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UNCLASSIFIED 


UNCLASSIFIED 


USSOCOM WISR Update 


Number & Types of Positions Integrated / Still Closed Ongoing Reviews / Studies 


Standards Validation Methodology Informing and Educating the Force  


• Positions Integrated:  7,041 
• 160th SOAR at all levels 
• SF Battalions HQs 
• TPTs 
• More than 2/3rd of SOF open to women 
 


 


• Positions Still Closed:  25,750 
 


• 16,000 in Special Forces, SEAL, SWCC, Marine 
Raiders, SOF Battlefield Airmen 


• 2600 Service Controlled in SOF units 
• 7,000 Enablers 


 


 


• Third Party review of standards validation using 
RAND six-step process 


• NHRC and OPM– third-party researchers 
• SME inputs/LLs 
• Standards linked to Operational Requirements 
• Linked to Industry Best Practices 


 


• RAND study of unit cohesion - 
survey/focus groups of male SOF 
operators; completed 


• JSOU study of elite team performance - 
literature review/interviews; completed 


• KU study of cohesion/impacts- 
survey/focus groups of male and female 
Army SOF; completed 


• DOTMLPF-P Review: Complete 


• Commander’s Priority 
 


• Direct communication to Commanders 
• Commander’s SOCOM All 
• Inform on standards validation  


 







RAND Six-Step Process to Establish Validated 
Minimum Physical Requirements 


Step 1 • Identify physical demands of the job 


Step 2 • Identify potential screening tools  


Step 3 • Validate the tools  


Step 4 • Establish minimum scores 


Step 5 • Implement screening 


Step 6 • Confirm tools are working as intended 


• Process based on 50+ years of personnel selection research in 
military and non-military organizations 


• Similar framework proposed in other related RAND projects for 
OSD and Air Force 
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Overview of presentation 
• Research topics 
• Methodology 
• Demographics of study participants 
• Results 
• Questions 
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Research topics 
• DACOWITS focus groups explored four main topics in 


2015: 
• Gender integration 
• Career progression of Servicewomen 
• Impact of social media on military Service members 
• Facilitators and barriers to reporting sexual 


harassment and sexual assault 
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Methodology 
• Focus Groups 


• 67 groups, 11 locations, 713 participants 
• Women (34 groups) and men (33 groups) 
• Junior enlisted (17 groups), senior enlisted (20 groups), officers 


(30 groups) 
• Analysis 


• Verbatim transcripts, mini-survey data 
• Salient themes and subthemes identified by analysts 
• Qualitative analysis software to examine trends among 


subgroups (e.g., gender, paygrade) 
• Limitations  
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Demographics of study participants 
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Gender Percent  
Female 50% 
Male 50% 


Service Women Total  
(Men and Women) 


Coast Guard 23% 22% 


Navy 23% 22% 


Marine Corps 22% 20% 


Army 21% 21% 


Air Force 11% 14% 


National Guard or Reserves 1% 1% 







GENDER INTEGRATION 







Preparation 
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• Preparation varies 
• Modifications to physical spaces (berthing, restrooms, 


housing) are a major factor 
• Testing to determine appropriate gender-neutral standards 


“They’re looking at how to standardize testing to get them 
in…determining the best standards for physical abilities….what 
they think the best option should be for what the women will need 
to physically and mentally go through. They are getting a few 
select women now to go through it.” –Senior Enlisted Man 


• Training/discussions for men prior to integration 
• Increased monitoring for sexual harassment and sexual 


assault 
 


 







Preparation and satisfaction 
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• No preparation is occurring/needed 
“We’re bringing in females and the only conversation we had was 
that we now have more officers. I found it to be like most things, 
when things change [snaps fingers] you just deal with it.” –Male 
Officer 


• Leadership support for integration is critical 
“Leadership doesn’t differentiate in the beginning, I think it will set 
a better tone for the rest of their career.” –Senior Enlisted Woman 


• Most men reported gender integration is going 
smoothly; women’s opinions were mixed 


 
 







Impact of military culture 
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• Benefits 
• Discipline 
• Perception that younger Service members are more 


accepting 


“Have I heard females and males say that we aren’t equal? 
…Yes. Do I think it’s a lot of our young [Service members] coming 
in today? I’d say no…I think our younger [Service members] are 
more adaptive to it.” –Senior Enlisted Woman 







Impact of military culture 
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• Challenges 
• Women are viewed stereotypically (job roles, expectations for 


military service) 
• Belief that women have to work harder than men to earn 


respect 


“Coming in brand new, I have to work harder than a male coming 
in. ‘You’re a dude, I already like you.’ I’m already a female in a 
male career field so now I have to work harder than the guy to 
gain the respect.” –Junior Enlisted Woman 


• Pregnancy perceived as inconvenient 







Challenges 


11 


• Logistical barriers take time to overcome 
• Perceived limitations of women (physical, emotional, 


social) 
“In my unit there are some things female [Service members] 
physically can’t do that. A 110 pound ammo can. The females 
can’t do that…We say, ‘Don’t worry, I’ll do it.’ In combat, it can’t be 
like that…there’s no picking up the slack.” –Junior Enlisted Man 


• Military culture/unit cohesion in male-only units 
• Men perceive a need to protect women 







Recommendations for gender 
integration 
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• Men and women should have the same job 
requirements/occupational standards 


• Training needed for men and women prior to integration 
• Men need exposure to Servicewomen 
• Women need to know what to expect 


“It’s not only that they’re prepared to meet the demands of the 
career field, but also be prepared to deal with all the attention. 
Whether it’s negative or…I’ve had to stop comments before…I tell 
them, ‘They’re not dinner meat, they’re your co-worker.’” –Senior 
Enlisted Woman 


• Having female leaders in units undergoing integration is 
necessary 







Selective Service 
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• Lack of knowledge about what it is, particularly among 
women 


• Differing viewpoints on requiring women to register 
• Require it – it’s only fair 


“We’re hammering for equal rights for everything. You want to be 
equal, this is what it costs to be equal.” –Senior Enlisted Woman 


• Get rid of the Selective Service 
“Why don’t we just get rid of it? We all volunteered. Why do we 
need it?” – Female Officer 


• Don’t require it – pregnancy/family concerns, societal 
concerns 


 







CAREER PROGRESSION OF 
SERVICEWOMEN 







Career goals 
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• Most believe men and women have the same 
goals 
• But women’s goals often change over time  


“Initially the goal and the drive might have been there but 
that changed because of obstacles they faced or seeing 
and witnessing the things that didn’t seem fair, compared to 
males.” –Senior Enlisted Woman 


• Some believe men and women enter the military 
with different goals 







Professional development programs 
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• Most participants feel men and women have the 
same opportunities 
• Some Service-related differences 


“There is not a gender-specific program. If you are a [Service 
member], then you act like a [Service member] and you go to 
school to be a [Service member], not a male or female [Service 
member].” –Senior Enlisted Man 


• Some reported no programs specifically for women, 
while others described women-specific programs 







Leadership opportunities 
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• Women more likely to separate early – family reasons 
“We have young [Service members] and many more females get 
out rather than staying in the career for the long haul…by 
choice…for their families or to follow their husbands.” –Senior 
Enlisted Man 


• Equality in leadership opportunities 
• Most feel men and women have the same opportunities to 


reach senior leadership 
• Some believe men have more opportunities than women; this 


has improved in recent years 
• Other factors 







Military-civilian differences 
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• Military generally seen as better than civilian career 
sector 
• Equality of pay/career progression track 
• Better awareness of sexual harassment/equal opportunities 
• Paid maternity leave and job security 


“It is a lot harder to openly discriminate against women in the 
military because we get a lot more attention…we’re protected 
when we get off maternity leave and are paid for maternity leave” 
–Female Officer 


• Some believe Servicewomen and civilian women face 
similar challenges 


• Some believe the civilian career sector is better 







Gender discrimination 
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• Perception that older males are the most common 
perpetrators 


• Improvements in recent years 
“…some of the older ones treated females different, but the younger 
ones treated you the same. Like old officers treat you with kid 
gloves.” –Female Officer 


• Some women are perceived as being too hard on other 
women 


“My [leader] is a female. As an [junior enlisted], I told her I was 
pregnant. She said the [Service] didn’t issue children. I feel as our 
gender we are hard on each other. That makes it easier for male 
counterparts to have the advantage.” –Senior Enlisted Woman 







Gender discrimination 
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• Subtle discrimination was most common 
• Constant need to prove themselves (women) 
• Given stereotypical female job tasks 


“…female [Service members] are also often used because 
let’s face it, women are better organized than male [Service 
members], and they get pulled to office jobs and they get 
pulled out of their career progression.” –Senior Enlisted 
Man 


• Miss out on challenging career opportunities by men 
trying to “protect” them 


• Blatant discrimination was less common but reported 
by some 







Recommendations for improving 
women’s career progression 
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• Focus on preventing women from separating from the 
Service 
• Most women will choose family over the military 


• Increase female mentorship 
• Extend maternity leave and length of time prior to 


deployment 
“I say put maternity leave at six months and don’t deploy us for a 
year.” –Senior Enlisted Woman 







IMPACT OF SOCIAL MEDIA 
ON MILITARY SERVICE 
MEMBERS 







Current landscape 
• Used for personal and professional purposes 
• Virtually all see use increasing over time  
• Generational differences exist 
“…because social media is so prevalent in society and… the younger 
folks have grown up with it, they don’t think twice about it. It’s normal 
and they don’t think about…the seriousness of what they’re putting out 
there. You can’t pull it back, even if you take it off. They understand but 
they don’t. They’re just used to doing it.” –Male Officer  


• Growing challenge for military 
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Advantages 
• Supports communication with Service members 
“Our captain actually made a Twitter account and it was mandatory for 
us to all follow him… at first we thought it was ridiculous, but…it has 
helped communication. It’s a lot better way for him to communicate... 
when he posts something, everyone is on their phone anyways, so they 
just get a little update and we get the news right there.”  -Junior 
Enlisted Man 
• Allows for official communication to boost morale and update 


families 
• Promotes military efforts to the public 
• Facilitates supportive online communities 
• Helps Service members stay in touch 
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Disadvantages 
• Negatively represents the military to the public 
• Promotes fraternization (higher-ranking) 
• Interferes with formal channels of communication 
• Lowers morale (higher-ranking) and distracts from work 
“At my old command, you could have cellphones and everyone was 
always on them. At my new command, you can’t have cellphones at all, 
and it is so great. We get so much more work done.” –Female Officer 


• Biases first impressions of new unit members 
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Perceptions of policies and guidelines 
• Perception that social media is governed by general 


conduct policies (e.g., UCMJ) 
• Common beliefs around unacceptable online behavior  
• Varying perceptions on whether/how the military should control 


social media use 
• Allows for leaders to monitor subordinates in new ways 


“You can’t stop them from using public sites, but I have the [Service 
members] in my unit somewhere on my social media…. if they post 
something questionable, I let them know.” –Senior Enlisted Woman  
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Impact on bullying and harassment 
• Varying opinions about whether it is a problem 


• Personal attacks and harassment toward women  
• Derogatory sites and content (women) 
• Behind-the-keyboard bravery 
• Responsibility on the harassed party to prevent and combat bullying 


• Varying opinions about the role of the military in addressing the 
problem 
• Social media as evidence 


“I think it is great because it creates a record that we may not have had 
before. Now if someone is being bullied or harassed through social 
media, then there is documentation and evidence that can be tied down 
to the case.” –Male Officer 
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Impact on gender integration  
• Can promote integration success stories and raise 


awareness 
“Having it out there and showing men and women working side by side 
and that it is ok…that everyone is trusted. Social media has potential to 
be very positive.” –Junior Enlisted Man 


