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Executive Summary

his summary outlines findings from the

2018 Defense Advisory Committee on
Women in the Services (DACOWITS) focus
groups. DACOWITS collected quasite and
guantitative data during visits in April and May
2018 to nine military installations representing
all four DoD (U.S. Department of Defense)
Service branches (Air Force, Army, Marine
Corps, Navy) and the Coast Guard. During these
focus groups, witch were held at joint Base
Charleston, Sector Charleston, Shaw Air Force
Base, Marine Corps Air Station Beaufort, Marine
Corps Base Quantico, Fort Gordon, Fort
Stewart, Naval Submarine Base Kings Bay, and
Naval Air Station Jacksonville, the Committee
addressed four topics:

1. Marketing

2. Instructors

3. Career and family planning

4. Unit climate and culture

Chapters 25 discuss the findings from each

topic and chapter 6 includes the general focus
group comments

Marketing

7EAO0 xAOA DPAOOEAEDAT 006
information about life in the military?

Participants based their expectations of military

life on a variety of sources, chief among them
family and friends who had served, followed by
recruiters and experiences with the Reserve

steady job. Other positive expectations included
benefits, job assignments, adventure,
camaraderie, and pride. Participants had
negative expectations about some facets of
military life. The ability to have a family in the
military emerged aa primary concern,

followed by leaving home, being a womarain
maledominated career fieldand the dangers

of war and deployment.

(7 x 68

military life compare to reality?
Although participants in many groups,
especiallyfemale groups, reported that some
characteristics of military life were as they had
predicted, participants in all groups identified
facets of military life that did not match their
expectationg for example, the nature of the
day-to-day work, the infrequecy of
deployment, and that military life wasot as
difficult asanticipated. Participants were often
pleasantly surprised by the relationships they
developed, the professional development they
achieved, and the joy they experienced helping
others. Othemunexpected positives included the
benefits and support programs offered by the
military, the travel opportunities afforded to
Service members, and the personal growth and
physical accomplishments they had achieved.
Ol QOAAOS . T A&, _ .. .. L
7TEAO xAOA DPAOOEAEmént 00
military marketing efforts?
Participants in most groups reported that life in
the military was nothing like military life as it
was portrayed in the advertisements. At best,

hFFAOSNRQ ¢ NI AYSepwide / 2 NLIEE adyerisergeqts wegp seqpas potentially

Academies. The media was also a common
source of expectations.

7EAO0 xAOA DPAOOEAE

military life?

Participants had positive expectations about
various aspects of military life. Most commonly,
they looked forward to travelingnd securing a

accurate for a small percentagé $ervice
members, but certainly not for the large
majority. Participants in many groups could not

advertisements accurately portrayed life for
women in the military because women were
not featured in the advertisementéey had
recently seen about their respective Services.
However among those who had seen women in
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commercials about the militaryparticipants in
some groups felt the commercials were honest
representations of life for servicewomen.

What were participan© &
improving marketing efforts to women?

Participants in some groups indicated the
commercials accurately depicted the lives of
servicewomen. Participants in most groups felt
recent advertising tended to focus on just a few
jobs commonly cosidered exciting. They
recommended other approaches that would
inform prospective servicewomen about the
wide array of careers offered in the military.
Participants in many groups proposed
diversifying the channels used to advertise the
military to women;S YLK & AT Ay 3
family-friendliness, including more honest and
accurate portrayals of military life; and
highlighting the available benefits. Participants
in some groups suggested emphasizing
professional development opportunities,
leveraging ecruiters more effectively, and
depicting the personal lives of servicewomen. In
contrast, participants in many groups argued
that current marketing efforts were appropriate
and should not be changed.

Instructors

7TEAO0 xAOA DPAOOEAE A ]
with instructors?

Participants in most focus groups reported
interacting with military instructors within the
past k5 years. Hanaount data revealed that
slightly more than half of participants had a
female instructor during basic training, and
approXmately threequarters had a female
instructor during other courses in the military.

What roles did participants report instructors
play?

Focus group participants most commonly
reported that instructors serve as mentors and
role models. They also notedahinstructors
provide practical instruction, teach specific
skills, and sometimes provide administrative
support, and that it is important for instructors
to serve as subject matter experts. Participants

xAOA DPAOOEAEDAI 005

reported that instructors sometimes advise
them onpersonal development as well as set
and enforce standards for job performance, and
suggested instructors should draw from and

OOCCAOOET T Ghafeltheir own experiences.

What did participants perceive to be the
characteristics of good and bad instructors?

Focus group péicipants indicated that an
Ay aidNyzOd 2 NDRa
professionalism, ability to communicate,
adaptability, and level of enthusiasm determine
whether the individual will be a good or a bad
instructor.

What experience did participantsdwve with

i K S insyractork seivingggrgentors?

Participants indicated that instructors who
become mentors have approachable
personalities. They indicated that mentors
provide guidance, encouragement, and career
and life advice to Service members. Mentors
often lead by example and share their valuable
experience with their studentshotégés

What effect did participants report female
instructors have on the training experience?

Participants in most focus groups indicated that
female instructors are perceivedffiirently

than male instructors. Participants explained
thab dovdtimes, femaleinstruéidksreat their
students more harshly than their male
counterparts do, and women in the military
often have to work harder and achieve higher
standards than men to suced. Other
participants posited that female instructors are
valuable in that they offer a different
perspective than men and can inspire other
women in the military. Participants in most
groups reported that having a female instructor
would positively affetctraining. Participants in
many groups believed that having a female
instructor does not or should not affect the
guality of the training experience, but others
felt that having a female instructor could be
detrimental to the training environment.

Insight 2018Focus Group Report: Defense Advisory Committee on Women in the Services (DACOWITS)i
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Did paticipants have preferences for
instructors of either gender?

Participants in most groups indicated that for
certain classes, they would prefer to have a
samegender instructor. These included courses
for basic training, physical training, sexual
assault ad prevention training, and survival
training. However, participants in many groups
felt that gender is irrelevant provided that the
instructor was experienced and credible.
Competence, quality of instruction, and
credibility were cited as the most importa
attributes of an instructor regardless of gender.
Participants also stated a belief that there
should be greater diversity among instructors
and that they may prefer female instructors for
womenspecific issues.

7EAO0 xAOA DPAOOEAE A |
number of female instructors in the military?
Participants in most groups felt the number of
female instructors was too low, a situation they
theorized could be a result of variance by
occupational specialty or the fact that several
occupational specities had been opened to
women so recently that they had not had
sufficient time to attain instructotevel
experience. Participants in many groups said
that the number of female instructors does not
matter as much as the qualifications of the
instructors and that women should not be
pushed to serve instructor roles to fill a quota.

Career and Family Planning

How did participants make decisions about if
and when to have a family?

Although participants in many focus groups did
not plan when to have a familgthers did plan
and considered factors such as financial
readiness, deployment or relocation schedules,
and career progression while plannirigemale
participants described receiving advice and
support about career and family planning from
female Service embers, family members, unit
leaders, and mentors.

xAOA DPAOOEAERAIT 005

What challenges did participants face with
career and family planning?

According to minsurvey data, female
participants (74 percent) were more likely than
male participants (55 percent) to find it
somewtat or very difficult for members of their
Services to have a family and continue to
advance their careers in the military. Officers
were more likely than enlisted participants to
find it somewhat or very difficult to pursue
having a family and a careéf6 percent of

those in rank&VO1WO3, 71 percendf those

in ranksO1¢03, and 63 percent dhose in
ranksO4 or higher found it somewhat or very
difficult compared to 69 percent dhose in
ranksE4E6 and 55 percent ¢dhose in ranks
ETE9) Participantsn all groups described
challenges with career and family planning.
Thesé duded enffdcare Qwaiting-todlong to
start or expand a family because of career
demands, difficulty for duahilitary couples,
and pregnhancy and breastfeeding while serving.

Did participants perceive differences in career
and family planning for those in operational
units, support units, military service, and the
civilian sector?

Participants believed those in operational units

had more unpredictable schedules and faced
greater chdlenges planning a family around

their careers as well abeira LJ12 dza SaQ Ol NB SN

When compared with civilians, participants
considered some aspects of family planning
easier for military personnel (e.g., better
benefits) and some more difficult (e.g., freent
moves and deployments).

What experiences did participants have with
career and family planning resources and
training, and what improvements did they
suggest?

Approximately 1 in 10 participants reported
ever receiving formal training on career and
family planning. Approximately 7 in 10 felt
training on career and family planning should
be voluntary, and 3 in 10 felt it should be
mandatory. To better support Service members
in career and family planning, participants
suggested the Services offer thdléaving:

Insight 2018Focus Group Report: Defense Advisory Committee on Women in the Services (DACOWITS)i



contraception education, domestic violence
prevention, empathy training, financial training,
marriage counseling, mental health training,
preparing for adulthood/life skills training,
professional military training, resiliency training,
spiritualtraining, and workforce resiliency
training.

Unit Climate and Culture

What factors did participants believe affect
unit climate and culture?

Participants cited leadership, communication,
community, respect, trust, teamwork,
motivation, and favoritism asttors that affect
unit climate. Participants in many groups
perceived differences in climate between
operational and support units; the most
common sentiment was that operational unit
climates are more difficult for parents and
women. Participants providka variety of
suggestions for improving unit climate and
culture. These included improving leadership
and communication, increasing accountability,
learning from climate surveys and taking action
from findings, showing appreciation and
rewarding hard workholding moralebuilding
social events, continuing opportunities for
training on sexual harassment and assault, and
providing additional support for parents and
duakmilitary couples.

7EAO0 xAOA PAOOEAEDAT 006
responses to gender discriimation?

t I NI A @édfihiflorys of hexder

discrimination variedGender discrimination
wasmost commonly described as differential
GNBI GYSyd olasSrR 2y |
Participants described a range of responses to
gender discrimination: many reportetbing
nothing or brushing it off, some said whether
they take action depends on a range of factors,
and some described taking action. Participants
also described mixed levels of satisfaction with
how gender discrimination was handled: most
felt it was notaddressed at all or was handled
improperly. Participants believed gender
discrimination can have a negative effect on the
unit by creating a negative working

environment and fostering negative
perceptions of women.

7TEAO0 xAOA DPAOOEAEBIAT 006
responses to sexual harassment?

Participants described sexual harassment as
different from gender discrimination but

potentially related. The most commonly offered
definition was that sexual harassment was
unwanted physical or verbal advances of a
sexualnature. Participants in some groups
described a perception that sexual harassment
can occur between two people of the same
gender, whereas gender discrimination cannot.
Participants described a range of responses to
sexual harassment: many felt it occudrkess

often because of increased training and was
handled quickly and effectively, and many

reported doing nothing or brushing it off. Some
said whether they take action depends on a
NIy3aS 2F FILO02NAR 6So3os
culture and the age andank of the victim), and
some described handling it directly and

informally. Participants described mixed levels

of satisfaction with how sexual harassment was
handled: many felt it was handled well, whereas
some said their satisfaction depended on the
unitQa Of AYIFGS | yR
believed sexual harassment negatively affects
unit cohesion, mission readiness, and morale.

Did participants perceive differences in
respaneea (8 8ng gfects of ggnder A7 A
discrimination, sexual harassment, and other
inappropriate behaviors that fall into the gray
area?

Participants described differences in responses

LIS 1egashtupe of bekpyigy. &gegending by doing

nothing was more commonly mentioned when
discussing gender discrimination and less
commonly mentioned when disissing possibly
LINROESYIFGAOX
definedactions that fall intdhe gray area as
GAYF LILINRLINR I G S
person feel uncomfortable but may not
necessarily fall into the category of either
gender discrimination o& S E dz ¢
For those who reported taking action, telling
leadership and talking to the perpetrator
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directly were more commonly mentioned in
response to gray area behavior versus gender
discrimination. When asked about their
satisfaction with howthese behaviors were
handled, most participants felt that gender
discrimination was not addressed propery

at all, and that sexual harassment was handled
well. Participants described how they believed
the handling of sexual harassment had
improved, butthey did not mention
improvements with respect to gender
discrimination. Participants also described
differences in the effects of these behaviors on
the unit. They reported that gender
discrimination creates a negative perception of
women and leads to txic environment, but
these themes did not emerge in response to
sexual harassment. Compared with the impact
of gender discrimination, participants more
commonly mentioned that sexual harassment
lowers morale and negatively affects readiness
and unit cohsion.

How did participants describe the relationship
between inappropriate behavior and unit
climate?

Participants in many groups felt that their units
discouraged inappropriate behaviby
providingtrainingsand disseminaing policies
and guidelines. Soenfelt their units

encouraged them to report inappropriate
behavior. However, perceptions and
experiences varied betwedmme stationand
deployed environments. Participants in many
groups felt that inappropriate behavior was
worse while units were deployk largely due to
a perceived lax environment and perceived
weaker enforcement of rules and behavior
standards. Still, participants in most groups had
received mandatory, regular, Senvspecific
training or guidance on inappropriate behavior,
some incluéhg information on how to report it,
and some including training on what to do if
you witness inappropriate behavior as a
bystander. Participants in some groups
reported that the mandatory, Serviespecific
training they attended included information on
inappropriate behavior and unit climate.

General Comments

7TEAO xAOA PAOOEAEDAT OO6
gender integration?

When asked how well they thought the gender
integration process was going, in general,
participants saw the status of gender
integration agpositive, and their comments
tended to mirror those from previous years.
Although many thought the process was going
well, participants in many groups also raised
challenges to gender integration and cited the
importance of ensuring women are able to
meetthe job requirements. Participants in
some groups acknowledged that gender
integration was still in its earliest phases and
would likely succeed in due time.

What challenges for women in the military did
participants report?

Issues related to workfe baknce were the
most frequently cited challenges for women in
the military. This theme was more prevalent
among womenAnother commonly reported
challenge was dealing with lingering
perceptions that women are unequal to men.
Womenfelt they had towork harde than men

to prove their worth. Finally, participants in
some groups reported challenges related to the
male-dominated military culture, including
difficulties womenrhavefaced adjustingto

military lifeand ensuring their voices are heard.

What were partE AEDAT 006
Secretary of Defense?

When asked what suggestions they would make
to the Secretary of Defense, participants

offered recommendations on a variety of topics.
Participants from some groups suggested
changes to military standards\cluding the
implementation of universal physical fithess

test standards and physical fitness standards
based on job requirements, as well as
modificationsto femaleheight, weight, and

body fat requirementsSome participants
proposedalterations thatwere already
implemented by the military, suggestinige

need for more education about standards.
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Participants from some groupecommended
strategiesto improve gender integration in the
military; theseincluded reviewing successful
military gender integridon efforts from other
countries, highlighting success stories of women
in the military, and promoting women into
leadership positions
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Chapter 1. Introduction and Methods

his report outlines the findings from the 2018 Defense Advisory Committee on Wamthe

Services (DACOWITS) focus groups. Chapter 1 provides the introduction and methods, which consist
of an overview of the focus groups, the characteristics of the focus group participants, and the analysis
approach. Chapters 2 throudghpresent the indings on marketing, instructorsareer andamily
planning, unit climate and culture, and general focus group comments, respectively.

A. Focus Group Overview

DACOWITS collected qualitative and quantitative data during site visits in April and May 243 to
military installation$ representing all four U.S. Department of Defense (DoD) Service branches (Air
Force, Army, Marine Corps, Navy) and the Coast Guard (see Appendix A). During the focus groups at
these sites, the Committee addressed four topics:

1. Marketing
2. Instructors
3. Career andamilyplanning

4. Unitclimate andculture

In partnership with researchers from Insight Policy Research and ICF, the Committee developed a series
of focus group protocols (see Appendix C); each protocol consisted of either éme topic modules

to ensure each study topic was addressed by each Service, gender, and pay grade group. The protocols
for the discussions oimstructors career andamily planning andunit climate and culture were used for
90-minute focus groups; thprotocol forthe discussion omarketing was used for 6Minute focus

groups. Committee members facilitated focus group discussions to elicit and #sses=swvs, attitudes,

and experiences of Service membeggardingthe selected study topics. The Coritiee also

distributed minisurveys to participants to determine the demographic composition of groups (see
ALILISYRAE .0 !ttt REFEGFE O2ttSOGA2Y AyaidNHzSyia ¢ SNB
02y OdzNNBy OS TNRY 5 25 @ary ohDefensed@ Pe2stnndl d0$Readih&s§ d { S O NJ
ensure the protection of human subjects.

In 2018, DACOWITS conducted 60 focus groups. @0theoups, 26 were held with men, 29 were held
with women, and 5 were congsedof participants of both gendersix®en groups were conducted

with junior enlisted participants (EEE5), 17 groups were held with senior enlisted participantgEB3

and 27 were conducted with officers. There were 560 participants with an average of 9 participants per
session. DACOWI&8dressedhe marketingtopicin 18 groups, the career and family planntogicin

18 groups, the instructor®picin 18 groups, and the unit climate and cultuopicin 24 groups.

Participants were asked to indicate their responses for selected qunsship raising their handat

which timefocus group staff conducted a hand count of respondents. Each installation was responsible
for recruiting focus group participants from the demographic categories specified by DACOWITS (see
Figure 1.1).

1 The nine installations werdoint Base Charleston, Sector Charleston, Shaw Air Force Base, Marine Corps Air Station Beaufort, Marine Corps
Base Quantico, Fort Gordon, Fort Stewart, Navah&uine Base Kings Bay, and Naval Air Station Jacksonville. The focus group protocols were
pretested at Fort Belvoir.
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Figure 1.1Focus Group Breakdown

~ Marketing, Unit
18 groups g Climate
and

Senior
enlisted,

17 groups Culture,

24 groups

Officers,

Women, 27 groups

29 groups

Men,
26 groups

Instructors,

Junior enlisted,
18 groups

16 groups

B. Focus Group Participant Characteristics

The research team analyzed the qualitative data from the focus groups and compiled a demographic
profile of the focus group participants using responses from the-guinieys (see Table 1.1).
Approximately half the participants were men (48 percent), and half were women (52 percent). Four
Services the Air Force (23 percent), the Army (26 percent), the Marine Corps (24 percent), and the
Navy (19 percent) were nearly equally represented; the Gbv&uard was least represented (8
percent).The majority of participants (98 percent) were Active D®grticipants ranged widely in age,
from 18to 40 and above. Participants in the youngest age cate(aggd 1820) andthe oldest age
category(aged 40and older) composed smaller percentages of the group.

Enlisted Service members represented more than half of focus group participants (59 percent): Service
members with pay grades EB6 made up the largest proportion of enlisted participants (39 percent),
followed by those with pay grades &3 (10 percent) and EE9 (10 percent). The largest subset of
officers was composed of those with pay gradeg@3 (31 percent), followed by those with pay grades

of O4 or higher (7 percent) and those with pay grade€31¢¥vO5 (3 percent).

Focus group participants represented varying levels of tenure in the Military Services and were relatively
equally distributed across all categories. Those with 20 or more years of service were least represented
(7 percent), whereas #hremaining tenures were nearly equally represented (range of 14 to 22 percent).
A majority of participants identified as White (67 percent); smaller proportions identified as Black (21
percent), Asian (4 percent), American Indian or Alaska Native (1rgroe multiple races (6 percent).

About one in six participants identified as Hispanic (15 percent). Subsequent chapters in this report
provide the results for the topispecific minisurvey questions.
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Table 1.1. Focus Group Participant Demographics

Women Total (Men and Women)
Participant Characteristic
Number Percent Number Percent
Gender
Male 267 0% 267 48%
Female 292 100% 292 52%
Missing 1 0% 1 0%
Total 560 100% 560 100%
Service Branch
Air Force 69 24% 128 23%
Army 67 23% 146 26%
Coast Gard 31 11% 47 8%
Marine Corps 65 22% 132 24%
Navy 60 21% 107 19%
Total 292 100% 560 100%
National Guard or Reserves
Yes 6 2% 8 1%
No 285 98% 550 99%
Total 292 100% 560 100%
Unit
Operational 115 40% 239 43%
Support 176 60% 319 57%
Total 291 100% 558 100%
Occupation
Operational 91 32% 224 41%
Support 196 68% 325 59%
Total 287 100% 549 100%
Age
18¢20 27 9% 30 5%
21¢24 51 18% 101 18%
25¢29 92 32% 171 31%
30¢34 47 16% 96 17%
35¢39 44 15% 105 19%
40 or older 30 10% 56 10%
Total 291 100% 559 100%
Pay Grade
EXE3 42 14% 57 10%
E4AE6 115 39% 216 39%
ETE9 29 10% 57 10%
WOIWO5 78 27% 176 31%
01c03 22 8% 37 7%
04 or higher 6 2% 17 3%

Insiglt 2018 Focus Group Report: Defense Advisory Committee on Women in the Services (DACOWITS)



Women Total (Men and Women)

Participant Characteristic

Number Percent Number Percent
Total 292 100% 559 100%
Length of Military Service
Less than 3 years 65 22% 97 17%
3¢5 years 59 20% 121 22%
6¢9 years 61 21% 120 21%
10¢14 years 40 14% 81 14%
15¢19 years 52 18% 101 18%
20 years or more 14 5% 39 7%
Total 291 100% 559 100%
Race

Asian 10 4% 20 4%
Black 68 24% 113 21%

American Indian or Alaska
Native 3 1% 6 1%
Pacific Islander 1 0% 2 0%
White 187 66% 365 67%
Other 0 0% 1 0%
Multiple Races 16 6% 34 6%
Total 285 100% 540 100%

Hispanic
Yes 242 84% 470 85%
No 47 16% 84 15%
Total 289 100% 554 100%
Relationship Status
Divorced 42 14% 59 11%
Married 135 46% 313 56%
Never marriel 106 36% 175 31%
Separated 8 3% 12 2%
Widowed 1 0% 1 0%
Total 292 100% 560 100%
Dependents

Yes 168 58% 299 53%
No 124 42% 261 47%
Total 292 100% 560 100%

Some percentages do not sum to 100 because of rounding.

