Parents 
     Military families have a different set of concerns and 
issues that other families do not necessarily have: 
 
 


– Deployments 
– Moving from one location to another           
– Non-traditional working hours 
– Training demands 
 


 


No matter which parent is in the military, these extra    
stressors can put a strain on families.  Remember that 
you owe it to yourself, your family, your career, and the 
mission to plan and think through these life altering 
decisions before they are made. 







REALITY CHECK 


Financial aspects to strongly consider: 
• Cost of Raising a Child  
• Child Support 


• Federal Law authorizes DFAS to garnish of the pay of military 
personnel for child support. 


• Daycare  
• (e.g. availability/location, hours of operation, and cost) 


• Family Care Plan (FCP) Policy Requirements 



http://www.bankrate.com/calculators/savings/raise-child-calculator.aspx

http://www.alllaw.com/calculators/childsupport/

http://www.dfas.mil/garnishment/childsupportalimony/faqs.html

https://qol.navyaims.net/CYPWeb/Web/Home/Home.aspx

http://doni.daps.dla.mil/Directives/01000 Military Personnel Support/01-700 Morale, Community and Religious Services/1740.4D.pdf





Ask yourself:  
“Who will ultimately 


pay the price  
for my decisions?” 


Hazards and unexpected consequences  
of an unplanned pregnancy… 


Benefits of a well thought out  
and planned pregnancy… 







Any Questions? 
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Reproductive and Sexual Health 
SHARP and  
Women’s Sexual Health Promotion 
for the  Defense Advisory Committee on Women in the Service (DACOWITS); as of 22 Aug 2013 







Michael R. (Bob) MacDonald, MS, CHES 


Navy and Marine Corps Public Health Center  
Sexual Health and Responsibility Program (SHARP) 


620 John Paul Jones Circle, Suite 1100  
Portsmouth VA 23708 


 
http://www.med.navy.mil/sites/nmcphc/health-promotion/reproductive-sexual-health/Pages/reproductive-and-sexual-health.aspx 
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 Describe SHARP and how it fits into other DoN efforts to 
promote the sexual health of Navy and Marine Corps women 
 


 
 
 
 
 
Back-up Slides: 
 
 Highlight key challenges and suggest potential solutions 


Purpose 







Overview 


 SHARP 
 Women’s Sexual Health Promotion Resources 
 Women’s Sexual Health Promotion Initiatives 
 







SHARP 
Sexual Health and Responsibility Program (SHARP) is a function of the Navy and Marine Corps 


Public Health Center  which is subordinate to the Navy Bureau of Medicine and Surgery 
(BUMED)  


Vision: A DoN cultural norm in which physical and social sexual health is encouraged, supported 
and expected; and a DoN population in which all pregnancies are planned, and sexual violence, 
coercion and sexually transmitted infections (STIs), including HIV, are prevented. 


Motto: “Chart a Safe Course” – affirms that each individual has the right and responsibility to make 
choices about their health and that sexual health decision-making is a lifelong and dynamic 
process because a person’s circumstances and relationships may change over time. 


Goal: Promote and protect the sexual health of the DoN to support mission readiness and 
accomplishment, minimize avoidable health care costs and personnel losses, prevent morbidity 
and mortality, and support quality of life.  


Objectives: Reduce unplanned pregnancies and sexually transmitted infections, including HIV to 
levels specified in Healthy People 2020 


Note: BUMED is not tasked with Sexual Assault Prevention 







 Strategy:   
Investigate, Communicate, Advocate, Educate, Collaborate.   


• Cannot mandate.  Should not pontificate.  
– Provide a forum for multi-organizational, multi-disciplinary discourse 


and collaboration 
– Develop; Advocate; Monitor sexual health status indicators 
– Advocate for sexual health promotion policies, practices, research 
– Develop and distribute sexual health promotion products 
– Conduct sexual health promotion training 
– Provide consultation and program support 


SHARP 







 SHARP Sexual Health Program Objectives 
 NMCPHC Health Risk Assessment – Sexual Health Questions 
 Navy Surgeon General’s Blue H Award – Sexual Health Criteria 
 SHARP Newsletter 
 SHARP Website 
 SHARP Toolbox DVD 
 SHARP Program and Practice Guidelines 
 SHARP Ready-to-use Training Lectures 
 SHARP Films 
 SHARP Factsheets 
 SHARP Posters 
 SHARP Training for Health Educators and Clinicians 