• Can lead to backlash against integration  
“With social media, it is going to be harder to integrate. When 
someone, specifically a female, fails in a unit, believe that there are 20 
phones recording it.” –Male Officer 
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FACILITATORS AND 
BARRIERS TO REPORTING 
SEXUAL HARASSMENT AND 
SEXUAL ASSAULT 







Impact of military culture on reporting 
• Changing military culture and policies support reporting 
“When I came into the [Service], if you had a problem you just sucked it 
up. We don’t do that anymore. There are so many more resources. You 
can… talk to someone that is specialized in this.” –Senior Enlisted Man 


• Military values can encourage reporting 
• Changing male-female interactions (mainly men) 
• Ultimately, a personal decision to report 
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Cultural barriers to reporting 
• Perceived consequences of reporting 
• Reluctance to report among men (men) 
• Unknown outcomes of reporting 
• Remote location and small unit size  
“People are often hesitant to report it because it will not be taken care 
of. You never hear what  happens to the perpetrator. Why put myself 
out there? Everyone will know. Even if you are confidential, if you work 
in a small unit or depend on your friends, people will know about it.” –
Junior Enlisted Woman 
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Training 
• Helped to change culture; perceived as excessive by some 
“I think all in the military are more aware of sexual harassment due to 
policy changes, and also commanders are more willing to continuously 
educate us. Sometimes its too much. [It goes] in one ear and out the 
other.” –Senior Enlisted Woman 


• Belief that computer-based training is less effective than in-
person 


• Too focused on assault; not enough on harassment (women) 
• Can cause victims/survivors to relive trauma (women) 
• Training on incidents against men is lacking 
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Comparison between reporting sexual 
harassment and sexual assault 
• Perception that sexual assault has a greater likelihood of 


being reported 
• Sexual harassment can be difficult to identify; definition 


varies by person  
“Sexual assault, at least in my mind, is a hard line, yes or no situation. 
Where I would say harassment is…certain comments you learn to deal 
with…and rationalize away.” –Junior Enlisted Woman 
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Comparison between bystander 
reporting and victim/survivor reporting 
• No clear trend suggesting bystanders or victims/survivors 


report more than the other  
“A bystander may not report it because they’ll think it’s none of their 
business.” –Female Officer 


“I think there is a big push right now to get more involvement from the 
bystanders… it’s influencing more people to come out and speak up 
when you do see something.” –Junior Enlisted Man 


• Increased emphasis on bystanders in training 
• Repercussions for failing to report (men) 
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Impact of peers on reporting 
• Can both encourage and discourage reporting 
• Perceived lack of privacy can discourage reporting 
• Restricted reporting option is helpful  
• Reporting system has flaws 


• Hard to keep reports truly restricted and know who are mandated 
reporters 


“As soon as you get the unrestricted [report] then it spreads like 
wildfire.” –Senior Enlisted Woman 
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Impact of chain of command on 
reporting 
• Most said command climate impacts reporting  
• Removing command from the reporting process and 


restricted option encourages reporting 
“Now, it is an unbiased party that comes in and does the investigation. 
That gives confidence to victims. [The] good old boy network has been 
removed.” –Junior Enlisted Man 


• Women may be more likely to report to female leaders 
(women) 
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Impact of offender's rank on reporting 
• Most believe it is more difficult to report a superior 
• Perception that higher-ranking individuals are more 


credible 
“With the rank thing, somebody could think, ‘oh, well maybe they aren’t 
going to believe me because I am an E1 and he’s an E7 and he’s done 
all this great stuff for the military and I’ve really done nothing. So, why 
would anybody believe me?’” –Junior Enlisted Man 
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Impact of social media on reporting 
• Most said it is more likely to discourage than encourage 


reporting  
• Blackmail, retribution, privacy concerns 


• Few said it is a place for victims/survivors to share their 
experiences and inspire others  


• Can be used in positive and negative ways after reporting 


“A challenge could be that if a female reports something and people 
find out, people might attack her Facebook page. Especially if she has 
pictures of her[self] dressed provocatively, they might say that she 
asked for it.” –Female Officer 
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GENERAL COMMENTS 







Biggest challenges for women 


40 


• Perceptions of men’s attitude toward women 
• Stereotypes of women 
• Discriminatory and/or sexist attitudes 
• Physical barriers 


• Pregnancy, postpartum, and breastfeeding 
• Work/life balance 


 







Recommendations 


41 


• Physical fitness standards  
• Fitness expectations 
• Height/weight standards 


• Sexual harassment and sexual assault 
• Training 


• Deployment and transfers 
• Postpartum leave 
• Mentorship 
• Uniforms 


 







QUESTIONS? 
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BACKUP SLIDES 
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Participant demographics: Age 
Age Women Total (Men and Women) 
18-20 6% 3% 
21-24 20% 17% 
25-29 23% 23% 
30-34 19% 20% 
35-39 17% 18% 
40 or older 15% 18% 
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Participant demographics: Paygrade 
Pay Grade Women Total (Men and Women) 
E1-E3 8% 5% 
E4-E6 37% 37% 
E7-E9 14% 15% 
WO1-WO5 3% 4% 
O1-O3 22% 24% 
O4 or higher 15% 15% 
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Participant demographics: Length of 
military service 
Length of Military 
Service 


Women Total (Men and Women) 


Less than 3 years 17% 12% 
3-5 years 19% 19% 
6-9 years 16% 16% 
10-14 years 23% 21% 
15-19 years 18% 21% 
20 years or more 8% 12% 
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Participant demographics: Race and 
ethnicity 
Race Women Total (Men and Women) 
White 61% 70% 
Black 18% 14% 
Asian 4% 3% 
Native Hawaiian or 
Pacific Islander 


1% 1% 


Other 5% 5% 
Multiple Races 10% 8% 
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Ethnicity Women Total (Men and Women) 
Hispanic 18% 14% 







Participant demographics: Marital status 
Marital Status Women Total (Men and Women) 
Married 56% 63% 
Divorced or legally 
separated 


14% 11% 


Single with a 
partner/significant other 


14% 11% 


Single with no significant 
other 


16% 14% 
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Participant demographics: Dependent 
children living in the home 
Dependent Children 
Living in the Home 


Women Total (Men and Women) 


Yes 44% 51% 
No 56% 49% 
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Participant demographics: Gender 
integrated unit 


Overall Participants in gender integration 
focus groups 


Is your unit gender 
integrated (open to 
men and women) or 
currently in the process 
of integration? 


Women Total (Men and 
Women) 


Women Total (Men and 
Women) 


Integrated for two or 
more years 


94% 93% 92% 90% 


Integrated within the 
past two years 


2% 1% 3% 2% 


Currently undergoing 
integration 


2% 3% 4% 4% 


Not integrated 1% 3% 1% 3% 
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Participant demographics: Social media 
account(s) 


Overall Participants in social media 
focus groups 


Do you have a 
personal account 
on at least one 
social media outlet 
that you access at 
least once per 
week? 


Women Total (Men 
and Women) 


Women Total (Men 
and Women) 


Yes 93% 88% 94% 90% 
No 7% 12% 6% 10% 
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DACOWITS RFIs for June 2015 


ASSIGNMENTS                                                                                                                                                * Repeat Request 


A1 


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.   
 


 The Committee requests a briefing* from the Marine Corps on the following:  
 


 How will the number of women expand, to include recruiting, training and career management programs?  
 What methodology will be used to determine this new goal for women? 


A2 


DACOWITS continues to be interested in the Marine Corps’ research assessments, which will assist SECDEF in determining whether or not women 
will integrate into combat roles beginning next year.     
 


 The Marine Corps’ Infantry Officer Course (IOC) research concludes in June and will no longer be open female volunteers.  The Committee requests a 
written response* from the Marine Corps on the following: 


 


 What is the fixed weight requirement for the IOC March? 
 Does the fixed weight requirement fluctuate between IOC classes?  If so, why? 
 What is the overall attrition rate for men who have attended IOC over the past five years? 
 If there is a higher attrition rate for women due to leg and/or hip injuries, has research been conducted studying potential ways to adjust or modify the 


gear and/or the way the gear is packed in order to help minimize the risk of these types of injuries? 
 Is there any pre-conditioning in place for men or women that best prepares them to complete IOC without or with minimal medical set-back or attrition? 
 When were the IOC requirements established (e.g., carrying ruck up the rope)? 


A3 


DACOWITS continues to be interested in the Marine Corps’ research assessments, which will assist SECDEF in determining whether or not women 
will integrate into combat roles beginning next year.     
 


 The Marine Corps’ Infantry Officer Course (IOC) research concludes in June and will no longer be open female volunteers.  The Committee requests a 
briefing from the Marine Corps on the following: 


 


 What efforts were taken to encourage participation of more female IOC volunteers?   
 Why did the experiment end in April? 


A4 


DACOWITS continues to be interested in the career progression of female officers and enlisted women.  The Committee is concerned about the 
potential affects on women who report substantiated sexual harassment (SH) and/or sexual assault (SA) (e.g., retaliation).   
 


 The Committee requests DoD SAPRO, DoD ODMEO, and the Services provide a written response on the following:  
 


• How does DoD and the Services track career progression of Service members who have substantiated reports of SH and/or SA to ensure career 
progression is not negatively impacted from reporting? 


• What is the retention rate of Service members (by gender and rank) beyond their initial contracts/obligations who report SH and/or SA? 







DACOWITS RFIs for June 2015 


ASSIGNMENTS     


A5 


In accordance with SECDEF’s February 2013 memo, DACOWITS continues to be interested in the Services implementation plans to further integrate 
women into previously closed positions and units.     
 


 The Committee requests the Services provide a written response on the following:  
 


 Update on the current progress and review being conducted, as well as potential exceptions to policy (ETPs) that have been drafted and the rationale.   
 Explanation of the methodology being used to validate occupational performance standards for each occupational specialty (physical and mental). 


- Are the occupational performance standards for initial screening only or have they been rank/age adjusted? 
 What efforts are being made to ensure women are given the opportunity to succeed in these newly opened career paths? 


A6 


Recently a survey conducted for the U.S. Special Operations Command (USSOCOM) by the RAND Corporation received national media attention.   
 


 The Committee requests a briefing from USSOCOM on the following:  
 


 The plans and studies being conducted for integration of women into special ops (e.g., analysis on training, facilities, education and other policies). 
 How are officials examining "the social and cultural challenges of integrating females" into male-only jobs? 
 What steps are being taken to resolve misinformation among personnel (e.g., “educate the force”)? 
 What methodology was used to analyze job requirements to best ensure standards are accurate and gender neutral? 
 Provide an update on the following studies: Joint Special Operations University (JSOU) study of elite team performance and the University of Kansas 


study of cohesion and impacts. 


A7 


DACOWITS continues to be interested in gender integration.   
 


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


 Have the Services surveyed/interviewed females engaged in combat operations to capture lessons learned or better understand combat integration?  
For example:  Spec Ops, FET, CST, etc.  If so, where is this documented and how has it been applied to the Women in Service Review (WISR)? 


A8 


DACOWITS continues to be interested in gender integration.   
 


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


 Data breakdown by MOS/AFSC/Rating/Community by rank and gender for both enlisted and officer personnel for the previous 10 years, with data 
current as of January 2015.   







DACOWITS RFIs for June 2015 


WELLNESS                                                                                                                                           * Briefings Combined 


W1 


The Committee is interested in reviewing the Services PREGNANCY policies, which potentially impact the retention of servicewomen. 
 


 The Committee requests a briefing* from the Services on the following:  
 


• What instruction(s) delineates the workplace assignment and general limitations for pregnant servicewomen?  When was the last time this policy was 
updated?   


