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Executive Summary

The Defense Advisory Committee on Women in the 
Services (DACOWITS) was established in 1951. Its 
mandate is to provide the Secretary of Defense with ad-
vice and recommendations on matters and policies re-
lating to the women in the Armed Forces of the United 
States. The individuals who comprise the Committee 
are appointed by the Secretary of Defense to serve in a 
voluntary capacity for three-year terms. 

As in the previous year, in 2011 DACOWITS di-
vided its work into two general areas, Wellness and 
Assignments, with subcommittees formed for each. 
The subcommittees selected specific topics for study, 
as described below.

To undertake its work on the selected topics, the 
Committee gathered both primary and secondary 
sources of information, including briefings from mili-
tary representatives and subject matter experts; data 
collected during installation visits from focus groups 
and surveys; and literature reviews, other survey data 
and available research and resources. These sources of 
information formed the basis for the Committee’s rea-
soning and recommendations. 

The Committee agreed on recommendations at its 
September 2011 meeting. The Committee approved 
this report at its December 2011 meeting. 

Wellness Recommendations  
and Continuing Concerns
DACOWITS has addressed the issues of sexual as-
sault and sexual harassment several times in past years. 
Most recently, in 2010 the Committee received brief-
ings from the Department of Defense’s (DoD) Sexual 
Assault Prevention and Response Office (SAPRO) and 
reviewed relevant literature. The Committee observed 
that DoD and the Services have necessarily placed a 
great deal of emphasis on data collection and on re-
sponse efforts once an assault has occurred, including 
improvements in reporting procedures for sexual as-
saults and in services to sexual assault victims. They 
have also emphasized and refined training programs 

as an important prevention tool. The Committee 
determined in 2011 to focus its work on further ef-
forts that might be made to prevent sexual assault and 
sexual harassment in the first instance, with a view 
to reducing their incidence within the military com-
munity and thereby promoting the wellness of female 
Service members. 

As explained in more detail in the full 2011 report, 
DACOWITS made the following recommendations, 
based on the reasoning set forth below, and also iden-
tified some continuing concerns.

Recommendations

Recommendation 1: This recommendation is 
three-fold and addresses the Committee’s view 
that publicizing the outcomes of sexual assault 
cases more broadly within the military, and on 
an installation level, would be helpful in reducing 
sexual assaults.

Recommendation

�� DoD should publicize reports of sexual assault and 
their dispositions in a simple format accessible to 
a wide military audience, to be used in required 
training and other venues. 

�� DoD should consider requiring local command-
ers to publicize, in a timely manner, this same in-
formation, including information on reports and 
dispositions at their specific installations.

�� Sexual assault information to be publicized should 
include the number of reports and type of disci-
plinary actions taken as a result of sexual assault 
investigations. Because there may be valid reasons 
why disciplinary action is not taken in some cases, 
reasons should be provided for cases where no ac-
tion is taken. All such information should be in 
aggregate form, as necessary to conform to any ap-
plicable privacy or other legal requirements, taking 
into account the needs of the victim as appropriate.
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Reasoning

Focus group participants stated that Service members 
are generally unaware of the extent to which there has 
been follow-up on reported sexual assaults and the dis-
ciplinary or other action that has been taken. This lack 
of awareness makes it hard for Service members to as-
sess whether sexual assaults are actually taken seriously 
and may contribute to the perception that an indi-
vidual’s rank affects the outcome. This lack of aware-
ness may also lead perpetrators to believe that they are 
at little risk of being held to account. Finally, lack of 
awareness may lead to lack of confidence in the Sexual 
Assault Prevention and Response process and to a con-
sequent unwillingness to report assaults. Publicizing 
information on case dispositions should demonstrate 
that the military as a whole, as well as individual units, 
do not tolerate sexual assault and will discipline fairly. 
Including information on why disciplinary action is 
not taken in some cases should also foster increased 
confidence in the system, potentially leading both to 
fewer assaults and greater reporting of assaults that do 
occur. This recommendation is consistent not only 
with focus group participant recommendations but 
also with research that shows that publicizing enforce-
ment activities and disciplinary outcomes may deter 
crimes by making clear the cost to the offender. 