Missing data for all variablesther than forgender were excluded from the estimates in this table.
N/A = not applicable

Source: DACOWITS rrinirvey (data from all groups)
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C. Analysis

The focus group analysis process involved several steps. During each focus group, research staff

captured vebatim discussions between focus group participants and Committee facilitators; the

research team cleanetfanscriptsand redacted the transcript§ 2 NBY2 S ARSYGAFTASNA 7T
guotes Next, the team identified themes and subthemes by reviewilhgranscripts for a given focus

group topic and noting common responses that arose. Once the themes were identified, the data were

entered into qualitative analysis software (NVid), and the transcripts were coded by themes. This

allowed the researcheam to explore whether certain responses were more common among subgroups

(e.g., gender, pay grade, Military Service). Unless otherwise specified, focus group themes were

common across pay grades, Military Services, and genders. The quotes providedhdiutcing report

were chosen from hundreds of illustrative examples to exemplify the findings for each theme.

Strengths and Limitations of Focus Groups as a Methodology

C20dza 3INRdzLIA FFNB | 1Seé G22f F2N) 5!/ h2Isgtfeir 12 3+ dz3 S
knowledge, attitudes, and opinions. They provide an interactive way to explore topics deeply and obtain
RSUOFAET SR AYT2NNIGA2Y AY {SNBAOS YSYOSNRQ 26y 62NR:
data on groups that are underrepresentedtire military, such as women, that may not be represented

statistically through surveys that examine the military as a whole.

Unlike survey research (e.g., the DACOWITSsuimey), which gathers information on the numbers or
proportions of respondents wdhanswer particular questions in a certain way, focus group research does
not gather information on concurrence across all respondents, and findings are not generalizable to a
larger population. Furthermore, the recruitment of participants for a focus grcannot be replicatedt

is difficult to ensurddentical questionare asked in each group, and the resufts one group cannot be
compared precisely witthose forother groups. Despite these limitations, the results can add greatly to
an existing bog of knowledge on a topic, or they can serve as a first step toward developing a more
statistical study of a new topic.

As a result ofte small sample sizthe groups might not represent the larger population accurately;

this effect can sometimes be beficial if the desire is to obtain data from underrepresented groups that
may not be represented statistically through surveys and other means. Group discussions can be difficult
to direct and control, and many subjects are addressed during each discuasiamesult, not all

guestions are asked in all groups, and not all participants are able to answer each question.

To give a rough indication of the frequency with which a particular theme was mentioned, several key

terms and phrases are used throughdhe report. For example, to indicate how frequently a theme

was raisedluring the focus groups that addressed specific topiud in which a question was askete

NBLI2NI dzaSa al € ¢ ¥ 2nehraugsSnibish aguédtion wasaskedB S RGO & v T 2 KNIt
themesthatemergedA y G € SFad tp LISNOSyid 2F GKS 3INRdzZLIA Ay .
themes discussedin4® n LISNODSy G 2F (GKS 3INRdzLJA Ay GKAOK | |l dzS:
covered in 2§39 percent of the groups iwhich a question was askeflo ensure the report focuses on

the most commonly reported themes, rather than those that emerged in only a few groups, aside from

lists of participant suggestions, this report does not include themes that emerged in fewe2%han

percent of focus groups in which a question was askélden comparing multiple responses for a given

guestion, the report uses phrases that give a rough sense of the proportion of participants who

expressed a given opiniord dzOK | & &y SIANTF&y (laf 6 Ki2K NBLALBEIYARS R G2 (K
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Y2ald 02YY2yf e YiSatherkruyphrRseswirSaYi®d meaning that imply every
participant provided a response. It is important to keep in mind that the purpose of focus groups is to
obtain rich detd on a topic rather than to precisely measure the frequency and types of responses.
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Chapter 2. Marketing

D! / h2L¢{ KIFa addzRASR F2NJ YlIye &SINAR (GKS FI OG2N&E |
propensity to serve. The Committee examined the accessibfiemale officers in 2013, the

accessions of enlisted women in 2014, the accessions of women overall in 2015, and propensity more

broadly in 2017. To enhance its understanding of ways the Services may increase propensity, the

Committee chose to conduein examination of marketing to potential Service members in the 2018

focus groups.

The Committee conducted 18 focus grouwyigh junior Service membex (i.e., E1 through E5 and O1
through O3)on the topic of marketing (see Appenrdt.1 for the focus grouprotocol). This chapter
discusses the focus group findings on marketing and is organized into the following sections:

Sources oéxpectations about the military

Expectations omilitary life

}

}

} Reality ofmilitary life

} Perceptions ofecent marketing efforts
}

t I NI A Gugadstigng brinarketing to women
When interpreting the findings outlined in this chapter, it is important to consider that these focus

groups consisted only of participants who had joined the military. It is possible that individualgdvho d
not join the military would provide different perspectives on these topics.

A. Sources of Expectations About the Military

DACOWITS asked focus group participants how they learned about what life was like in the military
before they joined. Participants bad their expectations of military life on a variety of sources, chief
among them family and friends who had served, followed by recruitarand experiences witthe
Reserve Officef¥ raining CorpsROT¢and Military Service AcademieMGA3$. Themedia wasalsoa
common source of expectations.

1. All groups reported learning about military life from family who served

Family experience consistently emerged as a source of expectations about the military. Participants in all
groups reported learning abouilitary life from growing up in military families or witnessing extended
FLYAfE YSY®RSWBEQ YALAGFNE

oMy family on my momds side was from Texas and bounced a
aunt and grandpa [were in]  , and | saw how they traveled and moved and what their life
was like. 6

fi Male officer

olt was family for me. My stepfather was a drill sergeant at [installation] , so | was used to it
growing up , and it kept me interested. 6

i Female officer
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of I had] family in the mileipe¢rianceyimmetititeapndd ve gi ven us their

secondary. [My] cousins, uncles, and father [served]. 0
i Junior enlisted man
OMy parents were in the military ,so | dve | earned about 6it since | 086ve

i Junior enlisted woman
2. Many groups reported learning about military ife from friends who served

Participants in many groups mentioned that friends were a source of expectations about the military.
Womenwere more likely than men to say they badbeéir expectations on information from friends.

0 Gad school was when | got  the exposure. Some of my classmates were veterans , S0 |
learned about it and got interested. 0
i Female officer
ol had friends in [the military]. | reached out to them. o]
i Junior enlisted man
0 fe people you knew [could be a source of information] . Seeing wh at they did . 6

i Female officer

oo asked my friend whose sister wa sdntoithe Sertice]. o[ Ser vi ce] .

i Junior enlisted woman
3. Some groups reported learning about military life from recruiters

Information conveyed by recruiters inforrdeexpectations about the military for participants in some
groups. Menwere more likely than women to say they badbédir expectations on information from
recruiters.
OMy recruiter told me it would be a9 85 job. 6
fi Junior enlisted man
ol heard through wor d of mouth , and there were recruiters at school. 6
A Junior enlisted woman

oln law school, therewere [ Judge Advocat e Geetritera. [Tlegwodd r p s ]
come to dunch and learn &events. 6

i Female officer
ol had no plans to join untila  [Service] recruit er came into English class. 6

fi Male officer

4. Some groups reported learning about military life through their time in ROTC orra
MSA

Participants in some groups based their expectations of the militathe@n ROTC or MS&periencea.
Womenwere more likelythan mento mentionthese experienceaffectedtheir expectations.
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owasin[Juni or Reserve Off i dROTE|andROTCI Tieay iolg me&abautp s (
scholarships and to go in as an officer. | just rolled with it. 6

i Female officer
O0My JROTC instruct or was like, @ love the [Service]! 81 went to the Academy during an intro
program between junior and senior year in high school.

fi Female officer

ol did JROTC in high school. 6

fi Junior enlisted man

ol was in a cadet program. 6

i Junior enlisted woman
5. Many groups reported learning about military life through the media

Media portrayals were a source of expectations for participants in many groups, especially those who
did not have family or friends in the military. Merere more likely than women to say theydmltheir

expectations on media portrayals.

oThat 6s al l | had to base it off of for me. Wh at I saw o
| had no word of mouth. 6

fi Junior enlisted man

o[For] a good portion of military life and the job, you have no expectati ons because you
dondt know what it all is, so you only know what you se

anything to compare it [with ].6

i Male officer
ol had no family exposure until a year before my brother joined. Before that , it was
television and movies .6

i Male officer
oWhen | got interested in the [Service] or the military in general ..., lwatched YouTube

videos about p e o[pccupdimal pecialees] aamdiwent from there and
picked what | wanted to do. 6

fi Junior enlisted woman

B. Expectations of Military Life

DACOWITS also asked focus group participants what they thought military life would be like before they
joined. Participants in many groups reported they had no expectatidogiever, vinen asked, all groups
described aspectsf military life theyanticipated with either enthusiasm or apprehensibafore they
joined.As shown irHgure 2.1, a source of excitement for one participant could sometimes be a source

of worry for another.
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Figure 2.1. Facets dflilitary Life Participants Looked Forward to or Had ConcernsAbout Before
Joining

Looked forward to—

= Travel

Had concerns about—
= Steady job/pay

= Balancing family

= Benefits
= Being a woman in a male-
= Adventure dominated career field
= Camaraderie = Physical ability
= Pride = Danger
= Personal growth = The unkRnown

= Opportunity/exposure

SourceDACOWIT®¢Eus group transcripts (data from groups participating in marketing discussion only)

1. What participants looked forward to when joining the military

Participants had positive expectations afb@arious aspects of military lifdheymost frequentlylooked
forward to traveling and securing a steady job. Other positive expectainmhsdedbenefits, job

assignments, adventure, camaraderie, and pride.

a. Most groups looked forward to traveling oleavingtheir hometowns

Travel was a common draw for participants in most groups, whether they imagined traveling the world

or simplyhoped tosee the worldbeyondtheir hometowns. Enlisted participantgere more likely than
officers to mention theyooked forward to traveling.

ol was ready to not be within 20 minutes of everyone that | knew. | put overseas and West
Coast [as my preferred locations] . ... Getting out of Wisconsin and lllinois and school
[was] my big thing. 6

i Junior enlisted woman
ol expe cted to travel and deploy a lot and to see a lot of countries. o]
fi Junior enlisted man
o[l hopetotravelandsee] pl aces | dve no.t.other @untridseother cubtures. 6

i Female officer
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ol wanted to travel and knew | would get that. o]

i Male offic er
b. Many groups looked forward to a steady job amdcome

Participants in many groups mentioned positive expectations regarding job security and consistent pay
in the military.

oNot having to wonder if you are going to get fired the next day. A constant p aycheck to
plan on having and knowing how much you are going to get. Not [having to worry
about] how many hours will | get this week ...0

fi Junior enlisted man

ol worked for a company for 6 years with one pay raise. | was told the next raise would be

in 8 years. | said, Bye. 0 6
i Junior enlisted man
ol was looking forward to job security ...6
fi Junior enlisted woman
0Job security right out of college  [was a positive draw] .6

i Male officer
c. Some groups looked forward to receiving health and education berefit

Participants in some groups indicated they looked forward to utilizing the health and education benefits
offered by the military. Menvere more likely than women to mentiothis positive expectation.

oWhen | was younger , it was the benefits. Once you tu  rn 18, and your parents retire , you
|l ose access to base and every.t.héi ng. I couldndt give
fi Female officer

OYou can gain a lot from the military, in addition to the benefits, but you have to make
the most of it. 6

fi Junior enlisted man

ol think [I looked forward to] learning a skill that was marketable on the outside and
paying for college. ¢

fi Male officer
d. Some groups looked forward to their job assignments

Participants in some groups mentioned positive expectations regarding their job assitpn@icers
were more likely than enlisted participants meention looking forward to the work theyould be doing
for the military.
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ol think [l looked forwardto)] getting to do this job. Itds hard to do t}
an aviator i this chance i s in your pipeline. So, | walked into the [Service]. | wanted it for

the job. 6

i Female officer
o[l wanmnnt eidnJt raoducti on to a profession that | wouldndét ha
military. 6

fi Male officer

OFor an attorney starting offin  the Judge Advoca t e Gener al 6s iCtoGpsal(lJWGi g

instead of jumping into a civilian job behind the desk, where you have a quota

requirement for bil l i ng.fthefira tifd BeingnaoJAG dndhteavelingp peal i ng

and not having that sense of biling hours.| t 8s more rel axed, you can do your Vv
and meet great people. 6

i Female officer
e. Some groups looked forward to a life of adventure
Participants in some groups indicated they expected to live exciting lives in the military.

ol thought it would be  adventure -based, lots of moving around. 6
i Male officer
ol |l i ke moving every couple of yearé, and | dondt want t
i Female officer
oFor me. It was a ctually doing [Service] stuff i going to the field, being on the line. 0

i Junior enlisted man
f.  Some groups looked forward to a sense of camaraderie

Participants in some groups anticipated developing meaningful relationships and a strong sense of
community in the military.
OFor me, it was . . . the closeness you get with peers. 6
i Female officer
ol expected a close brotherhood once you join. o]
i Junior enlisted man
ol was looking forward to ... a community like they talked about in the recruiter office. o]
i Junior enlisted woman

ol wanted kind of a bond . ...In my small hometown in Mississippi, you s ee flags flying
everywhere, and | wanted to be part of that culture. o]

fi Male officer
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g. Many male groups looked forward to a sense of pride and service

¢KS LINARS (KIFG O2YSa TNRBY aSNVAy3 2ySQa O2dzydNE
This positive expectation was not mentionedany female groups.

ol t.d.9eing a part of something. You will see the news and know you supported that. It
gives you a good feeling, at least for me. o]
fi Junior enlisted man

o[l looked forward to] b  eing able to serve. | grew up around that , so it was a way to do
my part. 6

fi Male officer

oo think thereds a s epersomallylfthogh if you careserveF q then yomi
should in any flavor of service you want to do ....0

1 Male officer
h. Less commonlyeported facets of military lifeto which participants looked forward
Participantsalsoeagerly anticipatedhe following aspects of military life:

}  Deploying
} Achieving personal growth

}  Gaining opportunities/exposure
2. 0AOOEAEDAT 006 Ailtiehiktary O xEAT ET ET ET C

Participantsalsohad negative expectations about some facets of military life. The ability to have a family
in the military emerged as a primary concern, followed by leaving home, being a woraanale
dominated career fieldand dangersfowvar and deployment.

a. Most groups reported concerns about the challenges of having a family in the military

Participants in most groups mentioned the potential hurddésaving a family in the military. They
frequentlydescribed growing up in militaryralies, thus gaining firdtand experience with the
challenges military families often face. Womaare more likely than men to indicatncerns about
their ability to balance families with military life.

ol think [I worried about] life-work balance and b  alancing work and kids. | had a family
before | came in, so | was thinking about being away ....0

i Female officer
ol was concerned about not being able to have a family. o]

i Female officer
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o[l wor r i eod mavifeand Kids viere going to adjust. The hardest thing for me
growing up [in the military] was constantly moving. Now
candt deal with it They think it sucks.

fi Junior enlisted man

b. Some groups reported concerns about leaving home

Participants in some groups were appessive about leaving their homes and loved oneswaodied
about their ability to be able to return home as need&domenwere more likely than men to cite
concerns about leaving home.

olt was good to be on your own , but atthe sametime ,1 di d n &dleavea[my fanily]. 6

fi Junior enlisted woman

o0 didndt want to |l eave my girlfriend, my parents, or fr
to.6

fi Male officer

oo didndt have kids and st.ijustfigulimgourtegularllifeadnsdst i |l a concer
work ; how to deal with deaths in the family, other life events, etc. | have a close -knit

family. |1 was hearing from friends that they missed fun
home. 6

i Female officer
c. Many female groups reported concerns about being a wamia the military

Participants in many female groups worried about being a woman in a-taaénated militarycareer
field context. This theme was not mentioned among any male groups.

oo talked to [Service members], andiceédsbaydtmsgati d | 6d have t
the respect frommen. 06

fi Junior enlisted woman

o[l wor r i eigtrimingtionultsgw adbt of it in my hometown. There would be rumors
and other garbage theydd have to put up with.

fi Junior enlisted woman

OHaving not seen a plethorao f women who had served, | was concerned about who to
talk to about what to expect. o]

fi Female officer

d. Some groups reported concerns about war and deployment

Participants in some groups mentioned they or their loved ones had concerns about how dangerous
military service can be.
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0...We are all in the military, especially for those of us that are on the gate ,and ...there
are people that want us dead. If you come into the military ,and you arendét openly
acknowledging that , then you are openly blind. 6

fi Junior enlisted man

oMy father cried when 1 told him | was joining. He thought | was going to go to war and
die....0

i Male officer
0Going to war [is a concern] .6
i Junior enlisted woman
o[lt is a challenge for] m y husband and | deploying back to back. We wondt see each
other for 2 years and we justgotmarried 6mont hs ago. 06
i Female officer

e. Less commonly reported concerns
Participants also mentioned the following concerns about military life:

Moving frequently
Not having controbver job assignments

Not beingphysically fit enough

e e

Fearing the unknown

C. Reality of Military Life

DACOWITS also asked focus group participants how their expectations before joining compared with
what happened when they actually started their service. Participants overwhelmagppnded that
military lifewasnot what they had expected.