• What was the methodology used to design the current pregnancy policy (e.g., supporting medical research)?   
• What programs exist to prevent pregnancy discrimination and ensure commands adhere with DoD and Service’s policies? 
• What resources exist for pregnant servicewomen as they prepare to balance a career in the military with parenthood? 
• How does pregnancy affect servicewomen’s advancement, assignments, and retention?    
• Is pregnancy documented or coded in servicewomen’s performance evaluations/fitness reports?  If so, why? 
• What policies and/or programs exist to ensure servicewomen are not exposed to reproductive hazards?  


W2 


The Committee is interested in reviewing the Services POSTPARTUM policies, which potentially impact the retention of servicewomen. 
 


 The Committee requests a briefing* from the Services on the following:  
 


• Describe the postpartum operational deferment policy.  When was the last time this policy was updated?   
• What was the methodology used to design the postpartum operational deferment policy (e.g., supporting medical research)?   
• Describe the postpartum fitness testing policy.  When was the last time this policy was updated? 
• What was the methodology used to design the postpartum physical fitness testing policy (e.g., supporting medical research)?   
• How does your Services’ postpartum operational deferment policy compare with the DoD policy? 
• How do the postpartum policies affect servicewomen’s advancement, assignments, and retention? 


W3 


The Committee is interested in reviewing the Services BREASTFEEDING policies, which potentially impact the retention of servicewomen. 
 


 The Committee requests a briefing* from the Services on the following:  
 


• Describe the breastfeeding policy.  When was the last time this policy was updated?   
• Methodology used to design this policy (e.g., supporting medical research)?   
• What programs exist to support breastfeeding and ensure that commands adhere to DoD and/or Service policies?  


- (e.g., provide time and a clean lactation space) 
• How does the postpartum physical fitness testing policy and the postpartum operational deferment policy impact servicewomen’s ability to breastfeed? 
• What policies and/or programs exist to ensure servicewomen are not exposed to lactation hazards? 







DACOWITS RFIs for June 2015 


WELLNESS 


W4 


The Committee is interested in reviewing the Services Pregnancy, Postpartum, and Breastfeeding policies. 
 


 The Committee requests a written response from the OSD Health Affairs on the following:  
 


• What does the medical community recommend regarding postpartum operational deferment?  
• How do the Pregnancy, Postpartum, and Breastfeeding policies in the military differ from those of the civilian sector? 
• Does the medical community’s current research and recommendations align with the DoD and the Services policies? 
• What policy and/or programs exist to ensure servicewomen are not exposed to reproductive or lactation hazards? 
• What specific forms are used to document pregnancy for servicewomen?   


- What specific terminology is used to indicate pregnancy? 
- Who are these forms sent to?  Who has access to these forms?   
- How are miscarriages or abortions documented on these forms (terminology)? Who has access to this information? 


W5 


The Committee is concerned with policies that may potentially violate the Privacy Act of 1974 and the Health Insurance Portability and Accountability 
Act (HIPAA), adversely effecting servicewomen.   
 


 The Committee requests a briefing from the OSD Health Affairs on the following:  
 


• How are the following concerns regarding the OB MultiID Discharge Summary being addressed?    
- Privacy Act and HIPPA violation issues; 
- Provides information outside of a Commander’s “need to know”; 
- Terminology on the Discharge Summary does not accurately reflect a woman’s pregnancy history, which is intended for visibility by a medical lay 


person; and 
- Withholding of information from the OB/GYN in the future/Seeking civilian care. 


W6 


In early 2014, the DoD Sexual Assault Prevention and Response Office (SAPRO) asked the RAND Corporation National Defense Research Institute 
(NDRI) to conduct an independent assessment of sexual assault, sexual harassment, and gender discrimination in the military.   
 


 The Committee requests briefings from DoD SAPRO and DoD ODMEO on the findings of this study and its follow up study to be completed late 
winter/early spring, to include: 


 


• The number of active duty men and women who have experienced sexual assault, sexual harassment or gender discrimination in the past year. 
• The differences in rates of sexual assault, sexual harassment or gender discrimination by branch of service. 
• Service member’s experiences with support and prosecution, available to those who report sexual assault, sexual harassment, or gender 


discrimination.   
• What actions have SAPRO and the Services taken as a result of the study findings? 
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DACOWITS QUARTERLY MEETING   
June 17-18, 2015 
Hilton Alexandria—Mark Center (Juniper Room in the Lower Lobby) 
5000 Seminary Road, Alexandria, VA 22311 
 


Wednesday, June 17 


0800 – 0815 


Introductions and Opening Remarks  


Committee Chair:  LtGen (Ret) Frances Wilson 
Designated Federal Officer:  COL Betty Yarbrough 


0815 – 0830 
Status of Requests for Information 


Briefer:  COL Betty Yarbrough, DACOWITS Military Director 


0830 – 1000  


Gender Discrimination, Sexual Harassment, and Sexual Assault Briefings (W6) 


Briefers:   
 


• Mr. James E. Love, Acting Director, Office of Diversity Management and Equal 
Opportunity 


• Dr. Galbreath, Senior Executive Advisor, Department of Defense Sexual Assault 
Prevention and Response Office (SAPRO) 


• Ms. Kayla Williams, Senior Project Associate, RAND Corporation 


1000 – 1015 AM Break 


1015 – 1045 


USMC Infantry Officer Course (IOC) Update (A2) 


Briefer:  Mr. Leon M. Pappa, Deputy Branch Head, Ground Combat Standards Branch, Training 
and Education Command (TECOM) 


1045 – 1115 


USSOCOM Studies Brief (A6) 


Briefers:   
 


• Mr. Jeffery Resko, USSOCOM Force Management and Development Directorate 
Liaison to the National Capital Region 


• Ms. Alden Burley, Contractor, USSOCOM Force Management and Development 
Directorate 


1115 – 1145 


Increasing Female USMC Accessions Brief (A1) 


Briefer:  LtCol Jonathan S. Swope, Branch Head, Enlisted Recruiting Operations for Marine 
Corps Recruiting Command 


1145 – 1300 Lunch 
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1300 – 1330 


USMC Personal Protective Gear Presentation 


Briefer:  Col Daryl Crane, Product Manager, Infantry Combat Equipment, Marine Corps 
Systems Command 


1330 – 1400 


OSD Health Affairs Briefing (W5) 


Briefer:  Dr. Kathleen Charters, Nurse Consultant to the Defense Health Agency, Healthcare 
Operations Directorate, Clinical Support Division 


1400 – 1530 
Review of Installation Visits & Focus Group Findings 


Briefer:  Insight Staff 


1530 Public Dismissed 


Thursday, June 18 


0800 – 0815 


Morning Remarks 


Committee Chair:  LtGen (Ret) Frances Wilson 
Designated Federal Officer:  COL Betty Yarbrough 


0815 – 0945 


Services’ Pregnancy/Postpartum Policies Review (W1-W3) 


Briefers:   
 


• Army:  Colonel Cheryl L. Martinez, Chief, Distribution and Readiness, Director Military 
Personnel Management  


• Navy:  CDR Christine J. Caston, Branch Head of Diversity, Inclusion and Women's 
Policy (OPNAV N134) 


0945 – 1000  AM Break 


1000 – 1215   


Services’ Pregnancy/Postpartum Policies Review Continued (W1-W3) 


Briefers continued:   
• Marine Corps:  Col Brendan Reilly, Branch Head, Manpower Military Policy, under the 


Deputy Commandant for Manpower and Reserve Affairs 
• Air Force:  Major David C. Miller, Chief, Physical Standards Development, Air Force 


Medical Support Agency, Pentagon 
• Coast Guard:  LCDR Russell Mayer, Team-Leader in the Policy and Standards 


Division, Office of Military Personnel 


1215 – 1230 Public Comment Period  


1230 Public Dismissed 
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DACOWITS RFI’s 
(Wellness) 
17 Jun 15 


POC: DCS G-1, COL Martinez, 703-695-7961 
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• Guiding Regulations on workplace assignment and general 
limitations?   
– AR 40-501 (Standards of Medical Fitness), dtd 14 December 2007 is 


currently under revision and provides duty limitation guidelines  
• Rapid action revision (RAR) published 4 August 2011 
• Baseline for issuance of a profile (DA Form 3349) that provides 


commanders any duty limitations 
– AR 614-30 (Overseas Assignments), dtd 27 Feb 15, provides 


commanders assignment limitations  
• Army policy maintains 6 months operational deferment from date of 


child’s birth as compared to 4 months required in DoDI 1342.19, dtd 
7 May 2010 


• CDR may further extend deferment period if deemed operationally 
feasible 


• Soldier may request waiver of the deferment. If approved, a Soldier 
may deploy with the unit during the six-month nondeployable period 
following a newborn’s birth 


• Maintains 6 month operational deferment to support breastfeeding 


Army PREGNANCY, POSTPARTUM and BREASTFEEDING 
policies, which potentially impact the retention of servicewomen 
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• What policies and/or programs exist to ensure servicewomen are 
not exposed to reproductive or lactation hazards?  
– AR 40-501 is the baseline for issuance of a profile (DA Form 3349) 


providing commanders any duty limitations 
• What methodology is used to design the current pregnancy and 


postpartum policy?  
– Clinical Practice Guidelines  
– Balance of operational requirements with health and well-being of 


mother and baby 


Army PREGNANCY, POSTPARTUM and BREASTFEEDING 
policies, which potentially impact the retention of servicewomen 


(cont.) 
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• What programs exist to prevent pregnancy discrimination and 
ensure commands adhere with DoD and Service’s policies?   
– Equal Employment Opportunity (EEO), Equal Opportunity (EO) 


Housing Referral Office (HRO), Inspector General (IG), Chaplain, 
Family Programs, Military One Source, Patient Advocate Office, and 
Army Community Service (ACS) 


• What resources exist for pregnant servicewomen as they prepare 
to balance a career in the military with parenthood?  
– Public Health Command Women's Portal, Army Public Health Nursing, 


Child Youth Services and new parent support for child care and 
parenting guidance, Pregnancy/Postpartum Physical Training (PPPT) 
Program 


 
 


Army PREGNANCY, POSTPARTUM and BREASTFEEDING 
policies, which potentially impact the retention of servicewomen 
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• How does pregnancy and postpartum affect servicewomen’s 
advancement, assignments, and retention?  
– Allows servicewomen sufficient time to provide for the care of their new 


child and prepare to meet the standards of the military for 
advancement, assignments, and retention 


– Advancement - AR 600-8-19, 2 Feb 15 (Enlisted Promotions) and AR 
600-8-29, 25 Feb 05 (Officer Promotions) provide promotion guidance.  
Pregnancy is not a limiting factor for advancement 


– Assignment – AR 614-30 (Overseas Assignments) limits overseas 
assignments and deployability 


– Retention – no impact on retention unless a Soldier is unable to 
provide a Family Care Plan (AR 600-20) 


 
 


Army PREGNANCY, POSTPARTUM and BREASTFEEDING 
policies, which potentially impact the retention of servicewomen 


(cont) 
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• Is pregnancy documented or coded in servicewomen’s 
performance evaluations/fitness reports? If so, why?  
– Yes. Every Soldier unable to take an APFT within 12 months of the 


“THRU: date of an evaluation requires an explanation. “Exempt from 
APFT requirement in accordance with AR 40–501” 


– Every Soldier unable to take an APFT within 12 months of the “THRU” 
date requires an explanation 


 
 


Army PREGNANCY, POSTPARTUM and BREASTFEEDING 
policies, which potentially impact the retention of servicewomen 


(cont) 
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• Describe the breastfeeding policy. When was the last time this 
policy was updated?  
– The Army provides 6 weeks maternity leave, 1 week paternity leave 


and 6 month operational deferment 
– Currently, the Army is drafting a formal policy on breastfeeding 


• Describe the postpartum fitness testing policy. When was the last 
time this policy was updated?  
– IAW AR 350-1 (Army Training and Leader Development), dtd 9 August 


2014 Soldiers who are pregnant or who are recovering from childbirth 
are exempt from regular unit physical readiness training and APFT 
testing for the duration of the pregnancy and 180 days past pregnancy 
termination 


 


Army PREGNANCY, POSTPARTUM and BREASTFEEDING 
policies, which potentially impact the retention of servicewomen 
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• What was the methodology used to design the postpartum 
physical fitness testing policy (e.g., supporting medical 
research)?  
– Clinical Practice Guidelines 


• What programs exist to support breastfeeding and ensure that 
commands adhere to DoD and/or Service policies (e.g., provide 
time and a clean lactation space)? 
– Military Treatment Facilities and Army Community Services New 


Parent Support Program have lactation consultants 
– Healthcare Providers and Maternity Nurses are available 
– Information is available on the PHC Women's Portal 
– Pentagon and DHHQ have a Lactation Support Program (LSP) 


  
 


Army PREGNANCY, POSTPARTUM and BREASTFEEDING 
policies, which potentially impact the retention of servicewomen 


(cont.) 
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I n t e g r i t y  -  S e r v i c e  -  E x c e l l e n c e 


Headquarters U.S. Air Force 


USAF Pregnancy and 
Postpartum Policy Review 


Maj David Miller, AFMSA/SG  
18 June 2015 







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


Wellness- W1 
What instruction(s) delineates the workplace assignment and general limitations for 
pregnant servicewomen? When was the last time this policy was updated? 