 


Sexual Health Promotion Products and Services 











NMCPHC Resources - Fleet and Marine Corps HRA 
 Web-based 
 Often used during the annual Periodic Health Aseessment 
 In 2012: 98,042 Sailors  //  30,428 Marines 
 Immediate feedback and web link 







Blue H - Navy Surgeon General’s HPW Award (annual) 
 Sexual Health Promotion Criteria: 


– Health Risk Assessment scores:  
• question #13 – condoms / STI prevention 
• question #22 – family planning 


– Condom access 
– Family Planning or HIV or STI-Prevention films / events 
– Sexual Assault Prevention Activity 
– Medical: Sexual Health Counseling Practice 
– USMC SEMPER FIT Centers: community-level sexual health 


promotion events 
 


NMCPHC Resources – Blue H 







SHARP Resources 


 
 SHARP News newsletter 
 SHARP website 
 SHARP Toolbox DVD 



http://www.nmcphc.med.navy.mil/Healthy_Living/





SHARP Resources 


 
 Brief Sexual Health 


Screening Guide 
 
 Useful during the PHA 


and other routine 
encounters  







SHARP Resources - Factsheets 







SHARP Resources - Guidelines 


 Promoting Sexual Health guide 
 Condom Access guide 







SHARP Resources – Evidence-based Lectures 


 For Ladies Only (condom use efficacy) 
 Reproductive Heath (family planning) 
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SHARP Resources - Films 
– RH: Pregnancy and Parenting: Make a Plan (2013) 
– RH: Types of Contraception (2012) (Best DoD Training Film for 2012) 
– Chart a Safe Course for Sexual Health (2013) 
– Sexual Risk Assessment (2013) 
– HIV-STI Prevention Counseling and Sexual Partner Referral (2013) 


Film clip from “Reproductive Health; NMSC 







SHARP Resources - Posters 







SHARP Resources - Posters 
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SHARP Resources - Posters 







 Self-study course: Sexual Partner Referral 
 Classroom courses: 


– HIV-STD Prevention Counseling 
– Sexual Partner Referral 
– Sexual Risk Assessment 
– Promoting Sexual Health 
– STI 101 for Non-Clinicians 


 Routine SHARP Training Events 
– Preventive Medicine Tech School 
– Health Promotion Directors Course 
– Surface Warfare Medical Officers’ Indoc Course 
– Independent Duty Corpsmen Refresher Training 


 Periodic SHARP Training Events 
– Medical Treatment Facilities 
– Webinars 
– Conferences 
– Ships 


SHARP Resources - Training 







 SHARP Film – “Think Ahead” 
 SHARP Posters: IUD, Implant, Emergency Contraceptive Pills 
 SHARP web pages and facts sheets re: LARC 
 Navy Medicine Magazine Article re: LARC  
 NMCPHC HRA – Added Family Planning Question (2012) 
 2013 Blue H: added points for new “Think Ahead” film (in addition to other points) 
 LARC Continuation Analysis – Boot Camp Sailors and Marines (2010-2012) 
 LARC vs. SARC Prescription Analysis ; all DoD MTFs; 20-29 year-old Sailors and Marines (2010-2012) 
 UPP Rates from 2011 DoD Survey of HRB  
 CPPD Plan: Include Family Planning in new “Life-Skills” Institutional Intervention for Sailors 
 BUMED Women’s Health Advisory Board – UPP Working Group: 


– Sailor Education Data Call / Analysis 
– Navy Medical Education Data Call / Analysis 
– Navy Clinician Questionnaire:  Clinician knowledge / attitudes / barriers 
– ECP Update: BUMED Policy; SHARP Factsheet; SHARP Poster 


2012 - 2013 Products and Initiatives – Family Planning 







 SHARP Posters:  HPV Vaccination; Chlamydia Screening; HIV Prevention 
 SHARP Films: 


• “Chart a Safe Course” 
• “Sexual Risk Assessment” 
• “HIV-STI Prevention Counseling and Sexual Partner Services” 
• Planning underway: reshoot / update “HIV and Me” 


