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Question:

On September 10, 2014, at the Rutgers Aerospace and Defense
Summit, US Navy Secretary Mabus said, "We don't have enough
women in either the Navy or Marine Corps." Additionally, he cited
the importance of a diverse force as a reason for bringing more
women into the Services.

= How they are going to expand the number of women to include recruiting,
training and career management programs?

= What method will they use to determine the new goal for women in the
service?
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Women Most Under-represented
Navy Compared to Nation

Enlisted and Officer Representation Index
Percent of Navy/Percent Total National Population
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Women are Navy’s most under-represented demographic
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Gender Demographics: Then and Now

US Population 1978 US Population Today

Men
Women 49%

51%

US Navy 1978 US Navy Today

Women
7%
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Female Snapshot

Female Officer Snapshot
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N0 Navy Gender Diversity Improving
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Gender Integration Update

* [ncrease presence of women in operational billets, as
well as across all jobs and ranks

* Increase professional opportunities for women
* By 1 January 2016 - no closed occupations and a limited number
of closed positions
 All submarine occupations/NECs are now open
* [ncrease gender neutral racks at sea
« Since 1994, all new surface ship berthing built to be gender neutral

= [ncrease accessions
« Raised female enlisted accessions from 23% to 25%
* Freshman class at USNA is 28.8% women
* I[mprove retention
* Increase career flexibility
« Expand family resources
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(A2) ROTC SCHOLARSHIP PROGRAMS

SCHOLARSHIPS AWARDED/ACCEPTED

2010 % (F) 2011 % (F) 2012 % (F) 2013 % (F) 2014 % (F)
6030 24% 3311 23% 4671 21% 5782 23% 5373 24%
1001 33% 938 35% 1158 30% 1101 29% 875 24%
378 12% 334 12% 258 16% 195 19% 195 24%
1753 26% 689 25% 1870 23% 1784 21% 856 19%
SCHOLARSHIPS OFFERED
2010 %(F) | 2011 | %(F) | 2012 | %(F) | 2013 | %(F) 2014 % (F)
Over the last 5 years, 5,000 scholarships have been offered (23% F)
2244 34% 1811 34% 2007 33% 1965 28% 1770 25%
565 10% 500 14% 335 19% 250 16% 238 24%
2266 26% 830 26% 2465 24% 2407 23% 1414 20%

5-YR Span:
Same

Down 9%
Increased 12%
Down 7%

5-YR Span:
Averaged

Down 9%
Increased 14%
Down 6%





DACOWITS RFI
ISO 11-12 March 2015 Meeting

RFI Category and Number:
Assignments Working Group RFI #2

RFI Question:
ROTC scholarships are an important method of attracting capable individuals to enter the Armed Forces.
The Committee requests the Services provide a written response on the following:

e The number and type of ROTC scholarships given out the last five years (2010-2014);

e A breakdown on the total number and the percentage of scholarships that were offered; and

e The numbers of how many scholarships were accepted by men and women.

RFI Response:
Navy Option NROTC Scholarships Offered and Accepted by Gender

Scholarships Accepted / Freshman
4 year Scholarships Offered Enroliments
Year F M Total F% F M Total F%
2010 739 1403 2142 34.50% 314 601 915 34.32%
2011 612 1175 1787 34.25% 322 595 917 35.11%
2012 624 1132 1756 35.54% 310 633 943 32.87%
2013 517 1193 1710 30.23% 285 591 876 32.53%
2014 423 1232 1655 25.56% 195 579 774 25.19%
Total 2915 6135 9050 32.21% 1426 2999 4425 32.23%
3 year Scholarships Offered Scholarships Accepted
Year F M Total F% F M Total F%
2010 10 49 59 16.95% 9 41 50 18.00%
2011 5 13 18 27.78% 4 13 17 23.53%
2012 18 62 80 22.50% 16 53 69 23.19%
2013 5 46 51 9.80% 4 43 47 8.51%
2014 7 44 51 13.73% 5 41 46 10.87%
Total 45 214 259 17.37% 38 191 229 16.59%
2 year Scholarships Offered Scholarships Accepted
Year F M Total F% F M Total F%
2010 11 32 43 25.58% 9 27 36 25.00%
2011 2 4 6 33.33% 1 3 4 25.00%
2012 22 149 171 12.87% 18 128 146 12.33%
2013 36 168 204 17.65% 32 146 178 17.98%
2014 9 55 64 14.06% 7 48 55 12.73%
Total 80 408 488 16.39% 67 352 419 15.99%






DACOWITS RFI
ISO 11-12 March 2015 Meeting

Notes:
1. The above numbers include Navy Scholarships only. Marine corps scholarships are
awarded by MCRC

2. 3-year and 2-year scholarship offers vary by year as they are given to make up excess
attrition from 4-year scholarships

POC or office responsible:

CAPT Bob Fink, Naval Service Training Command Deputy Commander/EA
(847) 688-3400
bob.fink@navy.mil




mailto:bob.fink@navy.mil



25 Feb 15

Information Paper

Subject: RESPONSE TO DACOWITS REQUEST FOR INFORMATION: NAVAL
RESERVE OFFICERS TRAINING CORPS (NROTC) SCHOLARSHIPS

1. Purpose. To provide response to the Defense Advisory Committee
on Women in the Service (DACOWITS) in preparation for the upcoming
quarterly meeting to be held 11-12 March 2015.

2. Background. Specific question: “ROTC scholarships are an
important method of attracting capable individuals to enter the
Armed Forces. The Committee requests the Services provide a
written response on the following: The number and type of ROTC
scholarships given out the last five years (2010-2014); a breakdown
on the total number and the percentage of scholarships that were
offered; and the numbers of how many scholarships were accepted by
men and women.”

3. Key Points

a. Scholarship Applications FY10-14

Marine Corps NROTC Scholarship Applications

FY Applicants Male Male % Female Female %
2010 2,164 1,972 91.1% 192 8.9%
2011 2,401 2,122 88.4% 279 11.6%
2012 2,176 1,920 88.2% 256 11.8%
2013 1,811 1,569 86.6% 242 13.4%
2014 1,751 1,511 86.3% 240 13.7%

b. Scholarship Allocations and Selection Rates FY10-14

Marine Corps NROTC Scholarship Allocations and Selection Rates

Overall Male Female

FY Scholarships | Selection | Male | Selection | Female | Selection
% % %

2010 565 26.1% 506 25.7% 59 30.7%
2011 500 20.8% 431 20.3% 69 24 7%
2012 335 15.4% 270 14 1% 65 25 _4%
2013 250 13.8% 209 13.3% 41 16.9%
2014 238 13.6% 181 12% 57 23_8%

c. Scholarship Acceptance Rates FY10-14






Subject: RESPONSE TO DACOWITS REQUEST FOR INFORMATION: NAVAL
RESERVE OFFICER TRAINING CORPS (NROTC) SCHOLARSHIPS

Marine Corps NROTC Scholarship Acceptance Rates

FY Accepted | Acceptance Male Male Female | Female
% Accept Accept
% %

2010 378 66.9% 331 65.4% 47 79.7%
2011 334 66 -8% 294 68.2% 40 58_0%
2012 258 77 .0% 216 80.0% 42 64 6%
2013 195 78.0% 158 75.6% 37 90-2%
2014 195 81.9% 148 81.8% 47 82_5%

4. Discussion

a. Scholarship Applications. While the total number of
applications for Marine Corps NROTC scholarships has decreased;
female applicants represent a growing percentage of the
applications received each year, increasing in FY10-14.

b. Scholarship Allocations and Selection Rates. The percentage
of females selected for Marine Corps NROTC scholarships has
significantly increased since FY10. During this time the overall
number of available scholarships has decreased, making selection
more competitive. Selection percentages exceed the current
percentage of female officers iIn the Marine Corps (7.1%) and
support the continued growth of the female officer population.

c. Scholarship Acceptance Rates. Over the past two Fiscal
years the percentage of selected females who accept their Marine
Corps NROTC scholarship is higher than the selected male
scholarship acceptance rate.

5. Recommendation. N/A

Prepared by: M. J. Kessler, Maj, Off Programs, MCRC (703) 432-9941
Approved by: T. D. Trenchard, Col, G-3, MCRC (703) 784-9403






FY 2010 to 2014 ROTC Schloarship given

FY 2010 |FY 2011 |FY2012 (FY 2013 |[FY2014
Type 1 84 29 129 42 16
Type 2 284 95 216 249 90
Female Type 7 83 49 90 91 57
Total Female 451 173 435 382 163
Type 1 347 69 362 179 28
Type 2 609 239 743 878 414
Male Type 7 346 208 330 345 251
Total Male 1302 516 1435 1402 693
Grand Total 1753 689 1870 1784 856

Scholarship Offered from FY 2010 to 2014

FY 2010 |FY 2011 |FY2012 (FY 2013 |[FY2014
Offered 581 215 603 554 288
Female Accepted 451 173 435 382 163
Accepting Precentage 77.62% 80.47% 72.14% 68.95% 56.60%
Offered 1685 615 1862 1853 1126
Male Accepted 1302 516 1435 1402 693
Accepting Precentage 77.27% 83.90% 77.07% 75.66% 61.55%
Total Offered 2266 830 2465 2407 1414
TotalAccepted 1753 689 1870 1784 856
Over all precentage 77.36%| 83.01%| 75.86%| 74.12%| 60.54%

Type 1: Provides full tuition and fees (with no cap)

Type 2: Provides up to $18,000 per year

Type 7: Provides full tuition and fees at the in-state rate






5 February 2105
INFORMATION PAPER
SUBJECT: DACOWITS RFI A2 for March 2015
1. Purpose. To provide information on Army Senior ROTC Scholarship Program.
2. Facts.

a. The Army Senior ROTC scholarship program is designed to provide financial
assistance to meet the needs of the total Army. The financial assistance ranges from 4-
year scholarships offered to high school students and college freshmen to 2-year
scholarships offered to rising college juniors. The program also supports scholarships
for particular missions and skills such as nurses, strategic language majors, Guaranteed
Reserve Forces Duty, and STEM.

b. Over the last five years, Cadet Command has typically offered approximately
5,000 scholarships of the different types each year with female winners accounting for
22.8% of that population. Approximately 96% of Cadets awarded a scholarship accept
the scholarship.

c. The following table identifies t he number and type of ROTC scholarships
awarded over the last five years (2010-2014):

Scholarship Type
Year 4yr 3yr 2yr G Total Male Female
2010 3996 1,059 900 75 6,030 76.3% 23.7%
2011 2,094 577 501 49 3,311 77.1% 22.9%
2012 2550 1,437 634 50 4,671 79.5% 20.5%
2013 2957 1,621 1,099 105 5,782 77.1% 22.9%
2014 3,095 1,234 944 100 5,373 76.3% 23.7%
Total 14,692 5,928 4,168 379 25,167 77.2% 22.8%
Bytype 58% 24% 17% 2%

Scholarship Type: 4yr = Four-year scholarship predominately offered through the national process to the
high school market. 3yr = Three-year scholarship offered through both the national and campus process.
2yr = Two-year scholarship predominately offered through the campus process. G = Two-year masters
program scholarship predominately offered through the campus process.

Tim Borgerding/ATCC-ROI/2309
Approved By COL Paul L. Webber
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Integration of Women
Into the Submarine Force

DACOWITS
11-12 March 2015

As of: 1000L/1500Z 12FEB
OPR: N-1
- ____________________________________________________________________________________________________________________________________|






Policy

« SECDEF's MEMORANDUM rescinding the 1994 rule,
“Integration of women into newly opened positions and
units will occur as expeditiously as possible, considering
good order and judicious use of fiscal resources, but must
be completed no later than January 1, 2016.”

e On 21 January, Chief of Naval Personnel announced the
opening to women of all previously closed ratings and
Navy Enlisted Classification (NEC) codes in the submarine
force.

As of: 1000L/1500Z 12FEB
OPR: N-1
2






Foundations for Decisions

e Deliberate Integration Process

e Consistent with established Navy policy for mixed
gender ships

e Consider impacts for Sailors, Submarine Force and
Navy

e Equity in all training and qualification processes
 Maintain parity in ship’s habitability

e Maintain parity in career management

As of: 1000L/1500Z 12FEB
OPR: N-1






Milestones

e CY09: Women in Submarines (WIS) Task Force formed

e November 2011: First female officers arrived on submarines

« December 2012: First female Submarine Officer qualified in
submarines

e May 2013: Enlisted Women in Submarines Task Force formed

* November 2013: First female Submarine Officer qualified as Nuclear
Engineer Officer (PNEO)

e June 2014: Enlisted Integration plan approved by SECNAV/CNO

« December 2014: Congressional notification of plan to integrate
enlisted women on submarines complete

e January 2015: Eighth submarine and first Virginia Class (VACL) USS
MINNESOTA integrated

e January 2015: All Submarine ratings/NECs opened to Women

As of: 1000L/1500Z 12FEB
- OPR:N-1 4






Where We Are Today
March 2015

64 women officers served/serving on operational Subs
—15 crews (8 submarines) integrated, 15% of the Force
— 49 Unrestricted Line Officers; 15 Supply Officers
— 18 Females successfully completed Submarine Warfare Qualifications

— Positive contribution to SSBN Strategic Deterrent Patrols and SSGN
forward deployed mission operations

—29 women in the training pipeline

—Required annual accession of 16 female officers to sustain, average
assessment of 18-20 achieved

— Initial pipeline attrition rate consistent across genders

— First women officers have rotated to shore duty

 Enlisted Women in Submarines (EWS) Task Force recruiting and
selecting initial female enlisted cohort

As of: 1000L/1500Z 12FEB
- ________________________________________________________________________________________________________| OPR:N-1 5

—






WIS (Officer) Way Forward

e CY15: First female officers eligible to sign Department
Head contracts

e April 2015: Second VACL submarine USS VIRGINIA
Integrates

e April 2016: Two additional VACL submarines USS TEXAS
and USS MISSISSIPPI integrate

—11 submarines (18 crews) integrated, 20% of the Force
—3 SSBN, 4 SSGN, 4 SSN

 CY16: First female Department Heads return to fleet

Hold at 18 crews while assessing female Officer retention

As of: 1000L/1500Z 12FEB

OPR: N-1 6






EWS (Enlisted) Way Forward

e Rating conversion applications due in April ‘15

e Select female Sailors for assignment to first two crews

—Quality Chief Petty Officers selected to maximize leadership
experience from day one

—Mix of ratings and ranks (~20% of crew)

—Combined Rating Conversions and New Accession Sailors

e Training and Assignment

—First female Sailors commence Submarine training in 4t Qtr
2015

—Chief Petty Officers report to Submarine 18t Qtr 2016
—E6 and Below report in 3"9/4th Qtrs 2016

As of: 1000L/1500Z 12FEB
OPR: N-1
- ____________________________________________________________________________________________________________________________________|






EWS (Enlisted) Way Forward

« Community Management and Sustainability

—Integrate Submarines where Officers are already serving
—Long term goal — Move to all new accessions

—Approximately 10 years to achieve self-sustaining

* Ship Modifications and Habitability

—Design based on Quality of Life equity for men and women

—SSGN and SSBNs modified during planned maintenance periods

* CPO Quarters — Provides separate berthing and shower facility

» Crew Berthing — Provides adequate privacy for all Sailors and equity in facilities
by expanding male head

—VA Class SSN design to be modified starting with SSN 796

As of: 1000L/1500Z 12FEB
OPR: N-1
- ____________________________________________________________________________________________________________________________________|

—






Tracking for Success

e Over 100 successful female submarine officers
serving their Country

— Senior cohort serving as impact players on major staffs
 Newest technology (VIRGINIA Class) now integrated

« Actively recruiting top enlisted leadership to join our
effort

 Focusing on quality over gquantity

Deliberate Integration Process

As of: 1000L/1500Z 12FEB
__________________________________________________________________________________________________________| OPR:N-1 9

—





Questions?

As of: ##H#HL I####Z DDMMM
OPR: N-Code
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CURRENT COMMAND TOUR

USA

USN

UsmMcC

USAF

USCG

TOTAL*

Female

05

8386

1255

CMD TOUR*
06 05 06
2228 274
192 49

15%

TOTAL CMD TOUR
Rank E9 05 06 E9 05 06
Male 2350 5925 2803 712 1107 1031
Female 163 790 389 64 78 74
% F 6% 12% 12% 39% 10% 19%
- r r°r °r [ [ ]
TOTAL CMD TOUR
Rank E9 05 06 E9 05 06
Male 1513 766 301 469 284 130
Female 59 64 12 21 5 1
% F 4% 8% 4% 36% 8% 9%
- r r°r °r [ [ ]
TOTAL CMD TOUR
Rank E9 05 06 E9 05 06
Male 2088 7964 2755 153 420 532
Female 314 1382 420 18 52 69
% F 12% 15% 13% 57% 38% 16%
- r r°r °r [ [ ]
TOTAL CMD TOUR
Rank E9 05 06 E9 05 06
Male 321 736 368 48 66 103
Female 28 120 31 8 9 6
% F 8% 14% 8% 28% 7% 19%

* Comprised of Acquisitons & AMEDD only






JOINT PROFESSIONAL MILITARY EDUCATION

TOTAL*

JPME I*

JPME II*

TOTAL JPME |
Rank E7 E8 E9 04 05 04 05 06 06
USN Male | 18483 5736 2350 8775 5925 2876 3299 1451 978
Female 2379 468 163 1603 790 296 232 98 64

16%

TOTAL JPME |
Rank E7 E8 E9 04 05 E8 E9 | 04 05 06 06
usmMc Male 7713 3639 1513 1006 766
924 Male /
Female 504 187 59 102 64 5,514 Male /261 Female
19 Female
% F 6% 5% 4% 9% 8%
TOTAL JPME |
Rank E7 E8 E9 04 05 E8 E9 04 05 06 06
USAF Male 19680 4043 2088 10618 7964 2840 1104 7763 7583 2702 2193
Female 4579 950 314 2327 1382 614 165 1415 1250 413 332
% F 19% 19% 12% 18% 15% 65% 53% 61% 90% 98%

80%

q

* Comprised of Acquisitons & AMEDD only





JOINT CREDIT BILLET

USA

USN

uUsmc

USAF

TOTAL* JOINT CREDIT*
Rank | 04 05 06 04 05 06
Male | 13656 8385 1050 836 2394 48
Female | 2904 1256 285 110 198 5
%F| 18% 13% 21% 4% 16% 2%
- 7 [ 1T ]
TOTAL JOINT CREDIT
Rank | 04 05 06 04 05 06
Male | 8775 5925 2803 1991 3135 1717
Female | 1603 790 389 127 191 96
%F| 15% 12% 12% 8% 24% 25%
- 7 [ 1T ]
TOTAL JOINT CREDIT
Rank| 04 05 06 oa | o5 | o6
Male | 1006 766 301
Female 102 64 12 1,409 Male / 34 Female
%F| 9% 8% 4%
- 7 [T T ]
TOTAL JOINT CREDIT
Rank | 04 05 06 04 05 06
Male | 10618 7964 2755 502 684 412
Female [ 2327 1382 420 67 105 37
%F| 18% 15% 13% 3% 8% 9%

* Comprised of Acquisitons & AMEDD only
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DACOWITS RFI Reply

MAJ Lakeisha M. Midgette
NG-J1-EO
703-607-1704
Lakeisha.T.Midgette.mil@mail.mil

As of: 9 Mar15/ 1000L
Mr Rodney Hage, Ctr, SME

703-607-3439 UNCLASSIFIED





UNCLASSIFIED RFI - Assignments
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« Al & A3: Navy Only

« A2: ROTC: The Guard does not issue ROTC
Scholarships. ROTC is managed by Cadet
Command, an active duty controlled program.

As of: 9 Mar15/ 1000L
Mr Rodney Hage, Ctr, SME 2
703-607-3439

UNCLASSIFIED





UNCLASSIFIED RFI1 - Wellness
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« W1-W3: Impact of Laws: The Guard does not have
the same issues as the active components as we are
recruited, assigned, and most often live in the same
state. Transfers, PCS, and other related issues do

not have the same impact on us as a State and
Federal force.

« W4: We currently do not track this information as
asked, however we have attached copies of our
Social Media policies unique to the Guard.