1. All groups reported that reality was inconsistent with their expectations

Although participants in many groups, especially female groups, reportecgtma¢characteristicof
military lifewere asthey hadpredicted participants in all groups identified facets of military life tHat
not match their expectations for example the nature of theday-to-day work, the infrequency of
deployment, and that military lifevasnot as difficult aantidpated.

a. Many groups reported the dayo-day work was not what they hoped

Participants in many groups reported feeling disappointed when they realized what their job
assignments would actually entail.

ol came in [to do] open electrical. The job descripto ns ar endt what the job is.

tell you the other stuff that goes along with it. [ You d o n datcledn gictuee pf the daily
tasks. That could be done better. 6

fi Junior enlisted woman
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0The expectation when you sign up is to be doing your [occupatio nal specialty] , and
whenwe gothere ,we 6r e doi ng ev e rlogcdugatiomagspeoiaity] o Asra medic |,
| 8dm doing |l ogistics and nbot even touching patients.

fi Junior enlisted man

oYou never really know whatheny,0o t @rse t gtoughtiayige. i nt o
would be spent [training ordeployed] . Wedre not good as an organization a
information out there, about the law enforcement side of things or other areas. o}

i Female officer

of thought | 6d Pleeredsjoso mgt Imiove lgeenlwdrried about A afew years
ago , someone said when you go active duty as [an O-3], your job will be to learn. | like
getting hands on and doing things, so right now , this learning phase can be frustrating. |
am learning , and | need to, but | just wan tto get afterit. 6

i Male officer
b. Many groups reported deploying lessften than they expected

Participants in many groups overestimated the frequency of deployments before joining the military.
Womenwere more likely than men to citieeing surprised bthe infrequency of deployment.

ol thought we would go to war and stuff, not sit at a desk. o]
i Junior enlisted woman
oo thought 1 6d be deployed more and that the depl oyments
challenging ....6
fi Junior enlisted woman
0...1 t 8ds | i koeg ajl this téainieg fod a big football game, and the closest you ever
get is maybe to scrimmage. .l.t686s not what | anticipated

fi Male officer

ol thought | would deploy everyyear ,but [ | dve deployed] only once in the
beenin. 6

fi Junior enlisted man
c. Many groupsfound military life less difficult than they anticipated

Participants in many groups expected military life to be much more challenging tas iEnlisted
participantswere more likelythan officersto report military lifewasless difficult than anticipated.

o0otds a | ot easier. | expected a very..hdhed transition to
uniform is really the hardest transition to the culture. Hollywood was my source for knowing
what life would be like ,and maoetOohli ng | i ke that. Weekend[kifeare mine. I 6

is] pretty simple. 6

fi Junior enlisted man
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oo tds not as hard as people make it seem. ltds pretty si
right time, in the right uniform, and you can survive. o}

fi Junior enlisted man

oo think ités easier than people é4xpe¢edhtani tyotuo tthe nkEveénya
not | ike basic training all the ti me. ltds just a nor ma
wear a uniform. 6

fi Junior enlisted woman
olthought it woul d be wor se, much harder. In the movi es, ito

1 Male officer
d. Less commonly reported inconsistencies between reality and expectations

Participants also mentioned the following inconsistencies between their expectations @fryitie and
reality:

More difficult than expected

Not as much travel as hoped

Hadnot anticipated how difficult it would be to have a family

Not as difficult to have a family as anticipated

Encountered less gender discrimination than expected

Not asmuch emphasis on physical fithess as expected

Hadnot anticipated how political things would be/emphasis on rank structure
Training not as high quality as hoped

Camaraderie not as strong as hoped

Hadnot anticipated how tough the schedule would be

Leadership not as good as hoped

L S e S L S )

More time doing nothing than expected
2. Unexpected positives of military life

DACOWITS also asked focus group particigardsscribeanyunexpectedpositiveexperience®or
accomplishmentachieved while in the militaryPaticipants were often pleasantly surprised by the
relationships they developed, the professional development they achieved, and the joy they
experienced helping others. Other unexpected positives included the benefits and support programs
offered by the mitary, the travel opportunities afforded to Service members, and the personal growth
and physical accomplishments thaghieved.

a. Most groups were pleasantly surprised by the relationships they developed

Participants in most groups indicated they had notigipated the bonds they would develop and
comraderythey would experience in the military.
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b.

OEverybody says you will meet great people , and then , once [l joined], almost every
single person | have talked to has beebelkehrgi best. You ¢
you get there. 0

fi Male officer

ol [ di dndot eormpaderyt dnd pedple looking out for people for the betterment of
others [without having] hidden motives. People who care who want to see you succeed
and are willing to help you out. 6

fi Mal e officer

ol t 8 s mo rf-eriented]nthan yexpected. Everybody treats you like family. | have not
had a negative experience yet. o}

fi Junior enlisted man

oYou meet someone , and then you grow a bond in a short amount of time. In the civilian
world,youdon 6t get <c¢cl ose to ®omeone that fast.

fi Junior enlisted woman

Many groups were pleased with the professional development they achieved

Participants in many groups reported thesd attained professional goals that they could not have
imagined prior to theiservice.

of I didnoét expect] being a young |l eader and having huge

nurse,and [ | 6 m as s i gaj ehdrgetnarse.drethe civilian sector , you have to wait 5
years to do that. 6

i Female officer

0. .. | learned another language ...;that was awesome. I didndt know i f |
aswellasldid.... Therebds stuff | never thought | could do or th
Ités cadol stuff.

fi Junior enlisted woman

ol think [I was surprised at] the responsibility, being the mission commander . Ther eds
nowhere else we can [do] that at this age. We do these huge things with huge
international implications ,a | | at 27 years old. You camadittdé do t hat any.\v

pretty darn cool.
i Male officer

of wasno6t amamputer guyfbefore ;now, | can do things with a computer that |
coul dnét evedn i magi ne.

fi Junior enlisted man

OMy husband is active [Service , and we have] three children. | have a lot to do as a mom.

Sometimes,l wake up and candt Hdeiliisewer Imym odvani.nd davlel done a |
things. I 6 v e[Sewine Ak RedricevBj anchService C] . | made good friendships
with other Service member s. | cheri sh that. |l 6ve been depl oyed. | I

school friends ,and you candt cowmpaaecdmwhlatsheéd to what theydve

fi Junior enlisted woman
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c. Many groups were pleasantly surprised by the joy they experienced helping others or making a
difference

Participants in many groups had not anticipated the positive impact they would havihersavhile
serving.

0...People are taking care of each other and making a dif

fi Junior enlisted woman

oBefore joining the military ,1 di dndt have perspective on how the milit
the community. We have the Spec  ial Olympics in [city] . | think the ... effect in community
is positve,and | didnoét see that bef ore joining the [Service]

fi Junior enlisted man

oYou get [satisfaction] from leading young [Service members]. Speaking as a [unit]

commander leading young [Service members ], unfortunately , s ome guys dondt have
fathers in their |lives, and itds up to us to step up an
satisfaction in leading young members, regardless of their [occupational specialt ies].o

fi Male officer

oldidndt e tope]hdlping other cultures. For example, my first duty station was in

Guam. | 6ve been t,antdhd oRlei Idiomei Hashi t at for Humanity. We
entire day building huts so that they have a place to live in. For me , when you see a
house you helped build for a family ..., that makes you feel good. &

fi Junior enlisted man

ol was surprised probably more about the touchy feely side. I wouldndt have i ma
[affecting] as many [ Service member s] underneath me and mentoring. | was a teach er

before, but itdés a different type of inspiration. I did
military. 6

fi Female officer
d. Some groups were pleasantly surprised by the health and education benefits available

Participants in some groups hadt anticipated taking advantage of the health and education benefits
offered by the Services.

o0 dm sitting here at 27 ; | di dnot think about this when
military sells the package of benefits ,and it &6s a huge shinkitcoudpe poi nt, but I
sol d mor e .-miitdhyin, achwdall candt i magine paying for that baby

can take sick leave , and you get 30 days of paid leave after your first year in service.
Where else can you get that? 6

fi Junior enlisted man

ohadt he feeling people would tell me |1 couldnét take cl a
take classes online. 6

fi Junior enlisted man
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e.

O0...lf[had] grad school paid for, and I had the opportunity ¢t

theredd be thét, not at all
i Female off icer

of I didnot expVMAchenmefhasvselhnd healt hcaREARESdm not
pretty good for healthcare. [Coming from] the civilian side, | came from the  Reserves,

and | was paying more than $400 per month fi not including vision f for healthcar e, so

what we have now is good. 6

fi Junior enlisted woman

Some groups were pleasantly surprised by the support programs offered

Participants in some groups reported bejlgased to learn of the depth and breadihthe support

programs available to Servioeembers. Womenvere more likely than men to mentidmeing pleasantly

surprised by the existence of such programs.

f.

ol was surprised by all the services that are offered , like having my taxes done for free
|l dm grateful ®Hor all the help.

fi Junior enlisted woman

ol had a friend that had no idea how to buy a car , and they helped her figure out what
type of loan you should have. 6

fi Junior enlisted woman

oThere [is] a plethora of different programs that

before, but k nowing | have accessis good. 06
i Female officer

0[The Family Readiness Group] can be such a great program to support families,
especially when youf6re gone, 6t heydre picking up

fi Male officer

Some groups were pleased with the travel opportunities

going t

can be

he sl a

Participants in some groups included their travels among the accomplishments they could not have
imagined before joining the military.

o 6ve been to Dubai. | never thought | would ever

to go multiple times and e xperience things like riding on camels, go on sand dunes, [go

go t he

tojresorts |1 6ve only seen i n maapdthkat waetisethroughtheave pictures t

[Service] that | got that opportunity. That was huge for me. o]
i Junior enlisted man

ol 6ve seenntaaldtofcodliglacesinmyfirst 2years. | think thatds

somet hi

should definitely market more towards, like, Oreah, we go everywhere! a4 .. di dnot know

that coming in. 6

i Female officer
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g. Some groups were pleased with the personal growth theghz&eved

Participants in some groups took pride in having developed confidence, humility, maturity, and
responsibility since joining the military. Enlisted participamese more likely than officer® mention
experiencing unexpected personal growth.

o[l now have] ¢ onfidence [for things] | ike handling business, like the [Department of Motor

Vehicles]. Littl e things | couldndét accomplish without worry
| 6ve been taught you have to go f,ygwirllaccamplishout . At t he e
tasks no matter what. 6

fi Junior enlisted man

0Being humble f it has been eye opening. | feel like | can have conversations with anyone

and still get a job done. My communication has completely opened. Not that | was

close d-minded, but when you m eet someone from somewhereelse ,i t s new and
refreshing. 6

fi Junior enlisted man

olt helped me find my voice. | was very shy and to myself. | think | found my voice. A lot of
people told me that you have to find your voice and get a thick skin to be in the

[Service]. 6

i Junior enlisted woman
oo 6ve handled more stress than | thought | could. I n hidg
it.0

i Female officer
h. Some groups were pleased with the physical accomplishments they achieved
Participants in some groups mentied finding strength they did not know they had and attaining

physical goals that they could not have imagined prior to their service. Wovaes more likely than
men tomention physical accomplishments.

oo didndt think | fthe physital bswiff] and tha | wowdd edjay it so much. |
love running now. 6
i Junior enlisted woman

o0 6m sand [ When | joined my Serviceéddi Madti ahi Akt $ PEBooagdan
shoulder -throw someone,andldo ,and i t,d @,shap!& é

fi Junior enlisted woman

OAfter having a child , | never thought [botddidf.dguess thereiid life affers
having a child. 6

i Female officer

oComingin ,I di dn 0t [dotpallups]..t.p now, you have to do 10 pullups. Eventually ,
when the time came, | was abletodoit. 6

i Female officer
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i. Less commonly reported unexpected positives
Participants also mentioned the following unexpected positive aspects of military life:

Equal opportunities for women

Earning degrees or certificates
Deployments

Financial acomplishments

Completing moves

Level of autonomy/responsibility offered
The pay

The variety of job options

Family accomplishments

e e e e ) md e e

Respect/honor/pride

D. Perceptions of Recent Marketing Efforts

DACOWITS asked focus group participants how accuthtetpmmercials opbther advertisements

they had seen about theirespectiveServics portrayed life for women in the military. Participants most

commonly responded thaher RASNIAaSYSyida oSNB Ayl OOdzNI S LJ2 NI NI
some could noeven answer the question becaus®men were not featured in thadvertisements. By
contrast,somethought the advertisementsauthentically depictedife for servicewomen

1. Most groups perceived advertisements to be inaccurate

Participants in most groupgported thatreallife in the militarywasnothing like military lifeportrayed
in the commercials. At best, advertisements were seen as potentially accurate for a small percentage of
Service members, but certainly not for the large majority.

0. .. They were far -fetched. The two that stick out in my mind was one [where] they were

in this command center with satellites on the screen and dodging asteroids. And the

other was special ops folks using these tablets to call in air strikes and [unmanned aerial

vehicl es] . ,butaftepresentsjo@lpercent of t he branches....[6ltds] unreal

fi Junior enlisted man

o
w

ONo one is actually jumping out of planes except for .5 percent of t he peopl e. It
unrealistic. 6

fi Junior enlisted woman

0[In] the pos ters | have seen of womeninthefield Al dondt | ook | i ke that in the
itds a skewed representatiéon of | iving in the outdoors.

i Female officer
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0The [military advertising campaign] was the last one | saw, and | laughed. It was about

travel. It made it seem like we were doing these touristy things. Deployment is great

because you do get to travel, but youdre doing these sc
what my life looked like while deployed. 0

i Female officer
2. Many groups had not seen women ponmayed in advertisements

Participants in many groups could not say whetther advertisements accurately portrayed life for
women in the military because women were rHeaturedin the commercials opother advertisements
they had recentlyseen about theirespectiveServics.

0o0n TV, they show all the [Service members] going through [Vocational Training and

Certification] courses , and .. . there are not a lot of female roles advertised. With families,

my husband is in the [Service], and people always think itds him serving, but i tds u
wish it was common knowledge. 6

i Junior enlisted woman
O/Adverti sements show] people crawling through the mud,

fi Female officer

oo dondt really see [women portrayerdrelyishowadvertising] muc
female submariner wal king through a passageway. Thatds
gender , but we dond& really see much.

fi Junior enlisted man

oo dve never seen a [Service] commercial or other things
token female on the poster. ¢

fi Male officer

3. Some groups perceived advertisements to be accurate
Participants in some groufelt commercialsvere honest representatiosof life for servicewomen.

of think itds prTadretase ndzlot of wenere . shown in those roles, and it
would be great to have more women there, but it would be frustrating to me to see these
commercials where they grab all women pilots and show them together. 6

i Female officer

ol did see an ad for JAG on the JAG Corps website. I looked at it, and | am traveling, and |
am doing it. The travel was why | turned away from it at the beginning of law school. The

ad A they had women discuss their experiences and how they felt and what they were

doing , and | was like , @ can relate. &

i Female officer
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DACOWITS also asked focus group participants what they would tellattketerswho developthe
commercials and advertisements about thesspectiveServics; for examplehow to encourage
women to join the Service ancthooseoperational or frontline career fields.

1. All groups suggested highlighting women successfully serving

Participants in all groups advocated putting the spotlight on successful servicewomen, whether real or
fictional, as avay to entice prospective servicewomen.

o[ | r e c o showing ihdependence and that women can take charge ....Whenl

came in , | was the only woman in my shop. After Korea, | went to Italy ,and [my shop] had

one other female. Here ,therearealotofus . You dondét see thdat shift in adve
showing women in power to show them they will have a voice. o}

fi Junior enlisted woman

oHow many female civilians know the [ senior Service leader] i s a woman? | dondt know
that is an avenue to attack, but | wouldn 6t have known iif | wasndt in the [ Sce
a woman and saw a commercial saying this is the leader of the [Service], as a woman ,

that would make me think | could do it , too. 6

fi Male officer

0Show [successful women] in it, being successful, someone of higher rank. Retainability is

a big issue , too. These same women are getting out. [Have] ¢ ommercials showing ... that
you can have women and men make a career out of it. If | see a commercial [featuring a
woman] and think she has a lot of stripes , what | see is she can do that [career] for along
time. 6

fi Junior enlisted man

o Show] more women in those types of commercials in thos
female pilot out of 10 guys, but women trying to go int
attaina bl e goal because they dondt see a | ot of females in

fi Female officer

OWe had females that went through [special warfare school] , and they passed , and they
got tabs. Once that happens, have you heard anything else about these females that

went through? | think if they followed up and put information about that out , it could
show women out there that it can be done. o}

fi Junior enlisted man

0[Show] women leading infantry units or troops i [show] women leading the way and
being a commander or an oper ational officer. 6

fi Female officer
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2. Most groups suggested showcasing variety of job options

Participants in most grougdslt advertising tenédto focus on just a few jobs commonly considered
exciting. Instead, they recommended approaskhat would inform prospective servicewomen about
the wide array of careers offered in the military.

0. . . You have to show the distinction between jobs. You have to find the right job for the
right person. For the 10 different people in a room, you could find a job for eve ry single
one of them in the [Servicel]6 Thereds a job for everybo

fi Male officer

ol thought only thing offered in the [Service] was infantry -related . ... The different jobs
should be portrayed more often. 6

fi Junior enlisted woman

0The [Service] is put ting out more ads about what [infantry members] do, so that deters

other people from joining. The [Service] and National Guard show women in the hospital

on radios when electricity goes down. They show more technical [units] . We are more

geared toward conf rontaton ,and people dondt want that, and [so they’
branches [instead]. 6

fi Junior enlisted man

ol would feature more [occupational specialtes] . Thereds | aw enforcement, cooki
administration, |l ogi stics; i t &.s..Therd arejlots sfiothegr u mpi ng out of
things happening. | had no idea about the preventative side of it. o]

i Female officer
3. Many groups suggested diversifying advertisement channels

Participants in many groups reported that television is a less popular mediwongyoung people
todayand, therefore,suggested diversifyinpe advertisement channelgsedto includer
Facebook

YouTule

Twitter

Snapchat

Hulu

Netflix

Amazon video

Pinterest

Instagram

Podcasts

L S N Vi I S i S B
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ol d o n 8 fmy Sdnice)| kapitalized on socialmed i a. Most people dondt watch TV
anymore fi they do streaming @ so commercials are less likely to work because people
wonot see..0t hem

fi Junior enlisted woman

oo 6d [suggest] maybe ext endi [togush]eoutthisisforimdti@en. TV medi um
Maybe try more YouTube instead of pamphlets and TV ... .| think social media should be
leveraged more. 6

fi Male officer

OAdvertise on social media, Twitter, Pinterest. Pinterest is huge. It targets women

absolutely, absolutely has ads, and | totally watch the ads on Pin terest,and | dondét care

how | ong they are because they dondt have sound. I woul
and make sense, relatively short , and put it on Pinterest and Instagram and social media

sites.0

fi Female officer

OMy younger sister is always 0 n Snapchat. They have ... commercials and ads on there.
People just go through and see whatds happening. I f the
Shapchat, that would give them way more exposure. 6

i Female officer

o0 6d just put YouTube viisheYosTubemowt, lndtheycanfist er y ki d
rewatch it. 6

fi Junior enlisted man
4. - ATU CcOil OPO OOCCAOOAA Al piachdimessET ¢ OEA [ El EOA

Participants in many groups believed marketing to potential servicewomen should include portrayals of
family life n the military. Participants believed womenightbe more likely to join if they knew\tas
possible to balance a family with a military career.

0OShow women in uniform who have babies. Thatds a real t h
shop and ... the worl d, not to quote Beyoncé. ...6
fi Junior enlisted woman

0Combine [the current  commercials for my Service] with a [United Services Automobile

Association] commercial. Show that there is more ....Yo u 0 [a Bervice member] , but

then you go home , and you tak e that with you. Part of it is that you are a military

family....1 f 1 6m a ki d that doe slsedthatkfen,amwlitl@dkopretty mi | i t ar y
cool. 6

fi Male officer

0. .. Show you can be a female in the military but also be there to pick your c hild up from

the [child development center] or sit and do homework with them. Talking about

marketing to women, that is something not really touched on at all [in current marketing

efforts]. You dondét show career and feshmbi | y i s i mportant

i Female officer
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0Show both sides of what you do during the day and then when you get home ....Show
the events on post for families ,too,and advertising that you can
trying to entice women to join, show that [family] matte rs to the [Service]. 6

fi Junior enlisted woman

ol think [advertising makes it look as iff everything i s combat rel ated, and
it, but show something in  [home station] . Show that 9 -to-5 job. Show that the [Service] has

[resources for familie s . Show the family act i-ovidnted. @vdchiiupd t hat

and show the [home station] side.6

fi Junior enlisted man

5. Many groups suggested including more honest and accurate portrayals of military life

Participants in many groups encouragadre truthful advertising. Participants believed not only that
potential Service membey should be able to make an informed decision about whether to join but also

that some women may be deterred by the actipacked, combatocused life often portrayedypthe
media. Women and enlisted participani&re more likely than men and officers teuggest greater
honesty in advertising.

oJust[show]act ual vi deos of what happens. I'tds not
really hard fi still have to fi but you have to show them . Hey,.you&an do all of this! &6You
can be an engineer, you can stand watch, you can drive the boats. ... So, they can

show . .. women doing paperwork, but also show the boats and everything ....0

fi Junior enlisted woman

OWhy not attach a GoPro [to a Service member who is] going to a range or something?
There are crappy parts and unfortunate parts [to being in the military] , but there is also

have

al

t

0

a f

cool stuff. Basic [training] isndt all just yelling or

are field exercises too fi we do satellite communication in the field. Highlight the
cumulative effects of what  [a Service member] does. | had no idea what | was going to
do before | joined ....0

fi Junior enlisted man

ol t 0 s [fdr advedising to convey a |l the necessary information] because itds a
commercial and only so many seconds. If possible, everything should be included i the

good, the bad, combat , humanitarian. The [ Servicel]

sugarcoat anything or want people to feel | ied to because it will rub people the wrong
way. Have them decide what is good for them ,and i f they dondt | i6ke

fi Junior enlisted man

0. . . Follow someone around and see their actual job. Not that glamorous stuff , but day -
to-day t hings. [Seeing] counseling and things that make an officer an officer would be

mor e real i st i c[podraydis] vike wé aderaétion heroes. Follow someone

around and see them hit the gym, working out because [physical training ] is important ,
but [don 6t s h o wgoinghheoogh the obstacle course in the rain. o]

fi Female officer
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6. Many groups suggested highlighting the available benefits

Consistent with the finding that participant&d notanticipated the health and education benefits that
would accompay military service (segection C2.d of this chapter), participants in many groups
posited that potentialService membersnightbe enticed if these benefits wellgetter advertised. Men
were more likely than women tsuggesthis approach

OMore [advertis ing should point] toward the benefits. Everyone gets that. Not everyone
will have the same jobs they show on the TV, but education, steady pay, medical i that
would bring more people in. Not everyone wants to drive satellites. 0

fi Junior enlisted man

ol think stability is huge. Show maternity leave and those benefits like giving your Gl Bill to
your kid. [The advertisements should]s ay, Ve d r e h e r eand we wanytmtake care
of you. 6 6

fi Junior enlisted man

0. . . Educational opportunities are good for e veryone, not just with the GI  Bill, but going
to grad school on the [ Sendivwasgeptb §JThelddvarisements di d t hat
s houl d Hsyaypy nightd@et free grad school or college! @

fi Male officer

0 . here are €tlucation options, and | dondt think they highlight enough on
would have definitely  [interested] me . I f | woulddve known that, I woul dov
sooner. 6

A Junior enlisted woman
7. Some groups suggested emphasizing professional development opportunities

Consistent wth the finding that participants attained professional goals that they could not have
imagined prior to their service (s&ection C2.b of this chapter), participants in some groups suggested
emphasizing professional development opportunities in markegffigrts.