 SHARP Webinars: 
• STI Treatment and Prevention in the Military (hosted by CDC) 
• Sexual Partner Counseling and Referral for DoD Public Health Professionals (DoD Epi. Surv. Group) 


 SHARP / Navy Medicine Blogs:  Condoms – “It’s a Wrap”; The Conscience Check – “Doc, can we talk?” 
 Training Conducted: NH Naples; NH Rota; RH Guam, NH Okinawa, NHC Hawaii, SWMIOC; HPD; PMT; 
IDC-Refresher; NEPMU2-EHOs; HETU-PMTs; USS Iwo Jima; USS San Antonio 
 Dear Navy Doctor Letter – Men who have sex with men and HIV 
 SHARPNews Newsletter:  30 editions 


2012 - 2013 Products/Initiatives: HIV-STI Prevention 







Thank you for helping our people to  
‘chart a safe course’ 
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SHARP 
Back-up Slides for DACOWITS 
 DoN Requirements for Sexual Health Promotion 
 Sources of Women’s Health Data 
 Family Planning Data and Challenges 
 Other Women’s Health Data and Challenges 
 Potential Solutions for Improving Women’s Sexual Health 
 







DoN Requirements - Family Planning  
 DoDI 1010.10, Health Promotion:  Achieve national objectives for prevention of STDs, HIV and family planning 
 DoD/HA Memo, Coverage for ECP at MTFs (14 Aug 2013) 
 SECNAV 1000.10, Parenthood and Pregnancy.  “Appropriate and thorough information on family planning and paternal 
responsibilities will be made available to our servicemen and servicewomen throughout our training establishment and at the unit level.” 
 SECNANV 6120.3, Periodic Health Screening. (HRA may be reviewed.  Refers to BUMED MANMED. FP counseling or OB 
referral should be offered). 
 OPNAVINST 6000.1, Navy Guidelines Concerning Pregnancy and Parenthood . “NETC will ensure training in sexually 
responsible behavior is conducted for officer and enlisted accessions. Additionally, NETC will ensure this topic is included in the 
General Military Training (GMT) plan.” 
 OPNAV 6100.2A, Health and Wellness Promotion Program. 


– “It is Navy policy to provide education which increases responsible sexual behavior…” 
– Sexual Health is a “required element” of the Navy Health and Wellness promotion Program. 


 BUMED MANMED (Defines content of periodic well woman’s exam). 
 BUMEDINST 6222.12C, STD. “Health promotion and preventive medicine will provide information, education and behavior 
change programs to all Naval personnel…” 
 MCO P1700.29, SEMPER FIT Centers shall provide educational and info programs for all Marines re: STIs, HIV and unplanned 
pregnancy 
 BUMED Message (Dec 2012), Screen Women for Family Planning / Contraception Needs Prior to Sea Duty  
 BUMED Policy Letter (March 2010), Prescribing, Dispensing and Distribution of Plan B 
 OPNAVINST 1500.80, CSADD.  January theme is “Planning a Family During Your Navy Career” 


 







 SECNANV 6120.3, Periodic Health Screening. Annual Ct Screening; Immunization Review 
 SECNAVINST 5300.30, HIV, HBC, HCV 
 BUMED Policy Letter HPV Vaccination 


DoN Requirements - Other Women’s Health Issues 







 STIs and Risk:  Defense Reporting System - internet (NMCPHC) 
 HIV and Risk: Navy Bloodborne Disease Management Cen (NMCPHC) 
 Sexual Risk Behavior: Health Risk Assessment (NMCPHC) 
 Unplanned Pregnancy and Family Planning Attitudes / Knowledge: 


– Navy Survey of Parenting and Pregnancy (NAVPERS) 
– DoD Survey of Health Related Behavior (ASD/HA) 


 Special Studies by:  
– NMCPHC 
– AFHSC 
– other DoD and DoN  
– Civilian Studies 


 


Women’s Health Data Sources 







DoN Family Planning Data and Challenges 







In 2008, among married and unmarried marines aged 21-25, approximately 1 in 10 males (11.25%) and 1 
in 4 females (25.15% - highest in DoD) said they experienced an unplanned pregnancy in the past 12 
months. 