As of: 9 Mar15/ 1000L
Mr Rodney Hage, Ctr, SME 3
703-607-3439

UNCLASSIFIED





Count| Male |Male % ARNG|Male % Rank|[Female|Female % ARNG|Female % Rank
E1|17,778|13,799 3.94% 77.60% 3,979 1.14% 22.40%
E221,901|17,387 4.97% 79.40% 4,514 1.29% 20.60%
E3|39,037|30,758 8.79% 78.80% 8,279 2.37% 21.20%
E4 90,363 | 75,021 21.44% 83.00% 15,342 4.39% 17.00%
E5 | 64,082 | 54,633 15.62% 85.30% 9,449 2.70% 14.70%
E6 | 40,102 | 35,009 10.01% 87.30% 5,093 1.46% 12.70%
E7 21,809 (19,407 5.55% 89.00% 2,402 0.69% 11.00%
E8| 7,460 | 6,758 1.93% 90.60% 702 0.20% 9.40%
E9| 2,045 | 1,898 0.54% 92.80% 147 0.04% 7.20%
O1l| 5,434 | 4,538 1.30% 83.50% 896 0.26% 16.50%
02| 8,563 | 7,280 2.08% 85.00% 1,283 0.37% 15.00%
03]10,640| 9,049 2.59% 85.00% 1,591 0.45% 15.00%
04| 6,714 | 5,866 1.68% 87.40% 848 0.24% 12.60%
O5| 3,666 | 3,301 0.94% 90.00% 365 0.10% 10.00%
O6| 1,498 | 1,353 0.39% 90.30% 145 0.04% 9.70%
o7| 137 130 0.04% 94.90% 7 0.00% 5.10%
o8 57 54 0.02% 94.70% 3 0.00% 5.30%
WwW1i| 1,125 | 1,009 0.29% 89.70% 116 0.03% 10.30%
w2| 3,521 | 3,185 0.91% 90.50% 336 0.10% 9.50%
W3| 2,054 | 1,810 0.52% 88.10% 244 0.07% 11.90%
W4| 1,493 | 1,382 0.40% 92.60% 111 0.03% 7.40%
W5| 384 354 0.10% 92.20% 30 0.01% 7.80%

AsOT. 9 Marls/ I000C
Mr Rodney Hage, Ctr, SME 4

703-607-3439

UNCLASSIFIED





INCLASSIFIED RFI — Assignments — Gender % by Rank, ANG
I

Grade |Count| Male | Male % ANG | Male % Rank | Female | Female % ANG | Female % Rank
E1l 664 463 0.4% 69.7% 201 0.2% 30.27%
E2 377 257 0.2% 68.2% 120 0.1% 31.83%
E3 14195 | 10538 10.0% 74.2% 3657 3.5% 25.76%
E4 16240 | 12919 12.3% 79.6% 3321 3.2% 20.45%
E5 18647 | 15356 14.6% 82.4% 3291 3.1% 17.65%
E6 18650 | 15203 14.4% 81.5% 3447 3.3% 18.48%
E7 15007 | 12249 11.6% 81.6% 2758 2.6% 18.38%
E8 4535 | 3818 3.6% 84.2% 717 0.7% 15.81%
EOS 1907 | 1671 1.6% 87.6% 236 0.2% 12.38%
o1 1147 | 885 0.8% 77.2% 262 0.2% 22.84%
02 1126 | 819 0.8% 72.7% 307 0.3% 27.26%
03 3413 | 2594 2.5% 76.0% 819 0.8% 24.00%
04 4224 | 3492 3.3% 82.7% 732 0.7% 17.33%
05 3999 | 3426 3.3% 85.7% 573 0.5% 14.33%
o6 1019 | 897 0.9% 88.0% 122 0.1% 11.97%
o7 113 105 0.1% 92.9% 8 0.0% 7.08%
08 42 41 0.0% 97.6% 1 0.0% 2.38%
09 4 4 0.0% 100.0% 0.0% 0.00%

As of: 9 Marl15/ 1000L
Mr Rodney Hage, Ctr, SME 5

703-607-3439 UNCLASSIFIED





ARNG Command History ANG Command History

Grade |[Female| Male | Total | Grade | Female | Male | Total
01 4 5 9 01 3 23 26
02 39 259 | 298 02 5 19 24
03 234 | 2103 | 2337 03 19 107 126
04 39 271 | 310 04 42 224 266
05 54 633 | 687 05 80 630 710
06 33 283 | 316 06 37 45
07 2 27 29 07 102 110
08 1 37 38 08 41 42

UNCLASSIFIED






INCLASSIFIED RFI — Assignments — Joint PME
BRG]

« JPME: Not currently tracked well in the systems.
Only ANG Enlisted data was able to be extracted.

ANG Completed SNCOJPME Course

Rank Total
EO CMS 281
ES SMS 473
E7 MSG 714
E6 TSG 173
ES SSG 12

As of: 9 Mar15/ 1000L
Mr Rodney Hage, Ctr, SME V4
703-607-3439

UNCLASSIFIED





UNCLASSIFIED RFI — Assignments — A4, Joint Assignments

A\

+*
*
%
T
o+ =
#,
4oy

e Joint Credit Billets/Assignments:
— Internal Joint billets (NGB, and State Joint Forces HQ) do
not receives Joint Credit.

— External joint billets: There are limited opportunities for
Guard members in other Joint billets.

As of: 9 Mar15/ 1000L
Mr Rodney Hage, Ctr, SME 8

703-607-3439 UNCLASSIFIED





DACOWITS RFI
ISO 11-12 March 2015 Meeting

RFI Category and Number:
Assignments Working Group RFI #4

RFI Question:
DACOWIITS continues to be interested in the career progression of female officers and

senior enlisted women.
The Committee requests the Services provide a written response, utilizing data current as of

1 January 2015, on the following:

The number and percentage of men and women at each rank from E-1 to O-10;

The number of service members categorized by rank and gender who have completed

a command tour at that rank;

The number of service members who have completed or are currently attending Joint

Professional Military Education (JPME) Phase I,

The number of service members who have earned joint credit or are serving in a joint credit billet;
The number of service members who have completed or are attending JPME Phase Il or equivalent.

RFI Response:
Inventory JPME | JPME Il

Rank F M Total F% F M F M
El 2337 7172 9509 24.58%
E2 3465 11669 15134 22.90%
E3 11853 | 40022 51875 22.85%
E4 10655 | 40643 51298 20.77%
E5 10676 | 52301 62977 16.95%
E6 6047 40379 46426 13.03%
E7 2379 18483 20862 11.40%
E8 468 5736 6204 7.54%
E9 163 2350 2513 6.49%
w2 44 504 548 8.03%
W3 27 601 628 4.30%
w4 25 394 419 5.97%
W5 6 67 73 8.22% 1
01 1440 5419 6859 20.99%
02 1300 4768 6068 21.42% 1
03 3465 14982 18447 18.78% 79 540
04 1603 8775 10378 15.45% 296 2876 27 195
05 790 5925 6715 11.76% 232 3299 74 1045
06 389 2803 3192 12.19% 98 1451 64 978
o7 7 102 109 6.42% 6 63 5 55
08 7 56 63 11.11% 3 36 2 30
09 4 30 34 11.76% 2 17 2 12
010 1 10 11 9.09% 1 7 1 2
Total | 57151 | 263191 | 320342 | 17.84% | 717 8291 175 2317






DACOWITS RFI
ISO 11-12 March 2015 Meeting

In Command Billet Joint Tour

Rank F M F M

El

E2

E3

E4

E5

E6

E7

E8 4 64

E9 64 712

w2 6

w3 35

w4 26

W5

01

02 1 2

03 13 40 9 166

04 39 419 127 1991

05 78 1107 191 3135

06 74 1031 96 1717

o7 4 65 5 82

08 4 32 2 45

09 2 21 3 22

010 1 4 1 7

Total 217 2721 434 7242
POC or office responsible:

CDR Kjell A. Wander, Head Officer Community Manager (BUPERS-31)
(901) 874-4047
Kiell.wander@navy.mil

CMDCM(SW) Brent H. Tidwell, CMDCM/CSC Detailer, PERS 40FF
(901) 874-4560 DSN 882
brent.tidwell@navy.mil




mailto:Kjell.wander@navy.mil

mailto:brent.tidwell@navy.mil



19 Feb 2015
INFORMATION PAPER

DACOWITS continues to be interested in the career progression
of female officers and senior enlisted women.

The Committee requests the Services provide a written response,
utilizing data current as of 1 January 2015, on the following:

1. The number and percentage of men and women at each rank
from E-1 to 0-10;

2. The number of service members categorized by rank and gender
who are currently assigned to a command tour

3. The number of service members who have completed or are currently
attending Joint Professional Military
Education (JPME) Phase I;

4. The number of service members who have earned joint credit
or are serving in a joint credit billet; and

5. The number of service members who have completed or are attending
JPME Phase 11 or equivalent.

1. Number and Percentage of Men and Women as of 1 Jan 2015

Active Component:

RANK FEMALE Percentage | MALE Percentage | TOTAL
010 0 0.0% 3 100.0% 3
09 0 0.0% 18 100.0% 18
08 0 0.0% 27 100.0% 27
07 1 3.0% 32 97.0% 33
06 17 2.6% 642 97.4% 659
05 66 3.5% 1,835 96.5% 1,901
04 209 5.6% 3,526 94 _4% 3,735
03 461 6.8% 6,352 93.2% 6,813
02 313 8.9% 3,194 91.1% 3,507
01 261 13.0% 1,740 87.0% 2,001
Total

Commissioned 1,328 7.1% 17,369 92.9% 18,697
Officers

W5 4 3.8% 100 96.2% 104
w4 16 5.5% 275 94 _5% 291






w3 29 4 _5% 611 95_5% 640
w2 54 7.1% 706 92.9% 760
w1 26 6.0% 409 94 _0% 435
Total
Warrant 129 5.8% 2,101 94._.2% 2,230
Officers
E9 59 3.8% 1,513 96.2% 1572
E8 187 4_9% 3,639 95.1% 3,826
E7 504 6.1% 7,713 93.9% 8,217
E6 986 6.5% 14,159 93.5% 15,145
E5 2,177 8.0% 25,125 92.0% 27,302
E4 3,147 8.3% 34,901 91.7% 38,048
E3 3,180 7.2% 40,802 92.8% 43,982
E2 1,736 9. 7% 16,159 90.3% 17,895
El 706 8.6% 7,505 91.4% 8,211
Total 12,682 7.7% | 151,516 92.3% | 164,198
Enlisted
Reserve Component:
RANK FEMALE | Percentage | MALE Percentage | TOTAL
08 0 0.0% 5 100.0% 5
o7 1 14 3% 6 85.7% 7
06 12 3.8% 301 96.2% 313
05 64 7.7% 766 92._3% 830
04 102 9.2% 1006 90.8% 1,108
03 100 8.4% 1,084 91.6% 1,184
02 8 3.3% 238 96.7% 246
01 5 1.8% 276 98.2% 281
Total
Commissioned 292 7.3% 3,682 92.7% 3,974
Officers
W5 1 11.1% 8 88.9% 9
w4 2 4._.5% 42 95.5% 44
w3 2 2.7% 72 97.3% 74
w2 6 5.7% 99 94 _3% 105
w1 2 7.4% 25 92.6% 27
Total
Warrant 13 5.0% 246 95.0% 259
Officers

E9 10 5.7% 166 94 _3% 176






E8 22 4_1% 513 95.9% 535
E7 75 7.1% 983 92.9% 1,058
E6 145 6.4% 2,108 93.6% 2,253
E5 277 6.0% 4,307 94 .0% 4,584
E4 249 4_0% 6,010 96.0% 6,259
E3 379 2.6% 14,235 97.4% | 14,614
E2 116 2.9% 3,841 97.1% 3,957
E1l 39 3.7% 1,007 96.3% 1,046
Total 1,312 3.8% 33,170 96.2% | 34,482
Enlisted
Total
Reserve 1,617 4._2% 37,098 95.8% | 38,715
Component

2. Number of service members categorized by rank and gender
Who are currently assigned to a command tour

Senior Enlisted Advisors to Commanders (Active):

Rank Female Male Total
1STSGT 39 677 716
SGTMAJ 21 469 490
Total 60 1,146 1,206

Senior Enlisted Advisors to

Commanders (Reserve):

Rank Female Male Total
1STSGT 5 113 118
SGTMAJ 1 63 64
Total 6 176 182
Commanding Officers:

Type of Command Female | Male Total
Active

Recruiting Station CO

Maj) 51 54
LtCol Command 284 289
Col Command 130 131
Reserve

LtCol Command 5 48 53
Col Command 2 30 32






3. The number of service members who have completed or are currently
attending Joint Professional Military Education (JPME) Phase 1

Completed: (5,775 Active)

5,514 Male, 261 Female

Completed: (1,755 Reserve)

1,613 Male, 142 Female

Currently Attending:

Resident (Active and Reserve): 193

177 Male, 16 Female

Non-Resident (Active and Reserve): 1,222
1,142 Male, 80 Female

4. The number of service members who have earned joint credit
or are serving in a joint credit billet (current as of June 2014);

Total: 1,443
1,409 Male, 34 Female

5. The number of service members who have completed or are attending
JPME Phase 11 or equivalent.

Completed: (943 Active)

924 Male, 19 Female

Completed: (124 Reserve)

120 Male, 4 Female

Attending Resident JPME Phase 11 (Active and Reserve)

115 Male, 6 Female

Prepared by: Maj Beth S. Canepa, MPO, MPP, M&RA (HQMC)
Approved by: Col Brendan Reilly, MPO, MPP, M&RA (HQMC)
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Pop Total Jan 2015

Pop Male Jan 2015

Pop Female Jan 2015

% Male Jan 2015

% Female Jan 2015

GRADE GRADE GRADE

El 14 E1l 14 El 0
E1A 62 E1A 47 E1A 15
E1G 83 E1G 67 E1G 16
E1L 2 E1L 2 E1L 0
E2 1319 E2 1095 E2 224
E3 3446 E3 2576 E3 870
E4 7458 E4 6106 E4 1352
E5 7469 ES 6610 E5 859
E6 6448 E6 5734 E6 714
E7 3407 E7 3120 E7 287
ES 724 E8 670 E8 54
E9 349 E9 321 E9 28
E10 1 E10 1 E10 0
GRADE GRADE GRADE

CDT 879 CDT 573 CDT 306
01 311 01 212 o1 99
O1E 88 O1E 69 O1E 19
02 863 02 608 02 255
O2E 142 O2E 129 O2E 13
03 1776 03 1340 03 436
O3E 645 O3E 556 O3E 89
04 1482 04 1224 04 258
05 856 05 736 05 120
06 399 06 368 06 31
07 17 o7 13 07 4
08 18 08 16 08 2
09 4 09 4 09 0
010 1 010 1 010 0
GRADE GRADE GRADE

W2 728 W2 670 W2 58
w3 561 W3 526 w3 35
w4 349 w4 332 w4 17
Grand Total 39901| |Grand Total 33740| |Grand Total 6161

GRADE GRADE

E1l 100% El 0%
E1A 76% E1A 24%
E1G 81% E1G 19%
E1L 100% E1L 0%
E2 83% E2 17%
E3 75% E3 25%
E4 82% E4 18%
ES 88% ES 12%
E6 89% E6 11%
E7 92% E7 8%
E8 93% E8 7%
E9 92% E9 8%
E10 100% E10 0%
GRADE GRADE

CDT 65% CDT 35%
o1 68% o1 32%
O1E 78% O1E 22%
02 70% 02 30%
O2E 91% O2E 9%
03 75% 03 25%
O3E 86% O3E 14%
04 83% 04 17%
05 86% 05 14%
06 92% 06 8%
o7 76% 07 24%
08 89% 08 11%
09 100% 09 0%
010 100% 010 0%
GRADE GRADE

w2 92% w2 8%
W3 94% w3 6%
w4 95% w4 5%
Grand Total 85%| |Grand Total 15%






Members in Command Tours Jan 2015

PG Total
E6 6
E7 101
E8 110
E9 51
02 24
03 65
04 34
05 75
06 109
o7 3
08 9
09 2
010 1
W2 6
W3 9
w4 12

|Grand Total | 617|

PG Male PG Female
E6 6 E6 0
E7 100 E7 1
ES 107 ES 3
E9 48 E9 3
02 19 02 5
03 52 03 13
04 24 04 10
05 66 05 9
06 103 06 6
07 1 07 2
08 7 08 2
09 2 09 0
010 1 010 0
W2 6 W2 0
W3 9 W3 0
w4 12 w4 0
|Grand Total 563 |Grand Total 54

91%

9%






Air Force Reserve Response: Jan 2015, Assignments Working Group RFI #4, General Officer Data

Reserve General Officer Totals

Brig Gen Maj Gen Lt Gen Gen
Male 50 20 1 0
Female 6 7 0 0
Commanded as a General Officer

Brig Gen Maj Gen Lt Gen Gen
Male 7 3 0 0
Female 0 1 0 0
Completed Joint Professional Military Education Phase |

Brig Gen Maj Gen Lt Gen Gen
Male 37 1 0 0
Female 3 2 0 0
Completed Joint Professional Military Education Phase |l

Brig Gen Maj Gen Lt Gen Gen
Male 16 2 0 0
Female 2 1 0 0
Earned Joint Credit or Serving in a Joint Billet

Brig Gen Maj Gen Lt Gen Gen
Male 21 6 0 0
Female 0 5 0 0






Air Force Reserve Officer Lieutenants Thru Colonel

Grade

(01) 2LT

(02) 1LT

(03) CPT

(04) MAJ

(05) LTC

(06) COL
**Grand Total**

Gender
FEMALE MALE
# Row % # Row %
93 22.8% 315 77.2%
168 33.7% 331 66.3%
975 33.7% 1914 66.3%
1368 28.4% 3445 71.6%
894  22.0% 3178 78.0%
240 22.2% 842 77.8%
3738 27.2% 10025 72.8%

TOTAL

408
499
2889
4813
4072
1082
13763

Total Column
%

3.0%

3.6%

21.0%

35.0%

29.6%

7.9%

100.0%

As of 24 Feb 15






Air Force Reserve Enlisted by Rank

Grade
(E1) AB
(E2) AMN
(E3) A1C
(E4) SRA
(E5) SSG
(E6) TSG
(E7) MSG
(E8) SMS
(E9) CMS
**Grand Total**

Gender
FEMALE MALE
# Row % # Row %
303 40.5% 445 59.5%
320 32.2% 673 67.8%
1069 30.9% 2395 69.1%
4511 28.4% 11383 71.6%
2395 24.6% 7337 75.4%
2959 24.1% 9335 75.9%
2059 24.2% 6434 75.8%
720 24.1% 2264 75.9%
184 18.8% 794 81.2%
14,520 26.1% 41,060 73.9%

TOTAL

Total
# Column %
748 1.3%
993 1.8%
3464 6.2%
15894 28.6%
9732 17.5%
12294 22.1%
8493 15.3%
2984 5.4%
978 1.8%
55,580 100.0%

As Of 24 Feb 2015






Air Force Reserve Officer Lieutenants Thru Colonel That Have Completed a
Command Tour or Currently Serving in Command Billet

Grade

(01) 2LT

(02) 1LT

(03) CPT

(04) MAJ

(05) LTC

(06) coL

**Grand Total**

FEMALE
MALE
TOTAL
FEMALE
MALE
TOTAL
FEMALE
MALE
TOTAL
FEMALE
MALE
TOTAL
FEMALE
MALE
TOTAL
FEMALE
MALE
TOTAL
FEMALE
MALE
TOTAL

Current Command

Totals
Total
# Column %

0
2 0.63%
2 0.49%
0 0.00%
2 0.60%
2 0.40%
4 0.41%
17 0.89%
21 0.73%
34 2.49%
121 3.51%
155 3.22%
63 7.05%
305 9.60%
368 9.04%
36 15.00%
123 14.61%
159 14.70%
137 3.67%
570 5.69%
707 5.14%

Prior Command

Totals
Total
# Column %
0
2 0.63%
2 0.49%
0
5 1.51%
5 1.00%
27 2.77%
52 2.72%
79 2.73%
154 11.26%
276 8.01%
430 8.93%
171 19.13%
596 18.75%
767 18.84%
154 64.17%
591 70.19%
745 68.85%
506 13.54%
1522 15.18%
2028 14.74%

GRAND TOTAL
Total
# Column %
0 0.00%
4 1.27%
4 0.98%
0 0.00%
7 2.11%
7 1.40%
31 3.18%
69 3.61%
100 3.46%
188 13.74%
397 11.52%
585 12.15%
234 26.17%
901 28.35%
1135 27.87%
190 79.17%
714 84.80%
904 83.55%
643 17.20%
2092 20.87%
2735 19.87%

As of 24 Feb 2015

Note: (Commander Equals C Prefix or 10C,20C,30C,40C,60C,80C,81C,91C)






Air Force Reserve Officers (Major Thru Colonel) That Have Completed Joint PME 1

Completed Non Completed

Residence Residence TOTAL
Total
# Row % # Row% # Column%
Grade Gende
FEMAL 2 0.21% 0 0.00% 2 0.21%
(03) CPT MALE 6 0.31% 0 0.00% 6 0.31%
TOTAL 8 0.28% 0 0.00% 8 0.28%
Gende
(04) MAJ FEMAL 401 29.31% 12 0.88% 413 30.19%

MALE 1243 36.08% 32 0.93% 1275 37.01%
TOTAL 1644 34.16% 44 0.91% 1688 35.07%

Gende
FEMAL 704 78.75% 21 2.35% 725 81.10%

(05)LTC MALE 2794 87.92% 57 1.79% 2851 89.71%
TOTAL 3498 85.90% 78 1.92% 3576 87.82%
Gende

(06) COL FEMAL 223 92.92% 5 2.08% 228 95.00%
MALE 771 91.57% 9 1.07% 780 92.64%
TOTAL 994 91.87% 14  1.29% 1008 93.16%
Gende
r

**Grand Total** FEMAL 1330 35.58% 38 1.02% 1368 36.60%

MALE 4814 48.02% 98 0.98% 4912 49.00%
TOTAL 6144 44.64% 136 0.99% 6280 45.63%

As of 24 Feb 2015
Note: Currently the database for the Air Force Reserves is unable to pull data for officers currently at JMPEI





Air Force Reserve Officers (Major Thru Colonel) That
Have Completed Joint PME Il

Total Completed JPME II
Total Column
# %
Grade Gender
FEMALE 1 0.07%
(04) MAJ MALE 7 0.20%
TOTAL 8 0.17%
Gender
FEMALE 201 22.48%
JU) e MALE 645 20.30%
TOTAL 846 20.78%
Gender
FEMALE 219 91.25%
e el MALE 740 87.89%
TOTAL 959 88.63%
Gender
**Grand Total** FEMALE 421 16.83%
MALE 1392 18.65%
TOTAL 1813 18.19%

As of 24 Feb 2015
Air Force Reserve system unable to show officers currently at JAME I





Air Force Reserve Officers (Thru Colonel) Who Have Joint Credit

Joint Credit
# Total Column %

Grade Gender
FEMALE 46 4.72%
(03) CPT MALE 64 3.34%
TOTAL 110 3.81%

Gender
FEMALE 116 8.48%
(04) MAJ MALE 278 8.07%
TOTAL 394 8.19%

Gender
FEMALE 105 11.74%
(05) LTC MALE 324 10.20%
TOTAL 428 10.51%

Gender
FEMALE 36 15.00%
(06) COL MALE 117 13.90%
TOTAL 153 14.14%

Gender
% «x« FEMALE 303 8.11%
Grand Total™ v\ nlE 783 7.81%
TOTAL 1086 7.89%

As of 24 Feb 2015
Note: Air Force Reserve System unable to see those currently serving in Joint Credit Billet