Although this recommendation pertains to sexual as-
sault, many of the same considerations could apply to 
sexual harassment cases. The Committee has identi-
fied as a continuing concern for possible further con-
sideration whether DoD and the Services should give 
more attention to the prevention of sexual harassment 
(as distinct from sexual assault) and the ways in which 
this might be accomplished. A report by the U.S. 
Government Accountability Office on preventing sex-
ual harassment in the military, which was released af-
ter DACOWITS voted on its 2011 recommendations, 
may be especially relevant to any further examination 
of sexual harassment issues.

Recommendation 2: DoD should include mea-
sures of sexual assault and sexual harassment in 
command climate assessments. 

Reasoning

Focus group research and DoD surveys reveal wide-
spread agreement among Service members that sexual 
assault and sexual harassment have negative effects 
on military readiness. As former Secretary of Defense 
Robert Gates stated with respect to sexual assault, “This 
type of act in the military not only does unconscionable 
harm to the victim; it destabilizes the workplace and 
threatens national security.” Both focus group and oth-
er research reveal that a positive command climate can 
help prevent sexual assault and harassment. Yet mea-
sures of sexual assault and sexual harassment are not 
consistently and expressly taken into account in com-
mand climate assessments. Including these measures in 
command climate assessments could help ensure that 
prevention of sexual assault and sexual harassment is a 
command priority. 

Although this recommendation pertains to command 
climate assessments, many of the same considerations 
could apply to including sexual assault and sexual 
harassment measures in individual performance 
evaluations of commanders, and the Committee has 
identified this as a continuing concern for possible 
further consideration.

Continuing Concerns
In the course of examining sexual assault and sexual ha-
rassment prevention, the Committee identified several 
continuing concerns for possible further consideration.

�� Whether DoD and the Services should place great-
er attention on prevention of sexual harassment as 
distinct from sexual assault. 

�� Whether effectiveness in combating sexual assault 
and sexual harassment should be made a part of 
individual performance evaluations of installation 
commanders and other leaders. 

�� Whether additional specialized training should be 
required for investigators, counselors and victim 
advocates in sexual assault matters. 

�� Whether there are special problems of sexual as-
sault and sexual harassment in the recruiting pro-
cess and, if so, how they should be addressed. 

Assignments Recommendations  
and Best Practices
In 2010, DACOWITS recommended that DoD 
eliminate its 1994 combat exclusion policy, there-
by ending gender-based restrictions on military as-
signments and opening all career fields/specialties, 
schooling and training opportunities that have been 
closed to women. As a follow-up to this recommen-
dation, in 2011 DACOWITS decided to examine 
ways to effectively and fully integrate women into 
ground combat units, including any potential bar-
riers to such integration. In addition, based on re-
ports gathered by the Committee in 2010, in 2011 
DACOWITS decided to examine the adequacy of 
the weapons training female Service members receive 
in preparation for deployment to combat zones. 

As explained in more detail in the full 2011 report, 
DACOWITS made the following recommenda-
tions, based on the reasoning set forth below, and 
also suggested some best practices:

Recommendation 1: DoD should eliminate 
the 1994 combat exclusion policy and direct 
the Services to eliminate their respective as-
signment rules, thereby ending the gender-
based restrictions on military assignments. 
Concurrently, DoD and the Services should 
open all related career fields/specialties, 
schooling and training opportunities that 
have been closed to women as a result of the 
DoD combat exclusion policy and service as-
signment policies.

Reasoning 

This recommendation repeats the recommendation 
made by DACOWITS in 2010. As described in 
DACOWITS’ 2010 Report, that recommendation 
was grounded in focus group and other research 
gathered by the Committee in 2009 and addi-
tional research supporting the expansion of roles 
of women gathered by the Committee in 2010. 
Because DoD is, at this time, reviewing the 1994 
combat exclusion policy in response to a congres-
sional directive to do so, DACOWITS believes it is 
important to repeat and re-emphasize this recom-
mendation. Moreover, the Committee continued 
to find strong support for this recommendation in 
its focus group and other research conducted this 

year, including in the final report of the Military 
Leadership Diversity Commission and the state-
ments of high-ranking DoD personnel. Equally 
important, the Committee found no insurmount-
able obstacles to integrating women into currently 
closed positions. 

Recommendation 2: The Services should de-
velop appropriate physical standards by MOS, 
relevant to the job to be performed.