 AFI 10-203, Duty Limiting Conditions, 20 Nov 14 
 AFI 48-145, Occupational and Environmental Health Program , 22 Jul 14 
 AFI 44-102, Medical Management, 17 Mar 15 
 AFI 36-2905, Fitness Program, 29 Oct 13 
 AFI 36-2110, Assignments, 27 Mar 15 
(Draft Guidance Memorandum in coordination) 
 AFI 36-2903, Dress and Personal Appearance of AF Personnel, 15 Aug 14  


What was the methodology used to design the current pregnancy policy (e.g., supporting 
medical research)? 


 Policy driven by operational requirements & advised by consensus of experts 
 Each policy statement is supported by evidence, which is regularly reviewed 


or changed when new evidence is presented 
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I n t e g r i t y  -  S e r v i c e  -  E x c e l l e n c e 


Wellness- W1 
 


What programs exist to prevent pregnancy discrimination and ensure commands adhere 
with DoD and Service’s policies? 


 AF provides proactive prevention through Human Relations Education (HRE)  
 AF guidance is to adhere to OSHA, EEOC and Pregnancy Discrimination Act 


unless specifically exempted 
 AF does inquires into allegations of pregnancy discrimination and the                     


USAF Inspector General Program ensures compliance with policies 


What resources exist for pregnant servicewomen as they prepare to balance a career in 
the military with parenthood?  


 Airman Family and Readiness Center programs such as “Bundles for 
Babies” and Military OneSource - New Parent Support Program 


 Family Advocacy Programs, additional women’s health, childbirth and new 
parenting classes vary by location and local community 
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I n t e g r i t y  -  S e r v i c e  -  E x c e l l e n c e 


Wellness- W1 


How does pregnancy affect servicewomen’s advancement, assignments & retention? 
 Pregnancy is not a consideration for promotion, assignment, or retention. 


Beginning in 2015, Developmental Teams for each career field will conduct 
barrier analysis to determine/identify if there are any artificial limitations.  


Is pregnancy documented or coded in servicewomen’s performance evaluations/fitness 
reports?  If so, why? 


 No   


What policies and/or programs exist to ensure servicewomen are not exposed to 
reproductive hazards? 


 AFI 48-145, Occupational and Environmental Health Program, 22 Jul 14, 
which includes specific guidance on the Fetal Protection Program 


 Individual Fitness and Duty profiles are determined on case-by-case basis 
with consideration of functional tasks in occupation 
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I n t e g r i t y  -  S e r v i c e  -  E x c e l l e n c e 


Wellness- W2 
Describe the postpartum operational deferment policy. When was the last time this 
policy was updated?  


 AFI 36-2110, Assignments, 27 Mar 15, (Draft GM in coordination), which 
currently has 6 months postpartum deferral for deployments & draft GM 
changes to 12 months postpartum deferral (Airman may defer at her 
discretion) 


 AFI 44-102, Medical Management, 17 Mar 15, which requires                              
6 month postpartum deferral for deployments, recommends commanders 
consider 12 month deferral 


What was the methodology used to design the postpartum operational deferment 
policy (e.g., supporting medical research)? 


 Policy driven by operational requirements and advised by consensus of 
experts 
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I n t e g r i t y  -  S e r v i c e  -  E x c e l l e n c e 


Wellness- W2 
Describe the postpartum fitness testing policy. When was the last time this policy was 
updated? 


 “Members with pregnancies lasting 20 weeks or more are also exempt from 
Fitness Assessment for 180 days after completion of pregnancy (delivery, 
miscarriage, etc.).” 


 For cases where pregnancy ends prior to 20 weeks, providers will take into 
account physiological and psychological changes when determining days 
required for recovery & reconditioning prior to Fitness Assessment eligibility 


 AFI 36-2905, Fitness Program, 29 Oct 13 


What was the methodology used to design the postpartum physical fitness testing policy 
(e.g., supporting medical research)? 


 Airmen with medical conditions that require profiles for greater than 30 days 
are authorized 42 days after profile completion prior to fitness testing 


 Advisement from the American College of Obstetricians and Gynecologists, 
Committee Opinion (ACOM)  with consideration of current occupational  
health ‘return to work’ guidelines 
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I n t e g r i t y  -  S e r v i c e  -  E x c e l l e n c e 


Wellness- W2 


How does your Services’ postpartum operational deferment policy compare with the 
DoD policy? 


 AF increased length of time for deferment from 4 to 6 months and currently 
is coordinating Guidance Memorandum change to 12 months, which may 
be declined at Airmen’s request 
 


How do the postpartum policies affect servicewomen’s advancement, assignments, and 
retention? 


 Postpartum policies allow an option for servicewomen to address personal, 
family and professional needs which may assist with retention.  There are 
no indication of negative impact to advancement, assignments and 
retention due to postpartum policies.  Beginning in 2015, Developmental 
Teams for each career field will conduct barrier analysis to 
determine/identify if there are any artificial limitations.  
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I n t e g r i t y  -  S e r v i c e  -  E x c e l l e n c e 


Wellness- W3 
Describe the breastfeeding policy. When was the last time this policy was updated?  


 “Exclusive breastfeeding is optimal nutrition for the first 6 months of life.”  
Policy was designed to encourage and support breastfeeding 


 AFI 44-102, Medical Management, 17 Mar 15 


Methodology used to design this policy (e.g., supporting medical research)?  
 Consensus of medical experts, current literature and breastfeeding 


advocates (AAP, ACNM, ACOG) 


What programs exist to support breastfeeding and ensure that commands adhere to 
DoD and/or Service policies? - (e.g., provide time and a clean lactation space)  


 Lactation Counselors at all USAF MTFs, local breastfeeding support 
groups, Airman Family and Readiness Center programs 


 Military OneSource - New Parent Support Program 
 Family Advocacy nurses, WIC, additional women’s health and 


breastfeeding classes vary by location and local community 
 Command adherence to policy is performed through internal and external 


inspections and complaint systems (i.e. IG)  
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I n t e g r i t y  -  S e r v i c e  -  E x c e l l e n c e 


Wellness- W3 


How does the postpartum physical fitness testing policy and the postpartum 
operational deferment policy impact servicewomen’s ability to breastfeed? 


 6 months fitness deferral and 12 months deployment deferral provide 
optimal support for breastfeeding 


 Per ACOM, Committee Opinion, "Moderate weight reduction while 
nursing is safe and does not compromise neonatal weight gain" and  
"A return to physical activity after pregnancy has been associated with 
decreased incidence of postpartum depression, but only if the exercise 
is stress relieving and not stress provoking" 


 Current limited data suggests less than 10 Airmen deploy during their 
first 12 months postpartum, so very limited impact noted 
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I n t e g r i t y  -  S e r v i c e  -  E x c e l l e n c e 


Wellness- W3 
What policies and/or programs exist to ensure servicewomen are not exposed to 
lactation hazards? 


 AFI 48-145, Occupational and Environmental Health Program, 22 Jul 14, 
includes specific guidance on the Fetal Protection Program 


 AFI 48-148, Ionizing Radiation Protection, 20 Nov 14, covers prevention of 
exposure of fertile women to radiation for medical treatment or diagnosis, 
the reporting/notification process for the radiation exposure to a 
pregnant service member, and the annual dose limits for Declared 
Pregnant Females 


 Air Force Manual (AFMAN) 48-146, Occupational & Environmental Health 
Program Management, 9 Oct 12, contains the Fetal 
Protection/Reproductive Risk program which states that pregnant 
personnel may request an individual workplace reproductive health 
hazard exposure assessment   


 Individual Fitness and Duty profiles are determined on a case-by-case 
basis with consideration of functional tasks in occupation 
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I n t e g r i t y  -  S e r v i c e  -  E x c e l l e n c e 


  


Questions?   
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US Coast Guard briefing to 
DACOWITS 


18-19 June 2015 
Presented by: 


LCDR Russ Mayer 
Policy and Standards Team Lead,  


Office of Military Personnel Policy 







Requests for Information  


• Pregnancy 
 


• Postpartum 
 


• Breastfeeding  
 







Current Policy 


• Pregnancy in the Coast Guard, COMDTINST 
1000.9 (series) 
– Evidence based decision making 
– Currently in revision, target date early 2016 
– New Title “Pregnancy and Parenthood” 
– Multiple updates in content 


• Pregnancy, Postpartum, Breastfeeding 
• Safety, Work-life, and Administrative 


 
 
 
 


 







Pregnancy 


–What programs exist to prevent pregnancy discrimination and ensure commands adhere with 
DoD and Service’s policies? 


•Robust civil rights, affinity groups, and direct communication with Commandant level focus groups 


–What resources exist for pregnant servicewomen as they prepare to balance a career in the 
military with parenthood? 


•Child Development Centers, Family Child Care, Child Care Subsidies, and Temporary Separations 


–How does pregnancy affect servicewomen’s advancement, assignments, and retention? 
•No impact on advancement, minimal impact on assignments, and unknown on retention 


–Is pregnancy documented or coded in servicewomen’s performance evaluations/fitness 
reports? If so, why? 


•No, pregnancy  is specifically excluded/forbidden in all performance evaluations 


–What policies and/or programs exist to ensure servicewomen are not exposed to reproductive 
hazards? 


• Safety and Environmental Health, COMDTINST M5100.47 (series) 







Postpartum 


–Describe the postpartum fitness testing policy. When was the last time this policy was 
updated? 


•The Coast Guard does not have a fitness testing policy for all members.  Some members are subject to 
fitness testing as part of their current assignment.  This policy allows members who were recently 
pregnant to not be subject to fitness standards. 


–What was the methodology used to design the postpartum physical fitness testing policy (e.g., 
supporting medical research)? 


•N/A 


–How does your Services’ postpartum operational deferment policy compare with the DoD 
policy? 


•Coast Guard postpartum operational deferment policy is 6 months, taking into account unique Coast 
Guard missions.  Various other services range from 6 to 12 months. 


–How do the postpartum policies affect servicewomen’s advancement, assignments, and 
retention? 


•No impact on advancement, minimal impact on assignments, and unknown on retention 
 







Breastfeeding 


–How does the postpartum physical fitness testing policy and the postpartum operational 
deferment policy impact servicewomen’s ability to breastfeed? 


•No impact, service member should be enabled to breastfeed their choosing according to individual need. 


– What policies and/or programs exist to ensure servicewomen are not exposed to lactation 
hazards? 