Air Force Reserve Enlisted who Completed JPME

Grade

(E6) TSG

(E7) MSG

(E8) SMS

(E9) CMS

**Grand
Total**

Gender
FEMALE
MALE
TOTAL
Gender
FEMALE
MALE
TOTAL
Gender
FEMALE
MALE
TOTAL
Gender
FEMALE
MALE
TOTAL

Gender

FEMALE
MALE
TOTAL

JPME

Non Residence

#

48
202
250

271
749
1020

277
694
971

85
326
411

681
1971
2652

Row %

1.62%
2.16%
2.03%

13.16%
11.64%
12.01%

38.47%
30.65%
32.54%

46.20%
41.06%
42.02%

11.50%
10.47%
10.72%

#

Residence
Row %

5 0.17%
7 0.07%
12 0.10%
12 0.58%
53 0.82%
65 0.77%
17 2.36%
43 1.90%
60 2.01%
4 2.17%
30 3.78%
34 3.48%
38 0.64%
133 0.71%
171 0.69%

TOTAL
Total

# Column %
53 1.79%
209 2.24%
262 2.13%
283 13.74%
802 12.47%
1085 12.78%
294 40.83%
737 32.55%
1031 34.55%
89 48.37%
356 44.84%
445 45.50%
719 12.14%
2104 11.18%
2823 11.41%

As of 24 Feb 2015






Air Force Reserve Enlisted Chief Master Sergeant with Current or Prior Command Tour

Status
Current Current Prior Prior Group
Command  Group Chief Current Total Command Chief Prior Total TOTAL
Row Total
# Row% # Row% # Row% # Row% # Row% # % # Column%
Grade Gender
FEMALE 6 3.26% 6 3.26% 12 6.52% 6 3.26% 5 2.72% 11 5.98% 23 12.50%
(E9) CMS MALE 36 453% 30 3.78% 66 831% 22 277% 32 4.03% 54 6.80% 120 15.11%
**Grand
Total** 42 429% 36 3.68% 78 7.98% 28 2.86% 37 3.78% 65 6.65% 143 14.62%
As of 24 Feb 2015

Note: (Command Chief Equals 9E000 and Group Superintendent Equals 9G100)






Number of women currently serving as senior NCOs (E7-E9) as compared to men, the number
of women serving in major command leadership positions, and the number of women serving
nominative level assignment tours

As of 2 Feb 2015

RegAF ANG AFR
E-7
Female 4,583 2,760 2,062
Male 19,690 12,175 6.440
Total 24,273 14,935 8,502
E-8
Female 950 711 721
Male 4,042 3,774 2,267
Total 4,992 4,485 2,988
E-9
Female 314 233 185
Male 2,088 1,638 795
Total 2,402 1,871 980

COCOM/MAJCOM/Nominative Leadership Positions currently filled by female Airmen:

COCOM/MAJCOM  FOA/DRU/IA SAF/HAF Staff
RegAF 1 (AMC) 1 (DIA) 1 (SAF/MR)
ANG 0 0 1 (TF-C)






Active Duty Officer Lieutenants Thru Colonel

Grade

(01) 2LT

(02) 1LT

(03) CPT

(04) MAJ

(05) LTC

(06) COL
**Grand Total**

FEMALE

#

1,552
1,770
4,662
2,327
1,382
420
12,113

Gender

MALE

Row % #

23.4 5,081
24.8 5,377
22.1 16,419

18 10,618
14.8 7,964
13.2 2,755
20.1 48,214

TOTAL
Total
Row % # Column %

76.6 6,633 11
75.2 7,147 11.8
77.9 21,081 34.9

82 12,945 21.5
85.2 9,346 15.5
86.8 3,175 5.3
79.9 60,327 100

As of Jan 2015






Active Duty Enlisted by Rank

Grade
(E1) AB
(E2) AMN
(E3) A1C
(E4) SRA
(E5) SSG
(E6) TSG
(E7) MSG
(E8) SMS
(E9) CMS
**Grand
Total**

Gender
FEMALE MALE
# Row % # Row %
1,281 17.4 6,089 82.6
830 18.1 3,763 81.9
8,311 18.9 35,689 81.1
10,557 17.8 48,719 82.2
11,828 19 50,363 81
7,680 19.8 31,080 80.2
4,579 18.9 19,680 81.1
950 19 4,043 81
314 13.1 2,088 86.9
46,330 18.7/ 201,515 81.3

TOTAL
Total

# Column %
7,370 3
4,593 1.9
44,000 17.8
59,276 23.9
62,191 25.1
38,760 15.6
24,259 9.8
4,993 2
2,402 1
247,845 100

As of Jan 2015






Active Duty Officer Lieutenants Thru Colonel that have Completed a
Command Tour or Currently Serving in Command

Grade Gender
MALE
TOTAL
Gender
FEMALE
MALE
TOTAL
Gender
FEMALE
MALE
TOTAL
Gender
FEMALE
MALE
TOTAL
Gender
FEMALE
MALE
TOTAL
Gender
FEMALE
MALE
TOTAL
Gender

**Grand FEMALE

Total**  MALE
TOTAL

(01) 2LT

(02) 1LT

(03) CPT

(04) MAJ

(05) LTC

(06) CoOL

Status

Current

Commander
# Row %
0 0
0 0
0 0
3 25
3 20
9 9.2
50 23
59 18.7
11 5.5
43 5.9
54 5.8
52 11.8
420 14.5
472 14.1
69 22.8
532 23.7
601 23.6
141 13.5
1,048 17.1
1,189 16.6

Prior Commander

#

89
167
256

189
690
879

387
2,479
2,866

233
1,715
1,948

901
5,066
5,967

Row %

100
100

100
75
80

90.8
77
81.3

94.5
94.1
94.2

88.2
85.5
85.9

77.2
76.3
76.4

86.5
82.9
83.4

TOTAL
Total

# Column %
6 0.1
6 0.1
3 0
12 0.2
15 0.2
98 1.4
217 3
315 4.4
200 2.8
733 10.2
933 13
439 6.1
2,899 40.5
3,338 46.6
302 4.2
2,247 31.4
2,549 35.6
1,042 14.6
6,114 85.4
7,156 100

As of Jan 2015

Note: (Commander Equals C Prefix or 10C,20C,30C,40C,60C,80C,81C,91C)






Active Duty Enlisted Chief Master Sergeant with Command Tour Completed or Currently

Status
Current Current Group  Prior Command Prior Group
Command Chief Chief Chief Chief TOTAL
Total
# Row % # Row % # Row % # Row % # Column %

Grade Gender

FEMALE 18 23.1 46 59 3 3.8 11 14.1 78 12.3

MALE 153 27.5 286 51.3 21 3.8 97 17.4 557 87.7
(E9) CMS **Grand

Total** 171 26.9 332 52.3 24 3.8 108 17 635 100

As of Jan 2015
Note: (Command Chief Equals 9E000 and Group Superintendent Equals 9G100)






Active Duty Officer Major Thru Colonel That Have Completed or Currently Attending Joint PME 1

Grade

(04) MAJ

(05) LTC

(06) coL

**Grand Total**

Gender
FEMALE
MALE
TOTAL
Gender
FEMALE
MALE
TOTAL
Gender
FEMALE
MALE
TOTAL

Gender

FEMALE
MALE
TOTAL

At JPME1 School
# Row %
137 9.7
694 8.9
831 9.1
1 0.1
6 0.1
7 0.1
0 0
0 0
0 0
138 4.5
700 3.9
838 4

JPME Phase |

Non Residence

#

1,208
6,603
7,811

1,040
6,144
7,184

346
2,010
2,356

2,594
14,757
17,351

Row %

85.4
85.1
85.1

83.2
81
813

83.8
74.4
75.6

84.3
81.8
82.1

Residence
# Row % #
70 4.9 1,415
466 6 7,763
536 5.8 9,178
209 16.7 1,250
1,433 18.9 7,583
1,642 18.6 8,833
67 16.2 413
692 25.6 2,702
759 24.4 3,115
346 11.2 3,078
2,591 14.4 18,048
2,937 13.9 21,126

TOTAL

Total Column

%

6.7
36.7
43.4

5.9
35.9
41.8

12.8
14.7

14.6
85.4
100

As of Jan 2015






Active Duty Officer Thru Colonel Who Have Joint Credit or Currently Serving in
Joint Credit Billet

Grade

(03) CPT

(04) MAJ

(05) LTC

(06) CoL

**Grand Total**

Gender
FEMALE
MALE
TOTAL
Gender
FEMALE
MALE
TOTAL
Gender
FEMALE
MALE
TOTAL
Gender
FEMALE
MALE
TOTAL
Gender
FEMALE
MALE
TOTAL

Joint Status

Joint Billet
# Row %
19 73.1
52 72.2
71 72.4
67 53.6
502 56.9
569 56.4
105 37.9
684 29.9
789 30.7
37 29.6
412 30.4
449 30.3
228 41.2
1,650 35.8
1,878 36.4

Joint Credit

# Row %
7 26.9
20 27.8
27 27.6
58 46.4
381 43.1
439 43.6
172 62.1
1,607 70.1
1,779 69.3
88 70.4
945 69.6
1,033 69.7
325 58.8
2,953 64.2
3,278 63.6

TOTAL
Total

# Column %
26 0.5
72 1.4
98 1.9
125 2.4
883 171
1,008 19.6
277 54
2,291 44.4
2,568 49.8
125 2.4
1,357 26.3
1,482 28.7
553 10.7
4,603 89.3
5,156 100

As of Jan 2015






Active Duty Officer Lt Col Thru Colonel That Have Completed or Currently Attending Joint PME 2

Grade

(05) LTC

(06) coL

**Grand Total**

Gender
FEMALE
MALE
TOTAL
Gender
FEMALE
MALE
TOTAL

Gender

FEMALE
MALE
TOTAL

At JPMEII
School
# Row %
6 0.9
28 0.6
34 0.7
4 1.2
7 0.3
11 0.4
10 1
35 0.5
45 0.6

JPME Phase Il

Non Residence

#

663
4,313
4,976

246
1,506
1,752

909
5,819
6,728

Row %

96.4
97.4
97.2

74.1
68.7
69.4

89.1
87.9
88

Residence
# Row %
19 2.8
88 2
107 2.1
82 24.7
680 31
762 30.2
101 9.9
768 11.6
869 11.4

TOTAL
Total

# Column %
688 9
4,429 58
5,117 67
332 43
2,193 28.7
2,525 33
1,020 13.3
6,622 86.7
7,642 100

As of Jan 2015






Active Duty Enlisted who Completed JPME or Currently Attending JPME

JPME
Non Residence Residence TOTAL
Total
# Row % # Row % # Column %
Grade Gender
FEMALE 1,832 95 97 5 1,929 13.2
(E7) MSG MALE 7,520 94.9 404 5.1 7,924 54.4
TOTAL 9,352 94.9 501 5.1 9,853 67.6
Gender
FEMALE 592 96.4 22 3.6 614 4.2
(DS MALE 2,696 94.9 144 5.1 2,840 19.5
TOTAL 3,288 95.2 166 4.8 3,454 23.7
Gender
FEMALE 162 98.2 3 1.8 165 1.1
(D EAE MALE 1,045 94.7 59 53 1,104 7.6
TOTAL 1,207 95.1 62 49 1,269 8.7
Gender
**Grand
Total** FEMALE 2,586 95.5 122 4.5 2,708 18.6
ota MALE 11,261 949 607 51 11,868 81.4
TOTAL 13,847 95 729 5 14,576 100

As of Jan 2015






DACOWITS Response

Air Force General Officer \(\’b"e & D <>
" L0 ((/Q‘(\ ofo Q N
anagement, \Qg\ \)((e(‘
10 February 2015 s
Brig G Male 159 154 | 97% 42 26%
((;'gn " Tremale 7 6 | 86% | 2 | 29%
Total 166 160 | 96% a4 27%
Mai G Male 79 77 | 97% 22 28%
(0318) " [Female 7 6 | 86%| 0 | 0%
Total 86 83 | 97% 22 26%
G Male 37 36 97% 14 38%
o g)” Female 4 4 [100%| 1 | 25%
Total 41 40 98% 15 37%
G Male 9 8 89% 2 22%
en Female 2 2 |100%] o | o%
(0-10)
Total 11 10 | 91% 2 18%
*JPME - Phase I: IAW DoDI 1300.19, Enclosure 3, March 4, 2014, Joint Qualification Level |
has been eliminated. Joint Qualification Levels now begin with Level .






DACOWITS RFI A4 for March 2015

Number and Percentage of Men and Women at each Rank from E-1 to O-10:

Active Component

Enlisted Personnel E1l/ PVT E2/ PV2 E3/ PFC E4/ SPC E5/ SGT E6/ SSG E7/ SFC E8/ MSG E9/ SGM
Gender Number | Percent| Number Percent| Number| Percent| Number| Percent| Number| Percent| Number| Percent, Number| Percent| Number| Percent| Number| Percent
Female 2300] 13.7% 3733 14.2% 7403| 14.5% 16886, 14.6% 9882| 13.4% 6458 10.8% 4426, 11.7% 1283 11.4% 258 7.7%
Male 14453 86.3%, 22556, 85.8% 43614| 85.5% 98622 85.4% 63810, 86.6% 53271] 89.2% 33493 88.3% 9991 88.6% 3095 92.3%
Total 16753| 100.0%, 26289 100.0% 51017/ 100.0% 115508 100.0%, 73692 100.0% 59729| 100.0% 37919 100.0% 11274 100.0% 3353| 100.0%
Active Component CW5/ CHIEF
Warrant Officers WO1/ WARRANT | CW2/ WARRANT | CW3/ WARRANT | CW4/ WARRANT WARRANT
OFFICER ONE OFFICER TWO OFFICER THREE | OFFICER FOUR OFFICER
Gender Number| Percent, Number| Percent| Number| Percent| Number| Percent, Number| Percent
Female 183 9.4% 619, 10.0% 383 9.5% 179 8.6% 39 6.2%
Male 1766/ 90.6% 5580, 90.0% 3648, 90.5% 1899 91.4% 592 93.8%
Total 1949| 100.0% 6199/ 100.0% 4031 100.0% 2078/ 100.0% 631 100.0%
Active Component
Officers 02/ SECOND OL/ FIRST 03/ CAPTAIN 04/ MAJOR O5/ LIEUTENANT 06/ COLONEL
LIEUTENANT LIEUTENANT COLONEL
Gender Number | Percent| Number| Percent| Number| Percent| Number| Percent| Number| Percent| Number| Percent
Female 1338| 20.6% 2673 19.3% 5807, 19.9% 2904, 17.5% 1256/ 13.0% 497 11.5%
Male 5143 79.4%, 11171 80.7%| 23443 80.1% 13655/ 82.5% 8385/ 87.0% 3830, 88.5%
Total 6481 100.0%, 13844 100.0%| 29250, 100.0% 16559| 100.0% 9641 100.0% 4327, 100.0%

Active Component
07/ BRIGADIER 08/ MAJOR 09/ LIEUTENANT

General Officers GENERAL GENERAL GENERAL 010/ GENERAL
Gender Number | Percent| Number | Percent| Number| Percent| Number | Percent
Female 6 4.4% 8 6.6% 5 10.4% 0 0.0%
Male 129 95.6% 113] 93.4% 43 89.6% 12| 100.0%
Total 135/ 100.0% 121| 100.0% 48 [ 1.2% 12| 100.0%





*

DACOWITS RFI A4 for March 2015 (Cont.)

completed a Command Tour:

Active Component Officers

Gender CSL Status
Command
Female
None

Total Female

Command
Male
None
Total Male

o7

4 66.7%
2| 33.3%
6 100.0%

47| 36.4%

82| 63.6%

r
129 100.0%

08

5| 62.5%
3l 37.5%
8 100.0%

71 62.8%

42| 37.2%

r
113 100.0%

09

Number Percent| Number| Percent Number| Percent

1 20.0%
4/ 80.0%
5 100.0%

20| 46.5%

23| 53.5%

r
43| 100.0%

010

Number
0
0
0
12
0

r
12

Percent
0.0%
0.0%
0.0%

100.0%
0.0%
100.0%

coL

Number

117
380

L
497
1195
2635

L4
3830

Percent
23.5%
76.5%

100.0%
31.2%
68.8%

100.0%

LTC

Number
192
1063
1255
2228
6158
8386

Number and Service Members categorized by Rank and Gender who have

Percent
15.3%
84.7%

100.0%
26.6%
73.4%

100.0%





DACOWITS RFI A4 for March 2015 (Cont.)

*

Number and Service Members who have completed or are currently attending
Joint Professional Military Education (JPME) Phase I:

* 06 level information not always updated in HRC System

Active Component Officers

o7 08 09 010 * COLONEL LIEUTENANT MAJOR
COLONEL
Gender | JPME_Phasel_Status | Number| Percent| Number| Percent Number| Percent| Number| Percent| Number| Percent| Number| Percent| Number| Percent
JPME_Phasel 6 | 100.0% 8 |100.0% 5 |100.0% O 0.0% | 473 | 95.2% | 1157 | 92.2% | 1501 | 51.7%
Female Not_JPME_Phase1l 0 0.0% 0 0.0% 0 0.0% 0 0.0% 24 4.8% 98 7.8% | 1404 | 48.3%
Total Female 6 100.0% 8  100.0% 5  100.0% O 0.0% = 497  100.0% 1255  100.0% 2905 = 100.0%
e JPME_Phasel 129 |100.0% | 113 |100.0% 43 |100.0% 12 |100.0% 3673 | 95.9% | 7953 | 94.8% | 8149 | 59.6%
Not_JPME_Phasel 0 0.0% 0 0.0% 0 0.0% 0 0.0% | 157 | 4.1% | 436 | 5.2% | 5515 | 40.4%
Total Male 129 '100.0% 113  100.0% 43  100.0% 12  100.0% 3830  100.0% 8389  100.0% 13664 100.0%
Number and Service Members who have completed or are attending Joint
Professional Military Education (JPME) Phase Il or equivalent:
Active Component Officers o7 o8 09 010 + COLONEL LIEUTENANT
COLONEL
Gender JPME_Phasell_Status | Number| Percent| Number | Percent, Number| Percent| Number| Percent| Number| Percent| Number Percent
cormale JPME_Phase I 5 83.3% 6 75.0% 3 60.0% 0 0.0% | 173 | 34.8% @ 34 2.7%
Not_JPME_Phase I 1 16.7% 2 25.0% 2 40.0% 0 0.0% | 324 | 65.2% | 1222 | 97.3%
Total Female 6 1000% 8 [100.0% 5 "100.0% 0O 0.0% = 497 7100.0% 1256  100.0%
Vale JPME_Phase I 117 | 90.7% | 95 | 84.1% | 25 | 58.1% 4 33.3% | 1691 | 44.2% | 177 | 2.1%
Not_JPME_Phase I 12 9.3% 18 | 15.9% | 18 | 41.9% 8 66.7% | 2139 | 55.8% | 8212 | 97.9%
Total Male 129 "100.0% 113 "100.0% 43 "100.0% 12 "100.0% 3830 "100.0% 8389 @ 100.0%





* DACOWITS RFI A4 for March 2015 (Cont.)

Number and Service Members who have earned Joint Credit or are serving in a
Joint Credit billet:

. ) | * 06 level information not always updated in HRC System
Active Component Officers

o7 08 09 010 * COLONEL LIEUTENANT MAJOR
Gender Joint_Status Number| Percent| Number| Percent Number| Percent, Number| Percent Number| Percent Number| Percent Number| Percent
Female JOINT 5 83.3% 7 87.5% 5 100.0% 0 0.0% 135 27.2% 198 15.8% 110 3.8%
Not_Joint 1 16.7% 1 12.5% 0 0.0% 0 0.0% 362 | 72.8% | 1058 | 84.2% | 2794 | 96.2%
Total Female 6 '100.0% 8 rlO0.0% 5 rlO0.0% 0 0.0% 497 |IIrlOO.O% 1256 '100.0% 2904 100.0%
Male JOINT 118 | 91.5% 108 | 95.6% 43 100.0% 12 100.0% | 1888 | 49.3% | 2394 | 28.6% 836 6.1%
Not_Joint 11 8.5% 5 4.4% 0 0.0% 0 0.0% 1942 | 50.7% 5991 71.4% | 12820 | 93.9%

Total Male 120 '100.0% 113  100.0% 43  100.0% 12  100.0% 3830  100.0% 8385 @ 100.0% 13656 100.0%






Grade Male Female

# % # %
E1l 13,799 77.6% 3,979 22.4%
E2 17,387 79.4% 4,514 20.6%
E3 30,758 78.8% 8,279 21.2%
E4 75,021 83.0% 15,342 17.0%
E5 54,633 85.3% 9,449 14.7%
E6 35,009 87.3% 5,093 12.7%
E7 19,407 89.0% 2,402 11.0%
ES8 6,758 90.6% 702 9.4%
E9 1,898 92.8% 147 7.2%
o1 4,538 83.5% 896 16.5%
02 7,280 85.0% 1,283 15.0%
(OK] 9,049 85.0% 1,591 15.0%
04 5,866 87.4% 848 12.6%
05 3,301 90.0% 365 10.0%
06 1,353 90.3% 145 9.7%
o7 130 94.9% 7 5.1%
(O3] 54 94.7% 3 5.3%
OA 1 100.0% - 0.0%
w1 1,009 89.7% 116 10.3%
W2 3,185 90.5% 336 9.5%
W3 1,810 88.1% 244 11.9%
W4 1,382 92.6% 111 7.4%
W5 354 92.2% 30 7.8%

Source: RCMS-G, General Officers Management Office.
General Officer data as of 1 December 2014; remaining data as of 31 December 2014.

Grade Male with Command History Female with Command History

# % # %
01 55 1.2% 10 1.1%
02 479 6.6% 81 6.3%
03 4,719 52.1% 616 38.7%
04 4,213 71.8% 476  56.1%
05 2,421 73.3% 212 58.1%
06 989 73.1% 107 73.8%

Source: RCMS-G. Data as of 31 December 2014.