Navy and Marine Corps Public Health Center
Experienced an Unplanned Pregnancy (UPP) in the Previous 12 Months - Marines - 2008


Source: Bray et al (2008). DoD Survey of Health Related Behaviors Among Military Personnel
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In 2008, among married and unmarried female sailors aged 21-25, over 1 in 5 (22.68%)  said they 
experienced an unplanned pregnancy in the past 12 months. 


Navy and Marine Corps Public Health Center
Experienced an Unplanned Pregnancy (UPP) in the Previous 12 Months - Enlisted Sailors - 2008


Source: Bray et al (2008). DoD Survey of Health Related Behaviors Among Military Personnel
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1 in 4 males 
and 


1 in 5 females 
self-report 


current risk of 
an unplanned 


pregnancy 







1988 1992 1997 1999 2001 fy
2002 2005 2008 2010


% planned 40 45 35 40 36 30 36 36 37
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Percent of Pregnancies  
Among Navy Enlisted Women Which Were Planned 


(sources: Navy Pregnancy and Parenting Surveys: NPRDC 1996, 1998; and NPRST 2001, 2002, 2004, 2006, 2008, 2010) 
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Contraception Use - Navy Enlisted Women – 2005; 2008; 2010 
(Multiple choices allowed.  Does not include non-contraception users.  BUPERS Navy Surveys of Parenting and Pregnancy) 
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Elements for Effective Family Planning 







 Well-informed and 
Motivated  


Sailor / Marine / Patient 
Supportive Leadership 


and Environment 


Well-informed / trained 
Health Care Provider 


Ease of Access to 
Contraceptive Devices / 


Options 


 Reaching Sailors and Marines: 
 Boot camps 
 USN deck-plate HP Efforts (April = Sexual 


Health Month) 
 USMC Semper Fit Centers (April = Sexual 


Health Month) 
 Blue H (Navy Surgeon General’s HP and 


Wellness Award) 
 Annual PHA (HRA questions and subsequent 


counseling) 
 CSADD (NAVPERS) 
 No institutionalized mechanism for familiy 


planning education after boot camp 
 NETC – CPPD: Navy Life-Skills Plan? 


 


Elements for 
Effective Family 


Planning 







Well-informed Sailor / 
Marine Supportive Leadership 


and Environment 


Well-informed / trained 
Health Care Provider 


Ease of Access to 
Contraceptive Devices / 


Options 
Elements for Effective 


Family Planning 


 Leadership and Environment 
 Blue H and OPNAV-HP    
 Ship AMALS: condoms and OCP/ECP 
 Leader orientation: No known 


institutionalized mechanism to emphasize 
pre-deployment screening for contraception 
plan (not just dependent care plan) and 
importance of ship-board / deployment-
setting contraception services   







Well-informed Sailor / 
Marine Supportive Leadership 


and Environment 


Well-informed / Trained 
Health Care 


Professionals 


Ease of Access to 
Contraceptive Devices / 


Options 


Reaching Health Professionals:  
 NMCPHC-SHARP conducts: 
 For PMT Students at METC:  


 HIV-STD Prevention Counseling 
 Sexual Partner referral 
 Community-level Sexual Health Promotion 


 For SWIMIOC at NMETC: SHARP lecture 
 For HP Directors / Coordinators: SHARP lecture 
 For IDC-Refresher Training East: SHARP lecture 
 For Health Promoters / Prev Med: Promoting Sexual 


Health in Military Populations 
 For Physicians: Sexual Risk Assessment 


 No institutionalized mechanism or curriculum for 
contraception counseling skills for military-trained IDCs, 
PAs, Health Educators, other primary care providers 
 No institutionalized mechanism or plan for LARC-


insertion training for Navy clinicians 
 Uneven LARC vs. SARC prescription rates across Navy 


Medicine suggests potential for capturing best practices; 
targeted clinician training and support; improving 
enterprise processes  


 
 


Elements for 
Effective Family 


Planning 







Well-informed Sailor / 
Marine Supportive Leadership 


and Environment 


Well-informed / trained 
Health Care Provider 


Ease of Access to 
LARC-first  


Family Planning 
Counseling and 


Contraceptive Devices / 
Options 


Elements for 
Effective Family 


Planning 


 Access to LARC-first Services 
 Navy and Marine Corps Boot Camps: 


 Excellent and Improved access…. 
 Medical Home services may include easy 


access to:  
 LARC-first family planning counseling 
 LARC devices 
 LARC-placement services 


 Other clinical settings: 
 Ships? 
 Deployed settings? 
 Isolated CONUS Locations? 