0. . . Show progression. The commercials should have a starting point and then an end

point. Show a female just getting out of high school, then show the career progressions

Show her making [E4 rank], then maybe [Noncommissioned Officer Candidat e School].
Show that you can make those moves in your career . ... Show that you can get to more
places. It should be more than just the initial hook. Show the accomplishments along the

way, including family. 6

fi Junior enlisted woman

ol think one opportun ity is that there are a lot of women commanding on our ships. [The

Service] empower svery young people by giving them tons of responsibility. Anyone who

is qualified can do that. You can run your own stations
veryyoung age, i f youdr e yoacahdorthdt w.a rgktéorstand bow

watch! ...6

i Female officer
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8. Some groups suggestedetter leveraging of recruiters

Participants in some groups recommended improving advertisingt only the media but also the
relNHzA 6§ SNDR&a 2FFAOS®

OEducate recruiters more. 6

fi Male officer

0 . ecruiters Rhould not justsay], Her eds t hi s [ j@isfshowallofitheat [ j ob] .
[options]. We have recruits coming down all the time and asking what they want to do,
and they can a ctually talk to members and see what we do. 6

fi Junior enlisted woman
oOMar keting is more than just advertising, so it has to s

fi Junior enlisted man

9. Many female groups suggested showing life out of uniform

Participants in manfemale groups thought ivould be beneficial to includeepictionsof Service
members at home as well as at work to emphasize that they are just regular people. This thenu was
mentioned among any male groups.

OHave them in their job doing stuff and th en showing their job at home as well. Whether it
be corralling [Service members] to get a job done or cleaning up the shop, you do those

at home , too. Show the back and forth. If you do it at home, you can do it at work
too. ... The skills relate. 6

fi Junior enlisted woman

oo tds al ways cool when you see commercials that show wha
life and then in uniform. | might do that. Have an ad that shows a person in the mirror with
their civilian clothes and show that the job is trans ferable. That would be cool. 6

i Female officer

oo think itds good to show women doing something operat:i
life [activities] , too. At the Academy, | decorated my personal shelves really girly because
I 8 m a-giy sortheytook pictures to show that you can be both. o}

i Female officer

10.Many groups suggesteccontinuing to usethe current approach

Not all participants offered suggestions for improving marketing to women. Participants in many groups
argued that current marketing effts were appropriate for attracting the kind affomenthe military
needs.
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0The [Service] has always done a good job of selling the intangibles: the pride and

camaraderie and other aspects, instead of the benefits. | think that approach is what

drawsthety pe of people the [Service] is |l ooking for. Thatds
women, thatos wher eabsoluteld e¢ths nikks iapber tt.hel ri ght approach t
that as the foremost focus of the ad efforts. o]

i Male officer
Others believed thatalthoughnot necessarily accurate, the actiackedscenes featured iourrent
marketingare necessary to grab potenti®& NJJA OS YSYOSNEQ AYAGALFE FGOGSYyGa:z

olf Ilwanted themtojoin ,I woul dndt show them thdénardraftf f | di d. When
maint enance] , the job [was] terrible. If | showthemthat ,t hey wono6t want to join. | f
them the job [l have] now, in communications |, they might wantto [join] .6

fi Male officer

oCommercials are to grab attention and get them to research it. They are n ot going to
use a [support 0 ccupational specialty] to grab attention. Make it look cool , and then get
them to research it. For someone in high school to think about the benefits, they might not

think that far ahead. 6

fi Junior enlisted man

OHonestly, | wou Id tell them to keep doing what they are doing. If you post what we all do
all the time , then no one is going to join. 0

fi Junior enlisted woman

Others thought the Services should not change thespectiveapproactes to advertisindgpecause they
did notlike the idea of targeting women specifically.

oo dve never watched a [ Sethoughtdtespoketowomenr c.i,dutl and
think it should be that way. None of us joined to be special; we joined to do the job. o}

i Female officer
11. Other suggestionsfor marketing to women
Participants also madether suggestions for improving marketing to women:

Show thatservicewomen can maintain their femininity
Emphasize pride

Highlight the relationships that Service members build
Emphasize personal growth

Advertie different paths to service

Highlight helping others

Emphasize service

Highlight equal opportunity for women
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}  Advertise the dajto-dayactivitiesrather than combat to makeervice seentess intimidating
}  Highlight the trael
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Chapter 3. Instructors

D! /I hzLe¢e{ Ay@SadiArAdariSR { SNIBAOS YSYOSNE® SELISNASYyO:
particularly female instructons in each of the Services. The Committee was interested in learning

about the impact female instructors iahad on Service members at various stages of their careers,

particularly in the wake of full gender integration of all occupational specialties.

¢CKS FTAYRAY3IA Ay (GKAA OKILIISNINBfFIGS G2 {SNBAOS YS
instrudors play the characteristics of good and bad instructors, gn& NJJA O S per&eptionS ik Q

female instructors. The Committee conducted 18 focus groups on this topic (see Ap@ezidr the

focus group protocol). This chaptdiscusses the focus grpdindings on instructorandis organized

into the following sections:

{ SNIDAOS YSYOSNBRQ NBOSYyil AYydSNIOGA2Yya 6AGK Ayal
Roles of instructors

Characteristics of good and bad instructors

Effect of female instructors on training
Factors affeting perceptions of instructors

}

}

}

} Mentorship
}

}

}  Preference for instructors of either gender
}

Number of female instructors in the military

When interpreting the following findings, it is important to recall that questions about instructors were
asked of Service membersthe senior enlisted (E£8) and officer (GD5/WI1cW5) ranks only.
Severaparticipantsdescribed theiexperiencs as instructorsand othersdescribed theiexperiencs

as studentsTherefore, the findings presented in this chapter should not be genedatiz this or any

other population.

-

A.3AOOEAA - Ai AAOOG withAlAskdctars ) T OAOAAOQEI T O

DACOWITS ask&ervice membexrtoindicatewhen theyhad most recently interacted with an
instructor in a military class. Participants in most focus groups repantedacting with military
instructors within the past 45 years. Of those whspecifiedthe waysin whichthey most recently
interacted with instructors, womewere more likely than men teeport they interacted with instructors
in officer training or leadrship coursesParticipants in many focus groups reportiy interacted with
instructors while learning a specific skill (e.g., pistol range) or participatimgcumpational specialty
specific training (e.qg., flight school). Some female groups reptra@dhg such interactionsore
frequently because theytoo, were seningas instructors.

Handcount data revealed thatlightly more tharhalf of participants had a female instructor during
basic training, and approximately thregiarters had a female itsictor duringother courses in the
military (see kgure3.1).
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Figure3.1. Experiencé&Vith Femalelnstructors

60% of participants had a female 72% of participants had a female
instructor during initial training instructor during other courses

Source DACOWIT Salmd counts (data fromgroups participating in instructors discussion gnly

B. Roles of Instructors

DACOWITS asked focus graaypticipants to describe what roles instructors play within the military
context beyond that of teacher. Focus group participants most commonly reported that instructors
serve as mentors and role models. They also noted that instructors provide pracsicattion and

administrative support and that it is important for instructorsdffer their subject matter expeite (see
FHgure3.2).

Figure3.2. Roles of Instructors
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1. Most saw instructors as mentors or role models

Participants irall but one focugiroup saw instructors as serving a mentorship role. This sentiment was
voiced more often by womethan men Instructors who beame mentors were seen as role models
who demonstrate ideal behavior and lead by example, often inspiring others to follow in their footsteps.

0. ..l saw them as mentors because they have been in the ¢ areer field. The textbook is
not necessarily real life. ... You can go to the instructors to get resources to handle that.
They are a spokesperson for the [Service] and your <care

fi Senior enlisted woman

oln aviation, [séniorganksuThepdéseadefinitely infor mal |l eader s
aviation troop because of the expertise aviation requir
to[i f they ask hoamirssipgposeddeosoe s a prafessional and a pilot? a9)

fi Female officer
O[Aninstructo r&s jobis]jto ment or and to serve as an example and [giV
i Male officer

O[An instructor canbea]m entor [and]Jrol € model . When youdre playing the s
especially right out of [initial entry training] , you don&6t know what to expect. 6

i Senior enlisted man

a. Instructorsevolving into mentors depends on thecontext

Participants in many groups noted that whether an instructor becomes a mentor or role model depends
a great deal on the context. This perspective was expressed nearly exclbsgivéficers.

Participants in some focus groups indicated that the likelihood of an instructor serving as a mentor to
Service member depends on the instructional context. For example, in Officer Candidate Schools,
instructor roles are clearly defined, dreach position includesnique responsibilities that dictate the
likelihood that an instructor will serve as a ment@thers noted that whether an instructor becomes a
mentor depends on where the Service member ikigor hercareer trajectory.

0 F oOfficgr Candidate School], we have separate roles: instructors, evaluators, [unit]
staff, including [educational occupational specialty ]. We do not interact with the
candidate on a daily basis on personal level. We have a set of courses that we teach

them, and we are supposed to be in a sanitized environment ....We are supposed to
model what they are supposed to be doing. On the other side, platoon staff is definitely
responsible for discipline, for mentorship , as they continue. Those instructors have a

di fferent role than academic instructors. o

fi Female officer
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0lt matters wher e y o u[for]leasiattainingdor enlsted or offieers,ese r .
much is regimented , and you have separate roles, like when you do go to the pistol

range, or if [ Service member s] are working with you in your shop. You serveas  ...an
informal leader to other [ Service members]. Young [ Service members] progress through
their careers, and youdre expect ®a Ingrainedirgothienstruct ors an

development o f[Service members] is that they are expected to be instructors at some
point. 6

i Female officer
2. Many groups thought instructors offer practical instruction and teach specific skills

Participants in many grougsand twice as many men as wonenoted that any &  NHzOG 2 NR& NERf S
provide practical instruction and to teach students how to better perform a given skill. Instructors must

also have the ability to correct students when they make errors. Focus group participants also

emphasized that instructors shtuliconvey the most updated, relevant information in a given topic area

to Service memberso give themthe knowledge and skilthey requireto be successful in the future.

0...If[a student ismaking mistakes ], the teacher needs to correct that action . 0

i Female officer

0Our role is that you are not only supposed to present
[also] do a | ot of team training. We not only do things cor |
do it incorrectly but making sure they are able to do the skill correctly when they are out

at sea. o6
fi Male officer

O[Instructors] provide the tools we need, depending on the type of training. [Professional
military education ] is not like a test you take , so | look for [instructors] to provide the tools
or to get us reenergized, refocused , more reintegrated with the core things they are trying
toconvey itool s for us to be successful .o

fi Senior enlisted woman

O[ Their role is] to give the most current instructions
[Service] hasput out on the topic. 6

fi Senior enlisted man
3. Many groups indicated instructors sometimes provide administrative support

Participants in many focus groups noted that in some cases, instructors are ultimately responsible for

their student€administrative need This sentiment was more common in female groups.

G!' RYAYAAUGNY GADBS 26YySNBKALXE O2dz R Ay Of dzZRS {SSLAYy3 |
management. If needed, instructors can also provide or connect their students with additional
resourcesUltimately, whether an instructor will provide administrative support depends on the nature

of the coursge.g., this type of support was more commonly mentioned in reference to longer and more
structured courses) YR | IAGBSY AyailuNHzOG2NDa NRftSo
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0 S,dor longer, structured [ professional military education ] settings, [instructors] own you
administratively as well as your problems, issues , and concerns. They cannot just be your
instructor. o

fi Female officer

o0l n some |[imssrictara]lcdeosn 6t n e e dsulijeot matter expert, but they keep
people on task [and assist with] organization [and]t i me management . O

fi Senior enlisted woman

0l reach back constantly to my [course] instructors, I
new resource. o

i Female officer

0. .. They intend to give you not only instruction, but if you have something going on, they
[serve as] ... afaculty advisor, and you go to them with payment issues or for right

instruction. They are supposed to be role models. As good stand -up role mo dels, they
teach you life skills as well. You can [have] sidebar [conversations] with them or ask them
after class. o6

i Female officer

4. Many groups thought instructors should be subject matter experts

Participants in many groups indicated they exgedhstructors to be subject matter experts in the
areasthey teach. ldeallythere should be alignment betwedny A y & 4 NHzOG 2 NDR& | NBI 27
contenttaught gapsOl'y RAYAYA &K |y AyadNHzOG2NNna ONBRAOAf AGEd

O[An instructor should be] an expert or [knowl edgeable] in what they teach to pass that
information on in a way you understand. o

-fi Female officer

o[Instructors should have] s ubject matter expertise in their topic of what they train you in.

As a [occupation al specialty ], | am an expert in my career fie Id. | know that when | train

them , they can be in my position and do what | do, eventually. They will get to my point

to where anyone can ask them to do that ,and they can do it with no help. 6

-ii Senior enlisted woman

O[An instructor should be] a subject ma tter expert. The person has been trained. Ifl dm a
martial arts instructor ,a n d h[ia ibfermation technology  (IT), and he [tries to teach ] me
to be a martial arts junkie , that will not work. [If] I need to brush up on new techniques [in

IT} I goto [the IT instructor]. 6

fi Senior enlisted man

OAs an instructor, you need to be a subject matter expe
because students tend to ask questions outside of the outline, you need to show
competency in what youdree otuedd mieng@nautisni dehet k|l assroom. 6

-fi Senior enlisted woman
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5. Many groups reported that instructors sometimes adviseService members on personal
development

Participants in many focus groups indicated instructors sometimes afeiséce memberon matters
related to their personal development, suescareer path and advancement. This sentiment was most
commonly voiced by officers. Other participants reported that instructors also sometimes make
themselves available tB8ervice memberwho might need more genal, informal advice. Service
members value instructors who wilharelife advice because it provides an opportunity to see a
situation from a different perspective.

O[The role of instructor is] t o teach, mentor , and lead students in an academic
environrment to develop them for their future.é

i Male officer

OFrom the other side of being a student, you definitely
knowl edge outside the course, whether..inhndgemcaralroorien

-ii Senior enliste d woman

O[lnstructors] f aci | it ate career opportunities for career advanc

fi Male officer

OFor my instructors, I have had no negative experiences

out of the way to make themselves available for informal conversations. They try to have
the understanding perspective [for] both genders. As an instructor, | make myself

available to discuss things, professionally and persona

i Female officer
6. Some groups reported that instructors set and enforce standards for job perfanance

t I NOAOALI yiGa Ay a2YS F20dza 3INRdAzZLIA y2GSR Al Aa
for job performancelnstructors mushot only teach their students but alstemonstrateto themthe
correct standards of performance and contluthisissue was raised more frequenttyfocus groups

with men versus those with women

O[An] i nstructor goes above the standard. [They provide] technical expertise . They are
going to be right at the top  , and they are going to exceed the standard of som eone on
the ship and in the training.o

fi Senior enlisted man

0 S o me t ,itheyeesen serve in the [Service] as quality assurance checkers in a variety of
capacities, so they can  [offer differenttypesoff subj ect matter expertise. o

fi Female officer

0 They edghemntegrity of the program, they make sure everyone is following the

standard, andifyoupass ,youdve shown youdre able to do the job.

fi Senior enlisted man
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o[Instructors] s et the standards for the training. They observe how well the info is absorbed
by that class and how well it is used , and then they give feedback on whomever they
reporttothatmake st he courses and then make them better. o6

i Senior enlisted man
7. Some groups believed that instructors should share their own experiense

Participants in@me groups noted that because instructarsed tobe experienced and knowledgeable
in their fields, it is important that they share their experiences with their students. Mentioned most
commonly by men, participanteportedthey expect instructors to belde to draw upon their deep
institutional knowledge and pass it along to less experiergeyice membes.

o[Instructors are] t he guys that have been there, done that. [They bring] e xperience for
younger troops that dondét have it. o6

fi Senior enlisted man

OMy [perception on the]  difference and uniqueness about military instructors is they have
done [whattheyteach] . 6

Male officer

=1}

O[lnstructors] gi ve i nstitutional knowl edge. ¢

fi Male officer

C. Characteristics of Good and Bad Instructors

DACOWITS asked participgito describe thejualitiesthat characterizea good instructoand those

that definea bad instructor. AFable3.1A f f dz2a i N>} 6 Sax AAYAf I NI 6KSYSA SYSNE
AYAaaNHzOG2NE YR a0l R AyaidNHzO02 NE sihdicdtdd hatarif OK I NJ O !
AYyaidNdHzOG2NNaE ONBRAOAfAGESET RSYSFIYy2NE S@St 2F LINR T
level of enthusiasm determinghether the individual will be a good or a bad instructor.

Table3.1. Characteristics of Good and Béaktructors

Characteristic Good Bad
Credibility Knowledgeable, experienced, credible |Inexperienced
Demeanor Approachable, personable Bad attitude: arrogant, abrasive
. . Exhibit professional behaviors such as | Exhibit unprofessional behaviors such a:
Professionalism : . ) ;
fairness and adhering to stancdts profanity and bias
Communication Ability to communicate clearly and listen| Inarticulate

Inability to convey material using
alternative metlods of instruction;
regurgitation of content

Enthusiasm Enthusiastic, motivating azy202ySs GaOKSOlAY
SourceDACOWIT®¢€Eus group transcripts (data from groups patrticipating in instrisaiégscussion only)

Adapt teaching methods to suit different

Adaptability learning styles
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1. Credibility

'Y AYRA @A R edibilitpemerhef &3he m@fconniyicitedattribute of a good instructor.

Participants in most focus groups indicated good instructors are knowledgeable and credible in their
chosen field. Focus group participantilt the A y' &  NHzO G 2 NID ace feldtideSd the2opic HeikgLIS NRA S

taught was an extremely important factor

OA good [instructor] is someone who has experienced

fi Senior enlisted woman

0There are a |l ot of people who arendt warfighters

they are try ing to teach. You can tell by the way they carry themselves. Everything we do
is warfighting. 6

fi Senior enlisted man

ol f you dondét have dteephotcan you tkachotivel e @vigydsdof
anything? | f you,tchemdty okun owo nvbhy ksstheaddwedd t o i mpr

fi Male officer

Converselyalack of experience and knowledge about a topic emerged as one of the most cdynmon

cited characteristicodf a bad instructor. Participants in many growgagdbad instructorsare deficient in

experienceor knowledge about the topisthey teach. Sometimes, individuals who ndywell intheir
professionsare called upon to teach but end up being poor instructors. It is not simply a lack of
knowledge or experience that makes a bad instructor, but the inabilityharillingness to keep um
date onthe relativecontent area.