The above chart lists the number of Male and Female Officers currently holding or having

previously completed a command position. For example, 38.7% of Female O3's have held a

command, compared with 52.1% of Male O3’s.
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DACOWITS QUARTERLY MEETING

March 11-12, 2015

Hyatt Regency—Crystal City

2799 Jefferson Davis Highway, Arlington, VA 22202

Wednesday, March 11

Thursday, March 12

Time Topic and Presenter: Location
0830 — 0910 | Introduction and Swearing-In of New Committee Members Tidewater
0910 — 0930 | Opening Remarks Tidewater Il
0930 — 1000 | AM Break
1000 — 1015 |Status of Requests for Information Tidewater |l
1015-1115 :;:liiaségi ::r:::}l:?ec:emsrilc‘::rs, Navy Diversity and Inclusion Office Tidewater I
1115 — 1145 Enlisted Women in Submarines Update Tidewater Il

Briefer: CAPT Rodney Hutton, Commanding Officer, Trident Training Facility
1145-1215 |TBA

Time Topic and Presenter: Location
0830 — 0845 | Morning Remarks Tidewater Il
Overview of DoD Childcare Programs and Initiatives
0845 — 0945 | Briefer: Ms. Barbara Thompson, Director, Office of Family Policy/Children and Youth, Tidewater Il
OUSD(P&R), Military Community & Family Policy (MC&FP)
0945 — 1000 | AM Break
State and Federal Laws: Impacts to Military Families
Briefers:
1000 = 1100 e Dr. Thomas L. Langdon, Director, State Liaison & Educational Opportunity, OUSD(P&R), Tidewater Il
Military Community & Family Policy (MC&FP)
® Ms. Kathleen Facon, Chief, Educational Partnership and Non-DoD School Program,
Department of Defense Education Activity (DoDEA)
1100 — 1130 Australian Defence Update Tidewater Il
Briefer: Ms. Julie McKay, Gender Adviser to the Chief of the Defence Force
1130 — 1145 | Public Comment Period Tidewater Il











\\'umml In
International
W II S Security Questions for the Secretary of Defense

What process or methodology is OSD using to verify that occupational standards are
scientifically based and gender neutral? How will OSD ensure that standards “accurately
predict performance of actual, regular, and recurring duties of a military occupation” as
required by Section 524 (a) (1) of the 2015 NDAA?

What criteria will OSD use to allow an exception to policy to keep some units or occupations
closed to women?

On the current schedule, many occupations and units won’t be open by the January 1, 2016
deadline. What is OSD doing to ensure Service and SOCOM compliance with the original
directive?

Why do some units in the Marine Corps and Special Operations Command remain closed to all
women, even in specialties for which they already qualify, while the Army has opened all
combat units to women?

How many women are actually serving in the Army’s open infantry and armor companies?

What have studies of “cultural issues,” referenced in Army and SOCOM implementation plans
revealed and how is that data being used?

How does OSD define terms like “sufficient cadre” or “critical mass of women”? These terms
have been variously applied by the Services and SOCOM to mean different things but they must
be applied universally to effect an even application of policy. Jobs, positions and units should
not remain closed because of a lack of an undefined term.

Why have regular progress reports, required by the Secretary’s original directive, not been
made publicly available?

Wiisglobal.org 1.202.684.6010
1779 Massachusetts Ave. NW, Suite 510
Washington, DC 20036





From: E. Haring

To: Myers. Jessica C CIV OSD OUSD P-R (US)
Subject: Request for Public Comment

Date: Monday, February 23, 2015 12:10:24 PM
Attachments: Questions for OSD.docx

Jessica,

I would like to make a public request to DACOWITS for more coverage of combat integration topics at
all remaining meetings this year. This is a highly critical time in this transition period. DACOWITS
should keep up the pressure on integration by asking for quarterly updates from OSD, Army, SOCOM
and Marines. The DACOWITS briefs are about the only way that any information has been made
available to advocates and the public. The public has few options for gaining information on what the
Services and SOCOM are doing relative to combat integration. | have attached a list of questions that |
think, OSD at a minimum, be asked at this critical juncture.

Thanks,

Ellen

Regards,

Ellen L. Haring

Senior Fellow

Women In International Security (WIIS)
1779 Massachusetts Avenue NW, Suite 510
Washington, D.C. 20036

wiisglobal.org

571-331-0416 mobile



mailto:ellen.haring@comcast.net

mailto:jessica.c.myers4.civ@mail.mil



[image: ]                    Questions for the Secretary of Defense 





1. What process or methodology is OSD using to verify that occupational standards are scientifically based and gender neutral?  How will OSD ensure that standards “accurately predict performance of actual, regular, and recurring duties of a military occupation” as required by Section 524 (a) (1) of the 2015 NDAA? 





2. What criteria will OSD use to allow an exception to policy to keep some units or occupations closed to women?  





3. On the current schedule, many occupations and units won’t be open by the January 1, 2016 deadline.  What is OSD doing to ensure Service and SOCOM compliance with the original directive?





4. Why do some units in the Marine Corps and Special Operations Command remain closed to all women, even in specialties for which they already qualify, while the Army has opened all combat units to women? 





5. How many women are actually serving in the Army’s open infantry and armor companies?





6. What have studies of “cultural issues,” referenced in Army and SOCOM implementation plans revealed and how is that data being used?  





7. How does OSD define terms like “sufficient cadre” or “critical mass of women”?  These terms have been variously applied by the Services and SOCOM to mean different things but they must be applied universally to effect an even application of policy.  Jobs, positions and units should not remain closed because of a lack of an undefined term.    





8. Why have regular progress reports, required by the Secretary’s original directive, not been made publicly available?
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DACOWITS RFIs for March 2015

ASSIGNMENTS

On September 10, 2014, at the Rutgers Aerospace and Defense Summit, US Navy Secretary Mabus said, ""We don't have enough women in either the
Navy or Marine Corps.” Additionally, he cited the importance of a diverse force as a reason for bringing more women into the Services.

A1l | > The Committee requests a briefing from the Navy and the Marine Corps on the following:
= How they are going to expand the number of women to include recruiting, training and career management programs?
= What method will they use to determine the new goal for women in the service?
ROTC scholarships are an important method of attracting capable individuals to enter the Armed Forces.
» The Committee requests the Services provide a written response on the following:
A2 =  The number and type of ROTC scholarships given out the last five years (2010-2014);
= A breakdown on the total number and the percentage of scholarships that were offered; and
= The numbers of how many scholarships were accepted by men and women.
The Navy lifted its ban on women serving aboard submarines in 2010 and started assigning female officers submarines shortly thereafter. It has been
publicized that enlisted women will join the submarine force beginning in 2016 and that recruiting efforts have officially begun.
A3 | » The Committee requests an update briefing from the Navy on the following:
=  The status of female officers assigned to submarines; and
=  The status of the Enlisted Women in Submarines Task Force (EWSTF) stood up under RDML Perry in 2013.
DACOWITS continues to be interested in the career progression of female officers and senior enlisted women.
» The Committee requests the Services provide a written response, utilizing data current as of 1 January 2015, on the following:
=  The number and percentage of men and women at each rank from E-1 to O-10;
Al = The number of service members categorized by rank and gender who are currently assigned to a command tour;
= The number of service members who have completed or are currently attending Joint Professional Military Education (JPME) Phase I;
= The number of service members who have earned joint credit or are serving in a joint credit billet; and
= The number of service members who have completed or are attending JPME Phase Il or equivalent.
ADDED 2/13/15
» The Committee requests a written response from the Marine Corps on the following IRT Infantry Officer Course (I0C):
A5 = What is the fixed weight requirement for the I0C March?

= Does the fixed weight requirement fluctuate between 10C classes? If so, why?
= What is the attrition rate for men who have attended 10C over the past five years?






DACOWITS RFIs for March 2015

WELLNESS

The Committee is concerned about quality of life and family issues for military servicewomen that are impacted by key state and federal laws.
» The Committee requests a briefing from Military Community and Family Policy’s Office of State Liaison & Educational Opportunity, on the following:
= In what ways do family and divorce courts treat military service members and their families differently? How prevalent is this issue?

W1 = How do child custody laws differ by state?
=  What laws dictate which state law military members should follow during custody conflicts?
-- e.g., Service member’s duty location; home of record; and/or where the custody order was established?
= What has your organization done to promote the awareness of your programs and educate Service members on new changes to state laws?
= What resources are available to Service members to help them with child custody issues?
The Committee is concerned about quality of life and family issues for military servicewomen that are impacted by key state and federal laws.
» The Committee requests a briefing from Military Community and Family Policy’s Office of Family Policy/Children and Youth, on the following:
W2 =  What factors prevent DoD from expanding on-base childcare facilities and/or providing alternative childcare resources to better meet the needs of

military personnel?
= What resources are available to Service members to help them secure childcare before a transfer?
= Do these resources differ by location and/or Service branch?

The Committee is concerned about quality of life and family issues for military servicewomen that are impacted by key state and federal laws.
» The Committee requests a briefing from Military Community and Family Policy’s Office of State Liaison & Educational Opportunity, on the following:

W3 = What child education issues do families face during deployments and transfers (e.g., state differences in educational requirements)?
= What impact do spouses’ career options/accreditations have on retention?
= What resources are available to Service members and their families to facilitate job transitions during transfers?
Impacts of Social Media on Military Women.
» The Committee requests a written response from the Services on the following:
= What are the Services current policies regarding social media usage?
W4 = Are there any policies specifically addressing social media and sexual harassment?

=  What, to date, are the cases of punishment/accountability relating to social media and service members?

= Do the Services actively review Service member’s social media accounts when determining discipline?

= Can complaints of online harassment be brought to the Commanding Officer?

= Are online harassment remarks addressed? If so, by what means are the Services utilizing to address this?

= |s there training or guidelines conveyed to recruits, both officers and enlisted? Is refresher training given? If so, how often?







UNITED STATES DEPARTMENT OF DEFENSE

DoD-State Liaison

Dr. Thomas Langdon
Director, State Liaison and Educational
Opportunities Directorate

571-372-5321
thomas.l.landgon.civ@mail.mil






DoD — State Liaison Function

e Established by the USD(P&R) in 2004

* Mission is to:
= Alleviate barriers in state policy Service members and their families
face as a result of military life
= Harmonize differences in state and federal laws impacting P&R policies

e Accomplish mission through “ERA” with state policymakers
= Educate about the issues, build Relationships, and Assist when asked

= Provide ‘best practice’ language and arrange for testimony and
supplemental information

= We don’t lobby — no ‘grass roots’ campaigning for specific pieces of
legislation

e Staff of eleven
= Two in DC, a Senior State Liaison and 8 Regional Liaisons





Regional Staff

Martin Dempsey : :
Jim Rickel

Harold Cooney

Laurie Crehan

Kevin Bruch

Thomas Hinton Dale Vande Hey Eric Sherman
Senior State Liaison
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Key Issues

e Can cover anything in the P&R portfolio and any aspect of
state policy

= Covered issues important to White House, Joining Forces, Casualty
Affairs, Suicide Prevention, Legal Policy, Office of Special Needs,
Family Advocacy, DoDEA, Military Services, Reserve Affairs, Readiness
and Training, Transition Policy

= Engaged in consumer protection, family law, education, health policy,
unemployment compensation, professions and occupations, social
services, judicial policies and National Guard policies
e |[ssues are reviewed annually to bring most significant to

states
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2015 Issues

Assign an identifier for military children in education data systems
Allow private sector employers to offer hiring preference to veterans
Provide authority for establishing Veteran Treatment Courts (VTCs)
Employment protections during state sponsored activation

Facilitate licensure and academic credit for military education, training and
experience

Allow earned priority for receiving Medicaid home and community care waivers
Facilitate military spouse transition through licensure portability

Clarify relationship between civilian and military authorities for child advocacy
Ensure deployment separation does not determine child custody decisions

Promote consumer protections and enforcement of the predatory lending
regulation

Increase access to quality, affordable childcare for military families
Comport state laws with DoD rules on disposition

Support for Caregivers of Disabled Veterans

State licensing exemption for distance education under DoD MOU





Facilitate Military Spouse Transition —
Licensure Portability

Issue: Frequent moves & difficult licensing procedures = stunted careers

State Strategy:
e Focused on majority of occupations favored by military spouses
e Reduce employment delay through:

e Licensing by endorsement - alternatives to current experience for
competency

* Providing temporary licenses with minimal documentation
e Allow for streamlined approvals

License by endorsement 34 ,\
Temporary license 44

Expedited process 34

2015 status:

6 6 4 0
Legend: \

[ Enacted legislation
[_1 Not yet enacted legislation






Child Custody

Military families engage in same legal procedures as all other
families

Servicemembers Civil Relief Act (SCRA) provides temporary
suspension of legal and administrative procedures
Custody laws differ by state, but have common principles
= Best interest of the child
= Degree of emotional attachment and preferences of the child
= Parental factors — involvement in parenting, stability
In the past, custody law principles have not necessarily
accommodated the demands of military service

= DoD has worked with American Bar Association, Uniform Law
Commission and State governments to develop accommodations





Child Custody/Visitation
Impact on Service Members

State Strategy: Legislatures appropriately balance the interests of SMs who are
absent due to military service with the best interests of the child

Sub-Issues Covered States
Military absence not sole basis 45
No permanent order for military absence 43
Reinstate custody order upon return 36
Delegate visitation rights 36
Expedite hearing 38
Electronic testimony 34

Uniform law (Deployed Parents Custody and
Visitation Act) enacted in 7 states

2015 status:

7 5 3 0

j N

Legend:
I Enacted legislation
[_1 Not yet enacted legislation






Other Applicable Laws

e Section 566 of the FY 2015 NDAA, amending the SCRA

= Limits court’s consideration of deployment as sole factor in
determining the best interest of the child

= Does not create a Federal right of action
e Uniform Child Custody Jurisdiction and Enforcement Act

= Uniform state law accepted by nearly all states

= Provides uniform determination of state of jurisdiction for custody
cases and authority for enforcement of custody orders





Increase Quality, Affordable Childcare

State Strategy: Work with state governments to align state childcare rating
systems with DoD Childcare Effectiveness Rating and Improvement
System (ERIS)

e Request enabling legislation: annual state evaluation and background
investigations

e O

Annual Inspections Background Checks

. . . Legend:
2015 status: B Enacted ogisator
8 8 7 0

[ 1 Not yet enacted legislation






Interstate Compact on Educational
Opportunities for Military Children

e School transition has been a long-standing issue

= DoD, Army and Military Child Education Coalition studies
e DSLO worked with the Council of State Governments to develop an
interstate compact
= 2006 - 2007, 18 stakeholders developed issues and proposed policies

= 2008, started approaching states; enactment in 11 states in first year
(10 required to activate the compact)

= 2014, obtained enactment in all 50 states





Compact Provisions

e Compact covers:

= Eligibility: Attend school outside of the LEA (without tuition) as a
result of a parent mobilizing/deploying; opportunity to compete to
participate in extracurricular activities

= Enrollment: Education records; immunizations; kindergarten
entrance age

= Placement: Course and education program placement; special
education services; waive course requirements; excused absences
associated with mobilization/deployment of parent

= Graduation: Course requirement waivers; exit exam flexibility;
transfer during senior year

e Establishes oversight Commission:
= Commissioner from each state
= State Councils with military representatives as liaisons





Compact Status

e States at various stages of:

= Assigning Commissioners and establishing Councils
= Establishing internal policies
= Educating School Districts

e DoD has been and is continuing to:
= Designate military representatives to the State Councils

= Promote the Compact to military families, explaining what it does and
does not do

= Promote and educate Military Service School Liaison Officers
e Qutreach to military families

e Roll in assisting military families with issues associated with the
Compact





www.USA4MilitaryFamilies.dod.mil

Goal is to partner with states to help our
members and their families!





Issue Status

Military ID

Private Sector Vet
Hiring Protection
VTC
39

NG Employment
Protection

Separating SM
Licensure
49

Medicaid Waivers

Spouse License
48

Child Advocacy

Sub-Issues and Number of States Responding to Date

11
12

Focus on treatment Open selection Maximize coverage

39 32 21

Private right of action

35 13

Out-of-state protection

Academic credit for
military education

Endorsement of
existing license

Extension of license
while on active duty

Licensing credit for
military education

42 36 20 33
5
License by endorsement

33 44 35
0

Temporary license Expedited processes





Child Custody

49

Consumer
Protection

Quality Child
Care 41

Disposition of
Remains
Caregiver
Support
Distance Ed

Issue Status

Sub-Issues and Number of States Responding to Date

Military No
absence not permanent
sole basis order for mil
absence
45 43

Enforcement of the Military Lending Act

37

Annual inspections

28

Reinstate Delegate Expedite Electronic
custody visitation hearing testimony
order upon rights
return

36 36 38 32

Information sharing through FTC
31
Background checks

30
45

Not rated

28





Regional Liaison Contact Information

Liaison States within Region Phone Email

Harold Cooney CT, DE, MA, MD, ME, 571-309-7598 harold.e.cooney.civ@mail.mil
NH, NJ, NY, PA, RI, VT

Kevin Bruch GA, NC, SC, VA 571-309-8443 mark.k.bruch.civ@mail.mil

Eric Sherman AL, FL, KY, MS, TN 571-309--7589 eric.s.sherman2.civ@mail.mil

Martin Dempsey |[CO, IA, KS, MN, MO, 703-380-6625 martin.l.dempsey.civ@mail.mil
NE

James Rickel IL, IN, MI, ND,OH, SD, | 571-239-9895 james.d.rickel.civ@mail.mil
WI, WV

Dale Vande Hey AR, LA, NM, OK, TX 571-236-7833 dale.m.vandehey.civ@mail.mil

Laurie Crehan AZ, CA, HI, NV, UT 703-380-6538 laura.j.crehan.civ@mail.mil

Mark San Souci AK, ID, MT,OR, WA, 571-309-4622 mark.b.sansouci.civ@mail.mil
WY

www.USA4MilitaryFamilies.dod.mil
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DoD’s System of Care

e Childcare is delivered through multiple systems including
Installation-based child development centers, school-age
care facilities, and family child care homes.

« Community-based child care delivery systems support
families who are unable to find care on the installation or
who are geographically dispersed.

e Each day approximately 200,000 children, ages six weeks
to 12 years, receive full-day care, part-day care, hourly
care, part-day preschool, and before and after-school
program support at over 300 locations worldwide.





By the Numbers

 Defense Manpower Data Center (DMDC) reports:

o 55 percent of single members & 34 percent of married members with
children 13 years & younger routinely use child care so they and
their spouses can work.

 DoD maintains a core inventory of more than 775 child care
facilities and 3,500 family child care/child development
homes:

o More than 50 percent of all of the child care provided is for children
under the age of three.

o The need for child care fluctuates and the DoD child development
system of care must remain flexible and responsive to these
changing needs.





Demand for Child Care

Child care demand is influenced by multiple factors
Including:

o The lack of child care for children under the age of three in the
community

o An increased number of infants following deployments, a ‘mini-
baby boom’

o A potentially greater need in areas of high troop concentration

o Changes in child care demand based on troop
movement/realignment and changes to mission requirements





Demand for Child Care, con'’t

At many locations, the demand for child care exceeds the
availability of care resulting in waiting lists and associated
wait times

e The current system for maintaining the waiting list numbers
may not accurately reflect unmet demand:

o Duplicative entries in high concentration areas
o Maintaining names of children who no longer require child care

o Under-reported numbers as families seek other options for care where
the wait time is shorter





A Solution - MilitaryChildCare.com

This new website helps bring our child care request system
Into a new era of technological support:

 The launch follows more than 18 months of development and pilot
testing.

 The website will enable military & DoD civilian families to conduct a
customized search for services, find comprehensive information on
child care programs worldwide, request care, and monitor their
status while they wait for an offer





Implementation

 Implementation is based on three key factors:

o Service branch
o Geographic locations

o Time required for installations to transition from the current system
to the new website

 The process utilizes a phased, zone-approach across the
Services:

o Site will be fully operational for all service members and DoD
civilians by September 2016.





Challenges - Installation care

« Staffing challenges:

o Delays in filling positions in part due to background check and
adjudication processes.

o Competition for qualified staff

o Hard to fill

* High need for costly infant care

 Changes to installation housing resulting in more families
living off-installation

e Transportation issues for school-age programs





Challenges - Community Care

e Child care of comparable quality is limited:

o DoD’s 97% of programs nationally accredited compares to the
civilian rate of 8-10%

o State requirements for child care vary widely

e Data from 2014 Child Care Aware® of America’s Parents
and the High Cost of Child Care report shows child care
remains costly:

o Annual costs for infant care can be as high as $14,508; annual costs
for center-based care four-year-old can be as high as $12,280

o DoD sets fees based on total family income and does not charge
more for infant care





Potential Legislative Relief

 National Defense Authorization Act for FY 2006, Pub. L. No.
109-163 § 2810 (2006) authorized the use of Operations and
Management (O&M) funds for minor military construction:

o The authority originally expired in 2007, but was extended until 2009,
when it was allowed to expire

o The Services utilized the authority to add over 8,000 child care
spaces

o This authority provides the Services the opportunity to fund or
renovate child care facilities in a more agile and time-sensitive
fashion than the Military Construction (MILCON) process

* Re-authorization recommended by the Military
Compensation and Retirement Modernization Commission

10





State - level Efforts

DoD initiated a multi-faceted effort focused on expanding the
child care capacity of local communities to support
geographically dispersed military families:

e This initiative is designed to improve awareness and availability of
guality child care utilizing existing local, state, and federal resources

« DoD monitors improvements in the quality of child care through an
evaluation of child care licensing standards and states’ efforts to
develop and improve quality rating and improvement systems (QRIS)
that are compatible with research-based indicators of quality.