 







Other Women’s Sexual Health Data and Challenges 















 STIs in CY2012: 
– Gonorrhea up among female Marines (rate higher than U.S. for 21-25 y/o) 
– Gonorrhea down among female Sailors (rate higher than U.S. for 21-25 y/o) 
– Chlamydia  down among female Sailors (rate lower than U.S. for 21-25 y/o) 
– Chlamydia down in Marines (rate higher than U.S. for 21-25 y/o) 
– HIV and Syphilis = rare among female Sailors and Marines 


 Annual Chlamydia Screening for Young Women (through age 25) 
– Screening in Navy and USMC Boot Camps 
– Annual Test Required in DoN PHA (but not obvious in PHA instructions and forms) 
– Screening Rates Falling? 


 HPV Vaccination 
– No longer offered in Boot Camps 
– Not mentioned in PHA requirements 
– Not available on ships 
– Available in DoN MTFs 
– Estimated Completion Rates 


 


Other Women’s Sexual Health Data and Challenges 







 Informed - Motivated Sailors and Marines: 
– Ensure any new DoD HRA includes family planning question (like the current Navy HRA) (DoD/HA) 
– Create new institutionalized mechanism for family planning education after boot camp. 


• Life-Skills Plan? (CPPD // NETC) 
• Marines? (HQ USMC) 


 Supportive Leadership and Environment:  
– Create new institutionalized mechanism to emphasize pre-deployment screening for contraception plan (not just dependent care plan) and importance of ship-board / 


deployment-setting contraception services. (NETC / HQ USMC) 
 Well-informed / Trained Health Professionals: 


– Knowledge:  Institutionalized mechanism or curriculum for contraception counseling skills for military-trained IDCs, PAs, Health Educators, other primary care 
providers? Web-based? LARC-First materials from the Contraceptive CHOICE Project? (BUMED) 


– Skills: Institutionalized mechanism for LARC-insertion skills training for key specialties in key MTFs? (BUMED) 
 Access to LARC-first Counseling and Contraception: 


– Collaborate with Navy MTFs re: uneven LARC vs. SARC prescription rates – capture best practices; identify and mitigate local/structural challenges; improve 
enterprise processes  
• Medical Home settings should include easy access to LARC-first family planning counseling //  LARC devices  // LARC-placement services (BUMED) 


– Ship-board Pre-Deployment Family Planning Counseling or Referral (FFC-Medical?) 
– Other clinical settings – Flying Squadrons and Flight Surgeons? (CNAF-Medical?) 


 Evaluation:  
– Repeat / refine and report LARC-SARC surveillance (NMCPHC) 
– Complete and Repeat Navy Clinician Knowledge / Attitude / Barrier Survey (BUMED) 
– Establish Dashboard DoN Metrics for Family Planning (BUPERS and/or BUMED) 
– Publish / Communicate Family Planning Data from the 2011 DoD Survey (NMCPHC or DoD/HA) 
– Continue  to include family planning questions in future DoD Surveys of Health Related Behavior (DoD/HA) 
– Include sexual health questions in any future DoD Health Risk Assessment (DOD/HA?) 
– Continue NAVPERS Surveys of Parenting and Pregnancy  (BUPERS) 


 
 
 


  


Potential Solutions for Improvement  – Family Planning 







 HPV Vaccination 
– Add to List of Vaccinations  on DD Form 6120.4 (Period Health Assessment) 
– Measure Sailor and Marine Awareness of Vaccine (DoD HRB Survey?) 
– Offer vaccine in ship medical departments 


 Chlamydia:  
– Strengthen language re: annual screening requirement in the PHA 


• Measure Sailor and Marine awareness of the annual screening 
recommendation (DoD HRB Survey?) 


– Institutionalize Sailor and Marine education re: STI prevention 
 
 


  


Potential Solutions for Improvement – Other Women’s Health Issues 







Thank you for helping our people to  
‘chart a safe course’ 
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