O[A bad instructor is] told 30 minutes bef ore ¢l ass that they have to

fault, but they are not the subject matter expert. So , [Service members] arendt getting

informatio n they should be getting. It happens every week. We have training that has to
be done fi maybe classes, or a safety stand down on motorcycle safety fi and there might

be a guy teaching whods never ridden a motorcycle

fi Senior enlisted woman

O[An instructor should be] s omebody who knows what they are talking about. You have

those teachers who just read off the board, they

an

it

d d

teach.
t he

in

don

about . ... How are you going to teach me [something] i f you have never done it

fi Senior enliste d man

ONot being willing to | earn where their topic i
years ago, so things might have changed since then , and they need to keepup  -to-date
on everything. 6

fi Male officer
2. Demeanor

Participants in most groupsnost ommonly senior enlisted Service membadralicated good

S

adyv

instructors have a pleasant demeanor and are very personable. Good instructors demonstrate a positive

attitude by remaining humble, patient, understanding, relatable, and approachable.
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0[Good instruc tors] have expertise in humility. Students may have different experiences.
I dm t he i nst r uandtsametimes dlhdo mdotw k n o w e[lnséructprs] thavetg .
be open to | earning, li ke all the new stuff. o

fi Senior enlisted man

0[Good instructors a re] p atient and understanding. Not everyone learns at the same

pace and | evel .o

-i Senior enlisted woman
o[Good instructorsare] appr oachabl e. I f theydre twoway you candt have
interaction, and thatdés not how most people | earn best.

i Female offi cer

In contrast some groups mentioned that poor instructors often haMead attitude These instructors
are unapproachablestandoffish andunwilling to answer question$articipants were more likely to
view these instructorsis arrogant and condesceing. Moreover, instructors with a bad attitude were
seen as more willing to utilize abrasive or coercive teaching methods.

O[A bad instructoris]s omeone who says theydl!|l take the time to help
but when you askthem ,t hey 61 | ma kveh ye x hiesyescandt . 6

fi Senior enlisted woman

o[Bad instructorsarela | oof . | 6ve had s ofhekthepad] racedcobsmars t hat
and dondt want to discuss anything with you. 6

fi Male officer

o[Bad instructorsare]s t andof fi sh and prickly. 6

Male officer

=1

o[Bad instructors show] SCARF: sarcasm, <criticism, antagoni sm, ridic

fi Male officer

0Someone whod6s mani pul fstabadinstractod . doer ci v e

fi Female officer

3. Professionalism

t F NHAOALN yia Ay Yz2aild 3INE delddiprofeysRialBidirdaiswitkited 'y Ay &
quality ofhis or herinstruction.

0...[Good instructors] a Iso have some professional distance [and] don 6t afctth dyi &ree ]
my buddy. 6

i Female officer
0They need some | evel of tfeutingandmalkes studests shut al i s m. I tds of
down if [instructors] repeatedly use phrases or words that expose a bias. That becomes
obvious in your teaching. 6

i Female Officer
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0[] Bad instructors are] unprofessional. |l 6ve known instr

joke s , Il i ke racist jokes, of fending jokes, trying to be f
l'tds a di.storacti on
fi Senior enlisted woman
a. Accountability tostandards
One dimension of professionalism is the ability to hold others accountabledbai standards Good
instructors must be assertive and authoritative enough to Hdéavice memberaccountable for subpar
performance ande able to correcService memberwhen they make mistake®/henprovidingsuch
feedback, good instructordeliver constuctive criticismin a respectful manner.
o[Good instructorslh ol d peopl e accountable and correct them if ne
fi Senior enlisted man
0[Good instructors are] there to teach and have the communication skills and then hold
people accountable using assertvn. eness and professionalism to go with it

fi Senior enlisted man

0[Good instructors have] t act. [They are] able to express [feedback] in away thatis

understood and doesndt seem condescending or negative. o

fi Senior enlisted man

0[Good instructors excel at] g  iving positive and critical feedback. There is a positive way

of gettingfeedback ....H ying off the handle isndt ,Jdidrsg jtustmake an
going to make [students] nervous. It has to be constructive feedback . It makes you feel
betterabo ut it . o6

fi Female officer

b. Fairness
l'Yy20KSN) O2YLRYySyid 2F | 3I22R AyaiaNdzOiz2NRa fS@St 27
fair despite2 Yy J&sonal feelings. Bad instructors exhibit unprofessional behaviors such as favoritism,
unfairnessand bias in turn, these behaviors amgerceived as inflexibility and closeindedness. This
opinionwas expressed mostly by female groups.

0[Good instructors] do n ot [bring] too much personality or their personal feelings . [They

are] moreopentobeingab | e to give different viewpoints and not be

fi Senior enlisted woman

0l have run across s ome [apinians] ,gnd Eheirtéathmg] r wapmot s o n a |
as effective asitcouldhave been. | | ost respect for them. oo

fi Senior enlisted woman

o[Bad instructorsshow]favor i ti sm. | 6ve s el[@heyshdulalttreaevéryome t i me s .
the same, fairly.é

fi Senior enlisted woman
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o[Bad instructorsare] cl osed off and not willing to accept feedback
i Female officer

o[Bad instructors are] close d-minded. Th ey have no flexibility and are very rigid. ...Some
are just st uc kfsubject mattereexpért] 66m mchdee . 6

fi Senior enlisted man
c. Profanity

FemaleService memberwviewedthe use of profanity while teachirgsunprofessional.

OProfanityer sTchn asl itshian@. I f youdre in front of me instr.
colorful word, I |l ook at you |like youdre |l ess intellige
you not know what else to say , so you just threw that in there, or is this personal? This is

where | need you to be more professionaltjs] because thato
l evel of instruction. Now, if youdre out in the field,
order, and your language is different and colorful, that | understand. But if we are in here

and you [are teaching] ,whenlget[ explicit | anguage], itdéds a turnoff . ¢

i Female officer

o[Bad instructors] can be biased. Some [may] have ...a t e a c h e, [bditf at theesstme
time, to somebody elset hey dondét | i ke, t fereyeusdthedeowhtarder on th

fi Senior enlisted woman
4. Communication

Another attribute of good instructors that participants in many focus groups identified was the ability to
listen and communicateRarticipantsindicatedthe best instructors communicate well by iartlating

clearly and speakg with easén front of large groups of peopl€onversely, por instructors struggle

with public speaking, making them less effectieachers

0 Commu ni c[esimpootant] . You need to be able to actually instruct on whatev er
platform to get the information across. You have to kno
talking to.o6

fi Senior enlisted woman

0[Good instructors] ¢  ommunicate well. ltds one thing to know and under st a
material, and another to make sure youO6re understood. 6

i Female officer

0...1 ve had some instructors that wer.e..[fthgyt They were no
deviated from reading the PowerPoint,t hen t hey werendt very comfortable i
skin. To be a good instructor , you have to be abletointerac t and engage. 0

fi Male officer
5. Adaptability

Another feature of good instructors thatas mentionedn many focus groups was the ability to teach
effectively to students with different learning styles. Good instructors demonstrate flexibility in their
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teachimg methods to reach all kinds of students, often by adapting existing instructional materials. Good
instructors also emphasize how the material being taught can be applied by providingael

examples, thereby making the content relevant and conveyiKkggw A G A& AYLERNIFyd G2 {
jobs.

O[A good instructor is] s omeone that is able to understand how someone best learns and
able to apply information that is applicable to them in a way they are able to understand
and comprehend and to carry out. [Theylma ke it applicable to their |l earnin

fi Female officer

OA good instructor is someone who c ashowvhkteisis omet hing te
practical. We are in the [Service] , and so everything has a practical application.
[Instructors need to beableto expl ain how you use somethiag and why it

i Male officer

0OYou have to keep t he mONAMG awgheadt.d sWe nu Wieydofve r me
need to learn this? Why is it important? How will it he

fi Senior enlisted woman
O[A good instructor] t eaches tactics [to show you different ways to complete tasks] . 0
i Male officer

0[Good instructors are adaptable ]. | 6ve done two disthbok Oreway t our s at
works for one student , and another way works fo  r another student. You have to be able

to change your teaching style for each student. You have to be very adaptable and

think on your feet and adapt as an instructor. 6

i Male officer
Whereas good instructors are flexible in their teaching stydasticipants inmany focus groups
indicated that bad instructors simply regurgitate content rather than modify their strategies to reach
students with a range déarning styles. Bad instructors are either unable or unwilling to teach content
in different ways.
o[Bad instructors arelonl y wi l ling to explain it the way they see i
i Male officer

O[A bad instructoris]s omeone who doesnd6t wunder sstianpdople he di fferent w
learn [e.g., visual, audio, kinesthetic Jand arendét abl aoste Wwagshoto t

fi Senior enlisted man

o[Bad instructors have an] ... inability to effectively teach the person they are instructing.

[ They commed in & way that they can figure out how to change their teaching

method if needed to get the information ac ross effectively. [They lack] the ability to say ,
0 Ais may not be the best career choice or option for you , Or, 6 Aere may be something
else for you. 8[They are unabletolh el p someone succeed. ¢

i Female officer
OA bad one teaches juéthehactasdtnbtkbakbookdown. 6

fi Senior enlisted woman
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6. Enthusiasm

Participants in many focus groups said good instructors are often engaging and passionate about the
subject they teach, making even the most uncomfortable or boring material seem relevant and
interesting to students. This sentiment was mentionedstfioequentlyby men. Good instructors also
inspire others to learn and generally enjoy the role of being an instructor.

o[Good instructorsare] passi onate about what theyod6re doing. You don
instructor who isndt passionate; you want them to expl ai:Hl
people passionate. 6

fi Senior enlisted woman

OEven the best instructors can take the driest materi al
qualifies especially in sensitive  subjects. When we talk about civil rights or sexual assault

topics, people tense up , and we need those instructors to get people to relax and

engage. 0

fi Male officer

OA personal c fofea gandtinseuctor]s tis the ability to keep interest and inspi  re
people to learn. Thatés hard to teach and is inherent t
good instructor as opposed to an assigned instructor. o

fi Senior enlisted man

0l think itds being receptive to infor mellwhenn t hey are p
someone | ikes what they are doing and when someone does
theydre teaching becaus.eSugeotsgravim@te wagl that.uftyou are .

simply checking abox ..., that genuine piece is missing and is seen by students . ... You

need to enjoy [whatyou are teach ing]l, and you need to know the subject vy
teaching. Be prepared. ¢

fi Female officer

Instructors that lack enthusiasm for teaching were perceived by many focus group participants as being

bad instrictors. This was voiced most often by senior enlissedlice members. Many reported that the

worst instructors are thosehol NB (S OKAy 3 aAayvyL} & G2 FAEE | LRRaAlA
desire to teach. This lack of enthusiasm can have ardeirtal effect on studentst demonstrates that

the instructor does not care about their learning.

0l f someone is not interested in teaching, you can tell]l
You can see that in the way they engage with people in the class room. 0
i Female officer

o[Bad instructors showa]l ack of passion in their work. They dondt ca
not . o

fi Senior enlisted man

0Someone who doesndt hav @isabadtnstruceog t. iTrh etylde et gpuisda doi ng i
because theywereto | d t o. 0

fi Senior enlisted man
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0Someone who is passionate is something people want to
or are forced to be in that position , [they will notice]. .. .| know people who didndot put
foritor [ d o nvéamt fo be there , and it came across in everything they did. It turned off

students. o

fi Senior enlisted woman

0l dve had a few instructors whoThairagitude was,t] Ihtedrse f or t he p
going to put me ahead i n my c adTdeywereshortdidmtiietr want t o be
students. They ...woul dndt g o [aboutttheir toped] a ant pushed you off from the

route you wanted to go down. 0

fi Senior enlisted woman

D. Instructors asMentors

DACOWITS asked focus group participants to desttréldepersonal experiencawith instructors who
became mentors. Service members noted that some instructors evolve into mentors over time, are
approachable, and often provide guidance or advice to their students.

1. Many groups reported that mentors are approachable

Participants irmany groups indicated that instructors who become mentors have approachable

personalities. Often, mentors are empathetic and can relatS8e¢ovice member Q aA G dzZt GA2y & | YR
themselves availablehennecessaryMoreover,instructors who become mentorga attentive,

reaching out tdService memberwhen they notice a need.

0 F or [myementor] was an instructor. | was new to the unit , and she gave me guidance
on how to progress to the next level  and navigate through the system. | was in the military
befor e and got out and came back in. That was good because it helped me to get

acclimated to military life again but also someone to relate to and who understood the
struggles [is helpful] . 6

fi Female officer

0Overall, whether theyor e..ciitjilhgoriarsto be] oablefon t he mil i tary
ment or and relate knowledge to |ivable situations. o

-fi Senior enlisted man

0She heard me talking about height and weight issues, s
sheds been there. It hel [pthed] people dubthele thatdohtve er e ar e
that problem, itds not just me. Everybody has that thin

moment . 6
fi Senior enlisted woman

0 Go o[ohentors] have made themselves available. Theyodve given o
especially attheendo f t he course. o0

fi Male officer
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2. Many groups said that mentors helgService members by providing guidance and
advice

Participants in many grousidmentors provide guidance, encouragement, and career or life advice to
Srvice members. This sentiment was eegsed more often by women.

OMy instructor saw | was having some problems and was a
she took me [underherwing] and showed me that | dondét need a man to
[Service] . O

fi Senior enlisted woman
o[Instructors provide] g uidance in [personal and professional] devel opment . 6

fi Male officer

0l had an instructor who checked on me even after he wa
was like,6 By, what 6s promotion boaWhatl @b kkenggpilndkeydwrf rycom ?
being promoted? 6He c onstantly called to be like , 6 du need to check ; you need to do

this.0Today,we are still friends. ¢

i Female officer
3. Many groups felt instructors often evolve into good mentors over time

Participants in many groups indicated instructorsrmbb always ocdzLJe F 2 NX I f aYSy (2 NBA KA L
often unexpectedly evolve into mentors.

0Somet,whesn youdre connect itheygbeosmetinstrueorspneidestalyy

and thatdés how a mentorship relationship is created. |
because of their passion, their personality, their convictions, and they became my

instructor through their own personality, their own charisma. | think sometimes a good

instructor has those things, but also when someone has those things , they become an

instructor in cidentally. | had someone who was never formally my instructor , but |

connected withhim ,so he became one for me. o0

i Female officer
O[ The mentorship] just kind of happened. I't was during
i Male officer

o[l had an instructor who]  took me under her wing to dumb down [the topic] for me and

explain the responsibilities. She reached out to me after the course ended to see if | was

okay in my position and give me someone who could help
t hough. Somettdeatlelyy PRotvaiPoint]. Busthis [leader] saw something in me,

and she might end up being the person who talks me into staying in the [Service] past 20

years. o0

i Female officer
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0l knew people who never had the intenttor,buh of ut il
because our Service is so small, that initial instructor relationship led to me connecting
with them and them becoming my mentor. | looked up at the Academy to an O3 who

zing

was really [accomplished] , and now | 6m aarmcd mnmawmed emai nt ai ned t hose

relationships and have friendly rapport with them and know | can connect with them if |
need to. 6

1 Male officer
4. Some groups indicated mentors lead by example

Participants in some groups noted mentals notalways have official mentorship roles bostead lead
by example. Participants stated that mentors wirovide this kind of leadershigan inspireothers to
emulate them thereby elevating the quality and status of others.

0l can find something good i.n.ingphricula mteetmoredirecor s t hat
supervisors tha@ahrodgkekohtadall the courses | 86ve been
least one instructor that | can look up to or look towards as more of a role model than

some of the others. None have been completely awful, b ut usually , at least one stands

out more than the others to follow their | ead. 6

fi Senior enlisted woman

0OThere was one guy who | was enviable of the amount
example ihe is something that | could aspire to be one

i Male off icer

0OYoubre not going to |ike every single instructor,
from the instructors, something to appreciate, and apply that to who you are as a
person. o

fi Senior enlisted woman

0. .. When you talk tactical aviation, you mee taguyorgal [inthe unit], andyou
approach it like they do, and you see how they did , and you want to be like them and
emul ate them. o

fi Male officer

0l't goes back to that per saodthatiresonaes ithcheansh my success
made me want to succ  eed even more. As far as being a role model, | wanted to be like
t hat when | became an instructor. 6

i Female officer

5. Some groups indicated their mentors were knowledgeable and shared their valuable
experience

Participants in some groupescribed hovithey appreciate when mentors share thegierspective and
insight This sentiment was voiced exclusively by males.

OAbsolutely. My instruct or whenrlfskhimforg ingghtaHebdasa | ot of
good experience with my job and is good at breakin g things down to explain

fi Senior enlisted man
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0l had an i[mpdceupationabspecialty who]endedup ... atmy first duty

station. The same way he was as an instructor, he continued to be that way. He had been

in for 24 years total , and this guy knew everything. He was very humble; he would tell you

his mistakes and answered al/l guestions you asked. Even

fi Senior enlisted man

E. Effect of Female Instructorson Training

DACOWITS asked focus group participants whether they thdwaying a female instructor would

influence theirexperiencein training, and if so, how. DACOWITS also asked focus group participants

K2g (KSe& GK2dAKG FSYFIES AyailiNHzOi2NBR ¢2dz R Ay TFf dzSy
Participant resposes to these questions varied.

1. Most groups said female instructors are perceived differently than male instructors

Participants in most focus groups indicated that female instructors are perceived differently than male
instructors.Responses about theskfferent perceptionsvaried.Female instructorsvere described as
sometimesbeingharder and tougher than their male counterpads their students Participants also

felt women in the military often have to work harder and achieve higher standards tlesm @thers
suggestedemale instructors are valuable in that they offer a different perspective than men and can
serve as a role model for other women in the military.

0l have heard a couple of times where peopl,e think that
she will be tougher, more strict on you than on any of the others. Some of us love that and
need that. Iltds based on each person and if they want a

fi Senior enlisted woman

0l 6ve heard a | ¢thefemdles]p &enmtestrics layyh e book. ... They are
more the bulldog of the group, wild/l chew you out quicke

fi Senior enlisted man

0lt gives you anot her ..pthegender of thé person blu td oansd tt ocar e. Just

like diversity in any place i racial,gender ...ltadds anot her way to | ook at things.
i Male officer

o0l was an instructor a couple of years ago, and the fem
were [affected ] by how far | had come. They were like, d can be in that position X years

from now if 1 do A, B, and C. 6So, [| was] a good role model for someone to follow in their

footsteps. O

i Female officer
2. Most groups reported that having a female instructor would positively affect training

Participants in most focus groups thought having a female instructor for a mititamge would have a
positive effect on trainingAlthough most groups indicated female instructors are a positive influence on
the training environment, explanations for how the training environment would benefit varied.
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a. Rolemodels forother women

Femalenstructors frequently serve as role mod&o other femaleService members can look up to
and emulate. This rationale was offered more often by women.

ol t can be humbling for mal es to have a feéal e instruct
dondt Wwmlmy wy ou d BEhentwe had a female who was killing it , and the males
were like , @Okay, let me shut up now. ©

fi Senior enlisted woman

OFor,imeds i mportant t o h.aMguesslhceutdhaveogbten thnaighat if .
all of my attendings wer e male , but it made me more confident to look [up to] the
female [attending]. | could see myself there. That would not have changed my outcome
onpaper ,t hough. 6

fi Female officer

ol think it would be beneficial. Tijitwewddhaepte di fferent no
have a female mentor to get your foot in the door and s

fi Senior enlisted woman

0| t[&fenmale instructor] could be a positive role model. If [awoman]sees ...a
female teaching a subject ,,oredayylcoubdu lddo tthhiantk ,6 6 Maybe

i Senior enlisted man
b. Sharedfemaleexperience

Participants believed that female instructaret only provide encouragement and support but also
serve as a resource for women on worrgpecific issues.

0 Y e a[lmaving a female instructor] wouldbe good; they may f eel l'ike itds a s
experience. They might be more empathetic. Women could not feel as comfortable
approaching a male instructor. 6

fi Male officer

0l n blteamingt , itds a benefit because | noticetd girls tryin
get out of [physical training] and things like that. We had a [female] instructor who said

you can handle it, keep going. I think in those [situations], it is beneficial. As far as training

in general, it should not matter either way , unless you need so meone to relate to on a

di fferent | evel .o

fi Senior enlisted woman

0. .. Male sand females are totally different. Why ... have someone who is going to
assume or guess ; why not have someone who knows what [women] are going through ?6

fi Senior enlisted man
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0 Aa [junior officer] conference , we had the [occupational specialty] junior officers to
talk about mentoring, training, and what we do differently at our commands. ltwasa?2 -

day conference ,and we didnodét hear from any [cenemandiog f emal e peopl

officer] asked us what we would have liked to see. There was a teleconference later to
talk to senior women. Anyone could call in fi a lot of people asked family planning

guestions. |l 6ve never worked for a femalandofficer; al |
dondt have kids. They dondét understand | have more resp
someone whoo6s willing to talk about it and has that exp

i Female officer
c. Diversity

Participantsbelievedthe presence of female instructors is importaotincrease the diversity of
instruction. This diversity is important because it normalizes different perspectives. Female instructors
also have a unique and valuable leadership style. This ratigredenentionednore frequently in

female focus groups.