•Safety and Environmental Health, COMDTINST M5100.47 (series) 
 







QUESTIONS? 







Points of Contact 


Diversity and Inclusion CG-12B 


CDR Gina Freeman 
Gender Policy Advisor 
202-475-5247 
Gina.L.Freeman@uscg.mil 
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Pregnancy, Postpartum and 
Breastfeeding Policy 


 Brief to DACOWITS 


MPO 
18 June 2015 







USMC Pregnancy Policy 


2 


• Governing Directive for Pregnancy:   Marine Corps Order 5000.12E (Marine Corps 
Policy Concerning Pregnancy and Parenthood); published 8 Dec 2004 with Change 1 on 
19 Jan 2007 and Change 2 on 14 June 2007; currently under revision 


 
• Goal of policy is to balance the medical and safety needs of the pregnant Marine and 


her unborn child with the needs of the Marine Corps while maintaining optimum job 
and career performance 


 
• Created with recommendations and input of Director, Health Services, HQMC 
• Closely aligned with OPNAVINST 6000.1C (Navy Guidelines concerning Pregnancy 


and Parenthood) 
 
• Policy Enforcement/Discrimination Prevention:  A Marine who believes she is the 


subject of pregnancy discrimination may access her Chain of Command, Request Mast, 
the Chaplain, the Inspector General, and/or the command’s Equal Opportunity Office   


 
 







USMC Pregnancy Policy 
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• Career/Family Balance Resources: 
• Leadership mentoring through chain of command 
• Marine Corps Family Team Building programs (such as New Parent Support Program) 
• Military OneSource 
• Command Family Readiness Officers 
• Chaplains 
• Career Intermission Pilot Program (though not specific for parenthood and/or 


servicewomen) 
 


• Effect of Pregnancy on advancement, assignments, and retention 
• No effect on advancement or retention 
• Assignment carries some limitations in order to protect the health of the Marine and 


her unborn child 
• Not assigned hazardous duties 
• limited working hours in latter stages of pregnancy 
• Travel restrictions (not transferred past certain stage of pregnancy) 
• Any other restrictions the overseeing Health Care Provider (HCP) recommends 


 







USMC Pregnancy Policy 
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• Documentation of pregnancy  
• Documented on performance evaluations to validate other markings on the fitness 


report that may otherwise be adverse; i.e., outside of height/weight standards, or 
absence of a physical fitness test or combat fitness test score. 


 







USMC Postpartum Policy 
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• Governing Directive for Postpartum Policy:   Marine Corps Order 5000.12E (Marine 
Corps Policy Concerning Pregnancy and Parenthood); published 8 Dec 2004 with Change 
1 on 19 Jan 2007 and Change 2 on 14 June 2007; currently under revision 


 
• Goal of policy is to balance the medical and safety needs of the postpartum Marine 


and her infant with the needs of the Marine Corps while maintaining optimum job 
and career performance 


 
• Created with recommendations and input of Director, Health Services, BUMED, and 


the American Congress of Obstetricians and Gynecologists Committee 
• Closely aligned with OPNAVINST 6000.1C (Navy Guidelines concerning Pregnancy 


and Parenthood)  
 







USMC Postpartum Policy 
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• Operational Deferment Policy (updated in June 2007): 
• Deferred from deployment or assignment to a deploying unit for 6 months after giving 


birth; Marine may waive this option.   
• DOD policy is 4 month deferment 


 
• Postpartum Fitness: 


• Marine is exempt from taking the physical fitness test or combat fitness test for 6 
months after returning to full duty, unless extended further by Health Care Provider. 


• Exempt from unit PT and exercise resumes at own pace, under supervision of HCP 
• Clarified within MCO 6110.3 w/ Change 2 (Marine Corps Body Composition Program) 


in Jan 2015 
 
• Effect of new parenthood on advancement, assignments, and retention 


• No effect on advancement or retention 
• Assignment carries some limitations in order to maximize the opportunity for the 


mother-child dyad to bond and breastfeed. (Ex. Deployment deferment and not 
assigned duties that could be hazardous to the Marine or a breastfeeding infant) 


 
 


 
 


 







USMC Breastfeeding Policy 


7 


• Governing Directive for Breastfeeding Policy:   Marine Corps Order 5000.12E (Marine 
Corps Policy Concerning Pregnancy and Parenthood); published 8 Dec 2004 with Change 
1 on 19 Jan 2007 and Change 2 on 14 June 2007; currently under revision 


 
• Goal of policy is to balance the medical and safety needs of the lactating Marine and 


her infant with the needs of the Marine Corps while maintaining optimum job and 
career performance 


 
• Created with recommendations and input of Director, Health Services 
• Collaborative effort between lactating Marine and her chain of command, in order to 


provide space and time for expressing breastmilk during the work day 
• Seeks to strike a balance between needs of Marine and the command 
 







USMC Breastfeeding Policy 
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• Policy Enforcement/Support 


• Chain of Command, Health Care Providers, Lactation Consultants within Military 
Treatment Facilities, Request Mast, etc 
 


• Impact of postpartum and operational deferment policy on Marine’s ability to 
breastfeed: 


• The policy ensures the Marine is not separated (deployed) from the newborn infant for 
at least 6 months to allow for breastfeeding during that time.  Delayed physical fitness 
testing allows for the Marine to return to fitness standards at an individual pace under 
the supervision of her Health Care Provider. 


• Training requirements that may be hazardous to lactation (i.e. rifle range, gas 
chamber) are waived for 6 months following childbirth. 
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The Committee is interested in reviewing the Services’ PREGNANCY policies, which 
potentially impact the retention of servicewomen.  
 The Committee requests a briefing from the Services on the following:  


 
 What instruction(s) delineates the workplace assignment and general limitations for 


pregnant servicewomen? When was the last time this policy was updated?  
 What was the methodology used to design the current pregnancy policy (e.g., 


supporting medical research)?  
 What programs exist to prevent pregnancy discrimination and ensure commands adhere 


with DoD and Service’s policies?  
 What resources exist for pregnant servicewomen as they prepare to balance a career in 


the military with parenthood?  
 How does pregnancy affect servicewomen’s advancement, assignments, and retention?  
 Is pregnancy documented or coded in servicewomen’s performance evaluations/fitness 


reports? If so, why?  
 What policies and/or programs exist to ensure servicewomen are not exposed to 


reproductive hazards?  
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What instruction(s) delineates the workplace assignment and general limitations for 
pregnant servicewomen? When was the last time this policy was updated?  


 
 DoDI 1342.19: FAMILY CARE PLANS: (Last Updated: 07 May 10) 


Establishes policy, assigns responsibilities, and prescribes procedures for the care of dependent 
family members of Service members, including Reserve Component (RC) members, and of members 
of the DoD Civilian Expeditionary Workforce (CEW) 


 SECNAVINST 1300.12D: ASSIGNMENT OF WOMEN IN THE DEPARTMENT OF THE 
NAVY: (Last Updated: 25 Aug 11) 


The purpose of this instruction is to prescribe the guidelines under which women, both officer and 
enlisted, in the Navy and Marine Corps may be assigned to duty in ships, aircraft, and units of the 
Navy and Marine Corps. 


 OPNAVINST 6000.1C:  NAVY GUIDELINES CONCERNING PREGNANCY AND 
PARENTHOOD:  (Last Updated: 14 Jun 07) 


• Section 103. General limitations fall into the following categories: 
• Medical 
• Ergonomic 


• Section 104. Assignments 
• Outlines CONUS and OCONUS transfers  
• Shipboard and aviation squadron assignments 
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What was the methodology used to design the current pregnancy policy (e.g., 
supporting medical research)?  


 
 Current Policy Guidelines: 


• Pregnant servicewomen may remain onboard up to the 20th week of pregnancy.   
• A pregnant servicewoman shall remain onboard if the time for medical evacuation to a treatment 


facility capable of evaluating and stabilizing OB emergencies is less than 6 hours. 
• Pregnancy is considered disqualifying for designated flight status personnel. However, waivers may 


be requested up to the beginning of the third trimester (28th week). 
 


 The methodology used to establish current policy was based on civilian health care 
community practices.  Consideration was also given to balancing three central areas: a 
Sailor’s health, career development, and operational needs of the ship during deployment.  
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What programs exist to prevent pregnancy discrimination and ensure commands 
adhere with DoD and Service’s policies?  


 
 OPNAVINST 6000.1C, the Commanding Officer is responsible for ensuring that every 


effort is made to ensure that pregnant servicewomen are not subjected to harassment, 
imposition of personal opinions, or infringement of legal rights. 


 
 OPNAVINST 5354.1F: NAVY EQUAL OPPORTUNITY (EO) POLICY 


• Command leaders must create, shape and maintain a positive EO environment through policy, 
communication, training, education, enforcement and assessment. 


• The Command Managed Equal Opportunity (CMEO) program objective is to promote positive 
command morale and Quality of Life (QOL) by providing an environment in which all personnel 
can perform to their maximum ability. 
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What resources exist for pregnant servicewomen as they prepare to balance a career 
in the military with parenthood?  
 
 Support for pregnant servicewomen begins at pregnancy but continues long after birth to 


provide support for women reentering the workforce.   
 Navy/Marine Corps Relief Society 


• Budget for Baby 
 Fleet and Family Support Programs: OPNAVINST 1740.4D 


• Health Care 
• New Parent Support Program 


•  Parenting education 
•  Pre and post natal care 
• Information and referrals to community resources 
•  Developmental screening 
•  Home visits 
•  Parent support groups 


• Loan Closet 
• Financial Assistance 
• Special Needs: EFMP Family Support 
• Child Care 
• Child and Youth programs 
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How does pregnancy affect servicewomen’s advancement, assignments, and 
retention? 


 
 Advancement: BUPERSINST 1430.16F 


• Pregnant Servicewomen who meet the eligibility requirements for advancement/promotion can 
participate in the advancement cycle/promotion board. 


• Pregnant servicewomen selected will be promoted in accordance with the advancement 
plan/promotion plan. 


 Assignments:  OPNAVINST 6000.1C 
• Pregnant servicewomen are eligible to remain onboard a ship until their 20th week of pregnancy.  
• Pregnant Servicewomen may participate in short underway periods as long as emergency OB 


care is available within 6 hours.   
• Aviators may continue flying with a waiver until their 3rd trimester.  
• Pregnant servicewomen may be assigned in CONUS without restriction provided they do not 


have to fly after the 36th week of pregnancy. 
• No servicewoman may be assigned overseas or travel overseas after the completion of the 28th 


week of pregnancy. 
 Retention: 


• FY14 Pregnancy and Parenthood Survey, sponsored by OPNAV N1, found that retention is 
negatively affected by a Sailor’s inability to balance career and family.   


• Navy leadership strives to improve our career flexibility and family care options. 
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Is pregnancy documented or coded in servicewomen’s performance 
evaluations/fitness reports? If so, why?  
 
 BUPERSINST 1610.10D, NAVY PERFORMANCE EVALUATION SYSTEM.   


• Fitness reports do not quote from medical reports or summaries, and do not mention medical 
conditions (including pregnancy) unless necessary to explain other matters in the report, i.e., use 
of PFA code. 


• Members shall not be given a less favorable report solely because of medical issues 
 


 SECNAVINST 1000.10A, Medical limitations and/or assignment restrictions, or periods 
of absence because of pregnancy or associated medical care, in and of themselves, 
shall not be the basis for downgrading marks or adverse comments. Evaluations and 
fitness reports shall be based on demonstrated performance. 
 


 OPNAVINST 6000.1C Section 101, Commanders shall ensure that pregnant 
servicewomen are not adversely evaluated or receive adverse fitness 
reports/evaluations as a consequence of pregnancy. Additionally, no comment on the 
pregnancy shall be made in the comments section of a fitness report. 
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What policies and/or programs exist to ensure servicewomen are not exposed to 
reproductive hazards?  