 Resources provided through the land grant university cooperative
system include on-line and face-to-face training (train the trainer and
direct care training)

 An evaluation component is included in the initiative

11





Quality Initiatives

Robust efforts support quality programs:

* Provide oversight
e Support staff professional development

e Support to families

12





Quality Assurance

In early 2013, DoD Office of Family Policy & the Military
Services’ Children and Youth Program staff began the
process to establish a common framework for inspection
standards:

o Standardized criteria improves the effectiveness and standardization
of unannounced inspection processes and standards

* This process creates a more robust DoD inspection program.

e Efforts are ongoing through the work of a multi-Service team of
subject matter experts

13





Staff Professional Development

The Virtual Lab School (VLS) is DoD’s digital training
platform for all staff employed within the DoD Child
Development Program:

e Developed in collaboration with Ohio State University

« VLS updates the current paper training modules being utilized by the
Military Services

It augments the training provided by in facility trainers

« VLS utilizes a multi-faceted approach to training by utilizing print,
video, audio and activities to engage varying levels of adult learners

14





Supporting Children with
Special Needs

Support to staff working with children with special needs is
provided through a contract with Kids Included Together
(KIT):

e Training and coaching staff increases their ability and confidence in
supporting children with special needs

« Technical assistance provides staff opportunities for specialized
training to meet specific challenges

« Additional support provided through webinars and a call center
manned by an inclusion specialist

15





Supporting Behavioral Health

The Military and Family Life Counselor (MFLC) program
supports the Department of Defense Education Activity
schools and local education agencies:

« MFLC(s) are master’s or doctorate level, licensed and credentialed
counselors who have undergone a criminal history background and
fingerprint check.

 Provide non-medical, short term, situational, problem-solving
counseling services

* Provide consultation, training and educational
presentations/workshops to program faculty, staff, parents and
children

16





Second Language Exposure

DoD collaborates with George Washington University to
develop the Second Language & Culture Exposure for
Children and Youth Project:

 The project is designed to enhancing language and cultural
capabilities within the Child & Youth programs.

A dynamic website provides training and program materials related to
language and culture opportunities for children (up to age 5)

e Anticipated completion is early Fall of 2015

17





Supporting deployment and resilience

« Sesame Workshop's Talk, Listen, Connect initiative, a
military outreach program launched in 2006, provides
support and significant resources for military families with
young children:

o As aresult of ongoing collaborative efforts, resources for military
families are available through Military OneSource and
https://www.familiesnearandfar.org/resources/

« Coming Together Around Military Families (CTAMF) is a
DoD-sponsored initiative with ZERO TO THREE that
supports military families with very young children:

o CTAMF increases awareness of the impact of trauma, grief and loss

on very young children through specialized training and support for
the professionals who support military families

o ZERO TO THREE materials are available from Military OneSource at
www.militaryonesource.com

18



https://www.familiesnearandfar.org/resources/

http://www.militaryonesource.com/



Military Family Life Project
Longitudinal Study

Project Overview:

o The Military Family Life Project (MFLP) is the first representative, longitudinal
survey of Active duty spouses to understand the experience of military family
life across time. The survey was conducted in 2010, 2011, and 2012.

Key Findings Related to Spouse Education / Employment:
o Impact on Spouse Satisfaction with Military Life -
<+ Spouses who become unemployed have lower levels of military satisfaction
o Impact on Support to Stay on Active Duty -
<« Spouses with better financial status have higher levels of support
<+ Spouses with more stress have lower levels of support

<+ Spouses with more depressive/anxiety symptoms have lower levels of
support

* The full report of the Military Family Life Project will be released in late March.
** The study was sponsored by the Office of the Deputy Assistant Secretary for Military Community & Family Policy and
administered by the Defense Manpower Data Canter.

19





C&Y Resources

http://www.bgca.org/meetourpartners/Pages/MilitaryPartnership.aspx - Mission Youth Outreach which allows geographically

dispersed Active, Guard, and Reserve youth to attend a local Boys & Girls Club at no cost to the family

http://www.trevorromain.com/category/military/uso/ - Trevor Romain DVDs/books part of deployment kits designed to support
families with children who have a family member deployed with the U.S. Military

www.sittercity.com/ - Sittercity helps you find experienced babysitters and nannies in your area. And with features like detailed
profiles, background checks, references and reviews, we make the process safe and easy

www.tutor.com/military - Eligible military service members and their dependents can work with a certified, professional tutor or
career specialist online 24/7 to get help with homework, studying and test prep. Service members may also get help with resume
writing and job searching

http://militarychild.org - A non-profit, world-wide organization, the Military Child Education Coalition (MCEC)’s work is focused on
ensuring quality educational opportunities for all military children affected by mobility, family separation, and transition

http://www.zerotothree.org/about-us/funded-projects/military-families/ - A DoD-sponsored initiative in collaboration with the
ZERO TO THREE, a national nonprofit organization that informs, trains, and supports professionals, policymakers and parents in
their efforts to improve the lives of infants and toddlers

https://www.familiesnearandfar.org/login/ - Sesame Street Free resources and tools for military families

http://www.sesamestreet.org/parents/topicsandactivities/toolkits/tlc - Military families, Sesame Street salutes you and supports
you! Talk, Listen, Connect, offers you strategies and resources to help your children through difficult periods of transition and
separation that can come with military service. And don't forget to check out Military Families Near and Far, a special Web site
where your family can create, communicate, and stay connected

http://militaryk12partners.dodea.edu - The grant program provides resources to military-connected local educational agencies
(LEAS) to develop and implement projects

http://www.stayingstrong.org - Online tool that supports military parents for addiction, as well as a section for educators

www.militaryparenting.org - A new online course, developed by the Department of Defense and Veterans Affairs, that provides
military parents with the tools they need to strengthen their existing parenting skills and reconnect with their families. Many of the
techniques in the course are specifically tailored to address the unique challenges of military life.

http://futureofchildren.org/futureofchildren/index.xml - The mission of the Future of Children is to translate the best social
science research about children and youth into information that is useful to policymakers, practitioners, grant-makers, advocates,
the media, and students of public policy.

20
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DACOWITS RFI W4 for March 2015

The Committee requested a written response from the Army on the
following subject: Impacts of Social Media on Military Women

1. What are the Services current policies regarding social media usage?

The Office of the Chief of Public Affairs maintains a social media
handbook, “The Unites States Army Social Media Handbook,” with social media
guidelines, which is publicly available on the U.S. Army Slide Share account.
Additionally social media usage is guided by the following references: DOD
Instruction 8550.01-DOD Internet Services and Internet-based Capability, 11 Sep
2011; AR 25-1, Army Information Technology, dated 25 June 2013; Army
Standing Operating Procedures for Official U.S. Army External Presence,;
Secretary of the Army memo, “Delegation of Authority-Approval of External
Official Presences,” 2 Dec 2013; ALARACT 289/2013: Army Operations
Security Training For External Official Presence (EOP) Operators, 29 Oct 13; and
Secretary of the Amy memo, “Responsible Use of Internet-based Capabilities,”
25 mar 10.

2. Arethere any policies specifically addressing social media and sexual
harassment?

AR 600-20, Army Command Policy, paragraph 4-19, addresses "treatment of
persons” and provides policy on hazing and bullying including through social and
electronic media. Otherwise, there are no any specific policies regarding social
media and sexual harassment; however official pages must include and comply
with “posting guidelines” under the “general information” tabs and comply with
each social media platform’s terms of service/use policies/community standards.
The DOD Social Media User Agreement can be found at
http://www.defense.gov/socialmedia/user-agreement.aspx and specifically states
what can be deleted from an official page. For example, Facebook lists both
violence and threats and bullying and harassment as violations of community
standards, which in turn can be reported and removed.

3. What, to date, are the cases of punishment/accountability relating to
social media and service members?

Punishment/accountability of cases relating to social media and service members
is not handled at the OCPA level. If issues are brought to our attention it is sent
to the service members command for appropriate action as deemed by the
command and local legal authority.

4. Do the Services actively review Service member’s social media
accounts when determining discipline?



http://www.defense.gov/socialmedia/user-agreement.aspx



Social media sites have protocols for requesting individual account information.
When appropriate, the commander can use legal and investigative channels to
acquire social media information.

5. Can complaints of online harassment be brought to the Commanding
Officer?

Yes, complaints of harassment whether online or not should be treated the same
and reported to the appropriate authority.

6. Are online harassment remarks addressed? If so, by what means are the
Services utilizing to address this?

Social media sites have protocols for requesting individual account information.
When appropriate, the commander can use legal and investigative channels to
acquire social media information.

7. Is there training or guidelines conveyed to recruits, both officers and
enlisted? Is refresher training given? If so, how often?

Yes, Public Affairs & Media Awareness training was developed and loaded onto
the Training Development Capabilities website for implementation into various
Army courses and briefly discusses appropriate content.





DACOWITS RFI
ISO 11-12 March 2015 Meeting

RFI Category and Number:
Wellness Working Group RFI #4

RFI Question:
Impacts of Social Media on Military Women.
The Committee requests a written response from the Services on the following:

e What are the Services current policies regarding social media usage?

e Are there any policies specifically addressing social media and sexual harassment?

e What, to date, are the cases of punishment/accountability relating to social media and
service members?

e Do the Services actively review Service member’s social media accounts when determining
discipline?

e Can complaints of online harassment be brought to the Commanding Officer?

e Are online harassment remarks addressed? If so, by what means are the Services utilizing to
address this?

e |s there training or guidelines conveyed to recruits, both officers and enlisted? Is refresher
training given? If so, how often?

RFI Response:

e What are the Services current policies regarding social media usage?

The Navy welcomes and encourages Sailors to responsibly use mass and digital media to share
appropriate personal information and to help tell the Navy story. Guidelines are laid out in
Service and DoD instructions:

0 ALNAV 056/10 discusses official Internet posts (http://www.public.navy.mil/bupers-
npc/reference/messages/Documents/ALNAVS/ALN2010/ALN10056.txt)

0 DoD Instruction 8550.01 discusses Internet-based capabilities such as social media
(http://www.dtic.mil/whs/directives/corres/pdf/855001p.pdf)

O ALNAV 057/10 covers unofficial Internet posts (http://www.public.navy.mil/bupers-
npc/reference/messages/Documents/ALNAVS/ALN2010/ALN10057.txt)

POC or office responsible:
CDR Chris Servello, CNP PAOQ, (703) 604-3401, christopher.servello@navy.mil

e Are there any policies specifically addressing social media and sexual harassment?
The following instructions govern social media use in the Navy and DoD:
0 DoD Instruction 8550.01 discusses Internet-based capabilities such as social media
(http://www.dtic.mil/whs/directives/corres/pdf/855001p.pdf)
O ALNAV 057/10 covers unofficial Internet posts (http://www.public.navy.mil/bupers-
npc/reference/messages/Documents/ALNAVS/ALN2010/ALN10057.txt)




http://www.public.navy.mil/bupers-npc/reference/messages/Documents/ALNAVS/ALN2010/ALN10056.txt
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Policy is provided in DON Guidance for Unofficial Internet Posts, June 2010 and ALNAV 057/10,
Internet-Based Capabilities Guidance — Unofficial Internet Posts. This guidance prohibits any
unofficial internet postings that could be perceived as defamatory, libelous, obscene, abusive,
threatening, racially or ethnically hateful or otherwise offensive or illegal.

With regards to sexual harassment, the DON defines sexual harassment as “a form of sex
discrimination that involves unwelcome advances, requests for sexual favors, and other verbal
or physical conduct of a sexual nature when:

a. Submission to such conduct is made either explicitly or implicitly a term or condition of a
person's job, pay, or career.

b. Submission to or rejection of such conduct by a person is used as a basis for career or
employment decisions affecting that person.

c. Such conduct has the purpose or effect of unreasonably interfering with an individual's
work performance or creates an intimidating, hostile, or offensive work environment.”

This definition emphasizes that workplace conduct, to be actionable as “abusive work
environment” harassment, need not result in concrete psychological harm to the victim, but
rather need only be so severe or pervasive that a reasonable person would perceive, and the
victim does perceive, the workplace as hostile or offensive. OPNAVINST 5354.1F CH-1 policy
defines the term “workplace’ or “work environment” as an expansive term for military
members and may include conduct on or off-duty, 24 hours a day.

POC or office responsible:

Mr. Jason Kelly, Director of Digital Media Engagement, CHINFO, (Ol12), 703-614-
9434, Jason.s.kelly@navy.mil

Mr. George Bradshaw, OPNAV N173, 901-874-4271, george.e.bradshaw@navy.mil
CDR Chris Servello, CNP PAOQ, (703) 604-3401, christopher.servello@navy.mil

e What, to date, are the cases of punishment/accountability relating to social media and
service members?

Potential offenses related to the improper use of social media vary. The Navy does not track

accountability data at this level of detail. But ostracism, maltreatment or other acts of

retaliation against victims of crime or those who report crimes, including through the use of

social media, are punishable under the UCMJ.

POC or office responsible:

CDR Anne Marks, Deputy Staff Judge Advocate, Office of Legal Counsel for the Chief of Naval
Personnel (NOOL) , (703) 604-0443, anne.marks@navy.mil
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e Do the Services actively review Service member’s social media accounts when
determining discipline?

Review of social media accounts of a suspect or of witnesses to a reported crime is a common

investigative action taken during the course of criminal investigations. Such reviews of social

media accounts that take place during an investigation may provide evidence relevant to an

alleged offense and would therefore be considered in determining disposition on an alleged

offense. Each case is evaluated on its own specific facts and judged on its own merits.

POC or office responsible:

CDR Anne Marks, Deputy Staff Judge Advocate, Office of Legal Counsel for the Chief of Naval
Personnel (NOOL), (703) 604-0443, anne.marks@navy.mil

e Can complaints of online harassment be brought to the Commanding Officer?
Yes, complaints of online harassment can be brought to the Commanding Officer.

The chain of command is the primary and preferred channel for identifying and correcting
discriminatory practices. This includes the processing and resolving of complaints of SH.
Individuals who believe they have experienced (or observed) a sexually harassing situation are
encouraged to handle the issue themselves informally. If the situation is not resolved or if the
objectionable behavior continues, individuals may file a formal complaint of sexual harassment
using the Navy Equal Opportunity Formal Complaint Form, NAVPERS 5354/2. This complaint
shall be given to the commander within 1 calendar day for action. Other formal complaint
options include (but are not limited to):

(1) Filing a U.S. Navy Regulations Article 1150, Redress of Wrong Committed by a
Superior (other than the commander).

(2) Filing a Uniform Code of Military Justice (UCMJ) Article 138, Complaints of Wrongs
against the Commander.

(3) Filing a NAVPERS 1626/7, Report and Disposition of Offenses.

(4) Contacting the Inspector General (IG), which includes Echelon 2 IGs, as well as the
Naval Inspector General (NAVINSGEN).

(5) Communicating with elected officials.

Further guidance can be found within the Navy Equal Opportunity Policy, OPNAVINST 5354.1F
CH-1 and the Navy Equal Opportunity website http://www.public.navy.mil/bupers-

npc/support/21st Century Sailor/equal opportunity/Pages/default.aspx

POC or office responsible:
Mr. George Bradshaw, OPNAV N173, 901-874-4271, george.e.bradshaw@navy.mil
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e Are online harassment remarks addressed? If so, by what means are the Services utilizing
to address this?

Online harassment or objectionable online behaviors by individuals who serve in the Navy are

subject to the UCMJ. The preferred method for informing the Commander of sexual

harassment is the Navy Equal Opportunity Formal Complaint Form, NAVPERS 5354/2.

Other formal complaint options include (but are not limited to):
(1) Filing a U.S. Navy Regulations Article 1150, Redress of Wrong Committed by a
Superior (other than the commander).
(2) Filing a Uniform Code of Military Justice (UCMJ) Article 138, Complaints of Wrongs
against the Commander.
(3) Filing a NAVPERS 1626/7, Report and Disposition of Offenses.
(4) Contacting the Inspector General (IG), which includes Echelon 2 IGs, as well as the
Naval Inspector General (NAVINSGEN).
(5) Communicating with elected officials.

Further guidance can be found within the Navy Equal Opportunity Policy, OPNAVINST 5354.1F
CH-1 and the Navy Equal Opportunity website http://www.public.navy.mil/bupers-

npc/support/21st Century Sailor/equal opportunity/Pages/default.aspx

POC or office responsible:
Mr. George Bradshaw, OPNAV N173, 901-874-4271, george.e.bradshaw@navy.mil

e Is there training or guidelines conveyed to recruits, both officers and enlisted? Is refresher
training given? If so, how often?

There is no set (annual/bi-annual requirement) for social media training...although social media

use is discussed in annual Core Value and information security training. To help guide

responsible and respectful use, Navy training resources like the Navy Command Social Media

Handbook, CHINFO Facebook Basics, and Facebook Tutorials provide guidelines to both officers

and enlisted. Refresher training is given at the command level based on interest and necessity.

POC or office responsible:
CDR Chris Servello, CNP PAOQ, (703) 604-3401, christopher.servello@navy.mil
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U.S. Air Force

I. Are there any policies specifically addressing social media and sexual harassment?

Air Force Instruction 1-1, Air Force Standards, sets out standards that are directive in nature and
that can form the basis for adverse action under the UCMJ. Relevant sections include:

- All Airmen have the enduring responsibility to foster a climate of dignity and respect
and to promote and ensure a culture that will not tolerate sexual assault or behaviors that support
it. (para 1.7.4.5)

- Our core values demand that Airmen treat others with genuine dignity, fairness, and
respect at all times. (para 2.1)

- Air Force personnel must not engage in any conduct that is improper (including conduct
which gives the appearance of impropriety), illegal, dishonest, or otherwise brings discredit to
the Air Force. (para 2.3.6)

- Airmen interact with individuals through many forms of communication, including
face-to-face, telephone, letter, e-mail, text messages, social networking services, and social
media. Social networking services include weblogs, message boards, video sharing, and social
networking sites, (e.g., YouTube, Facebook, MySpace, Twitter, Google Apps) which are web-
based services that allow individuals and communities of people to stay in touch. Compliance
with the standards discussed in this instruction does not vary, and is not otherwise dependent on
the method of communication used. You are personally responsible for what you say and post on
social networking services and any other medium. Regardless of the method of communication
used, Air Force standards must be observed at all times, both on and off-duty. (para 2.15)

- Your obligation to maintain appropriate communication and conduct with officer and
enlisted personnel, peers, superiors, and subordinates (to include civilian superiors and
subordinates) is applicable whether you communicate via a social networking service or other
forms of communication, such as e-mail, instant messaging, or texting. (para 2.15.2)

- You must avoid offensive and/or inappropriate behavior on social networking platforms
and through other forms of communication that could bring discredit upon the Air Force or you
as a member of the Air Force, or that would otherwise be harmful to good order and discipline,
respect for authority, unit cohesion, morale, mission accomplishment, or the trust and confidence
that the public has in the United States Air Force. (para 2.15.3)

Misbehavior involving social media is also addressed through the UCMJ which includes the
following relevant punitive articles:

- Article 92, Dereliction of duty

- Article 92, Failure to obey a lawful order
- Article 93, Cruelty and maltreatment

- Article 117, Provoking speech





- Article 133, Conduct unbecoming an officer

- Article 134, Conduct, service discrediting and/or prejudicial to good order/discipline
- Article 134, Fraternization

- Article 134, Indecent language

- Article 134, Communicating a threat

Department of Defense Instruction 1304.33 addresses relationships between trainer/recruiters
and trainee/recruits. It specifically prohibits “personal, intimate, or sexual relationships including
those relationships conducted in person or via cards, letters, e-mails, telephone calls, instant
messaging, video, photographs, social networking, or any other means of communication.”

Additionally, Air Education and Training Command Instruction 36-2909 addresses recruiting,
education, and training standards of conduct. It specifically prohibits “engaging in personal,
social contact by any means. Prohibited contact includes, but is not limited to, personal, social
media contact, such as: e-mail, texting, Facebook, Twitter, and similar virtual social networks.”
The AETCI has been in place since December 2013. Officer Training School and AFROTC
provide training to cadets/trainees and cadre members/trainers on these instructions, both initially
upon arrival and then annually. Within AFROTC, the AFROTC/CC’s Commander’s Expectation
letter specifically addresses creating a work environment free from harassment and limits contact
on social media between cadre and cadets to official business only (i.e., the detachment’s official
Facebook or Twitter account).

I1. What, to date, are the cases of punishment/accountability relating to social media and
service members?

Since 2010, the AF has had 145 cases wherein social media was referenced in at least one charge
and the case was addressed (“punished”) via court-martial or an Article 15.

Other situations (e.g., bullying, hate speech, indecency) have been brought to the attention of the
Air Force Social Media Team by social media followers. Instances were passed from the Social
Media Team to the respective first sergeants for review and/or action.

I11. Do the Services actively review Service members’ social media accounts when
determining discipline?

Yes, in these instances:

- AFI 1-1, Air Force Standards: You should recognize that social network friends and
followers may potentially constitute relationships that could affect determinations in background
investigations and periodic reinvestigations associated with security clearances. (para 2.15.6)

- Command personnel, investigators, and legal office personnel frequently review social
media when evaluating a case or when considering an appropriate response; in fact, anecdotally,
many Air Force defense counsel warn their clients to “shut down” their social media sites in
order to limit the inadvertent disclosure of incriminating material to investigators.





IV. Can complaints of online harassment be brought to the Commanding Officer?

Any complaint of sexual harassment can be brought to the commander or through command
channels (e.g., to a supervisor, first sergeant, flight commander, squadron commander),
regardless of the form in which it occurred. Complaints regarding any type of harassment can
also be made to the installation Equal Opportunity Office, the Inspector General system, or
through law enforcement.

Members of the public can make complaints of harassment through official online websites or
social media, and recipients may pass them along through official command channels.

V. Are online harassment remarks addressed? If so, by what means are the Services
utilizing to address this?

Commanders may investigate and take appropriate action concerning an Airman’s on and off-
duty conduct, to include online harassment remarks. Commanders have a full range of
disciplinary and protective tools available to them. The disciplinary tools can include:
counseling/reprimand, Article 15, court-martial, involuntary separation, etc. The protective tools
can include: a no-contact order, an order to refrain from certain behaviors, an order to surrender
one’s off-base residence and move into the base dormitories, and pretrial restraint.