0 lha&s more to do with balancing the group personality. There are always things a male

or female can add to the team. The diversity can add to the group, or detract,

depending on the person. Representation from both genders is important ,but i tds not a
check mark in the box that makes it balance and equal. They add different components

to the group. 6

i Female officer

OWith the current mindset, the earlier you get female

members] , the sooner you can start changing their mindset , the culture, and the

masculinity of our society .... Thereds a | ot of discussion and a | ot of
in front of [males] earlier for the exposure. ltds that

respect early. o6

i Female officer

ol f oyjooku dt exposure theory for any minority group, itos
anyone from a group, race, gender, whatevybatrifl i tdds easie
meet people from t hovaieangnute sop swnd-siot ddso elsinkdet conf orm t o
those stereotypes ,s 0 maybe itds not true. I't coul.d; be with gende
thatds how you dispel stereotypes. o

fi Female officer

ol dve wor ked wi t h andtharperspectavaisiddfereént than males. At the
endoftheday ,lglean a | ot from the females. ¢

fi Senior enlisted man

3. Many groups believed that having a female instructor does not affect the quality of the
training experience

Participants in many grougslt that the gender of an instructor does not have an impact on theing
experienceas long ashe instructoris credible and experienced. This opinion was most common among
senior enlistedService membe.
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0The instructor rol e i s [haie]t lvedwhayyouteachn dagyost and and
dondt . I f | amstruator, ledfIfle csthiovwe yiou | know what |1 dm teachi ng
the instructor, it doesndt matter. o

fi Senior enlisted man

ol dondt know if itds necessarily having a female instr
think itds i mpor t amngeneral.diffdieatleeels dfiexperiensei diffgrent n

backgrounds. Coming in to do training is important beca
di fferent backgrounds, so if thatos a femal e, then yeah

male. Diversity in generalisimpo rt ant . 6
fi Senior enlisted woman

ol dondt benefit more from a female than a male instruc
that they bring to the tabl etheisnostirtucdooers nidst frneamatleer. dwh et

fi Senior enlisted woman
a. Most groupsvaluedalignmerO AAOx AAT AT ET OOOOAOTI 060 A@PAOEAT A,

Participants in most groups indicated that alignment betwaerk y & (i N&z@se 2natdidl and
experience in that areatrongly influencesheir perception of that instructor.nstructors with
experience in what they are teachiage viewed asnore credible in the instructor role.

O[ An instructor ds vuveaymeoh.r [Arfinsteuttat has) d tifferent exgeriences
and points of view and understanding that applies to their instructio ns. If | want instruction
onflying,it makes a difference if [the instructor is] a dent

fi Male officer

of The i mportance of an i degehdsancthe topicdl ®bvieushpwamtane n c e ]
intelligence person to teach intelligence thing s, or an infantry person for infa

i Female officer

0l wrote [a female instructor] off in the beginning by
teaching . ... She was teaching something she has not actively done and not trained to
do. ¢

i Male officer
b. Many groups said that gender or career fieldliéssrelevantthan the instructord O AOAAEAEI EQU

5!/ h2L¢{ a{SR LINIAOALIYGA K2g3X AT OGO FEEZ Iy Ay
thoseinstructors Participants in many grougslt male and female instructors are not perceived

differently if the instructor is credible in terms of experience and knowledRgeticipants suggested that

how a female instructor is perceived is based on facsoich asi KS Ay & (I NHzO( 2eNadi NRBf S5
temperament. This sentiment was most common among officers.

OMy | ast female instructor was an oral surgeon. She was
female or male, but good at her job. o

fi Male officer
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0l would expect any i nstjecumatteoexperp i, andthatistbeoblye t he sub
standard ;[an i nstructadmo@&s nden dnatt Il would thke ] tinesame[

approach with both. But for [Senior Officer School] or something like that , it might be a

little bit different. o

i Female officer

0 | stnice to have someone who can actually relate and have someone put stories to
what they are actually teaching about. 6

fi Senior enlisted man
c. Perceptions ofemale instructors in previously closed occupational specialties

Obtaining an optimal level of crediiby as an instructor can be particularly difficult for women who are
teaching in occupational specialties that were previously closed to them. In these cases, female
instructors fight against a perception thaomen have not hagufficient time to gairthe expertise
necessaryo competenty instructin thosearees.

ol f you are bringing in a female to teach [in a newly o
they will have the knowledge because there are no females in that position yet. We are
just startingto | et women into the gun |line, so thereds no way s|
gun line. o
fi Female officer
0l t s -domimadet eareer field. Females may just not want to come in. But whatever
the percent is, thatodos how itdéll show up in the classro
fi Senior enlisted man
4. Many groups indicated having a female instructocould sometimes be detrimental to
the training environment
Participants in many groups remarked that female instructeese sometimesmuch stricter than male
instructors for a variety of reass, including that theynight feel they must be tougher than other
women and men to succeed. Participants thought that female instrueters often harsherthan their
male counterpartsbecausevomen mustexpend much more effothan men to achieve the sagrlevel
of success in the military. Other participants reported that female instrust@m® sometimes unfairly
perceived as being tougher than male instructbesauseof the maledominated nature of the military.
Focus group participants emphasized thathales should not occupy instructor billets simply based on
gender or to fill a quota. This sentiment arose most often in female focus groups.
OMen are respected for acting that wWatfemaled st anding up
are looked down upon i they call us the & word. &
fi Senior enlisted woman
0l had a terrifying female drill sergeant. I can relate
having a positive female role model, but to me, | found it a little sad. ... Women are
teaching young people in the wor Il'd that you need to be terrifying to me

worl d. 6

fi Senior enlisted man
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0 F ¢mentoring] , females will be harder on females. Sometimes ,i t 6 s over the top. o0

fi Senior enlisted woman

oln leadership positi ¢forwogmen] heegpeder boaeddehcgssume
compensate for that  [assumption some people make] ,80h,sheds goilag to be
pushover] , .6. They assert authority or knowledge. I think [ i ta@udtdral thing that

aggressive wom en are a bad thing , and it [reinforces] that int ernal thought process of the

menfi 'Sheds i n butwhpdogsahe have to be like that? &
fi Senior enlisted man

0l n my,itHas te dodvith the culture of medicine. Witnessing women work harder for
something than a man in the same situation. | think t hat creates women that have to be
better or tougher , and that is how | always see it. Of the female role models, a lot have
been tough. But in residency , | also had to sit and watch a woman say something and

itds

get ignored and then a man say the same thing an d itds seen as a great idea. O]
woman who doesndt know t heamdhsweedds os@aemuasttii mnompet ent

a man is seen as just learning in that situation. | see why they are hardnosed fi because
they have had to be better than their [male] colleag ues. .. .6

i Female officer

oYou dondét want to put a femal e t;thenymudgaust because
di sservice. 6

fi Female officer

F. Preference for Instructors of Either Gender

The Committee asked focus group participants to describe situations imahitale or a female
instructormaybe preferable. Participants described specific situations or courses for which a same

she

(e}
7]

gender instructomaybe preferablebut emphasized thail KS Ay a i NdzOG 2 NRa O02YLISGSyC

important than gender. They also indicattitht there should be greater diversity of instructors in the
military.

1. Most groups prefer to have a sameender instructor for certain courses or trainings

Participants in most groups indicated that there are certain classes for which having @eade
instructor would be preferable. These includeaurses orbasic training, physical training, sexual assault
and prevention training, and survival training.

0Ours comes down -to-bancstrainirg , hike lmdd -to-hand combat, rolling -on-
a-mat type o ftraining. Other parts come down to specific field training where its

awkward at times , especially with new troops teaching them how to grapple on the

ground , so they are comfortable. You give them a same -sex partner fi otherwise , they
wonodét get tobéjleeadinmiend

fi Senior enlisted man

OWi th dril,lwoulchpseferaumale obscause most females probably

mal e dril |l instructor running them through shower s.

fi Senior enlisted man
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OMaybe because itods the nor m, b gthrolghtboseas I3conths [ofi magi ne goi n
basic training] with that kind of schedule and that rou
not how it is. I would say | would prefer females in th

fi Senior enlisted woman

O[For s=xual assault prevention and respons €] training ..., females might not be

comfortable with a male or vice versa. | had a male and female [sexual assault

prevention and response] training , and | preferred the male because you always see the

women as victims , but it showed the opposite i that every woman is not a victim.

Sometimes women mess up too. | like that because it & not a woman saying |
I'tds a mab M wike digSomething to me. &It was nice not seeing [a] woman as a
victim. o

(e}
3
QD
<

fi Senior enlisted woman

0 Dur Jsurviyal] Jtraining,I di dndét have any female instructors. That
nice. The ratio of men to women [students] was about 20 percent female. It would have
been nice to see a female in that environment. o

i Female officer

2. Many groups reported that they do rot prefer to have an instructor of a specific gender
provided that the instructor is credible

Participants in many groups reported ththie gender of an instructas nota concerras long ashe
instructor has the necessary credentialSompetence, quayi of instruction, and credibility were cited
as the most important attributes of an instructor, regardless of gender.

o[l would consider an instructor credible] o nly if they were qualified to be an instructor,
but only if they were good enough to be an i nstructor. o
i Female officer

0 Re gar fbigensles] , you have to be able to reach each student. You can have a
crappy female instructor, or a crappy male instructor ,if they cand6t get the infor ma
out . 6

fi Senior enlisted woman
ORegardless oflemdaldes ohof emaches it better. o6
fi Senior enlisted man

0l do n gdboutgender] because there will be female [instructors] that will [take me
down] , no matter what it is. o

i Male officer
3. Many groups argued that there should be a greater diversity of instictors

Participants in many groups suggested that there shoulthbee diversity with respect tanstructor
gender, race,and otherattributes.
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0ltds really important in certain fields to have women
few, andtheyneedthe passi on and expertise for getting through 1t

i Female officer

0l dve had quite a few female instructors who were real!/l
way [about gender] as long as you want to give me the information and then show me

how you knowit after that. | don oftblackavhie, fembhlemdlehey ar e

transgender, whatever. If they have good information ,theydre good. ¢

fi Senior enlisted man

ol think itds good f or ¢t[&nd]f orsognayoungeafolks oomingup,bsol ut el y
to be a ble to show that you can do anything you want in the [Service] . While some rates

or types of operations may not be dominated by females, [ it & s toghave sbiheone in

a senior position to say, @Hey, | did it , so you can do it, too. &

i Male officer

4. Some gioups mentioned a preference for female instructordor dealing with women-
specific issues

Participants in some groupsidthat for some womenspecific issues such as pregnancy, lactation, and
menstruation,they would prefera female instructor. Participdas whosaid they would prefer é&emale
instructorfor topics specific to womeaxplainedthat their preference was related to the credibility and
relatability of the female instructor in those cases: male instructors do not have experience in these
areas.

o[For] pregnancy [physical training] f a female would know how to teach that better than
a male. o

fi Senior enlisted man

of 1 6d prefer a f ermgpregnancy sphysicaldrairong] .d had my daughterin

December. [Theinstructor] d oes ndt n eatways lsagertobe yfemale , but afemale

who had a child in the military would know more. Also, all pregnancies are different. |

dondt think some of the male iinhbBéydceéepg,s aydu klalowl edgea
be alright. 6T hey donoét uoudae your goadddayy and your bad days. You

need a female who has been through it in the military. 6

fi Senior enlisted woman

0...Who would | rather talk to  [than a female instructor  about lactation rooms? ... If
thereds instructionl y haantt maxd pee rpihggrsdec,all woul d prefer t
from a woman. |l 6ve gone to women about childbirth and |

comfortable talking to women about that. o
i Female officer

0 Y e[women prefer female instructors] because they will be ali ke. Male and females are
totally different. Why not have someone who is [not] going to assume or guess ; why not
have someone who knows what they are going through?¢

fi Senior enlisted man
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G. Perceptions ofNumber of Female Instructors in the Military

DACOWITSsked focus group participantsr their thoughts orthe number of female instructors in the
military. Participantgelt that the number of female instructors in the militawaslow but that an

Ay aidNdzOd 2 NRA ONB Warénorfe impaitanicofigtierdliény Ra&idip&nys @lSo discussed

what should be the optimal ratio of female to male instructors in the military.
1. Most groups felt that the number of female instructorswas low

Participants in most groups agreed that thevere too fewfemale instuctors in the military.
Participants offered a variety of explanations for tlaitcome

0...At our | eadership course, there were no female
made a difference Awhen teaching us how to be a |l eader. ¢
i Female officer

ol donot t hink | wo ul dafdmaleiestrutter|.t.. diybfuedem® t wicblme

i nstru

across them often, especially in higher ranking positions. ...Courses | 6ve taken with all

males, dealing with specific female issues that came up, because we are different , they
wereno6t able to give me guidance on that because
with before. ltdés different with females in high
to see. 6

fi Senior enlisted woman

it was
rank a

0l 6ve had 15 yedrrsaiamdgnsulatnidploene f emal e instructor. Tha

fi Senior enlisted woman
OWith the integrat i onthew aeedstode ndoea |[femalg insivuctork] . 6

i Senior enlisted man
a. Number offemale instructors varied by occupational specialty

Participants offered that th&” A f A femaeBnStrdictorsalthough few in numbenaried by
occupational specialty; some occupational speciattisgch as medicine had greaternumbers of
females.

0. .. With [occupations] like maintenance,youneedsom e f emal es in there. ¢

fi Senior enlisted woman

0l dm medi cal ; |l 6ve al ways had predominantly female inst

specialties] have never encountered them. In mine, most of my coworkers are females.
[There is an] u neven spread among[my Servi ce] in career fields. 6

fi Senior enlisted man

0Theydre mostly malfemaeinsttuétorlei sempy omaeeer field. Il 6ve app

them, but they®&r e al Iibubdheinstrido® are] all Il memu.ad

fi Senior enlisted woman
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b. Lownumber of fanale instructorsa result of recently opened pipeline

Other participants noted that thackof female instructors could bleecausehe pipeline of

occupational specialtiesas onlyrecently opened to women. In their view, there are fewer female
instructors for these positions because women have had less time to attain instriestelrexperience

in these occupational specialties. This explanation was offered more frequently by male focus groups.

ol think there hayve[Service niembens]o firs so theyman bexome

instructors. You don 0 {Sergice membarsh bmarmy sfee maldes awkwar d
when theyodre around. We have one female in our class ri
first duty station, and it is weird because everyone acts different. | wish there were more

females in the military because then they would feel re

fi Senior enlisted man

0l wo u [tk nenaey] is low right now , and that is because the first wave of females in

submarines is just getting through. The initial scree  ning process for women is coming

through. ... As that goes through and this becomes more the norm , then | believe

[havingwomen as partoff t he instructor process will become more th

fi Male officer

2. Many groups felt that the number of female instructors mattersless than the
gualifications of instructors

Participants in many grougboughtthe number of female instructordoesnot matter as much as the
gualifications othe instructors. In other words, participants felt that there should be more #en
instructors, but only if theyvere capable and competent.

0There should be [more female instructors], but they ha

fi Senior enlisted woman

0l 6ve applied for instructor duty before.hol 6ve seen ins
are [not competent] . They have to come and learn everything and then teach people.

My female instructor had never been on the helicopter she was teaching before. She did

her research, and she gotit. ... She had to work that much harder to get that in fo and do

the job. o6

fi Senior enlisted woman

0As |l ong as they are qualified, I &6m for more females. W
when they integrated  [occupational specialty] , they integrated at the higher level first

with qualified females as a delibera  te move to set the tone and focus for junior [Service

members] t o | ook to. | dond6ét think an exact number is good.

than quantity. o

i Female officer
a. Women should not be pushed to hastructors tofill a quota

Participants also arguethat women should not be forced to instruct simply to fill a quota for female
instructors, which could lower the quality of instruction. The quality and capability of an instructor is
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more important toService membeér (G Kl y G KS Ay a i eénfim@nt @asidre cAnSn6R S NP ¢ KA
among males.

olf you can get quality instructors, donot force t hem. I f theyyolondt want to
will have poor results. é

fi Senior enlisted man

0l dond6t think we s lirmolid jbb jdsttbecause naw ybuehava | ea [Service
member] doi ng something that they dondét want to do. It set:
instructors. o

fi Senior enlisted woman

0lt doesndt matter. Whoever is in the instructor seat [
they are doing but if you are purpos  ely looking to fill a seat with a female to check that

box, then you open yourself up to criticism. [It looks bad if a woman gets the job because

someone ] thad to [fill the spot with a woman] because this follows regulation. 6l donot

care whoorwhatthey ar e, as |l ong as they know their stuff.®o

i Male officer

ol f theydrtehetyhes hboeusitd be teaching peopl e. ltds not about
gender . 0

i Male officer
3. Many groups discussedhe perceivedoptimal ratio of male to female instructors

Participantsm many focus groups discussed what the optimal ratio of male to female instructors should
be in the military. Service members struggled with determining whether the appropriate ratio of males
to females in the classroom should reflect the overall popufatiothe ratio of males to females in the
military context. Thi®pinionwas voiced more often by officers.

0Thereds a | ot fewer women i n anygolthiakitdepandsfon el d except f
what you mean. Is there 50/50 , or is it representative of the population in the military in
general ? 1 dm not surprised t o bpgercann ofthenraccavhite f ul | of mil i

mal es. 6

i Female officer

oOnly 2.5 percent of the population between 18 and 25 a
so i f \kedabatthate.5 percent who can join fi and we talk about females and
instructorsiwedr e going to have a hard time keeping anybody. ¢

i Female officer

ol f the expectation is to be a slice of I|ife, should we
women? Do we put the women there, or do we put the competent people there? And
when is that the same?é

fi Female officer

OFrom my view, the proportion does reflect the ratio we
womenthatdoteach ,but itd6s really who eabmes¢adh that topic th

fi Male officer
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Chapter 4. Career and Family Planning

To build upon it2017study of childcare, family care plans, and other family plannatated
considerationsDACOWIT8&xplored Service member experiences wistieer andfamily planning.
The Committee was interested in learning about participant experiemgdsbalancing career and
family obligations and howhey haveaffected both individuals and units. The Committeenducted18
focus group®n career and family planninigee Appendixc 2 for the focusgroup protocol). This chapter
discusses the focus group findingsaameer andfamily planning and is organized into the following
sections:

}  Panning around starting a family

}  Perceived lballenges withcareer andfamily planning

} Perceived dferences in career and family planning for operationaits, support units, military
service, and the civilian sector

}  Experiences witlsareer and family planningsourcesand suggestions for training
When interpreting the findings outlined in thisapbter, it is important to consider that these focus

groups consisted of individuals with a range of family backgraundsiding single, married, or
divorced; somearticipants had childrerand some did not.

A. Planning Around Starting a Family

When askedhow they make the decision about if and when to have a family while serving in the
military, LJ- NIi A OA LI y (i & QAltihaEgh faificipantS Eimadyfodls @drpshadnot plamed
when to have a familygthershad planned their familieand consideredactors such atheir financial
readiness, deployment or relocation schedwdad careerprogression

1. Many groups had not planned when to start a family

DACOWITS asked participantsnti how theyengaged in family plannirgduring their service.
Participants from many groups described a lack of family planning during their time in the military.
Participants commonly described personal or sechadd experiencewith unexpected pregnancies.