 
 OPNAVINST 6000.1C, Health Care Professional (HCP) is required to: 


• Provides timely guidance on work restrictions and the most effective job utilization of a pregnant 
servicewoman in order not to cause undue stress on her or her unborn child.  


• Refers to occupational health professionals when there is a concern about exposure to chemical 
or toxic agents, environmental hazards, positive responses on the mandatory questionnaires, or 
when clinically indicated. 


• Pregnant servicewomen are eligible to remain onboard a ship until their 20th week of pregnancy.  
 


 Medical Surveillance Procedures Manual- Reproductive/ Developmental Hazards 
(NEHC-6260-TM-01) provides a medical screening matrix, to include child-
bearing/nursing concern questions. 
 


 BUMEDINST 6470.22A  Navy Radiological Systems Performance Evaluation Program 
(Last updated: 30 Oct 02) 
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The Committee is interested in reviewing the Services POSTPARTUM policies, which 
potentially impact the retention of servicewomen.  
 The Committee requests a briefing from the Services on the following:  


 
 Describe the postpartum operational deferment policy. When was the last time this 


policy was updated?  
 What was the methodology used to design the postpartum operational deferment policy 


(e.g., supporting medical research)?  
 Describe the postpartum fitness testing policy. When was the last time this policy was 


updated?  
 What was the methodology used to design the postpartum physical fitness testing policy 


(e.g., supporting medical research)?  
 How does your Services’ postpartum operational deferment policy compare with the 


DoD policy?  
 How do the postpartum policies affect servicewomen’s advancement, assignments, and 


retention?   
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Describe the postpartum operational deferment policy. When was the last time this 
policy was updated?  
What was the methodology used to design the postpartum operational deferment 
policy (e.g., supporting medical research)?  


 
 DoDI1342.19: (Last Updated: 07 May 10) 


• Military mothers of newborns shall receive a 4-month deferment from duty away from the home 
station for the period immediately following the birth of a child.  Single Service members who adopt, 
or one member of a dual-military couple who adopts, shall receive a 4-month deferment from duty 
away from the home station from the date the child is placed in the home as a part of the formal 
adoption process. 


• RC members who are mothers of newborns, single RC members who adopt, and one RC member 
of a dual-military couple who adopts shall receive a 4-month deferment from involuntary call to 
active duty immediately following the child’s birth or placement in the home. 


 OPNAVINST 6000.1C: (Last Updated: 14 Jun 07) 
• The Navy postpartum operational deferment is for a period of up to 12 months post-delivery.  A 


waiver is required to return to operational duty prior to the conclusion of 12 months. 
• The methodology for the expansion of the Navy policy is based on expert opinion from the World 


Health Organization and The Surgeon General’s Call to Action to Support Breastfeeding. The Navy 
Policy was designed to enhance successful breastfeeding for our nursing servicewomen.    
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Describe the postpartum fitness testing policy. When was the last time this policy 
was updated?  
What was the methodology used to design the postpartum physical fitness testing 
policy (e.g., supporting medical research)?  


 
 OPNAVINST 6110.1J: (Last Updated: 11 Jul 11) Physical Readiness Program, pregnant 


servicewomen shall not be required to meet BCA/PRT standards from pregnancy 
confirmation through 6 months following convalescent leave. 
 


 The policy was established using American Congress of Obstetricians and 
Gynecologists guidelines. 


• Reasonable time for weight loss 
• Provides time to obtain a satisfactory level of fitness 
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How does your Services’ postpartum operational deferment policy compare with the 
DoD policy?  


 
 The Navy postpartum operational deferment is for a period of up to 12 months post-


delivery per OPNAVINST 6000.1C, which is greater than the DoDI 1342.19 that requires  
4-months deferment from duty away from the home station for the period immediately 
following the birth of a child.    
 


 The Navy’s expansion of the postpartum period enables mothers to breastfeed for a 
longer duration, resulting in increased mother-infant bonding and reduced risk of 
postpartum depression and pediatric concerns.  
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How do the postpartum policies affect servicewomen’s advancement, assignments, 
and retention?   


 
 Advancement: BUPERSINST 1430.16F  


• Pregnant Servicewomen who meet the eligibility requirement for advancement can participate in 
the advancement cycle. 


• Pregnant servicewomen selected will be promoted in accordance with the advancement plan. 
• Late exams are authorized to accommodate convalescent leave absences 


 
 Assignments: OPNAVINST 6000.1C 


• Postpartum 12-month operational deferment 
• Per NAVADMIN 256/08, Servicewomen who give birth to a stillborn child are entitled to 6 months 


operational deferment. 
 


 Retention: OPNAVINST 6000.1C 
• Operational deferment allows women to continue their career progression while also allowing for 


needed time for recovery, bonding, and establishing a family plan.   
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The Committee is interested in reviewing the Services BREASTFEEDING policies, 
which potentially impact the retention of servicewomen.  
 The Committee requests a briefing from the Services on the following:  


 
 Describe the breastfeeding policy. When was the last time this policy was updated?  
 Methodology used to design this policy (e.g., supporting medical research)?  
 What programs exist to support breastfeeding and ensure that commands adhere to 


DoD and/or Service policies? (e.g., provide time and a clean lactation space)  
 How does the postpartum physical fitness testing policy and the postpartum operational 


deferment policy impact servicewomen’s ability to breastfeed?  
 What policies and/or programs exist to ensure servicewomen are not exposed to 


lactation hazards?  
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Describe the breastfeeding policy. When was the last time this policy was updated?  
 


 OPNAVINST 6000.1C:(Last Updated: 14 Jun 07) 
• Servicewomen who desire to continue breastfeeding upon return to duty will notify their chain of 


command at the earliest possible time to allow the command to determine how best to support 
them as well as to facilitate the prompt evaluation of the workplace for potential hazards.  


• Questions regarding potential workplace hazard issues related to lactating servicewomen should 
be referred to Navy Occupational Health Program personnel to determine whether intervention is 
necessary. 


 OPNAVINST 6000.1C  Section 209. Workplace Support of Breastfeeding Servicewomen 
• Commanding Officers are responsible for developing written policies to delineate support of 


servicewomen with breastfeeding infants that includes information such as facilities provided and 
time allotted for breaks. 


• The policy will ensure that the work environment supports and respects servicemembers who 
engage in healthy behaviors such as breast milk expression. 


• The policy will prohibit harassment and discrimination of breastfeeding servicewomen. 
 BUMEDINST 6000.14A: Support of Servicewomen in Lactation and Breastfeeding 


• The BUMED instruction is only applicable to Navy Medical Department personnel and Medical 
Treatment Facilities.   


• Used as an example for Commanding Officers in the development of their own command level 
written policies.    
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Methodology used to design this policy (e.g., supporting medical research)? 
 


 The Navy’s breastfeeding policy was developed using expert medical guidance from the 
American Congress of Obstetricians and Gynecologists, American Academy of 
Pediatricians, and World Health Organization (WHO).  The most recent guidelines have 
been put out by the WHO in the Ten Steps to Successful Breastfeeding described by 
Protecting, Promoting and Supporting Breastfeeding: a Joint WHO/UNICEF Statement.  


 
 


 
 


BREASTFEEDING POLICIES  
Wellness #3 







18 


What programs exist to support breastfeeding and ensure that commands adhere to 
DoD and/or Service policies? (e.g., provide time and a clean lactation space)  


 
 Per OPNAVINST 6100.1C: 


The Navy continues to encourage and support accommodations to best meet the needs of our 
nursing service members and their infants.  Servicewomen who continue to provide breast milk 
upon return to duty will be, at the minimum, afforded the availability of a clean, secluded space (not 
a toilet space) with ready access to a water source for the purpose of pumping breast milk. 
Commands must ensure breastfeeding servicewomen are afforded access to cool storage for 
expressed breast milk. 


 
 Navy MTFs are directed to implement breast feeding policies and lactation support IAW 


with BUMEDINST 6000.14A  
 


 The Unified Facilities Criteria (UFC) system provides planning, design, construction, 
sustainment, restoration, and modernization criteria, and applies to the Military 
Departments, the Defense Agencies, and the DoD Field Activities. 
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How does the postpartum physical fitness testing policy and the postpartum 
operational deferment policy impact servicewomen’s ability to breastfeed?  
 
 Postpartum physical fitness testing is deferred to 6 months postpartum. This timeframe 


allows for healthy weight loss as well as adequate time for Sailors to meet physical 
standards.  Community practice was used to ensure continued breastfeeding success. 
 


 Navy supports a 12-month postpartum operational deferment to maximize outcomes for 
mothers and newborns prior to the mother’s transition back to operational duties. The 
extension of the postpartum period enables mothers to breastfeed for a longer duration, 
resulting in increased mother-infant bonding and reduced risk of postpartum depression 
and pediatric concerns.  
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What policies and/or programs exist to ensure servicewomen are not exposed to 
lactation hazards? 
 
 OPNAVINST 6100.1C: 


• Medical Treatment Facility (MTF)/Fleet Industrial Hygienists are responsible for evaluating the 
presence of possible reproductive and lactation hazards at the time of a baseline industrial 
hygiene site survey, and during any survey updates.  


• Any positive findings will be brought to the attention of the CO or Safety Officer and Senior 
Medical Department Representative (SMDR) . 


  


 Medical Surveillance Procedures Manual- Reproductive/ Developmental Hazards 
(NEHC-6260-TM-01) provides a medical screening matrix, to include child-
bearing/nursing concern questions. 
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PERSONNEL AND READINESS 


Department of Defense  
FY 2014 Report on Substantiated Sexual 


Harassment Incidents in the Armed Forces 


PRELIMINARY 
Top Level Findings 


 
 







PERSONNEL AND READINESS 


 
 Public Law (10 USC 1561) defines sexual harassment as a 


form of sex discrimination 
• DoD Military Equal Opportunity Program (DoD Directive 


1350.2) promulgates policy guidance  
• Military services establish Service-specific policies, 


collecting data on formal and informal complaints 
 DoD built comprehensive report identifying findings and 


conclusions from 1,422 formal and informal complaints, all of 
which were investigated  
 


 
 


Processing Sexual Harassment 
Complaints in DoD 







PERSONNEL AND READINESS 


• Substantiated incidents of sexual harassment occurred at very 
similar rates in both formal and informal complaints 
– 57% of overall complaints were found to be substantiated  
– 83% of offenders were Enlisted Service members 


• Total offenders were most often in pay grades E5-E6 
– E5-E6 highest offender grade in formal complaints (40%) 
– E1-E4 highest offender grade in informal complaints (36%) 


– 94% of complainants were Enlisted Service members  
• E1-E4 was the highest complainant pay grade in both formal complaints 


(70%) and informal complaints (64%) 
– The most common location for harassment was on-duty  
– Most complaints were made within 60 days 
– The most frequent type of complaint involved crude/offensive behavior 
 


Top Level Findings 







PERSONNEL AND READINESS 


 Formal Complaints  736 Complaints Reported 
– 57% of complaints (419) were substantiated and involved 435 offenders, 


who received 421 total corrective actions 
• 48% (202) of the 435 offenders for whom command action was completed in FY14 


received non-judicial punishments  
• 37% (154) of offenders received adverse or administrative actions 
• The remaining 15% (65) of offenders received court-martials, discharges in lieu of 


court-martials, discharges in lieu of disciplinary actions, or other adverse actions   


 Informal Complaints  686 Complaints Reported 
– 57% of complaints (390) were substantiated and involved 407 offenders, 


who received 415 total corrective actions 
• 60% (247) of the 407 offenders for whom command action was completed in FY14 


received adverse or administrative actions 
• 27% (114) of offenders received non-judicial punishments 
• The remaining 13% (54) of offenders received court-martials, discharges in lieu of 


court-martials, discharges in lieu of disciplinary actions, or other adverse actions  