The Air Force Social Media Team investigates harassment complaints by gathering information
(e.q., screenshots, names, locations) from a sender/follower and using it to contact an Airman’s
first sergeant.

V1. Is there training or guidelines conveyed to recruits, both officers and enlisted? Is
refresher training given? If so, how often?

Air Force regulations, such as AFI 1-1, as well as the Air Force Social Medial Guide for Airmen
(http://www.af.mil/Portals/1/documents/SocialMediaGuide2013.pdf), provide guidance on
appropriate online conduct and related issues.

Starting February 2015, guidelines for using social media are presented to new Basic Military
Training graduates weekly. The Air Force Social Media Team provides a 30-minute presentation
to discuss considerations for OPSEC, appropriate conduct, and regulations.

Also, see the response to question one regarding DODI 1304.33 and the AETCI 36-
2909. Trainees, cadets, trainers, and cadre members all complete the required training under
these instructions both initially upon arrival and annually.

The OTS/AFROTC curricula do not specifically or directly address the "impact of social media
on military women." The curricula, however, includes several lessons that indirectly touch on the
issue. These lessons include: sexual harassment, equal opportunity, managing diversity, and
public relations and the media. The common thread running through each of these lessons is fair
treatment of others. The Public Relations and the Media lesson addresses the use of social media
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with a focus on the do’s and don'ts. The majority of these lessons are written at the
comprehension level of learning and include case studies which provide the students with the
opportunity to compare and contrast ideas and opinions in order to arrive at a greater
understanding of the material.

At the Air Force Academy, Public Affairs briefs every month at Newcomers Orientation and
holds training for cadets at least annually about what is and is not appropriate for social media.
SAPR also briefs cadets on sexual assault, healthy vs. unhealthy relationships, as well as brings
in additional training (ex. Sex Signals, Stalker Awareness Training).

Below info further describes Sexual Assault Prevention and Response education and
training from both the enlisted and officer accession sources to include how social media is
weaved into training:

Enlisted Recruiting: Sexual Assault Prevention and Response education and training begins as
soon as an Air Force applicant meets with a recruiter. Starting from first contact with a recruiter
and continuing through an Airman’s professional military education, the Air Force builds upon
established sexual assault prevention and response core competencies and learning objectives for
all training. Recruiters brief new recruits on the definitions of sexual assault, sexual harassment,
unprofessional relationships, maltreatment, poor training, and the requirement to report
misconduct in the recruitment phase. The recruiter’s goal is to ensure applicants understand that
the Air Force does not and will not tolerate these negative behaviors. The recruiters also ensure
new recruits understand the Air Force Sexual Assault Prevention and Response Program
reporting procedures should they happen to be subjected to or witness anyone carrying out these
offenses. To guarantee the message is received, the Air Force gives the same briefing again after
the recruits arrive at Basic Military Training. The sexual assault prevention and response
education continues at Basic Military Training, where 11.5-hours of core training focus on
gender diversity, sexual harassment, and sexual assault. Instructors engage new recruits in
discussions about how media, social media, and culture affect gender diversity, sexual
harassment, and sexual assault. Every trainee must review the Second Air Force Commanders
and Command Chiefs video on their rights and duties of a United States Air Force trainee in
Basic Military Training as well as a similar one in technical training.

New recruits who complete Basic Military Training then attend a Technical School for their
specific Air Force Specialty Code. In technical training new Airmen receive two-hours of
scenario-based, sexual assault response coordinator-led discussions along with a four hour block
of instruction based on scenarios they will face while in the community, classroom, dormitory,
and elsewhere. Examples where social media, texting, and drinking are used throughout training
to remain relevant and real to experiences the new recruits may face. Additionally, students are
now tested on content and procedures. Additionally, during another block of training conducted
by the Judge Advocate, information that emphasizes the policies and cases of unprofessional
relationships and sexual assault are shared to enhance education and awareness.

Upon arrival at their first duty station, newly enlisted Airmen attend a course of instruction at the
First Term Airman’s Center. The course facilitates an Airman’s transition from the training





environment to their first duty station. At the First Term Airman Center, Airmen learn about a
wide variety of installation-specific topics to include the installation’s Sexual Assault Prevention
and Response Program. Airmen are introduced to the installation sexual assault response
coordinator and given his or her contact information and receive a minimum of one-hour of
sexual assault prevention and response training. The sexual assault prevention and response
training concentrates on specific services offered by the installation, reporting avenues, first
responder and local law enforcement contact information, and ongoing awareness campaigns.
This venue allows for more discussion about the influence of culture and social media on
sexuality, gender expectations, and response to sexual assault. In addition, new Airmen receive
annual Sexual Assault Prevention and Response training along with the rest of the force. This
year’s annual training speaks directly to the influence of media and social media on gender
expectations and sexual assault.

Officer Accessions Training: Officers in the United States Air Force join the Air Force through
one of three avenues; The United States Air Force Academy, Reserve Officers Training Corps,
or Officer Training School.

United States Air Force Academy: The Air Force Academy is committed to the advancement
of values and behaviors required of military officers. The Air Force Academy is also dedicated
to increasing sexual assault prevention and response education, victim confidence associated
with reporting and victim support. To ensure a continuum of sexual assault training throughout
the four-year degree program at the academy, the curriculum was enhanced in 2013 with a
philosophy that within the first year, the cadet is a follower; second year a role model; third year
a worker/coach; and fourth year a leader.

e Asa follower, three and a half-hours are dedicated to content focusing on addressing
definitions, roles, policies, gender issues, safety measures and bystander intervention.

e Asarole model, two and a half-hours are dedicated to address content covering
consequences along with verbal and nonverbal communication of sexual cues. One
training uses a real life scenario that specifically involved social media and the harmful
outcomes related to gender expectations.

e Asaworker/coach, four-hours are dedicated to address prevention behaviors, victim
psychology, holding peers appropriately accountable, victim empathy, and helping
behaviors.

e Finally, as a leader, two and a half-hours are dedicated to focusing on legal implications
and leadership roles in preventing sexual assaults.

The academy conducts sexual assault prevention and response training via large group briefings,
small group facilitation, subject matter expert guest speakers, and leadership panels along with
peer facilitated scenario discussions. The discussion of social factors that influence the
continuum of harm and negative social norms are interspersed in training. These include sexism,
social media, hostility towards women, hostile masculinity, and gender expectations.





The Air University Holm Center manages these Air Force Officer Commissioning Programs.
The center sets the parameters within which Air Force officers must function for good order and
discipline, clearly establishes differences between acceptable and unacceptable behavior, and
emphasizes the consequences of not adhering to stated policies regarding acceptable behavior.
Special emphasis is placed on ensuring faculty members and newly commissioned second
lieutenants are fully aware and accepting of the Department of Defense standards on sexual
assault prevention and response. The Air Force Reserve Officer Training Corps and Officer
Training School Programs lay the foundation for sexual assault prevention and response for these
officers.

Air Force Reserve Officer Training Corps: This officer accession source is a college program
offered at more than 1,100 colleges and universities across the United States. To ensure a
continuum of sexual assault prevention training throughout the Air Force Reserve Officer
Training Corps Program, the following content is presented in a three-hour block of instruction
each semester.

e An explanation of the Sexual Assault Prevention and Response Program to
include: definitions of sexual assault, consent, and confidentiality; risks
associated with alcohol use; the roles of a perpetrator, facilitator, bystander and
victim; the wingman concept; the effects sexual assault can have on a unit’s trust
and cohesion; the importance of empathy to a victim; and how gender relations
and sexism can impact trust and mission accomplishment.

e A case study addressing how to handle a sexual assault from both the victim and
leadership standpoints as well as inappropriate relationships among military
members.

During a cadet’s field training encampment, which occurs between their sophomore and junior
year, cadets receive a visit from the Maxwell Air Force Base Sexual Assault Response
Coordinator. The sexual assault response coordinator discusses his or her role and
responsibilities during the encampment, and a victim advocate’s role in supporting a sexual
assault victim. The sexual assault response coordinator is available during the encampment to
discuss sexual assault reporting options and to answer cadet questions about the Sexual Assault
Prevention and Response Program. In the summer of 2014, the field training encampment
Sexual Assault Prevention and Response Curriculum incorporated “Sex Signals”, a traveling
sexual assault awareness production. The inclusion of this production into field training enables
the Air Force to educate future officers on dating, sex, and the core issue of understanding
consent, which is vital to Air Force prevention efforts.

Officer Training School: Officer Training School is a rigorous, nine-week program designed to
challenge a person both mentally and physically. Similar to the Air Force Reserve Officer
Training Corps, Officer Training School candidates receive Air University Holm Center-
developed training. Officer candidates receive three hours of dedicated sexual assault prevention
and response training, primarily taught during the introductory phase of the course and
reemphasized throughout. The sexual assault prevention block of instruction is similar to the Air
Force Reserve Officer Training Corps semester training. A summary of the curriculum is shown
below.






e The sexual assault response coordinator responsibilities and availability while in
training and the role of the victim advocate.

e A visit by the Maxwell Air Force Base Sexual Assault Response Coordinator to
further discuss the sexual assault program to include restricted and unrestricted
reporting as well as to answer questions.

e An explanation of the Sexual Assault Prevention and Response Program to
include definitions of sexual assault; consent; confidentiality; risks associated
with alcohol use; the roles of a perpetrator, facilitator, bystander and victim; the
wingman concept; the effects sexual assault can have on a unit’s trust and
cohesion; the importance of empathy to a victim; and how gender relations and
sexism can impact trust and mission accomplishment.

e A case study addressing how to handle a sexual assault from both the victim and
leadership standpoints as well as inappropriate relationships among military
members.

e A student assessment completed at the end of Officer Training School.

Newly commissioned officers continue their education and training in Sexual Assault Prevention
and Response as they enter their first assignment by attending mandatory annual training and
through their continued professional military education. Different mandatory and ancillary
training addressing sexual assault prevention and response give opportunity to address issues of
media literacy, social media, gender roles and expectations, and social factors that influence our
response and potential to prevent social violence.
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AIR FORCE SOCIAL MEDIA GUIDE

Introduction to
Social
Media

This guide will help you networking. It's an efficient
share information effectively ~ way to keep in touch with
while following Air Force friends and family, and it's
instructions and protecting how many people get their
operations security. These entertainment, connect with
simple, easy-to-follow tips people over common

will help you use social interests and receive news.
media in your professional You are encouraged to
and personal life. This guide  use social media to share
is for informational purposes  your experiences as an

only and does not replace Airman. You can contact your

official Air Force policy. local public affairs office to
People of all ages use see if they can share your

social media daily. Accord- story, or you can publish

ing to December 2012 Pew information on your social

Internet Project data, 67% media accounts. Whether

of adults who are online
participate in social

you're sharing information
with just your close friends

"Social media not only serves
as a way to communicate
internally with our Airmen,

but also as a means to tell the

story of our Airmen to external
audiences who themselves

are actively engaged in social

networks.”

Chief Master Sgt. Brian Hornback
Air Force Global Strike Command
Command Chief Master Sergeant

Introduction

and family or sharing it
with the world in a YouTube
video or a blog, you're
informing people on what
it's like to be a part of the
world’s greatest Air Force.
Your stories might inspire
someone to join the Air
Force, support the Air Force,
comfort a parent or spouse,
improve morale or correct
inaccurate information.

Air Force families may
want to use social media to
keep in touch with deployed
Airmen, network with other
military families and share
stories on social media.

People can feel comfort-
able about using social
media and letting their
Airmen use social media.
It's one of the many tools
available to communicate
information, and it has a
value-added capability of
promoting interaction.

If you would like more
information about using
social media, contact the
Social Media Division at the
Air Force Public Affairs
Agency at afpaa.hq.
socialmedia@us.af.mil or
(210) 395-1795; DSN 969-
1795.
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Social media and
social networking
have evolved to
become the primary
communication
methods used by
today’s Airmen,
families and leaders.
The dynamic nature
of social media lets

about who is posting
information on behalf
of senior leaders. If
you're using social
media to keep in
touch with family and
friends, it might not
make sense to allow
subordinates access
to your personal

people interact with - - accounts. Air Force
diverse audiences OC'a e 'a Instruction 1-1, Air

in an informal and
transparent environ-
ment. It's an avenue
for leaders to help
shape conversations about their units and
missions and connect with people on a
personal level.

Commanders at major commands will
use different social media strategies and
social networking tools than wing-level
commanders. Base public affairs represen-
tatives can create a tailored approach to
balance the needs of senior leaders with
the needs of key audiences. Remember that
social media is not intended to push infor-
mation —it's for sharing interesting content
and building relationships with online fol-
lowers. Social media channels help bridge
the information gap for people who know
very little about the military in general.

When using social media in an
official capacity, it's important to be honest

LA L AN S .\

for Leaders

Force Standards,
outlines how leaders
can use social
networking sites.

All leaders are reminded to maintain
appropriate communication and conduct
with enlisted personnel, peers, superiors
and subordinates (to include civilian
superiors and subordinates). If your
personal social media accounts are
publicly viewable and show your Air Force
affiliation, consider what your photos,
videos, posts and comments say about
you, your values and beliefs and the image
you portray of the Air Force.

Air Force leaders can encourage their
Airmen to tell their unique Air Force
stories. They can also work with their local
public affairs office to use social media
channels to communicate with their
Airmen, stakeholders, news media,
families, local community and the public.

Encourage Airmen to tell their

unique Air Force stories

Be honest about your unit and mission
(without violating OPSEC)

Keep your interactions conversational and
informal, yet professional and tasteful

AIR FORCE SOCIAL MEDIA GUIDE

Social Media for Airmen

In general, the Air Force views social media sites positively and respects your rights as Americans
to use them to express yourself. However, by the nature of your profession, you are always on the
record and must represent our core values. Air Force Instruction 1-1, Air Force Standards, outlines
how Airmen should conduct themselves on social networking websites. Here are a few things to
remember when communicating online via social media as an Airman:

You are personally responsible for what

you say and post on social networking
services and any other medium.

E Consider how a post can be interpreted by
the public. Be cautious about crossing the

line between funny and distasteful. If you
have doubts about whether you should
post something, err on the side of caution.
If the post in question concerns the Air
Force, discuss the proposed post with your
supervisor or your local public affairs office.

m Maintain appropriate communication and
conduct with officer and enlisted
personnel, peers, superiors and

subordinates (to include civilian superiors
and subordinates).

When posting on social media platforms like Twitter,

|_| a S htag S Facebook, Instagram, Flickr, etc., you can use hashtags

to help tell your storyto a wider audience.

What's a hashtag?

A hashtag categorizes topics in social media. The hashtag
symbol “#" is used before a keyword or phrase (no spaces).
You can follow specifichashtag topics to see a consolidated
list of relevant posts by other social media users.

How:can Airmen use hashtags?
You can use a hashtag to mark keywords or topics:

What Air Force hashtags should | use?
The Air Force uses #AirForce, #Airmen and #USAFE.
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Social Media for Families

As a family
member, you are
integral to the
success of the Air
Force. Without your
support, Airmen
wouldn't be able to
accomplish the great
work they do every
day. The Air Force
stories you share on
social media help
maintain the morale of
Airmen and educate
the public about the
Air Force. You're
encouraged to use
social media to talk
about the Air Force and
keep in contact with
the Airmen in your life.
However, you should use it
safely and effectively.

It's important for Airmen
and their families to
identify and safeguard critical
information about military
operations. Be cautious about
sharing personal information
or communicating with people
over social media. Posting too
much information could
jeopardize the security of
Airmen and missions. If you
wouldn't want to see the
information on the news, do
not post it on the Web.

Social content shared by
Airmen and families is a major
target for those looking to
gain access to sensitive
information in order to
impersonate, blackmail or
intimidate. While there is
a definite benefit to using
social media, be wary of the
details you provide.

- Don't post the exact
whereabouts and activities of
deployed Airmen.

How can | share my experiences
as an Air Force family member?

Blog about what it’s like to have
an Airman in the family or give

tips about military life

Post photos of places you've
visited while in the military

Share photos of your Airman’s

Basic Military Training
graduation

Share an Air Force article about

your Airman’s achievements

- Be general about the
dates and locations
concerning an Airman’s trip
arrival and departure.

- Don't make your
vacation dates public on
social networks. Criminals may
track your activities and know
exactly when to break into
your home while you're on
vacation.

- Don't publicly post
exactly how long your
Airman will be gone on a trip
or deployment.

- Be careful about publicly
posting children’s photos,
names, schools, ages and
schedules.

- Consider the image you
portray on social media. Think
before you share information
that could jeopardize you
and your Airman's career or
reputation.

- Let children know they
should seek help for
cyber-bullying.

You're encouraged to use
social media to engage in
support networks, such as
spouse’s clubs, event
committees, child care groups
or local civic activities. These
groups are not considered
official Air Force social media,
and you don't need
permission to form a group
of your own. You may want
to limit the membership
and visibility of the group to
help protect the information
exchanged.

You may also want to
follow the main Air Force
social media accounts (listed
on page 14), your local base’s
accounts or the accounts
of your Airman’s base for
the latest information on
the work your Airman does.
You can help support their
specific missions by sharing
their social media content
and experiences with your
followers and friends.

5
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Emerging Social Media Trends

updates using photos, graphic illustrations
and videos. Social networking websites
are optimizing their designs to focus
more on photos and video to allow users
to tell their stories visually. According

to Facebook, its news feed emphasizes
visual content to make it more
aesthetically appealing.

More social sharing options

Blogs, status updates,
tweets, pins, videos, photos
and podcasts are used to
share thoughts and ideas
with global social media
users. The emergence of
social sharing brings

together all of these communication

products to provide Airmen and the
general public with multiple avenues for
discussing trending topics. Some of the
latest social sharing sites that have gained
popularity this year are Pinterest, a social
"visual-bookmarking"” site, and Vine, a
video platform for Twitter that lets people
create and share 6-second videos.

Visual content reigns supreme
Social media conversations have
morphed from text-based posts to status

Mobile, tablet applications booming

Telephones have evolved
into modern multi-
functional smartphones
capable of taking photos
and videos that can be
uploaded to many social
networking websites. Social
apps are helping mobile and tablet users
connect with friends and family members
so they can share real-time information
from any location.

w
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Common Social Media Platforms

Social networking
Promotes social interac-

tion among users through

posts, commentaries,

links, photos and videos

(e.g. Facebook, Google+,

MySpace).

Microblogs

People share content in
a limited message format
using status updates, links,
photos and videos (e.g,,
Twitter, Tumblr).

Blogs

Websites with regular
entries of commentary,
descriptions of events
or other material such as

graphics or video (e.g.,
WordPress, TypePad).

Video sharing

Provides a location
where users upload, share
and view videos (e.g., You-
Tube, Vimeo, Vine).

Photo sharing

Uses a website to host
and share images (e.g.,
Flickr, Instagram).

Location-based social
networks

Allows users to check-in
and connect with people
as they explore a particu-
lar place (e.g., Foursquare).

Social news/bookmarking

A forum where users
share social news trends.
It's common to see social
news feeds combine social
bookmarking on news-
related items. This allows
users to manage specific
content according to pref-
erence (e.g., Reddit, Digg,
Delicious).

Visual bookmarking

A unique platform that
uses a "visual” bookmark
feature to allow users to
share Web links to infor-
mation through imagery
(e.g. Pinterest, Fancy,
StumbleUpon).
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No classified information
Don't post classified, sensitive or

For Official Use Only information

(for example, troop movement,

force size, weapons details,

etc.). If in doubt, talk to your

supervisor or security manager.

Stay in your lane

Discussing issues related
to your career field or personal
experiences are acceptable and
encouraged, but you shouldn't
discuss areas of expertise where you
have no firsthand, direct experience or
knowledge.

Obey applicable laws

You must keep federal law,
Department of Defense directives and
instructions, Air Force instructions and
the Uniform Code of Military Justice
in mind when using social media in
official and unofficial capacities. As an
Airman, you are on duty 24 hours a day,
365 days a year.

argue, just correct the record.

@ Beaware of the image you present

Differentiate between opinion and Any time you engage in social me-

official information dia, you're representing the Air Force.
Yes, tell them what you think...just Don't do anything that discredits you or

make sure you state that this is your our service.

opinion and not that of the organiza-

tion. e Be cautious with information sharing

Maintain privacy settings on your
social media accounts, change your
passwords regularly and don't give out
personally identifiable information. Be
cautious about the personal details you
share on the Internet.

Use your best judgment
What you write may have serious
consequences. Once you post
something on social media, you can't
“get it back.” Even deleting the post
doesn't mean it's truly gone. Ultimately,
you bear sole responsibility for what o Avoid the offensive
you post. Don't post any defamatory,
libelous, vulgar, obscene, abusive,
profane, threatening, racially or
When you see misrepresentations ethnically hateful or otherwise
made about the Air Force in social offensive or illegal information or
media, you may certainly identify and material.
correct the error. Always do so with
respect and with the facts. When you @ Don’t violate privacy
speak to someone who has an Don't post any information that
adversarial position, make sure what would infringe upon the proprietary,
you say is factual and respectful. Don't privacy or personal rights of others.

Replace error with fact
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Don’t violate copyright
Don't post any information or
other material protected by copyright

without the permission of the copyright

owner.

Don’t misuse trademarks

Don't use any words, logos or other
marks that would infringe upon the
trademark, service mark, certification
mark or other intellectual property
rights of the owners of such marks
without owner permission.

* The Air Force Symbol visually
represents our service's brand
identity. To use the Air Force Symbol on
a social media platform, you must
follow display guidelines found at
http://www.trademark.af.mil.

No endorsements

Don't use the Air Force name to
endorse or promote products, political
positions or religious ideologies.

No impersonations

Don’t manipulate identifiers in your
postin an attempt to disguise, imper-
sonate or otherwise misrepresent your
identity or affiliation with any other
person or entity.

Don’t promote yourself for personal or

financial gain

Don't use your Air Force affiliation,
official title or position to promote,
endorse or benefit yourself or any
profit-making group or agency. For
details, refer to the Code of Federal
Regulations, Title 5, Volume 3, sec.
2635.702, Use of Public Office for
Private Gain, in the Joint Ethics
Regulation or Air Force Instruction 35-
101, Public Affairs Responsibilities and
Management.