OMy son wasndt planned, and | ¢daieerkitheonstastt of the instab
deploying was holding it back. My wife was bugging me. Then ,oneday ,shesaid,d8 d m
pregnant. d[lsaid]d8 guess wedrd® doing this.

fi Senior enlisted man

0 By a c ¢ lgdtesimkids. Four of the sixwere accidents. Well, five were ; the last two
were twins. 0

fi Male officer

oln my situation, my daughter was unexpected. I wasnodt
she was unexpected. 6

fi Senior enlisted woman
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O[ T]he first one, she was unplanned. Anthke it worked out

Service] ,andlwasverynew ,and | di dnot u[Sedvied] sttala Mydeadetshép

was great. [Theysaid],8Her eds t he order, famili adliwokedpuwur sel f with
well with what was available, and my leadership was helping me, [noncommissioned

officers] wer e hel ping me, telling me what to do. That made

i Female officer
2. Many groups did plan when tostart a family
Participants from many groups described actively planning for a family during their tite military,
GKAOK Ay OfdzRSR (F1Ay3 Ayid2 It0oDppdayaichildiokildmahd | YA & Qa
military benefits that would enable a growing family, and their or their spa&soyment schedule

a. Decisiormaking based on expectedeployment and assignments

Participantdn many groupsparticularly men, described making family planning decisions based on
expected deployment and assignment schedulesrticipants reported planning pregnancies before
deploymentstiming a pregnancyof when theywould beassigned ta slower paced unit, antkarning
lessondrom being pregnant in éastpaced work environment

oMy first was bor n -padeddperatidnal terape. | was in an operatphal

unit. That was difficult to manage .. .. Inthat kind of job field, being pregnant ...wasa

little difficult. | had my youngest ...5 mont hs ago. ltds been much easier he
[installation]. If , in the future , | want more Kkids, either | do it now whi | ¢
0 By, canyou send metoasupport[unit]? 6When youdr e,iptréesg njannstt easier, you
dondt have [to worry] ab.&authaveaestamdgrd aof Gv30ttohl@00f i el d

job with consistent hours, which makes it a lot easier to do. o]

fi Senior enlisted woman

0 | 6 mmonths pregnant, and my daughter is 15 months old. | have to get warfare

gualified. But to go to a deployable unit, you candt be

kid right away when | came here ..., sowhen we rotate , | can be in a deployable unit. If
we have more [children] , there willbe a5 -to 6-year age gap. We decided that as a
family, but we had to take it into account. My job is demanding now, but my family

comesfirst,and | dm able to do that right now. 6

i Female officer

OWhen | was ionalunih, ow pegtdeplbyment was planned before coming
back from another [deployment]. | f | ,vneadwmdul ccmodne h o me
havehad [ourl one child planned. I wasfoudki dasb laet teol Is.e@ [ my] fi

fi Male officer

ol di drightway forlthe military. | went to shore duty , and my pregnant tours were
combined ,so | di dnot | os e o0 yltwenbback tosen dutyifonray.firstT h e n
deployment away from  my daughter. It was hard , but she was young. But now, wanting

to have another child, my family situation has changed. In same -sex marriages, the
[Service] wondt pay f or,00@amontthforfingitro fakiizatiprg v .. $.2

Pl anning doesnd6t work well. I &m going to try wuntil I ca

fi Senior enlisted woman
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0l think about stability: whenfés my next (Permanent Cha

I'tds all about stability for my family. I &m wei ghing de
retire, and my oldest is about to go to college. He wants to go to [univer sity]. If | stay in the

military, I might have to move, and hedll be by himself
military, I can stay near him.?o6

i Female officer
b. Decisiormaking based oriinancial readiness

Participantsn some groupslescribed making farhié LJ | yyAy 3 RSOA&A2ya o0l aSR 2
readiness and current benefits that would support a child. Participants repadadidering job

opportunities andimed their families aroundhe increased earning potential available witewly

attained degrees or education and the amount of money thedeor could make with upcoming

promotions.

ol pl anned for my one. I di d...t, dndtheB, Mfimaecially,twe fig@@edlwel pr ogr am
could try for one more. We finally made a plan and [dec ided] we coul d afford it.é

fi Male officer

o[Service members have a family]  if they are financially ready enough or in the right place in their
careers. 6

fi Male officer

O[ Service member s hwaherethey faetlikerthey nzakeiehough mdney to
suppor t t hat. o6

fi Senior enlisted man

oln my situation, my daughter was unexpected. I wasnodt
comfortable way of living, and the only way | could raise my child that way was to raise
my hand [to reenlist]. o

fi Senior enlisted woman

3. Some groups sought advice and support surrounding career and family planning

DACOWITS also asked focus group participantsthey consultedor advice and support and who éa
been most helpfulvhen making decisions about balancing a military career and faRalycipantssaid
they obtainedadvice and suppoifrom other femaleService membes, family members, unit leaders,
and mentors.

a. Some groups sought advice from other femaBervice membes

Participantan some groups, particularly womedescribed seekingraeceiving advice about career and
family planning from other femal8ervice membey. Female participandescribed hovthey reached

2 A 2year program that provides eligiblagtive duty enlistedService memberan opportunity to complete a baccalaureate degree @year
graduate degree and earn a commission as an Affiger (Source: military.com)
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out to Service membex within the same career fielthose who hadexperienced situatiogsimilar to

theirs, or womenin leadershiproleswhen seekingounsel

b.

Participants in some groups described family membersasranonsource of advice ahsupport
surrounding career and family planning decisions. Participseitithey reached out to spouses,

O[ For advice, | g o same genderpsancercaeerdiéld t foet more
advanced in their career. 6

i Female officer

0. . . | went to [a] female who was a step ahead of me. | talked to some instructors at the
scho ol house, and my rugby coach at the Academy was sort of my consistent mentor.

| have 40 rugby sisters of all branches. Some stayed in, some [got] out, some married men,
some married women, some adopted, some did in vitro [fertilization] i everything yo u can
think of .6

fi Female officer

o[l turn to] o ther people who have been in similar situations. I look for other women who

have been in an operational [specialty] who can relate to the experience

through. [Forexample, ]I 6 m expecti nydmy s b jbreastieddimd] i going to
work? ... talk to people in similar situations.

fi Senior enlisted woman

Some groupsoughtadvice and supporfrom family members

parents, relatives, and other family members.

C.

Participants in some groups reported reaching oulei@mders in theiunit and installation for support
and advice surrounding career and family planning decisions. Participaidtthey consultedenior

ol went to my dad, a veteran.©o
fi Senior enlisted man

oo wouldndt go t o anferaddiyce an]na life kckangng decisioma r; it would
probably be my family. 6

i Female officer
o[l sought advice from] relatives and friends who have been in the Srvice. 6

fi Male officer

o[l go to] family. They have to be on it. Bot h

fi Senior enlisted female

)

of

ou

OMentors and | eadehats tthey d erdtd gtolwe yw wondt ul ti mately

Our parents and families will be the ones to step up if you both need to go and enact a
family care plan .6

fi Male officer

Some groups sought advicedm unit and installation leadership

officers, commanders, and other leaders.
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0Senior officers who havelcanprevidsaavite] f. &mi |y makeup

fi Male officer

ol f you have a senior | eader you trust, they more than
you went through, whether it be at home or in the mil itary. They have the blueprint to their
failures and they can guide you. 6

fi Senior enlisted man

o[l would ask] f emale [unit] commanders. They [have done] really well, and you can go
to them to ask, A&Nhat did you do? @

fi Female officer

OWhen | was ipnl dbdo ogt Jnatemmmasioned officer] ...;i f they candt take
careofit ,t hey ol | b r [uptbe chatn oftamgnéand]r . 6

fi Senior enlisted man

B. PerceivedChallengesWith Career and Family Planning

Using the minsurvey questionnaire, DACOWITS dgbarticipants for their perceptions on the ease or

difficulty formembers of their Services to have a family and continue to advance their careers in the

military. Participants could select from the response options of very easy, somewhat easy, somewhat

difficult, or very difficult. Female participants and officers were more likely to consider planning a family

FYR I ROFYyOAY3a 2ySQa YATAGINE OFNBSN a2YSgKIFG 2N @
challenges with career and family planning.

1. Women and officers found career and family planning more difficult thartheir peers

As shown irHgure 4.1 when comparinglifferences irthe perceived difficulty of having a family and
advancing their careemcross all participant demograptdcoups,the most significantifferences were
by gender and rank-emale participants (74%)ere more likely thammale participants (55%p
perceivecareer and family planning in the militaagdifficult (t (551) = 3.44p < .05). When comparing
across rang, officers (76percentof those in rank&8WO1cWQO3, 71percentof those in rank©1c03, 63
percentof those in rank©4 or higher) were more likely than enlisted participantsféecentof those

in ranksE4;E6, 55ercentof those in rank&EE9) to find it somewat or very difficult for members of
their respective Services to have a family and continue to advance their careers in the (&) =
3.07,p < .05).There were no statistically significant differences when comparing by Service branch,
years of nilitary service, dependent children at home, marital status, unit type, specialty type, or career
intentions (seeAppendixD for the full distribution of responses for each subgrd.up
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Figure4.1. Proportion of Participants Who Founllanning a Family and dvancingh y S\iligary
CareerSomewhat or Very Difficulby Gender andRank

69% ' l
6 E4-E6 E7-E9 WOI1-WO3 O1-03 04 or higher

Female Male

SourceDACOWITS imi-survey(data from groups participating in career and family planning discussioi only

2. All groups described challenges with career and family planning

Partcipants described challenges surrounding childcare, serving while pregnbargastfeeding
waiting too long to have children, and living separately from spouses and family.

a. All groups listed childcare as a challenge

Participants in all groups listed ahihre as a challenge foareer and family plannindn particularas
DACOWITS has heard in previous yahescost of childcare, access to childcargsalignment of
childcare centehourswith work hours, and long wait listvere mentioned as common alenges.
Participants believed single or demilitary Service members faced more challentiem their peers
with career and family planning.

ONo daycares are available until summer |, so one of my [noncommissioned of f i ¢ wives 6
keeps [my daughter] . But, some days,s h e c,aor jiist go pick her up and bring her to
wor k with me, and sheds in her walker while | wor k. 6

fi Senior enlisted woman

0l n ¢ omma n dServide mérmer s[who were dual -military . It was always female

[Service members] wh o ¢ o uwodkmights or had to go pick up their kids from

childcare. Childcare hours seem to be business hours, but we have lots of night shifts. |

guess it was the agreed -upon relationship, but it was always the female [ Service member ]

who was accommodating. Why ¢ ouldndt the childcare be open nights? T
spread out the female[ Servicemember s] so theydre not all on first shift

i Female officer

0l dve been a si ng.l elhdvetfinsl someore WA tad trust [to ask,]
d&Can you watch my kid  overnight so | can go on duty?  dAfter a while , you have a routine
and build trust in who can watch and pick up your kid f

fi Senior enlisted man
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ol have someone who works with me , and her significant other got deployed and was

gone,and sheds in an operational job and..fhew has her youn
works with me and is supposed to be on  -call to go on at 2:00 in the morning to go on law

enforcement missions. We were able to make it work .. . to temporarily give her a

diff erent position ... .6

fi Male officer

b. Many groups mentioned delayingaving afamily or Gmissing an opportunity to start or expand
their familiesbecause ofheir careers

Participants in many groups noted that they had waited too long to plan for a farhilg building their
carees. Participantsdiscussed age in relation to the decisiorstart or expanda family and how this
factor affectedtheir ability to biologically have children. Participants aaa they had aimetb achieve
a certain rank befe they hadchildren.

OEvery [one of my senior enlisted leader s] had no husband or kids because they waited
[until the right time in their career] , and now they cannot have kids. When people focus
on [having kids at] the right time , they wait too long. If  you wait for the right time, it is

never .0
fi Senior enlisted woman
OMy daughter was planned ....lwanted ...to be in [the military] a decent amount of
time prior to starting a family. I didndt want to plate

7 year s in was a good time to have her. We want another child, but because of some of
career options, it may not be feasible now, especially on my behalf. If | want a

commission . .., and because of the timeframe ..., I might have to stick with one child,
b ecause being pregnant after 30 will bear on my body. ... As the female in the situation, |
have to worry about carrying the child and the after ef

fi Senior enlisted woman

oo f you wait, youdre going to have i sissuesand The peopl e wh
then it becomes a massive stressor and money probl em. 6

fi Female officer

c. Some groups mentionedhallenges for duamilitary couples and thalifficulty of living separately
from their families and spouses

Participants in some groups noted thatihg apart frontheirspouse,l t 42 1y 26y OK$3{ @A ¥ I
was a difficuliaspect of career anfamily planningThis theme was often mentioned as a challefae

duatmilitary families Others described challenges associated with being away fromfdmailies in

general.
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0Ol 6m asgumwagsie mom. [ My husband] doesndét move here for an
That was daunting at first , but people at my command are supportive.But ....1 candt do

late-ni ght meetings or anyt hhaveg.comméaaeadf ohatudatseuppattl ve
and understanding. With husbands , they say, @h, you have your wife. 6T hat 6 s a constant

thorn in my side. Guys can go do whatever [they want] , and the wives are just at home.

The woman takes care of the house ...,takescare of the kids. Youd6re doing bt
see a lot of single men in the military with kids. | see family ~ -oriented men, but the ir wives

are usually stay -at-h o me . 6

fi Female officer

0 | {ddual -military]. This is our first duty station together. We have spe  nt a lot of time apart.

It gets crazy. Sometimes , you lose that focus , and you have to really want to be in

whatever situation you are in. Sometimes  , he works until 1900, and you have to find a way

to talk, [like using] Facetime or something. Youfightto t ry t o get together, and youbd
in high [operational] tempo. 6

i Female officer

0 We h a dualamilifary ] couple , and they [were] dropped in different spots. They were
splitting the difference living  [between two cities] , had a 2 -hour drive every morni ng
because the syst e,masdnabodgseid anytmrg.tShetdoes her job [ very]
well, so nobody knew until | found out. [They spent 9 months tryingto move] ....Onal2-
hour shift . . ., she had to stay with friends sometimes just from being wor n out. o6

fi Senior enlisted man

OMy husband an dService member kslpandl cgn see the difference. We have

different concerns. What if we both deploy at the same time? The timing of certain

courses we might take [could conflict] . Is childcare availab le? Will we be placed in

different duty stations ? ...t 6 s a | ot weauat-militasyi. Ifiteere wasone Service

member with a civilian spouse , it might be different, a little more flexible. We get a lot of

support, and we are lucky and blessed wi th where we have been throughout our careers.

I't hasndt affected us, but | can see some concerns. o

fi Senior enlisted woman
0l 6 v e dumlemilitary [spouses] not see eachotherforl to2 years. 6

i Senior enlisted man
d. Some groupsnentionedbeing pregnant orbreastfeeding as a challenge

Participants in some groups cited challengeated toserving while pregnant or breastfeeding. Several
Service member noted thesechallenge areparticularly relevant for females serving in operatibn
units. Service memberdescribed being judged by others, the potential increased workload their
pregnan@escaused for peers, negative repercussions (bging sent to another unit) for becoming
pregnant, and the difficulties of being pregnant or breastfeeding when working.
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ol 0 [mpreparing for a Permanent Change of Sation] in the next couple of months. We are

planning to have our third and | ast child, and | dm cons
do not want to arrive on station pregnant with people judging me about when | 6m going

to be out [on maternity leave] and trying to figure out coverage [for my job duties while

|l 8dm out] before | even get there. Thatds one of the pri
gotten pregnant yet. | want to assess the leadership there first and then choose to pursue

pregnancy. 6
i Female officer

0l dm in an operatioammd I[amigrlegnarhtt. nolwat ds t hrown a wr e

of things . . . . | gave up the opportunity to be an instructor ,fand] ...wedr e al-so dual
mil[itary]....lcouldfl y, but |1 6dve been,[sancdk] eyvoeur ycadnabyt fly i n t he f
third trimester. That is also putting my [unit] in a ma
consider. It makes it more difficult planning [ a pregnancy] and not feeling guilty. This

[pregnancy] was not fully intended fi it was sooner than expected . ... If it were a shore

tour,l 6d | i ke to think itdd be eas.WharedolMgbrexte édnsl a | ot t o t h
how [willitaffecf my career progression? | tds stressful .o

i Femal e officer

of I t 6 s davihgftd go out for 12 hkhour responses when you need to pump [for
breastfeeding] ,and you cano6t. 0

fi Senior enlisted woman

C. PerceivedDifferences Between Operational and Support Units and
Between the Servicesand the Qvilian Sector

DACOWITS asked focus group participants about the factorsffieated theirfamily planningdecisions
and what differences they perceived, if any, between those in operational coiitgared withsupport
units and between those in military servicempared withthe civilian sector.

1. Somegroups felt family planning was more difficult for those in operational units than
support units

Participants believed those in operational units had more unpredictable schedules and faced greater
challenges planningfamily around theircareers as well as their LJ2 dza S4Q Ol NBSNE @

a. Some groups noted unpredictable schedal@ere common in operational units

Participants in some focus groups, particulangn, noted that the work schedule and tempo in
operational units mad family planning difficult. Some participants noted that tbegor irregularwork
hours and fast pacmade it difficult to spend time with familgnd spouses anglan for children.

O[People in operational units  could be tasked at any moment. They have t 0 have a plan
together already ....Iseeitallthetime ....You never know when something will come
up. 6

fi Senior enlisted woman
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0 Qperational units have t emporary duty assignments]. Deployments. Shift changes. All

that, especially shift changes. One  quarter , you will be day shift , and then you end up

covering someone else on mid  -shift. You have to tell the family [that your schedule has

suddenly changed], and the wife can kick and scream ,but t hat ds whieuamnder away
the same roof [as opposed to  time away due to deployment]. You can go 3to 6 months
without time with family because of sl eeping. o6

fi Senior enlisted man

0Ol n an oper at i[operatidns] utneimp,o tihse real |y hi gh. I 6m stationed
now , and the clock is constant. ... | knew what | signed up for. You have to come early or

stay late, or stay all night because people are usingsensitive equi pment . |l 6ve neve
in a support wunit, but it depends on where you are and

fi Senior enlisted man

0l don 6 tto S5yand liget 6ff [afterthe] ai r pl anes get fixed. | &m al ways sw
with day and night , and there are married[ Service member s] t hat switch off. I'tés h
my wife to get a job since we dondt knowt,theyr hours with
know when they are coming in and getting off. o

fi Senior enlisted man

b. Some groups mentionetow duakmilitary couplesin operational units needdto carefully
balance family planning with two careers

Participants in some groups noted that it wasidifft to plan for a family while at least one spouse was
serving in an operational unit. In particular, participants in some groups noted that one spouse needs to
& & G S Lhisoor hérgageer to accommodate family planning with a spouse that serves in an
operational unit.This concept commonly emerged in reference to edltary couples.

0l see a Imiitary [coliples]. Wa lose a lot of good [Service members] because

they decide to be the one at h o mehut mélesd, to@. We o t only Il osin

have a Family Care Plan, but no one really cares about those but me. | always hear, a
want to stay in, but I0Welosg gosdtpeogl@thahngedtodbe get out .
retained that arendét being retained because of the fa

fi Senior enlisted man

0 Wi t h meanheeber in the same field ... typically , the female is consciously going
to make the changeto  [go to] another career path , and we have to make that decision.
| was an assignment officer and had to help people make those decisi ons. 0

fi Male officer

mi

OMy husband and |, wedve been married 1%rvigeears. AlIl thr
we had to agree that my career would come before his , SO we agreed he would drop

everything heds doing to come withomal Asifarladobhétnge
like male spouses have as much support A as far as community @ as female spouses. There

arend6t as many male dependents as female ones. He was a
specialty], so we developed ... supports for dependents. He has stru  ggled with our

marriage because of the stigma.©é

fi Senior enlisted woman
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0l't comes down to whose career i s mdwoditleboyport ant . My <co
and recently almost got out because she was pregnant and ... briefing the [senior

officer] 5 days be fore she went into labor. She goes home, pops out a kid, and her

husband got out of the [  Service] to be with the kids so she could do the career that she

wantstodo. ltwasastruggle ,but she made it happen. o6

i Female officer

2. Whencompared with civilians, participants consideredsome aspects of family planning
easier for military personnel andothers more difficult

DACOWITS also asked participdaatdescribe any differences they perceived between planning a family
and balancing a career for those in thlitary compared withthose in the civilian sectoCommotty
mentioneddifferencesincludeddeployments, frequent moving, and militavgrsuscivilian employment
benefit packages.

a. Many groups noted the frequent moving required &ervice membes

Participants in many groups, particularly male officers, noted that military persoweet more likely to

plan their career and family around frequent moves (related to installation changes, deployments, etc.).
Some participants noted that frequent moves madeifficult for nonmilitary spouses to secure

meaningful jobs, reenter the workforce, and complete their education.

oMy wife has compl ai nwhild: ety @ 88tyearts,lwe movd. Bhe is an

accountant. She would go job to job to job , and then [she] decided to stay home with
the kids and then go back to the workforce. When we first got married , she made twice
whatldid ,but ...having to move it made it i mpossible to have a

fi Male officer

O0My wife was i n t hehemlicahonisgoned.fShespat bchoollon hald. Then
we had kids. She never finishkradmdemomrdemgowed Sheds a sta

fi Male officer

OMy dad was a retired [ senSemwice]. Wenmovedaroartitol eader] in the [
different Headquarters positions . [But some] p arents accept a different position [to stay]
somewhere forthe irki ds & sake, | i kheirknioddema wirn gy eiar of high school

fi Senior enlisted man

0ltds hard to meet people to create a famiYow with who w
coudbein three di f f erent countries in 2 years. 6

fi Male officer

0As a ¢yowdar knoavif you need to move Sates for a job, but with the military , if
they say you havetogo ,t hen you dondt have a choice. 0

i Senior enlisted man
b. Some groups dscribed challenges of deploymentsr military personnel