 
 
 


Accountability  







PERSONNEL AND READINESS 


Total Reported Sexual Harassment 
Incidents in FY 2014 
 The Services and the National Guard Bureau (NGB) reported a 


total of 1,422 formal and informal complaints in FY 2014 
• 57% were substantiated 
• 32% were unsubstantiated 
• 11% were pending  


 Of 736 formal complaints reported: 
• 57% were substantiated 
• 31% were unsubstantiated 
• 12% were pending at close of FY14 


 Of 686 informal complaints reported:  
• 57% were substantiated  
• 33% were unsubstantiated  
• 10% were pending at close of FY14 


 Complaint 
Disposition 


Formal 
Complaints 


Informal 
Complaints 


Total 
Complaints 


Substantiated 419 390 809 
Unsubstantiated 227 229 456 


Pending 90 67 157 
Total 736 686 1,422 


57% 33% 


10% 


Informal Complaints 


57% 31% 


12% 


Formal Complaints 


# Substantiated Complaints
# Unsubstantiated Complaints
# Pending Complaints







PERSONNEL AND READINESS 


Offenders in Substantiated Sexual 
Harassment Incidents 


 Offenders were predominantly male, coworkers, in the same unit  
• The majority of offenders were Enlisted (83%) in grades E5-E6 
• 435 offenders reported in formal complaints 


– 40% in pay grades E5-E6, followed by 26% in pay grades E1-E4 
– 10% were in officer grades O1-O6 


• 407 offenders reported in informal complaints 
– 36% in pay grades E1-E4, followed by 30% in pay grades E5-E6 
– 14% were in officer grades O1-O10  


Offenders Formal Complaints Informal Complaints 


Male 420 (97%) 383 (94%) 


Female 15 (3%) 24 (6%) 


Total 435 407 







PERSONNEL AND READINESS 


  Substantiated Sexual Harassment Incidents 
Offenders by Pay Grade 
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PERSONNEL AND READINESS 


 NDAA FY 2013 required DoD to report on cases in which a member 
is accused of multiple incidents of sexual harassment  
• Referred to as “repeat offenders” in report 


 
• FORMAL COMPLAINTS 


– Complaints that involved repeat offenders comprised 12% (91 of 736) of 
formal sexual harassment complaints 


– 78% (71 of 91) of those complaints were substantiated 
 


• INFORMAL COMPLAINTS 
– Complaints that involved repeat offenders comprised 15% (107 of 686) of 


informal sexual harassment complaints 
– 64% (68 of 107) of those complaints were substantiated 


 


Repeat Offenders 







PERSONNEL AND READINESS 


Repeat Offenders in Substantiated  
Sexual Harassment Complaints 


670 
83% 


17% 


FY14 Substantiated Complaints of Sexual Harassment 


Substantiated
Complaints against
First-Time Offenders


Substantiated
Complaints against
Repeat Offenders
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PERSONNEL AND READINESS 


Complainants in Substantiated Sexual  
Harassment Incidents 


 Complainants were predominantly female enlisted members (95%) 
• The majority of complainants were Enlisted in pay grades E1-E4 


(67%) 
• 430 complainants reported in formal complaints 


– 70% were in pay grades E1-E4, followed by 21% in pay grades E5-E6 
– 5% were in officer grades O1-O6 


• 349 complainants in informal complaints 
– 66% were in pay grades E1-E4, followed by 25% in pay grades E5-E6 
– 5% were in officer grades O1-O6   


Complainants Formal Complaints Informal Complaints 


Male 44 (10%)  63 (19%) 
Female 386 (90%) 267 (81%) 
Total 430 330 
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Substantiated Sexual Harassment 
Complainants by Pay Grade 
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PERSONNEL AND READINESS 


Location of Substantiated Complaints 


 Nearly 3/4ths of all substantiated complaints for which location was 
reported occurred on-duty 


 More than 20% of sexual harassment complaints occurred while off-duty 
 One informal complaint encompassed both on- and off-duty involvement 


313 
74% 


91 
22% 


15 
4% 


On-Duty
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80 
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PERSONNEL AND READINESS 


The vast majority of 
formal complaints 
were reported within 
the DoD-
recommended 60-day 
window of the sexual 
harassment incident, 
and reported to the 
GCMCA. 
More informal 
complaints were 
reported later, both 
by the complainant to 
the superior officer 
and to the GCMCA.  
Both sets of charts 
include substantiated 
and unsubstantiated 
complaints. 
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PERSONNEL AND READINESS 


• FY 14 legislation supported by FY 15 legislation required a report on role of 
ODMEO in sexual harassment cases due to Congress on June 1, 2015 


• The law specified the following four tasks  
 Determine if ODMEO should evaluate/address sexual harassment cases  
 Evaluate working relationship between ODMEO and DoD SAPRO 
 Identify ODMEO resource and personnel gaps, if any 
 Identify of ODMEO capacity to track sexual harassment cases currently  


• DoD plan – Assign Tiger Teams to explore each tasks initially 
• Establish an integrated process team to develop recommendations clarifying 


the role of ODMEO based on:  
 Thoroughly reviewing ODMEO’s current capabilities (e.g., resource, 


personnel and technological gaps) for collecting sexual harassment data  
 Examining the relationship between ODMEO and DoD SAPRO in 


addressing enterprise initiatives to prevent sexual harassment  
 


NDAA 2015 Requires Review of ODMEO Role 
in Sexual Harassment Cases 
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MARINE CORPS RECRUITING COMMAND 


If you were to join the U.S. Military, what would be your one Service of choice? 
(Youth Ages 16–21) 


Source:  Youth Poll (Summer 2014) 


% Probably/Definitely 
In the next few years, how likely is it that you will choose to serve in the Military? 


Youth Ages 16–21 


Male 


Female 


Aggregate 


Female Youth Market:  Interest in Military Service 


2 Females’ interest in military service remains low.  Propensed females tend to be most 
interested in joining the Air Force or the Navy.   2 


Service of choice among 
Propensed Females 


Service of Choice Among 
Propensed Males 


Navy Marine Corps Air Force Coast Guard Army 
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Observations From Research On The Female 
Market 


• The military is largely outside women’s consideration set 
– A combination of factors and barriers exist: lack of specific knowledge about 


the military and what the branches do, personal stories from close friends and 
family members, views toward foreign policy, and a sense that a career in the 
military may not help with the pursuit of goals. 


 
• The majority of propensed females lean toward the Navy, Air Force and 


Army 
– This group is more interested in either the “tangibles” or the “intangibles” that 


promote a better quality of life (e.g., work-life balance, health-care benefits, a 
career that makes the world a better place). Additionally, they are less likely to 
see themselves as warriors in the Marine Corps mold. 


3 
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Increasing USMC Female Accessions 
 • Recruiting Command has not been given a gender-specific requirement for active 


component accessions and increasing accession will be based on propensity, throughput 
and operational requirements. 
 


• We have increased female enlisted accession to 10.8% in 2014.  ~4.5% increase since 
2008. 
 


• We have increased female officer accession to 11.6% in 2014.  ~5% increase since 2008. 
 


• Female officer applicants represent a growing percentage of the applications received 
each year, increasing in FY10-14. 8.9% to 13.7% 
 


• 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.  
 


• Marine Corps Recruiting Command has taken deliberate actions to increase female 
accessions and will continue to research and assess data is used to actively monitor 
propensity and other market indicators that shape future advertising initiatives to reach 
the female audience and increase accessions. 


4 
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MARINE CORPS RECRUITING COMMAND 


FEMALE ADVERTISING 
• MCRC continues to reach out in marketing channels on a limited basis to 


female prospects.  Recent and ongoing research initiatives amongst 
prospects and current applicants are the basis to inform this communication 
strategy.   


• The focus of this messaging is to show female Marines alongside their male 
counterparts where possible and realistic.  Research has shown that prospect 
females desire to see this as well as understanding the work / life balance. 


• Examples of marketing channels where this strategy is employed is through 
collateral material, direct mail, Marines.com websites, online display 
advertising, print media, and social media.   


• These dedicated efforts currently represent a small portion of advertising 
resources, as the majority of USMC advertising is done by weaving gender 
and racial diversity throughout. 
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Collateral Pamphlets 
Posters / Print Ads 


FEMALE EXCLUSIVE ADVERTISING 


Online Content Direct Mail 6 
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Outreach Efforts to Influence Propensity to Serve and 
Increase Female Accessions (Videos) 


WBCA 2014 
7 


    


         


• Women in Aviation 2015 


• Marine Corps Coaches Workshop at MCB Quantico 


https://www.dvidshub.net/video/393707/marine-aviators-attend-women-aviation-international-2015 


https://www.dvidshub.net/video/407103/marine-corps-recruiting-command-coaches-workshop 
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QUESTIONS? 
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Purpose 
• Provide the Defense Advisory Committee On Women In The 


Services (DACOWITS) an update on the latest efforts for Personal 
Protective Equipment and Clothing for female Marines  
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• Properly fitted combat equipment is imperative for Marines to accomplish 
their mission in combat 


• As a result, the Marine Corps takes great efforts to ensure the appropriate 
fit of gear no matter the gender of the Marine 


• Over the past few years the Marine Corps has recognized a need for 
combat equipment that fits smaller stature Marines of which the majority of 
females fall within 


• The current gender integration effort could potentially lead to the 
development of gender specific equipment 
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• Our current equipment does meet the needs of female Marines 
– The population is appropriately covered with regard to: 


• Uniforms 
• Body Armor 
• Helmets 
• Individual Equipment 


• Equipment is designed to be modular and to fit a range of body sizes 
– For example the hip belt and frame on the pack can be modified to fit a 


shorter torso 
• Training is available at all major Marine Corps Bases and online through 


YouTube 
• We work closely with the Army to leverage their efforts where appropriate 


– Protective Undergarment 
– Soldier Protective System 
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Body Armor Systems 
Plate Carrier (PC) 


• Provides front, back, and side 
protection against direct fire and 
fragmentation threats 


Improved Modular Tactical Vest 
(IMTV) 
• Provides additional neck, groin, 


and lower back protection against 
direct fire and fragmentation 
threats as compared to the Plate 
Carrier 


• Weighs ~4 pounds more than an 
equivalent size PC 


Length:  15.75 in 
Width (chest): 11.25 in 
Width (max): 11.25 in 
(size SM)  
 


Length: 15.5 in 
Width (chest): 12.4 in 
Width (max): 22.25 in 
(size SM) 
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Length:  16 in 
Width:   13.75 in  
 


Length: 16.75 in 
Width (chest): 13 in 
Width (max): 21.75 in 
 


Plate Carrier (SM) IMTV-Short (SM) 
Pictorial Comparison: Rear View with Combat Load 
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Plate Carrier (SM) IMTV-Short (SM) 
Pictorial Comparison: Left Facing View with Combat Load 
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11


12


13


14


15


16


17


18


19


29 30 31 32 33 34 35 36 37 38 39 40 41 42 43 44 45 46 47 48 49 50


Male Population


Female Population


XS 
SM 


MD 
LG 


XL 


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


Plate Carrier Male and Female Population 
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11


12


13


14


15


16


17


18


19


29 30 31 32 33 34 35 36 37 38 39 40 41 42 43 44 45 46 47 48 49 50


Male Population


Female Population
Short Stature Sizes 


XS 
SM 


MD 


LG 
XL 


Dots represent actual Marine Torsos / Boxes Represent Vest Sizes 


IMTV and IMTVS for Male and Female Population                                 
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• We have identified that there is a need to modify our tariff to better 
accommodate the female population  


• We are changing our tariff sizing: 
– Current Tariff= 5th-95th Percentile Marine 
– New Tariff= 5th Percentile female to 95th percentile male 