Follow terms of service

Become familiar with each social
media site’s terms of service and
follow them. For example, having two
personal profiles on Facebook violates
their terms of service.

geotagging?

Geotagging adds geographical
identification data to photos,
videos, websites and text
messages through location-
based applications. This
technology helps people find
images and information based
on a location from a mobile
device or desktop computer.

How should
Airmen use

geotagging?

Airmen should be cautious
when enabling the geotagging
feature on mobile, location-
based apps because they
could potentially create
personal and operational
security risks. Disable
geotagging at sensitive or
deployed locations.
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How can Airmen
tell their stories SCENARIO

Senior Airman Joe Smith has
been a C-130 crew chief for

Via SOCial media? three years. He is proud of his

service and uses social media to
Airmen already use social media to tell their tell others about his Air Force job

friends and families about their Air Force IO B R G
uses Facebook, Twitter,

experiences, but what are the best ways for YouTube and Flickr to tell
sharing text, photos and video on Facebook, his Air Force story.
Twitter, YouTube and Flickr? Read the fictional
scenario below to see how one Airman
leverages these social networking sites to do
his part in telling the Air Force story.

YouTube ]

1. Uses interesting video that
highlights mission.

2. Uploads a three-minute video,
which is the ideal length.

3. Video includes good description,
title, tags and keywords.

4. Video resolution is 720p or 1080p.

Flickr [0

1. Uses action shot.

2. Includes relevant and descriptive
tags that will help users find the
photo through search engines.

3. Photo has caption identifying Air
Force people and resources.

4. Photos don't violate regulations or
compromise OPSEC.

9 AIR FORCE SOCIAL MEDIA GUIDE

Facebook &

Joe Smith

Just returned from a humanitarian mission delivering 50 tons of food and
water to people 6,000 miles away. Feels good to be able to help people and
be a crew chief in the Air Force! View my photo album from our trip and
check out Ramstein Air Base's page to learn more about C-130s!

Smith humanitarian mission photos

5 minutes ago - Like - Comment - Share
Post with photo album attached

1. Discusses mission in general terms (no specific dates, locations or OPSEC
violations).

2. Tags Ramstein Air Base to link readers to the base’s official Facebook page.

3. Attaches album of releasable photos (call your local public affairs office for
more guidance on releasable photos).

4. Keeps post brief and concise for mobile and tablet users.

5. Uses enthusiastic and positive messages to describe his job and experience.

Joe Smith
Feel great after delivering 50 tons of food during our #C130 mission with
@TeamRamstein! http://go.usa.gov/29xz #AirForce

Tweet

Joe Smith
RT @TeamRamstein delivers 50 tons of food during humanitarian mission
http://go.usa.gov/29xz #AirForce #C130

Retweet

1. Keeps tweet under 125 characters to allow followers to retweet his post
(140 characters is the maximum allowed on Twitter posts including hyperlinks).

2. Mentions “"TeamRamstein” using @ symbol to link readers to Ramstein’s
official Twitter page.

3. Uses shortened URL (e.g., http://go.usa.gov) to save characters.

4. Links tweet to Air Force's official hashtag by using # symbol (hashtags help
group tweets by keywords and topics).

5. Retweets a tweet from Ramstein to give followers more information about
the mission.
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Frequently

Asked
Questions

Q: Who do | contact if | want to set up a base organization Facebook page/
group?

A: The official base page should be limited to wing-level or higher. This allows the
official page to display all relevant base information on one cohesive space, rather
than having the information spread out among several pages. Closed groups are
permitted for smaller, more specific organizations such as the base’s Company Grade
Officers’ Council, but it is always advised to keep your local public affairs office
informed of such groups.

Q: How do | get my information out to my base or official Air Force social
media platforms?

A: Public affairs offices love to hear from their Airmen and families about potential
stories or military-related events. They can assist you with coverage and share your
stories when appropriate. However, public affairs offices are not allowed to advertise
or appear to make official endorsements, so there are limitations to their support. For
sharing material with the official Air Force Facebook, Twitter, Blog or other platforms,
contact your local public affairs office.

Q: What regulations apply to an Airman using social media platforms?

A: All regulations that normally apply—you are always an Airman. You represent the
Air Force in all of your words and actions. Simply put, as a member of the military, you
are held to a higher standard than your peers. This applies to photos involving alcohol
or risky behaviors, sharing questionable or inappropriate material, and speaking
disrespectful words in violation of the UCMJ. Always consider the consequences
before you send your post into cyberspace. You are ultimately responsible for what
you post. You are entitled to your opinions, but be clear in your statements that you
are expressing your own opinions and not those of the Air Force.

Q: Am | allowed to develop a mobile application?
A: Any Airman who develops an app for official purposes must consult with his or
her supervisor and the AFPAA Social Media Division for guidance.

Q: Can | post photos or videos of myself in uniform on social media?

A: Airmen can post photos or videos of themselves on their personal social media
pages as long as they do not imply endorsement of commercial or non-profit
organizations and comply with Air Force Instruction 36-2903, Dress and Personal
Appearance of Air Force Personnel.
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Q: Am | allowed to access social media sites while | am at work?

A: Yes, social media sites can be accessed for official purposes, and wing
commanders or equivalents are responsible for publishing local policy and guidance
defining authorized personal use of social media in the workplace. In general, Air
Force members are not prohibited from accessing personal social media accounts at
work. However, the following must be remembered:

- Personal accounts are not covered by the terms of service agreements
established with the Department of Defense. The DOD is not responsible for
individual obligations or agreements established during personal use.

- Do not use official contact information to establish personal accounts. Personal
accounts should be established using personal telephone numbers and/or email
addresses.

- Personal accounts should not be used to conduct official DOD communication,
except when official communication channels are not available. Personal accounts
may be used to participate in professional networking, development and collaboration
related to, but not directly associated with, official mission.

Q: What do I do if someone creates a fake social media presence?
A: If there is a fake account, you may report it to the social media platform’s help
section, or you can contact AFPAA for help at afpaa.hqg.socialmedia@us.af.mil.

Q: What should | do if I am contacted by media members through my private
social media account(s)?

A: Airmen should refer the media to their base public affairs office, and spouses
may contact a local public affairs office for assistance. It is not appropriate for media
members to solicit opinions or official quotes through social media without first
working through public affairs. You are not obligated to answer their questions;
however, if you are interested in completing an interview, your public affairs office
will be able to assist you with preparing and setting up a formal interview.

Q: What should I do as a family member if | see sensitive information posted
on social networking sites?

A: If you find that someone has posted sensitive information on a social media
platform, politely ask the individual to remove/edit his or her post. If unsuccessful,
you can contact your local public affairs office or use your family member’s chain of
command for assistance.

Have more questions? Contact your local
public affairs office or email us at

afpaa.hq.socialmedia@us.af.mil

AIR FORCE SOCIAL MEDIA GUIDE Q





LESIEVEYEY]

References

The following DOD and Air Force publications contain information to
consider when using social media. DOD Web policies are viewable at
http://www.defense.gov/webmasters, and Air Force instructions are accessible

at http://www.e-publishing.af.mil.

DODI 8550.01, DOD Internet Services and Internet-Based Capabilities: Covers
applicability, definitions, policy, responsibilities and releasability regarding

Internet-based capabilities.

AFI 35-101, Public Affairs Mission: Covers the overall public affairs mission and

how to correctly implement it.

AFI 35-107, Public Web Communications: Addresses the Public Web and Social

Media programs.

AFI 35-113, Internal Information: Section 15 covers social media.

AFl 33-129, Web Management and Internet Use: Details proper and improper

uses of Internet-based capabilities.

New social media terms

Here are a few new terms used on
social media platforms like Facebook,
Twitter, Google+ and Pinterest.

Circles - Groups and organizes
friends, colleagues and acquaintances
on Google+.

Hangout - Video service on Google+
that

allows you to video chat with up to 10
Google+ users at a time.

Internet Meme -

An idea or
concept that is
shared be-
tween people
online.

Pin - An image or

video added to a Pinterest board and
shared with other users.

Board - Organizes pins on Pinterest by
topic.

Timeline - Area on your personal
Facebook account that allows you to
display photos, videos and posts by
event date.

Twitter chat - Discussions that
occur on Twitter around a
specific hashtag. They
occur at a specified
date and time. For
example, the Air
Force has used
#USAFchat on
several Twitter
chat topics.

13

AIR FORCE SOCIAL MEDIA GUIDE

Download this
social media
guide online!

http://1.usa.gov/Y79V9c
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Information Paper

Subject: RESPONSE TO DACOWITS REQUEST FOR INFORMATION: SOCIAL MEDIA USAGE

1. Purpose. To provide response to the Defense Advisory Committee on Women
in the Service (DACOWITS) in preparation for the upcoming quarterly meeting
to be held 11-12 March 2015.

2. Background. Specific questions: “What are the Services” current policies
regarding social media usage? Are there any policies specifically addressing
social media and sexual harassment? What, to date, are the cases of
punishment/accountability relating to social media and service members? Do
the Services actively review Service member®s social media accounts when
determining discipline? Can complaints of online harassment be brought to the
Commanding Officer? Are online harassment remarks addressed? If so, by what
means are the Services utilizing to address this? Is there training or
guidelines conveyed to recruits, both officers and enlisted? Is refresher
training given? If so, how often?"

3. Discussion
a. What are the Services” current policies regarding social media usage?

The Marine Corps” policy in outlined in Marine Administrative Message 365/10
(SOCIAL MEDIA GUIDANCE - UNOFFICIAL INTERNET POSTS. Marines must use their
best judgment at all times and avoid inappropriate behavior that could bring
discredit upon themselves, their unit, and the Marine Corps. This includes
posting any defamatory, libelous, abusive, threatening, racially or
ethnically hateful or otherwise offensive or illegal content. Training is
conducted on social media practices and techniques to ensure Marines and
leaders are aware of the impact on the command®s information program.
Additionally, Public affairs officers conduct unit-level training on a
variety of topics.

Violations of federal law or DOD or Marine Corps regulations or policies may
result in disciplinary action under the Uniform Code of Military Justice.
The unit commander is responsible for the discipline of the individuals in
the unit.

b. Are there any policies specifically addressing social media and
sexual harassment?

(1) Marine Administrative Message 365/10- SOCIAL MEDIA GUIDANCE -
UNOFFICIAL INTERNET POSTS

(2) Marine Corps Order 1000.9A (Sexual Harassment)
(3) Additionally, the "Social Media Handbook"™ can be found on the

USMC home page at the following link:
http://www._marines.mil/News/SocialMedia.aspx

All cover the use of inappropriate language, bullying, and harassment.



http://www.marines.mil/News/SocialMedia.aspx



c. What, to date, are the cases of punishment/accountability relating to
social media and service members?

Except for a few specific exceptions, the USMC does not categorically track
disciplinary infractions. Commanders are responsible for tracking misconduct
in their command.

d. Do the Services actively review Service member®"s social media
accounts when determining discipline?

Yes, to the extent permitted by law. Decisions regarding the appropriate
disciplinary action will depend on a commander®s thorough review of all
relevant facts, which may include the content of the service member®s social
media posts.

e. Can complaints of online harassment be brought to the Commanding
Officer?

Yes. The Marine Corps takes allegations of harassment very seriously and
encourages all service members to report cases of suspected online harassment
to their chain of command and/or appropriate law enforcement agency.

f. Are online harassment remarks addressed? If so, by what means are the
Services utilizing to address this?

Yes, when the Marine Corps can determine the identity of the individual who
made the comments. The Marine Corps is committed to upholding and protecting
the dignity of all U.S. Service Members. Marines who believe they have been
harassed, humiliated, demeaned, or otherwise harmed by other service members
via social media should immediately report this activity to their chain of
command. The appropriate administrative and legal remedies will vary
depending on the facts and circumstances of each case.

g- [Is there training or guidelines conveyed to recruits, both officers
and enlisted? Is refresher training given? If so, how often?"

CG Training Command has promulgated written guidance on the acceptable use of
social media. Additionally, there is one hour of formal classroom training
plus guided discussions conducted for recruits. Officer candidates receive
10+ hours of ethics and core values training to include Equal Opportunity and
inclusiveness, but no formal training on social media itself. Annual
training requirements for all Marines includes MarineNet courseware that
contains social media usage as one of the topics.

Prepared by: B. Canepa, Maj, Policy Analyst, HQMC (703) 784-9386
Approved by: B. Reilly, Col, Military Policy Branch Head, HQMC (703) 784-9387





Impacts of Social Media on Military Women

The Committee requests a written response from the Services on the following:

=

What are the Services current policies regarding social media usage?

2. Are there any policies specifically addressing social media and sexual harassment?

3.  What, to date, are the cases of punishment/accountability relating to social media and
service members?

4. Do the Services actively review Service member’s social media accounts when determining

discipline?
5. Can complaints of online harassment be brought to the Commanding Officer?
6. Are online harassment remarks addressed? If so, by what means are the Services utilizing to
7. address this?
8. Isthere training or guidelines conveyed to recruits, both officers and enlisted? Is refresher
training given? If so, how often?
Civil Rights Directorate (CRD) - DACOWITS Response for Information
1. Outside of CRD’s AOR
2. The current Anti-Harassment and Hate Incident (AHHI) policy (attached), does not specifically

address the use of social media as an avenue for perpetrating sexual harassment. However, the listed
examples of prohibited behaviors within the policy are not exhaustive. Therefore, we do not preclude
the commission of sexual or non-sexual harassment via social media as a form of prohibited behavior.

3. In the near future, CRD will acquire a database to accurately document and analyze incidents
and outcomes for harassment claims reported through the AHHI process.

4, Outside of CRD’s AOR

5. Yes. All military and civilian employees may utilize the CG Anti-Harassment & Hate Incident
(AHHI) process by bringing forth complaints of harassment to their respective Commanding
Officer/Officer in Charge (CO/OIC). The AHHI process provides Command Level determination of
corrective action, based on the findings of the investigation.

6. Yes. All reports/complaints of harassment are required to be promptly addressed. The CG
Anti-Harassment and Hate Incident (AHHI) program is driven by the USCG - CRD, yet operationally
decentralized, giving commanders the flexibility to take immediate action for Anti-Harassment
situations that occur in their respective AORs.

8. All CG personnel receive AHHI policy and procedure training. The training is a core element
within the mandated Civil Rights Awareness training which occurs biannually.





Anti-Harassment & Hate Incident Procedures Policy

(Excerpt from the Coast Guard Civil Rights Manual, COMDTINST M5350.4C, Chapter 2, Section C)

Introduction

The purpose of this policy is to prescribe procedures, in accordance with the
Coast Guard and DHS Anti-Harassment Policy, for combating harassment
in the U.S. Coast Guard and to promptly correct any harassment that occurs.
This policy also prescribes additional notification procedures for conduct
that would constitute a hate incident. The Coast Guard continually strives
to meet the highest standards of personal respect by valuing human dignity
and diversity in accordance with our core values of honor, respect, and
devotion to duty. In order to meet this objective, every commander,
manager and supervisor must be personally committed to and responsible
for the fair and equal treatment of all Coast Guard personnel and to those
with whom it interacts. To this end, the Coast Guard’s goal is to safeguard
the workplace environment so that no member of the workforce shall be
subject to physical or verbal harassment, abuse or violence based on an
individual’s race, color, religion, sex, national origin, age, disability, genetic
information, sexual orientation, marital status, parental status, political
affiliation or any other basis protected by law.

Regional, zone, and sector commanders, commanding officers of logistics
and service centers, commanding officers of headquarters units, deputy and
assistant commandants for directorates, Judge Advocate General and special
staff elements at Headquarters shall ensure compliance with the provisions
of this policy.

The Coast Guard is committed to providing an environment free of
harassing behavior for all of its members and employees. The Coast Guard
provides all of its members and employees the opportunity to achieve their
full potential in order to improve unit cohesion, military readiness and
mission execution. The Coast Guard will not tolerate retaliation against any
employee for reporting harassing conduct under this or any other policy or
procedure, or for assisting in any inquiry about such a report. Harassment is
a violation of Coast Guard core values and will not be tolerated and
employees will be protected should retaliation occur.

Despite ample public and private efforts in the United States over the past
100 years, harassment still occurs. As a military, multi-mission, maritime
service performing a broad range of services to a diverse nation, these types
of incidents go against everything the Coast Guard stands for and are
contrary to applicable laws and regulations. The Coast Guard has
determined that the most effective way to limit harassing conduct is to treat
it as misconduct, even if it does not rise to the level of harassment
actionable under civil rights laws and regulations. In the usual case, a
single utterance of an ethnic, sexual, or racial epithet that offends an





a. Defining
Harassment

b. Whistleblower
Protection

¢. Commandant
Directive

employee would not be severe enough to constitute unlawful harassment in
violation of federal law; however, it is the Coast Guard’s view that such
conduct is inappropriate and must be stopped.

Prohibited Harassment is defined as including, but not limited to,
unwelcome conduct, whether verbal, nonverbal, or physical conduct that
has the purpose or effect of unreasonably interfering with an individual's
work performance or creating an intimidating, offensive, or hostile
environment on the basis of an individual's protected status, which includes:
race, color, religion, sex, national origin, age, disability, genetic
information, sexual orientation, marital status, parental status, political
affiliation, or any other basis protected by law. Among the types of
unwelcome conduct prohibited by this policy are epithets, slurs,
stereotyping, intimidating acts, and the circulation or posting of written or
graphic materials that show hostility toward individuals because of their
protected status. Acts of physical violence, and actual, implied, or veiled
threats of violence, are forms of prohibited harassment. Any form or
manner of threatening or provoking remarks or threatening gestures in the
workplace is also prohibited.

Sexual Harassment is a form of prohibited harassment. For additional
guidance with respect to incidents of sexual harassment, please refer to the
Sexual Harassment Prevention Policy (Chapter 2, Section C, Part 2).

It is prohibited to retaliate or harass an employee or applicant because of
disclosure of information by that individual that is reasonably believed to
evidence violations of law, rule or regulation, gross mismanagement, gross
waste of funds, an abuse of authority, or a substantial and specific danger to
public health or safety, unless disclosure of such information is specifically
prohibited by law and such information is specifically required to be kept
secret by executive order in the interest of national defense or the conduct
of foreign affairs.

Individuals who believe they may have been victims of whistleblower
retaliation may file a written complaint (Form OSC-11) with the U.S. Office
of Special Counsel, 1730 M Street N.W., Suite 218, Washington, DC
20036-4505.

All members of the Coast Guard are charged to “bring harassment or
misconduct of a harassing nature to the attention of their supervisors or
anyone in their supervisory chain.” Every Commander, CO/OIC, manager,
and supervisor is directed to be accountable for maintaining a work
environment in which harassment is not tolerated and for taking proactive
measures to prevent any form of illegal discrimination or harassment.





d. Harassment
Complaint
Procedures

Every employee and military member is responsible for responding to and
eliminating prohibited harassment in the Coast Guard. The specific actions
required vary based on position and authority. All Hands are prohibited
from conducting harassing behavior of any type.

Everyone is encouraged to inform any person engaging in harassing
conduct that the conduct is unwelcome.

Reporting Procedures for Victims and Witnesses:

1.

Any victim or witness of prohibited harassment is encouraged to
report the inappropriate conduct to their chain of command. All
Hands are required to ensure protection of confidentiality to the

extent possible.

Alternatively, anyone may report prohibited harassment to any
Coast Guard Civil Rights Service Provider (CRSP) and/or the Civil
Rights Directorate (CRD). For conflict of interest matters, CRSPs
may only consult the chain of command upon approval by Director
of Civil Rights or his/her designee.

Persons whose complaints are not promptly investigated may
contact the Coast Guard CRD at (202) 372-4524.

Reports of harassment will be treated as confidential to the extent
possible and consistent with good order and discipline. The Coast
Guard does not tolerate retaliation against any individuals for
reporting harassment or assisting another individual in reporting
harassment.

Filing a harassment complaint does not replace, substitute, or satisfy
the separate requirements for filing a Discrimination Complaint,
negotiated grievance, merit system protection board appeal or other
statutory grievance procedure.

Supervisors & Managers are required to stop harassing behavior and report
such activities via the procedures outlined above.

Commanders of Coast Guard Units are required to take the following steps
upon notification of a complaint of prohibited harassment. They must:

1.

Take appropriate actions to ensure safety of victim, including
contacting local law enforcement, base security forces, or
emergency medical care if necessary.

Notify the CRSP and/or the Regional Civil Rights Manager having





jurisdiction over the complainant’s geographical location.

Notify Coast Guard Investigative Service (CGIS) or other law
enforcement agencies if required under Mandatory Reporting of
Incidents to Coast Guard Investigative Service and Requesting
Investigative Assistance, COMDTINST 5520.5E. For example,
Commanders are required to report harassment incidents that
involve a Uniform Code of Military Justice (UCMJ) violation or
violation of Federal Criminal Law to CGIS. If notification of CGIS
or another law enforcement agency is required, then processing of
the complaint in accordance with these procedures will be held in
abeyance for five (5) business days to provide time for notification
of the appropriate investigative agency and for that agency to inform
the Commander whether it intends to pursue an investigation. If
CGIS, or other law enforcement agency, responds that they will not
investigate, or do not respond within five (5) business days, the
Commander will continue processing the complaint under these
procedures. If CGIS, or other law enforcement agency, informs the
Commander that they will investigate, the Commander may
continue to process the complaint under these procedures with the
concurrence of CGIS, or other law enforcement agency. On the
other hand, if CGIS, or other law enforcement agency, does not
concur with the simultaneous processing of the complaint, the
Commander must either: (1) hold processing the complaint in
abeyance until CGIS, or other law enforcement agency, concurs
with the complaint proceeding; or (2) inform CGIS, or other law
enforcement agency, in writing of the decision to proceed with
processing the complaint despite the objection.

Follow the procedures outlined in the Workplace Violence and
Threatening Behavior, COMDTINST 5370.1 (series) if the
harassment complaint involves: (1) any act or attempted act of
physical aggression or harm by an individual that occurs at the
workplace; or (2) threats, either overt or implied, to commit an act
of physical aggression or harm at the workplace.