Participants in some groups noted that military personnel are more likely to plan their samer
familiesaround deployment and duty schedules.
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oln the civilian workforice,nothet depeéoymeeay damdtorhave

about that or an extended [temporary duty assignment]. The unpredictable nature of the
job [is different compared with  civilian jobs]. 6

fi Female officer

oln a civilian | [deploymgng u Ewkroifryéut uniftia @aceommodating, you
could be deployed. 6

i Female officer

0The difference is that | could gé&t deployed overseas.

fi Female officer

0...Some [civilians] do have to go to different places , but it is hard to do certain things.
[For example ,] will you be there for graduation  ? Should you move [your family] wi t h you?56

fi Senior enlisted man

c. Somegroups believedhe benefitsin the military were better than in the civilian sector

Participants in some groups, particulanhen, noted thatcomparedwith the civilian workforcemmilitary
personnelhad a more favorable benefit package thaasconducive to planning for a familgome
participantsnoted that health insurance for adults and childneasmore affordable in the military
versusthe civiliansectorand that flexible leave was more common and easy to use in the military than
in the civilian workforce

t

(

0l have a friendewhiocbphtlerst the $§taying because she thinl
have a kid in the [ Service] than out. Her command lets her go at the end of the day to
get her kid, where a | ot of <civil Sewioe]ynderstandsd ondt . Gener a
family stuff better than the civilian side does. 0

i Female officer
ol f | wSewicednembar ][ and having c hitbetitheesame anhountvad ul d n &
time off for maternity | eave. I woul dndt get as much as

difference for me. [When | had] m vy first daughter , | took 6 weeks, and with my second

daughter , | had 12 weeks. If | was on the civilian side,lw oul dndt get that much ti me,

have that paid time off on top of it ...0

fi Senior enlisted woman

0l think the military works more with you than civilian

any reason, andht heydrsedfdinrikaeytah dorthiat inytlee] civilian

world. The military is more willing to work with you i

fi Senior enlisted man

0l dve had to take off mor e [mymushahde hdsajshtbuthe year s because

doesndt have ti.md 6tno atltheane bkef &Hey, |havetogo dand t heydr e
very accommodating. 6

fi Senior enlisted woman
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D. ExperiencesWith Careerand Family Planning Resourceand Suggestions
for Training

DACOWITS asked participants ab@htt training, if anymembers had receivedaround family planning
andfollowed up by asking what type of trainisgrrounding career and family plannititey would like
to receive Participants in some groupeported that theyhadreceived formal training on career and
family planningWhen asked ithey preferred mandatory training or voluntary training on the subject,
more participantgreferredvoluntary trainingover mandatory trainingas shown in Figure 4.2

Figure 42. ExperiencedVith and Perceptions ofTraining onCareer andFamily Planning

1in10 7in10 3in10
Reported ever receiving formal Felt training on career and Felt training on career and
training on career and family planning family planning should be voluntary family planning should be mandatory

SourceDACOWITSalmd counts (datafrom groups participating in instructors discussion gnly

1. Approximately 1 in 1(articipants reported ever receiving formal training on career
and family planning

DACOWITS asked participants to raise their hands toatelhow manyhadreceived formal training or
guidance to support decisions around balancing career and family.-etanmdt datarevealedthat fewer
than 1 out of 10 participants received formal training on the topic.

ol did a | ot of r e dfelberedska[Service méniber d im myjyni] &ho is
pregnant and comes to me [for information on] maternity leave and childcare. [Fora
long time,] | was the only person [who had been] pregnantin my [unit] ..., sol hadto do
the research on [pregnancy -related] time off, [temporary duty assignment] deferment,
etc. 6

i Female officer

0. . . The workforce resilience training is on our management training ....Thatwas it:

resilience,work -l i f e bal ance. I dondt,bltiddexist. Theytedueeds ef fecti ve
training requirements. It hink i,tbdsotrégairecIt axed. It

di dnét touch on career and f alifeibdlahcepmomanni n g, but i

managing stress. 0
i Female officer
oFamily Readiness provides counsel ing and pamphlets if you seek it out. 6
i Senior enlisted woman

0 Y e aftme Service does] a lot of different things. They have the family advocacy
group....We do training quarterly.?o

fi Senior enlisted man
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0[ T] he resiliency training we be. dhost formal trai

fi Senior enlisted man

2. Approximately 7 out of 10participants felt training on career and family planning
should be voluntary

DACOWITBextasked participants to raise their hands to indicatieether they thoughta unit or
Serviceshould provi@é voluntary or optional training surrounding balancing career and famdnd
count datarevealed that approximately 7 out of 10 participants desired voluntary training.

0OYou should start with an optional training before you
di fferent, and | dondét think 16d need one on that right
fi Senior enlisted woman

ol think i f,thatwolld begand. lf you veant yt , you can take it, but if not , you

dondt have to. My chaplain has a r edfrfeatto agvoa,i lsadbllegmand
going to go. I f you think thereds info that could hel p,
different ways to address it. If it was mandatory training ,theydl Il make it one set way.
Voluntary training makes it different. 6

i Male officer

3. Approximately 3 out of 10participants felt training on career and family planning
should be mandatory

DACOWITten asked participants to raise their hands to indicateether they thought ainit or
Service should provide mandatory training around balancingeraand familyHandcount data
revealed that 3 out of 10 participants desired mandatory training.

o0On the flip spdepleothendmesnderstand because they dond
knowledge of what women need. One way a mandatory training would help is to train
folks who have no experience so that they can empathize . 0
fi Senior enlisted woman
ol think it should be somewhat mandatory but with cavea
sit down and pay attention and digest that information.
fi Senior enlisted man
O[ Training should be mandatory] for people with childre
fi Senior enlisted woman
0[1']t should be mandatory on work |ife balance in gener
military struggle right now with that . ... They are transitioning to adulthood. = They need
some help with transitioning and work  -life balance. ¢

i Female officer
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4. 0 A O OE A Egpéstiorts forGcont@nt to include in training on career and family
planning varied

DACOWITS asked participants what éisgr respectiveunits or Service could do tohelp their
members balanea military career and plan for a family. Participants suggeste@raltrainings and
resourceslisted in Table 4.

Table4.1t | NIAOALI yiaQ {dA33Sadrz2ya F2NI/2yiSyid G2 LyoOt

Family Training Family and Career Training Career Training
Contraception education Empathy training Professional military training
Domestic violence prevention Mental health training Workforce resiliency training
Financial training Preparing for adutliood/Life skills

training

Marriage counseling
Resiliency training
Spiritual training
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Chapter 5. Unit Climate and Culture

'/ h2L¢{ Ay@SadA3alriaSR {SNBAOS YSYOSNHEQ LISNOSLI A2
behaviors thatmay negat®&f @ | FFSOG | dzyAidiQa OftAYIFGiST AyOf dzRA:
harassment, and other inappropriate behasdnat fall into acgrayz ¢ 2 NJ | ¥idcalarer2Tden >
Committee was interested in learning about the factors that affect unit climatehandclimate affects
the occurrence of and response to instances of inappropriate behavior in a unit. The Committee was
also interested in how effectively Services are handling the instances of inappropriate behavior.

The Committee conducted 24 focus greugn unit climate and culture and inappropriate behavior (see
AppendixC.3for the focus group protocols). This chapter discusses the focus group findings on unit
climate and inappropriate behavior and is organized into the following sections:

} Factors affcting unit climate and culture

} Perceptions of and responses to inappropriate behavior

} A comparisoramonggender discrimination, sexual harassment, and other inappropriate
behaviosthat fall intoagray area

}  Relationship between inappropriate behavior amuit climate

A. FactorsAffecting Unit Climate and Culture

DACOWIT&skedparticipants to discuss the climate and culture in their uria: the purposes of the
RAaOdzaaAz2yaz 5!/ h2L¢{ RSTAYSR OdzZ G1dzNB | doura KI NBR
dzyAiZé YR RSFAYSR OtAYI{GS da adKS SYyg@aANRYYSyild (K;
participants to describe positive and negative unit climategla@scribeactions that affecunit climate,

and to give suggestions for improving unitrete.

1. Perspectives onpositive and negative unit climate varied

DACOWITS asked participants to describe positive and negative unit climates. Participants shared a
rangeof opinions orthe factors that most influenced unit climat@articipants cited leagtship,
communication, community, respect, trust, teamwork, motivation, and favoritism as factors that affect
unit climate(see Tabl&.1).
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Table5.1. Elements ofPositive andNegative Unit dimates

Element Positive Climate Negative Climate

Leaders do not perform duties wgl
they are algumentative, controlling,
absent, unresponsive, opaque,
disrespectfuland donot work for
best interests of unit
Communicatioris clearandopen Thereisa lack of communication

Leaders are aring, responsivegnd

Leadership enforce clear expectations

Communication

between ranks across and within ranks
The environments family-like, and | Not applicable (participants did no
Community members interact and take care of mention community in reference tc
each other a negdive climate)
Not applicable (Participants did no
Respect Unit members feel valued mention respect in reference to a

negative climate)

Membersfeel trust among both Membersfeel distrust between

Trust . ranks, within ranks, and in ¢hunit
leadership and peers
as a whole
All members of the uniivork Individuals are focused orl$-
Teamwork .
together advancement, competition
" Not gppllcab!e (part!mpants did not Leaders and unit members anet
Motivation mention motivation in reference to

. . motivated to do their jobs
positive climate)

Members receive unequal
treatment; favoritism and
discrimination idinked to gender
and racial discrimination

Source DACOWIT®¢Eus group transcripts (data from groups patrticipating in unit climate and culture discussion only)

Not applicable (participants did not
Discrimination and favoritism mention discrimination or favoritisn
in reference to a positive climate)

a. Many groupsheldleaders responsible for creating positive or negative unit climate

Participants in many gups shared that both positive and negative leadership behavior affect the unit
asawholet | NI A OA LI yia “dSohddirety SeRte fohdit ldadeisBip@iutiess well as
generalbehaviors and attitudes.

Many groups thought it was importantor leaders tocare for their unis and respond to membed &
needs

Participantdn many groups saildaders create positive climatdy encouragingandbeingreceptive to
feedback from unit member®articipants indicatetheseactions byleaders made memdrs feel valued
and respected andllowedmembers to put more trust in leadershiphisresulting positive climate
trickled down to general unit interactions and better enabled individuals to accomplish tasks with
quality and efficiency. To the oppositef@dt, participants in some groupsidleaders create a negative
climate when theydo not care about or listen to their unit members.
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OKnowing youdre being |listened to, [and that] your opin
leadership , creates a positive unitc limate]. Notjust , | & m | i st ening, but only becaus
to.0A leader is present i they make themselves visible because they actually want to see

what ds going on up there. 6

i Female officer

o0Definitely trusting your | eadatseshiplfcaeptksngdpogoitng
in your |ife, positive or negative, you shouldnét be do
this is happening and having them help you. That is a foundation of trust where you need

to start. o

fi Junior enlisted woman

0 |  h gcdmmeaanding officer]  that pulled in all junior [Service members], all males and

females , and was real and asked, = OWVhat am | doing wrong? What can we fix? You can

say what you need to say and wonodtdoThaawaswhandnyt hi ng hel d a
washerethe first time. Hebdsandnbeds myi mbntbessame. Like ha
someone like that to bring [Service members] up [to create apositive unit climate]. o6

i Female officer

OWhen command doesndt care about you, thatfasets the ton
[ Service member] gets sent to the ment al hospital, you
all egation, you take it seriously. You have to care bec

fi Male officer

OUsed to be that 2 Ocoynemadersusetdpdak eeus outon forced fun

outings. In that long hump, they sat us down and talked to us. A lot of times now, it is ado
aslsay,notasldo.dTheydre not engaging; some uni,jandcommander s, s
[noncommissioned officers] don 6t engage ememders]fasyonger.lfave could

bring that back, i1itéd help unit climate. ¢

fi Senior enlisted man
Many groups said poor leadershipuld negativdy influenceunit climate

Participants irmany groups thought that poor leadership could create a negativeatdirftonversely
participants insome groups thought that strong leadership could create a positive clirRatticipants
shared anecdotes dfow individual leadedi KEhaviorhad negatively influenced general unit climate.
These accounts included instandéesvhich leaders (1) did not perform their dutie®ll, (2) argued with
other leaders, (3) were overly controlling or did not allow opportunities for flexibility or failure, (4) were
absent or did not provide guidance, (5) did not respond to unit feedbarc{6) did not treat unit

members with respectn these cases of poor leadership, respondents felt that leaders did not act in the
dzy A G Q& 0 ShisapinibrnyivassxdBsaeihtbre frequently byjunior enlisted participants

Ol ncompet ency nggativeaniticlienate].aVhen | first got [to this unit, my leader]

was incompetent, and so taking direction from him was difficult. | tried to have my

[Servicemembers § best interests at heart, and he didndt do th
relieved, and | h ad to take over for him for a few months ...;inmy opinion , the company

was way better off. 6

fi Female officer
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0O[I't creates a ne gwhen [theemenmbeis 6f] odui chantok §ommand

dondt get along. That can make e \¢take sidesnléyoihavet he same dep
the same vision within the -lteWrermomamdadargue,0s more family
the kids argue. 6

fi Junior enlisted man
OWhen |l eadership is not around or availabl e, it has detr
i Male officer

0Somet,iméds not that they dondét give clear.. guidance; 1i1t60
They spend so much time trying to cover up that they don
look like they know. 6

i Female officer

ol think the bigge s e¢clinmateisthg menthlity fromate feadership t h

and ... forgetting where you came from. A lot of time s, us as leaders, we forgot what it

felt like when we were treated a certain way , and when we treat people in that light , we

expect them to be able to fun ction when [ weflthdi dgpbcltikecat mindset. o6

fi Senior enlisted woman

Most groupsindicatedleaders, along with the unit as a wholaye responsible for establishing and
maintaining a positive unit climate

WhenDACOWITS askedrticipants who hey thoughtis responsible for establishing and maintaining a
positive unit climate participants in most groups responded that a combination of leadership and the
unit as a whole createand maintairs unit climate.

oLeader ship pl.ay, fputhyowneeg totrnotd establish that yourself also. If you
dondt wor k i n,trgtogakeitbettarr e.a. Senior leadership will really drive that.
Of course , your officers do, too, but each [unit] leader is more [important in driving that
cimate] . 6

fi Junior enlisted woman

OEveryone is responsible for maintaining [a positive climate] ..., but leadership has to
establish it and walk the walk ; otherwise ,i t wi | | not exist. o

fi Female officer

OEverybody can infl uence -ink supetvisar|thatt hasthelmbsbs t he front
responsibility for unit climate]. If they never bring the issue to light , the leadership will never

know about it. Everyone in the [unit], but especially front -line supervisors and up , [are
responsible for wunit climate]. 6

fi Ma le officer

OEveryone has a role. You candt put it all on | eadershi
cohesively. It starts with personal responsibility , so if everyone is doing what they need to
do and asking questions , then you can work from there and build o n that. o6

fi Junior enlisted woman
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b. Many groups thought communicatiocgouldinfluenceunit climate

Participants in many groups thougthiat clear communication could positively influence unit climate
and thata lack of communication could negatively influengdt climate.

Many groups emphasized the importance of clear and open communication

Participantsbelievedopen communicatiorcould maintain and builda positiveculture. Thiswas more
common among women and officerRarticipants emphasized the benefitsatdar communication up
and down the chain of commartd ensuie the opportunity for Service member® express themselves
without judgment or fear of repercussion.

o[l n a posi,teveryene fedlsicondortable to speak their mind and not leave a
conver sation thinking theydre being judged or it wildl CoOl
professionally or socially. Set aside those barriers. o

fi Male officer

oYou will not always have everybody happy, but the free
without being judgedor put down [is part of a positive climate]. o

fi Senior enlisted man

0The first thing [in establishingdgithastogoupand ve cl i mate] i
down the chain quickly and clearly. That gets that first wicket out of the way to function,
whetherit 8 s per s onradl atre dvod k

i Male officer

0Clear communication of intent, what is expected of you
emphasized and reassessed ,[ i s part of a positive climate] . 6

i Female officer

a p o s i,tyowfeml opeh to bniagingp roblems up and you can tell people

fi Junior enlisted woman
Many groups thought a lack of communicatiacould negatively influence unit climate

Participants in many groups sadack of communicatiogouldcontribute to a negative unit climate.

Tha ¢l & Y2NB 02YY2y Y2y 3 g 206&s6ions gblut podr eadershinieltd t | NI
into three categories: (1) overall unit communication, (2) communication betwasior and seniounit
members,and (3) communicating witleadership

0 L a cflcommunication in a unit [contributes to negative unit climate]. When you have
that , a lot of things get lost, trust gets lost, accountability gets lost. In a dysfunctional unit ,
communication is an issue. o

fi Male officer
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0l just <came b ac kenkiomnent.he comgumitation was not on the
same page. The junior peopl e ,thegedidr pevplearetot t he seni or peo
being there for the junior people, and thereds no commu

fi Junior enlisted man

OA |l ack of effect i vatrimtesntawnegatigeauhiticlonate [ ¢ such as]
when a | eader doesndt fully explain their intent or obj ¢
everyone else when itds not executed the way that they

i Female officer
c. Many groups valued closeness andchumunity

Participants in many groups said that a sense of commuoityd positively influenceunit climate.
Participants enjoyed experiencing a farike atmosphere in their units. They liked it when unit
members interacted with each other and took careeach other. Participants thought that these
behaviorscouldincrease morale in a unit and hghgopleaccomplish their work.

O[ 1l n a posi tuinvie cnieinmbaetres] f e el Il i ke theydre taken care of
if something happens ,we 08l | cam&keof them. 1td6s |ike a family thing.
fi Senior enlisted woman

0Getting to know each other on a personal Il evel allows
members], which trickles down into professional relatio

fi Female officer

0There ar e t woake you feebappretidied &nd wanted: recognition, and a
sense of belonging, community. For my guys ..., we are close knit. Building [a] sense of
bel onging helps them to feel I|Iike they belong and that

fi Male officer

0[ A twedimate is] when you feel when you walk in that everyone knows each other;
thereds not a tense feeling, itds just relaxed. Everyon
people, and you get the job done. ¢

i Junior enlisted man
d. Many groups thought trust andespectcouldinfluenceunit climate

Participants in many groups believed that trust and respect cealtnceunit climate;while distrust
among and between unit members and leadeosild negatively influence unit climate.

Many groupsbelievedrespectcould enhanceunit climate

Participants in many groups thought that respect was part of a positive cliamtexpressed desire
to be valued and heard by all members of a unit.

O[ A positi v espectful imahereeveryddy respects each other. Good positive
attitudes. I't spreads. People |ike to be there. o

fi Senior enlisted man
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OPeople want to feel v ahdufecdikewhaetheg dothds e purpese r k
[and] is intentional. If you feel valued , you can do the mission in a way that is good for t he
culture. ¢

i Male officer
Many groupsbelievedtrust between leaders and unit membeisould enhance unit climate

Participants in many groups thought trustuldpositively influence unit climate. Participants said that it
was important for unit members ttrust both leadersand fellow unit membersThisopinionwas most
commorly held bywomen and junior enlisted participants.
ol f you donot tituwilllezdemrskei @ poor <climate. o
fi Senior enlisted woman
OHaving good moral e andyotur unsotrikn gwitthhe [pceroepaltees a posi ti ve

fi Junior enlisted woman
Some groupsdelt distrust among unit membersould negatively influenceanit climate

Participants in some groupsiddistrustcould degradaunit climate. Theyescribed howdistrust could
occur between ranks, within ranks, andgthin a unit as a whole. Thsgntimentwas mast commony
expressed bynen and officers.

0 T r u sgoes both ways ; for the negative [unit climate], distrust [goes both ways] . If the
unit leadership distrusts the [senior] leadership and vice versa, that builds or adds to the
negative environment. 6

fi Senior enlisted man

O[ 1l n a negat i ythereush nottrustin theramviroament f [for example,]i fa
|l eader doesnodot tfuygbuydondt hasyourbdstintetest at heare Aand e r
environment of wunprofessionalism is hard to put into wo

i Female officer
e. Some groupselievedteamwork couldinfluence unit climate

Participants in some groups thought that the presence or absence of teamwork oflukhice unit
climate.

Some groups said teamwork was important fareating apositive unit climate

Participants in some groups thougtllaborationcould contribute toa positive unit climateThis
opinionwas more common among men.

OA unit t haytworks togethgr fhas a positive climate]. Not necessarily one person
trying to get ahead of another. So, work to push each o

fi Junior enlisted woman

Insight 2018 Focus Group Report: Defense Advisory Committee on Women in the Services (DACOWITH)























































































































































