• Current R&D efforts are focused on: 
–  Improvements to currently fielded equipment  
– A better understanding of the anthropomorphic make up of the current 


population 
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Sexual Assault and 
Sexual Harassment 


in the Military 
 


Findings from the RAND 
Military Workplace Study 


 
 


National Defense Research Institute, May 2015 


Andrew R. Morral and Kristie Gore,  principal investigators 
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RAND Military  
Workplace Survey 


New for 
2014 


DoD Workplace and  
Gender Relations Survey 


2006 
2010 
2012 
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Sexual assault Nonpenetrative  
sexual assault 


Attempted penetrative  
sexual assault 


Penetrative  
sexual assault 
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Sex-based  
MEO violations 


Sexual harassment 


Sexual quid pro quo 


Sexually hostile work 
environment 


Gender discrimination 
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DoD Workplace and  
Gender Relations Survey 


2006 
2010 
2012 


“Unwanted 
sexual contact” 
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560,000  
personnel  


invited to participate 


100% 
of women 


25% 
of men 


170,000 
respondents 







An estimated 20,300 active-component members  
were sexually assaulted in the past year 


7 


Women Men


More men experienced sexual 
assaults (there are six times more 
men than women in the military) 


* Numbers do not sum to 20.3K due to rounding 


* 
* 


9,600 
10,600 


Women have almost five times 
men’s risk of sexual assault 


Women Men


4.9% 


1.0% 







An estimated 18,900 active-component personnel 
experienced unwanted sexual contact in 2014 
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Estimated % experiencing unwanted sexual 
contact in the past year as defined by the WGRA 
methodology, 2006–2014 


2006–2014 


WGRA 
form 


Rates down 
since 2012 


2006 2008 2010 2012 2014


Women
Men


0% 


2% 


4% 


6% 


8% 


4.3% 


0.9% 







Men are more likely to experience multiple sexual  
assaults and describe incidents as hazing 
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56% 


76% 


Women Men


Multiple assaults 


6% 


34% 


Women Men


Describe worst  
incident as hazing 


of those sexually assaulted 







Men are more likely to be sexually assaulted on the job 
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59% 
71% 


Women Men


On a military  
installation/ship 


33% 


64% 


Women Men


During work/duty hours 


of those sexually assaulted 







Women are more likely to experience  
sexual assaults involving alcohol 
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41% 
26% 


Women Men


Respondent alcohol use 


50% 


24% 


Women Men


Assailant alcohol use 


of those sexually assaulted 







Men who are assaulted are less likely to  
file an official report 
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22% 
8% 


Women Men 


of those sexually assaulted 







There are important gender differences  
in sexual assault patterns 


• Relative to women, men who are assaulted are MORE likely 
to… 
– experience multiple incidents in the past year 
– be assaulted by multiple offenders, at work or during duty hours 
– describe event as hazing or intended to abuse or humiliate them 
– experience physical injuries or threats of physical injury during a 


penetrative sexual assault 


• Relative to women, men who are assaulted are LESS likely 
to… 
– experience a sexual assault involving alcohol use 
– tell anyone about the event or file a report 
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% of active-component personnel indicating a  
sexual assault in the past year 
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4.7% 


6.5% 


2.9% 


7.9% 


1.0% 1.5% 
0.3% 


1.1% 


0%


2%


4%


6%


8%


10%


Army Navy Air Force Marine Corps


Women 


Men 
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Demographics Military experience Military environment 







Reserve component (RC) has significantly lower rates of 
past year sexual assault than active component (AC) 
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• Demographic and service factors do 
not explain lower RC risk  


– AC women have 1.4 times the risk of RC 
women 


– AC men have 3.2 times the risk of RC men 


• Among part-time RC members who 
experienced a sexual assault, 85% 
indicated the assault was by a service 
member or occurred in a military 
setting 


3.1% 


4.9% 


0.4% 
1.0% 


0%


1%


2%


3%


4%


5%


6%


Reserve
component


Active
component


% experiencing sexual 
assault in the past year 







An estimated 116,600 members were sexually harassed, 
and 43,900 experienced gender discrimination  


in the past year 
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Members experiencing  
sexual harassment 


0


20,000


40,000


60,000


80,000


Women Men


22% of  
AC women 


7% of  
AC men 


74,000 


42,600 


Members experiencing  
gender discrimination 


Women Men


12% of  
AC women 


2% of  
AC men 


24,500 19,400 







Rates of past year sexual harassment  
varied by branch of service . . .  
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23%†  


28%†  


12%* 


27%†  


19% 


8%†  8%†  


3%* 
6% 


4%* 


0%


5%


10%


15%


20%


25%


30%


Army Navy Air Force Marine
Corps


Coast
Guard


Symbols indicate service average is statistically significantly lower (*) or higher (†) than the 
average of other DOD services for the same gender. USCG is compared to all DoD services. 


Women 


Men 







. . . as did rates of gender discrimination 
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14.8%†  14.7%†  


6.7%* 


15.6%†  


12% 


2.1%†  2.5%†  
0.9%* 0.9%* 1% 


0%


4%


8%


12%


16%


20%


Army Navy Air Force Marine
Corps


Coast
Guard


Symbols indicate service average is statistically significantly lower (*) or higher (†) than the 
average of other DOD services for the same gender. USCG is compared to all DoD services. 


Women 


Men 







In most cases of harassment or discrimination,  
the offender is a supervisor or peer 
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58% 60% 


Women Men


Supervisor or leader 


37% 34% 


Women Men


Peer 


of those experiencing sexual harassment or gender discrimination 







Women are more likely to report  
harassment or discrimination 
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of those experiencing sexual harassment or gender discrimination 


46% 


39% 


15% 


33% 
37% 


30% 


0%


10%


20%


30%


40%


50%


Reported Disclosed to someone
unofficially


Did not disclose to
anyone


Women 


Men 







Risk of past year sexual assault closely correlated  
with past year sexual harassment 
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1% 0% 


No Past Year Sexual Harassment


Proportion of men and women who experience a past year sexual assault  


18% 


12% 


Past Year Sexual Harassment
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of active-component women who officially reported a  
sexual assault perceived experiencing professional or 
social retaliation 


52%  







Recommendations for policy and research 


• Expand training and prevention efforts to better identify 
sexual assaults that occur as part of hazing or other 
demeaning behavior 


• Investigate methods to improve reporting among men, 
recognizing that many sexual assaults may not be perceived 
as “sexual” 


• Investigate where and when sexual assaults are occurring 
and against whom to better target training and prevention 
resources 


• Assess the effect of sexual assault, sexual harassment and 
gender discrimination on retention and career outcomes to 
better describe their scope and consequences 
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Additional Information: www.rand.org 
 
Media Requests: media@rand.org 







DoD Sexual Assault Prevention and 
Response Office (SAPRO) Update 


Dr. Nathan Galbreath, Senior Executive Advisor,  
DoD SAPRO 
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The FY14 Annual Report on Sexual Assault in the 
Military Illustrates Continued Progress 


• Improved understanding of the problem of sexual assault through 
enhanced survey measures 


• Forward movement on implementing 100+ NDAA provisions, 50 
(now 54) Secretary of Defense initiatives and 132 RSP 
recommendations, fundamentally changing the DoD response 
system since FY12 


• Record numbers of reports and accountability actions taken, 
documented with the fully-operational Defense Sexual Assault 
Incident Database (DSAID) 
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DoD authorities had sufficient evidence to take disciplinary 
action on 3 out of 4 military suspects in FY14  
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Military Subject Outcomes 
Source: DSAID and Prior Annual Reports 
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Fiscal Year 


Subjects with Misconduct
Substantiated (Command
Action for sexual assault
and all other offenses for
which there was
evidence)


Subjects With Command
Action Precluded (e.g.,
evidence problems)


Subjects With Command
Action Declined (e.g.,
unfounded by
command/legal review of
evidence)


(580/2625) 


(1997/2625) 


(48/2625) 


• In FY14, DoD authorities considered 2,625 subjects for possible action; over three-quarters 
received some form of disciplinary action for a sexual assault charge or for any other offense for 
which there was evidence 


• The other quarter of military subjects could not be disciplined because the evidence did not 
support action (22%) or DoD authorities determined the allegations were unfounded (2%) 
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Courts-martial
charge preferred
(Initiated)


Nonjudicial
punishments (Article
15 UCMJ)


Administrative actions 
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Command Action in Sexual Assault Offenses 
Source: DSAID and Prior Annual Reports 


(998/1550) 


(234/1550) 


(318/1550) 


• When the subject is under the legal authority of DoD and there is sufficient 
evidence to take action, commanders address the vast majority of sexual 
assault allegations using the court-martial process 
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Since FY12, there have been a record number of victims 
choosing to report a sexual assault to DoD Authorities – 


More reporting means more victims accessing the care and 
support they need 
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Victims’ Experiences with Reporting 


17% 
Converted to 
Unrestricted 


14% 
Converted to 
Unrestricted 


20% 
Converted to 
Unrestricted 
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SecDef Initiatives Directed to Address  
Retaliation to Date 


• Enhance First Line Supervisor Skills and Knowledge (Dec 2014) 


• Engage Command to Prevent Retaliation (Dec 2014) 


• Bolster Service-wide Efforts Aimed at Reducing Retaliation 
Associated with Reporting of Sexual Assault (Feb 2015) 


• Improve Organizational Culture to Address Sexual Harassment, 
Sexual Assault, and Reporting-Related Retaliation (May 2015) 


• Develop a Department Strategy to Prevent Retaliation Associated 
with Reporting Crimes and other Misconduct (May 2015) 
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SecDef Initiatives Directed as a Result of  
FY14 Annual Report Findings 


• Evaluate Gender-Focused Treatment Capabilities and Provider 
Training 


• Employ a Common Prevalence Survey and Feedback Strategy 


• Improve Organizational Culture to Address Sexual Harassment, 
Sexual Assault, and Reporting-Related Retaliation 


• Develop a Department Strategy to Prevent Retaliation Associated 
with Reporting Crimes and Other Misconduct 
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Further Action Required for Continued Progress 


• Prevention practices in a climate of dignity and respect must be 
expanded to address sexual harassment as well as retaliation 
associated with reporting 


• Victim wellbeing must be regularly assessed and addressed by 
leadership 


• Post-assault treatment must address the unique needs of men 
and women 


• A common survey strategy that respects survey burden and 
fatigue must be adopted 
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Contact SAPRO:  
sapro@wso.whs.mil   


 
Learn More:  


www.sapr.mil    
 


Get Help:  
877-995-5247 


www.safehelpline.org 
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Back-Up 
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 5,645  Subjects Receiving or Awaiting Disposition in FY14                                                                    
-1,997  Subject Disposition yet to be Determined (rolled to future FYs) 
 
 3,648  Subject Dispositions Reported in FY14 
-   528  Subjects–Allegations Unfounded by Legal Review after Criminal Investigation (Army) 
 
 3,120  Potential Perpetrators 
 -  495  Civilian, Foreign, Unknown, Deceased or Deserter Subjects, or Civilian/Foreign  
            authority exercised jurisdiction over Service member Subjects 
 
 2,625  Subjects Considered for Possible Action by DoD Commanders 
 


• 998 Court-Martial Charge Preferred 
• 318 Nonjudicial Punishments 
• 234 Adverse Administrative Actions or Discharges 
• 447 Action on Non-Sexual Assault Offenses 


 
• 628 Subjects - Command Action Not Possible or Declined  


 371 Subjects - Insufficient evidence of a crime to prosecute or unfounded 
 248 Subjects - Victims declined to participate in justice system 
     9 Subjects - Statute of limitations exceeded for crime alleged 


Action Taken: 
 76% 


(1997/2625) 


FY14 Annual Report Disciplinary Action Summary 
Source: DSAID 
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