. Advise the victim that filing a harassment complaint does not
replace, substitute, or satisfy the separate requirements of filing a
Discrimination Complaint, negotiated grievance, merit system
protection board appeal or other statutory grievance procedure.

Respect the confidentiality of individuals reporting harassment or
providing information relating to harassment to the extent permitted
by law and consistent with good order and discipline. In addition,
commanders shall take appropriate measure to prevent reprisals for
any reported harassment or information provided during the





investigation of alleged harassment.

7. Immediately conduct an informal investigation, preliminary inquiry
or formal investigation as appropriate and in accordance with the
Administrative Investigations Manual, COMDTINST M5830.1
(series).

8. If an investigation substantiates harassment has occurred, initiate in
appropriate cases, disciplinary or administrative action, that may
include action under UCMJ for military personnel or disciplinary
action against civilian employees.

9. Report findings and outcomes via their Civil Rights Service
Provider to the Director, CRD no later than 30 days from the date
the incident was reported. However, if a Commander is required to
notify CGIS or another law enforcement agency, then the thirty-day
time frame for submission of findings and outcomes is tolled until
CGIS or another law enforcement agency determines that the
incident does not fall within its purview or five (5) business days
have passed since such notification, whichever comes first.

10. Advise complainant of the disposition of the investigation.

Civil Rights Detachments are required to assist commands, employees and
military members in complying with the procedures outlined in this
instruction. CRSPs are expected to be process experts and act as facilitators
to ensure that all harassment complaints are handled in a timely manner.
Specifically, CRSPs shall:

1. Notify responsible commanders upon receipt of a harassment
complaint while respecting any wishes of anonymity. These reports
must be as complete as possible to ensure a full and fair
investigation into the alleged harassment.

2. Provide counseling to members or employees on the harassment
complaint process and if appropriate the discrimination complaint
processes and their differences.

3. If the victim chooses to initiate a discrimination complaint through
the civil rights complaints process, the servicing CRSP will conduct
pre-complaint counseling in accordance with chapter 4 of this
Manual.

Coast Guard Managers and other personnel shall respond to any reports of
harassment by putting the person alleging harassment in contact with the
appropriate Civil Rights Detachment based on the geographical location of
the alleged harassment. Additionally Managers are required to forward any





e. Defining Hate
Incidents

f. Additional
Notification &
Processing for
Hate Incident
Procedures

complaints based on a lack of investigation to the Director, CRD.

The Director, CRD is responsible for coordinating Coast Guard harassment
policy and general oversight of the harassment complaint process. In
addition, the Director will establish a data collection system for harassment
complaints.

Hate incident is defined as any intentional act (conduct or speech) of
intolerance committed against a person, a group of individuals, or property
which is motivated, in whole or in part, by the offender’s bias against a
race, color, religion, sex, national origin, disability, age, or sexual
orientation and which is intended to or is more likely than not to have the
effect of intimidating others or inciting others to similar conduct.

Examples of hate incidents include the display, presentation, creation or
depiction of a noose, a swastika, or any other symbol widely identified with
oppression or hatred, irrespective of size, type or how it is displayed or
presented. Other symbols, whose display, presentation, creation or
depiction would reasonably be construed to encourage oppression or hatred,
are also considered to be examples of hate incidents. Hate incidents also
include the display, presentation, depiction, or distribution of photographs,
images, or other printed or electronic material that is evidence of oppression
or hatred, irrespective of size, type or how it is displayed or presented.

Incidents of hatred and prejudice are a vile and divisive part of American
history, and unfortunately continue to occur today. The above list of
examples is provided only as a sample of acts or expressions that constitute
hate incidents.

Due to their likelihood to effect or intimidate others, hate incidents require
additional notifications and processing over and above other incidents of
harassment.

Due to the negative impact of hate incidents and their likelihood to effect or
intimidate others, these incidents require supplemental notifications and
processing in addition to the procedures set forth above. Specifically:

1. Anyone may report a hate incident using the procedures outlined
above for reporting prohibited harassment.

2. Upon becoming aware of any potential hate incidents in their
respective areas of responsibility, Commanders or CRSPs must
immediately notify the Director, CRD via their chain of command,
and be prepared to provide sufficient information to describe the
incident, e.g., photographs, informal statements, etc.





g. Harassment
Prevention

3. A commander who becomes aware of a hate incident will
electronically report the incident within 48 hours to a CRSP using
the memo format shown in Figure 3 at the end of this Section. If
operational conditions prevent transmission of a memo report, the
report may be sent telephonically or by any other available means as
soon as practicable.

4. In order to protect the parties involved and the integrity of these
procedures, commanders and CRSPs must limit communication
only to those persons who have a need to know.

5. CRSPs will assist unit commanders in determining if a harassment
complaint constitutes a hate incident. Additionally, they shall notify
unit commanders if they determine that a harassment complaint
constitutes a hate incident but has not been reported as such.

6. Commanders will also coordinate access by the victim to the unit’s
assigned CRSP, Employee Assistance Program or Chaplain, and
other appropriate resources. Additionally, Commanders shall
continue to follow up via their CRSP as the situation continues to
develop.

The CRD will coordinate additional notifications as required and provide
general oversight of the hate incident response process.

Command climate of prevention is enhanced by a personal commitment to
fair and equal treatment of all Coast Guard personnel. Commanders are
encouraged to engage in initiatives that increase mutual respect and trust
and foster diversity. Specifically Commanders shall:

1. Emphasize upon assuming command, and at least annually
thereafter, that harassment violates the Coast Guard’s core values
and will not be tolerated. Stress that every alleged harassment
incident will be taken seriously, and that when appropriate, punitive
action will be initiated under the UCMJ or other applicable laws,
policies and regulations.

2. Utilize the Defense Equal Opportunity Management Institute
(DEOMI) Organizational Climate Survey (DEOCYS) at least annually
to assess the organizations climate.

3. Ensure that all personnel receive the required Equal Employment
Opportunity/Equal Opportunity training.

4. Address all alleged harassment in accordance with this Instruction.





h. Disciplinary
Actions

Introduction

a. Legal
Background

The Coast Guard retains the right, where appropriate, to discipline a federal
employee who has engaged in discriminatory or retaliatory conduct, up to
and including removal.

Reference: For further information regarding No FEAR Act regulations,
refer to 5 C.F.R. § 724, as well as other appropriate federal agencies such
as, The Office of Personnel Management, the EEOC, and the Office of
Special Council, which provide extensive information about federal
antidiscrimination and anti-harassment policies.

Sexual Harassment Prevention Policy

Sexual harassment is behavior that will not be tolerated in the Coast Guard.
In keeping with the Anti-Harassment & Hate Incident Procedures Policy,
every individual in the Coast Guard is entitled to be treated fairly with
dignity and respect and to be allowed to work in an environment free of
unlawful discrimination and harassment.

Sexual harassment harms the individual it is directed toward, erodes unit
cohesion, destroys morale, undermines military readiness, and ultimately
hampers our ability to conduct Coast Guard missions effectively.

It is prohibited to retaliate against individuals who provide information on
incidents of sexual harassment.

This section applies to all Coast Guard civilians, active duty military
personnel, both regular and reserve, cadets of the Coast Guard Academy,
reserve personnel when performing active or inactive duty for training or
engaging in any activity directly related to performance of a Coast Guard
duty or function, members of the Coast Guard Auxiliary when under orders
or engaged in any activity directly related to the mission of the Auxiliary,
and members of other branches of the Armed Forces and the U.S. Public
Health Service serving with the Coast Guard.

Reference: For information on Sexual Harassment Prevention (SHP)
training, which is included in Civil Rights training, see Chapter 3, Section
B, Part 2.

Title VII makes sex discrimination in the workplace illegal.

The United States Supreme Court has identified sexual harassment as a
clear violation of a person’s right to work in an environment free of
discrimination.





b. Definition of
Sexual
Harassment

c. Categories of

Although Title VII does not explicitly extend the same protections to the
military, it is the Coast Guard policy to apply the same protections to its
military workforce.

Sexual harassment is defined as unwelcome sexual advances, requests for
sexual favors, and other verbal or physical conduct of a sexual nature when:

1. Submission to such conduct is made either implicitly or explicitly a
term or condition of employment.

2. Submission to or rejection of such conduct is used as a basis for
employment decisions.

3. Such conduct has the purpose or effect of unreasonably interfering
with an individual’s work performance or creating an intimidating,
hostile, or offensive working environment.

4. This definition also encompasses unwelcome display or
communication of sexually offensive materials.

Sexual harassment can occur in a variety of circumstances, including but
not limited to:

1. The victim as well as the harasser may be a woman.
2. The victim does not have to be of the opposite sex.

3. The harasser can be the victim’s supervisor, an agent of the
employer, another supervisor, a coworker, or a non-employee.

4. The victim does not have to be the person harassed but can be
anyone affected by the offensive conduct.

5. The conduct of the harasser must be unwelcome.

6. Harassment based on perceived or stated sexual orientation is
considered sexual harassment and is prohibited.

The economic costs of sexual harassment are significant. Even more
harmful, however, are the negative effects of sexual harassment on
productivity and readiness, including increased absenteeism, greater
personnel turnover, lower morale, decreased effectiveness, and loss of
personal, organizational, and public trust. While not easily quantified, these
costs are real and seriously affect the ability of the Coast Guard to
accomplish its mission.

There are two categories of sexual harassment. These categories are not





Sexual
Harassment

d. Types of
Sexually
Harassing
Behavior

legal definitions, however they explain the nature of the behaviors that are
prohibited.

Tangible employment action sexual harassment is the category in which an
agency is strictly liable for the sexual harassment by a supervisor or
manager when it results in a personnel action. A tangible employment
action must be an official action, such as hiring, firing, promotion or failure
to promote, demotion, undesirable assignment, significant change in
benefits or pay, or work assignment. In the case of tangible employment
action sexual harassment, the Coast Guard is strictly liable for the actions of
the supervisor.

Hostile environment sexual harassment encompasses all other situations
addressed in the definition of sexual harassment above, whether the
offender is a supervisor or a coworker. To meet the definition of a hostile
environment, the harassment must be so severe and pervasive that a
reasonable person would view the environment as hostile, offensive, or
abusive. In this case, the Coast Guard is liable only if it knew of the conduct
and failed to take prompt and effective corrective action.

Examples of sexual harassment range from overt behaviors, such as
inappropriate touching, to more subtle behaviors, such as making suggestive
remarks.

Any behavior that relates to sex, is intentional and/or repeated, is
unwelcome, and interferes with a person’s ability to do their job, or has an
adverse effect on their working conditions can be classified as sexually
harassing behavior and will not be tolerated in the Coast Guard.

Gender harassment consists of sexist statements and behaviors that convey
insulting or degrading attitudes relating to sex or gender. Obscene jokes,
offensive graffiti or photographs, or insulting remarks or humor about sex,
sexual orientation, or gender are examples of gender harassment. Other
examples include repeatedly telling sexual stories that are offensive,
whistling, calling, or hooting at someone in a sexual way, making gestures
or using body language of a sexual nature which embarrasses or offends, or
exposing oneself in a way that makes another embarrassed or
uncomfortable for example, mooning.

Seductive behavior is any unwanted, inappropriate, and offensive sexual
advance. Unwelcome, persistent requests for dinner, drinks, or dates,
repeated unwanted sexual invitations, letters, phone calls, or other
invitations, even though the respondent says “no,” are examples of
seductive behavior. Touching in a way that makes a person feel
uncomfortable or making unwanted attempts to stroke, fondle, or Kiss a
person are also examples of unwanted sexual attention which create an
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intimidating, hostile, or offensive environment.

Sexual bribery is the solicitation of sexual activity or other sex related
behavior as a basis for a promised reward. Rewards could include for
example, a promotion or a raise.

Sexual coercion is coercion of sexual activity or other sexually related
behavior by threat of punishment, including threats of termination or
demotion, withholding of promotion, or negative performance appraisal.
Sexual coercion is classic quid pro quo or sex in exchange for a good
assignment or faster promotion.

Sexual imposition is an uninvited physical sexual violation or sexual assault,
which includes forceful grabbing, feeling, or touching. Sexual imposition is
a criminal activity. More information on sexual assault can be found in

Coast Guard Military Personnel Manual, COMDTINST M1000.6A (series).

Every member of the Coast Guard is charge to take prompt and decisive
action to prevent and eliminate sexual harassment. This means that all
members of the Coast Guard, no matter their rank or position, must
constantly be vigilant for signs of sexual harassment and take action to stop
it.

CO/OIC and supervisory personnel are directed to be intolerable of sexual
harassment at their units and are required to take immediate corrective
action when it occurs.

All Coast Guard personnel, both military and civilian, are required to
receive Sexual Harassment Prevention training as part of the Civil Rights
training upon accession into the Coast Guard, that is, within 90 days to the
extent possible, and annually thereafter, in the areas of identification,
prevention, resolution, and elimination of sexual harassment. Annual
training keeps issues current and requires that leadership be actively
involved in the prevention of sexual harassment. Auxiliary members shall
receive training as an element of the basic qualification process. Chapter 4
describes this training in detail. SHP training is a substantial part of the
Civil Rights training.

When a person experiences sexual harassment, he or she should not ignore
the problem or assume it will stop.

Harassment usually intensifies when it is ignored because the lack of
corrective action is seen as acceptance or encouragement.

If you think you are being sexually harassed on the job:
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i. Acts of
Reprisal

1. Tell the harasser that the behavior is unwelcome and must cease
immediately.

2. Report such behavior immediately to the supervisor or to an official
at a higher level.

3. Seek advice on how to deal with the situation from your local Civil
Rights Office.

It is important to document any experience of harassing behavior, including:
1. Dates, times and locations in which events occurred.
2. Witnesses to the harassment.

3. Specific recollection of comments or behavior.

Sexual harassment is a serious issue and every supervisor and commander
has an obligation to take action when they are made aware of a problem.

When sexual harassment has occurred or is taking place, the first step to
take is to confront the harasser unless the situation is so severe that it is
dangerous or unreasonable to do so.

If the harassment continues or is severe enough to warrant immediate
command attention the person experiencing the harassment should discuss
the subject with a supervisor or CO/OIC in private. If the supervisor is the
harasser, the harassment will be reported to the CO/OIC. If the CO/OIC is
the harasser, then the report should be given to the official at the next higher
level in the chain of command.

If the behavior continues despite confronting the harasser and discussing it
with the supervisor, an individual has the right to file a complaint if it is
perceived that the problem is not being addressed properly or in a timely
manner.

At any point, individuals experiencing harassment or retaliation may
contact their servicing Civil Rights Service Provider for advice and
guidance.

Acts of reprisal are illegal. If anyone feels that they are being retaliated
against for attempting to stop harassment, they may also file a complaint
regarding the retaliation issue. See Chapter 4 for details on the process of
filing complaints.





Jj. Responsibilities CO/OIC, managers, and supervisors should be sure that their conduct sets

of Supervisors an example and is not such that they may be vulnerable to claims of sexual

and CO/OIC harassment. They should also take affirmative steps to ensure that
employees are not involved in harassment by communicating agency
policies on harassment.

When subordinates inform supervisors or commanders of sexual harassment
within their chain of command, the supervisor or commander is required to
take immediate action by:

1. Inquiring into the facts involved.
2. Taking appropriate steps to end the harassment.

3. Determining whether disciplinary action is warranted for the
harasser.

4. Notifying the chain of command.

All levels of leadership, from the leading seaman to top management, need
to maintain accountability for the behavior of their subordinates. Leaders
and supervisors who fail to recognize acts of sexual harassment and take
appropriate action are not performing the responsibilities and duties of their
position. Leadership must be completely knowledgeable of sexual
harassment prevention policies and must take appropriate administrative
and/or disciplinary action once harassment is reported. CO/OIC should
ensure that all unit personnel receive SHP training each year (see Chapter 3,
Section B, Part 2).





U.S. Department of
Homeland Security

United States
Coast Guard

MEMORANDUM

From: Unit Commander, CG Unit Replyto LT J. Coastie
Atmof:  (202) 372-4500

To: CG-00H
Thru: CRSP

Subj: HATE INCIDENT REPORT

Ref" Anti-Harassment & Hate Incident Procedures,
U. S. Coast Guard Civil Rights Manual, COMDTINST M5350.4(Series)

1. Date, Time and Location of Incident. What day did the incident occur? What time?
Where did the incident occur? Were there multiple or repeated incidents?

2. Bias Motivation and Description of Incident. Specify which of the legally
protected statuses the report is based on. i.e.. race. religion. national origin, disability or
sexual orientation. Also provide a preliminary description of the incident. This report
should be filed within 48 hours of the complaint and should not be delayed for additional
investigation. Units are not requirad to complete extensive investigation prior to
reporting and are encouraged to follow up as more information becomes available.

3. Action Taken by Command to investigate and Secure Evidence. Identify
immediate and future command actions. If there is any evidence to support a claim it
should be included with this or follow up reports. Evidence can include photographs.
emails, etc.

4. Does this incident represent a local hate or hias motivated incident trend? TIs
there media or Congressional Interest? Is there media attention at the national or local
level? Has the unit been contacted by any reporters or congressional staft?

Units are encouraged to email this report as soon as possible. If email is not available,
the report may be sent via phone, fax or other means as cpervations permit. The report
should not be delaved to collect additional evidence or conduct further investigation.

#

Copies provided: Provide copies to chain of command.
Enclosures: If there are any photos or other items to atrach please note here.

Sample Hate Incident Reporting Memorandum





NATIONAL GUARD BUREAU

111 SOUTH GEORGE MASON ROAD
ARLINGTON VA 22202-3231

NGB-PA 12 JUNE 14

MEMORANDUM FOR SEE DISTRIBUTION

SUBJECT: Social Media Guidance for National Guard Members

1. References.

a. Deputy Secretary of Defense Instruction 8550.01 DoD Internet Services and
Internet-Based Capabilities, September 11, 2012.

b. Army Social Media Handbook, Version 3.1, JAN 13.
c. Air Force Social Media Guide, 4th Edition, 01 JUN 13.

2. Purpose. This memorandum provides simple, easy-to-follow tips that will help you
use social media in your professional and personal life. This guide is for amplification
purposes and does not replace official DoD, Service-specific nor State and Local
Command policies.

3. Background. National Guard military and civilian members are encouraged to use
social media to share their experiences and to conduct themselves online in a safe and
professional manner worthy of their status and calling to support and defend the
American people.

4. Official Use. Official online posts involve content released in an official capacity by a
National Guard public affairs office. Official contact information, such as official duty
telephone numbers or postal and email addresses, should be used to establish official-
use accounts when such information is required. Posting internal documents or
information that the National Guard has not officially released to the public is prohibited,
including memos, emails, meeting notes, message traffic, white papers, public affairs
guidance, drill weekend or other training guidance, pre-decisional materials,
investigatory information and proprietary information.

5. Personal Use. National Guard members are personally responsible for all content
that they publish on social networking sites, blogs or other websites. Personal contact
information, such as personal telephone numbers or postal and email address, should
be used with discretion to establish personal-use social media accounts. Guard
members must comply with their State, Territory or District guidelines and with Army or
Air Force guidelines for use of social media. When assigned to a federal mission, Guard





members are subject to disciplinary action under the Uniform Code of Military Justice.
Guard members should be mindful that reviewing posts on public and social networking
sites may be used as part of character evaluations and background checks for security
clearances.

b. Tips on Using social Media.

a.

Guard members may identify themselves as and include their rank, military
component and status. However, if they decide not to identify themselves as
Guard members, they should not disguise, impersonate or misrepresent their
identity or affiliation with the National Guard.

When expressing personal opinions, Guard members should make it clear that

they are speaking for themselves and not on behalf of the National Guard. They
are also encouraged to use a disclaimer such as: "The postings on this site are

my own and don't represent the National Guard's positions or opinions."

As with other forms of personal public engagement, Guard members must avoid
offensive and inappropriate behavior that could bring discredit upon themselves
and the National Guard. This includes posting any defamatory, libelous, obscene,
abusive, threatening, racially or ethnically hateful or otherwise offensive or illegal
information or material.

Correcting errors and misrepresentations made by others about the National
Guard should be done professionally and respectfully, not emotionally. Guard
members should contact their chain of command or public affairs office for
guidance if they are uncertain about the need for a response.

When posting political content, Guard members must adhere to policy in
Department of Defense Directive 1344.10. They should also not imply National
Guard endorsement of any opinions, products or causes other than those already
officially endorsed by the National Guard.

Guard members should use privacy settings on social networking sites so only
their “friends” can view their photos and updates. They should also recognize
that social network "friends" and "followers" could affect determinations in
background investigations for security clearances.

. The National Guard, Army or Air Force logo and other symbols may be used in

unofficial posts as long as the symbols are used in a manner that does not bring
discredit upon the Guard, result in personal financial gain or give the impression
of official or implied endorsement.





7. Safety.

a. Guard members should not release personal identifiable information, such as
Social Security number, home address or driver's license number that could be
used to distinguish their individual identity or that of another Guardsman.

b. Guard members are also not allowed to release National Guard email addresses,
telephone numbers or fax numbers not already authorized for public release. By
piecing together information provided on different websites, criminals can use
information to impersonate Guard members and steal passwords.

c. Guard members should not post information that would infringe upon the privacy,
proprietary or personal rights of others or use any words, logos or other marks
that would infringe upon the trademark, service mark, certification mark, or other
intellectual property rights of the owners of such marks without the permission of
the owners.

d. Finally, Guard members should review their accounts daily for possible use or
changes by unauthorized users and should install and maintain current anti-virus
and anti-spyware software on their personal computers.

8. Point of Contact. For answers to social media questions, Guard members should
contact their local public affairs office or the National Guard Bureau Social Media Team
at ngbpa.socialmedia@mail.mil.

) *m%;?//
ERIC D. MAXON
COL, USA

Director, National Guard Bureau
Office of Public Affairs

DISTRIBUTION:
State PAOs
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