Reasoning

The Committee’s 2010 recommendation, repeated 
above in 2011, would end gender-based restric-
tions on military assignments. This would mean 
opening to women combat arms career fields 
and MOSs that are currently closed and allowing 
women to compete for all assignments for which 
they are qualified. However, the Committee is con-
cerned that DoD and the Services, in the review 
that they are currently undertaking of assignment 
policies for women, may be evaluating women on 
an “average” rather than an individual basis and 
may be using or establishing standards to judge 
women’s qualifications that have not been vali-
dated, even for men. Instead, the selection of mili-
tary personnel for assignment should be based on 
individual qualifications, not on gender or other 
stereotyped concepts of women’s or men’s capabili-
ties. The qualifications should be those necessary 
to perform the actual duties of a specific military 
job. Any standards for the job, especially physical 
standards, should be validated to ensure that they 
accurately predict job performance.

Recommendation 3: In addition to a general 
increase in quality of pre-deployment weap-
ons training, the Services should ensure that 
deployed Service members receive appropri-
ate in-country weapons training on the weap-
ons used by the units in which they are serving 
in theatre.

Reasoning

Focus group participants, both men and women, 
described their pre-deployment weapons training as 
inadequate in some respects. Some reported receiving 
a bare minimum of training, and some complained 
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about the quality and consistency of the training. 
Additionally, some women focus group participants re-
ported that, once in theatre, they were issued new weap-
ons on which they had not been previously trained and 
that weapons training while deployed was inadequate. 
The Committee believes that weapons training both 
pre- and post-deployment should be improved for both 
women and men Service members.

Best Practices
In the course of examining ways to effectively integrate 
women into combat units, DACOWITS identified, 
and wishes to suggest, several best practices.

Best Practice 1: Leaders should adopt practices 
similar to those that were implemented during 
the process of the repeal of Don’t Ask Don’t Tell, 
in which they visibly support the integration of 
women into currently closed positions.

Comment

Leadership is key to the successful implementation of 
new policies and programs. It is very apparent that the 
soldiers, sailors, airmen, and marines get on board with 
new programs when the leaders at all levels of the or-
ganization support the new policies and programs and 
actively demonstrate their support, including during 
briefings and training.

Best Practice 2: The Services should employ a 
phased approach for a full integration of women 
into all currently closed combat assignments. At 
a minimum, several women should be integrated 
into units at a time. The integration should occur 
in the combat engineers, artillery, and armor fol-
lowed by the infantry.

Comment

The integration of women into combat units will re-
quire that some facilities be modified, training be 

reviewed, and testing be conducted to ensure that 
job-related standards are employed in selecting Service 
members for particular assignments. Navy experience 
in bringing women onto warships supports the practice 
of integrating women into currently closed units sev-
eral at a time. Further, since women are already present 
in some MOSs and various levels in the combat engi-
neers and artillery, the transition of women into these 
units should be relatively easy. The transition into ar-
mor and infantry could require more time and effort. 

Best Practice 3: DoD and the Services should 
have more of an emphasis on mentorship, both 
formal and informal. However, leadership needs 
to encourage and support informal mentorship.

Comment

During focus group sessions the importance of mentor-
ship was discussed. Although mentoring is important 
to all Service members, it will be especially important 
for the women who are integrated into combat units. 
Informal mentoring, because it is not done to meet 
a requirement, can be more appealing because all in-
volved have chosen to be in a mentoring relationship.

Best Practice 4: The Services should assure their 
recruitment policies fully support the successful 
integration of women into the combat arms. 

Comment

If restrictions on the assignment of women are lifted 
as DACOWITS has recommended, it will be impor-
tant for all Services to attract and recruit both men 
and women to serve in the combat arms. Some cur-
rent policies may unnecessarily discourage potential 
recruits from considering such service – and possibly 
service in the military itself. For example, the Marines 
tell recruits that they may be put into the infantry in-
voluntarily, even though such involuntary assignments 
seldom occur. The Marine Corps should review its pol-
icy of involuntarily assigning recruits to infantry.

Chapter 1

Introduction
The Defense Advisory Committee on Women in the 
Services (DACOWITS) was established in 1951. 
Its mandate is to provide the Secretary of Defense 
with advice and recommendations on matters 
and policies relating to the women in the Armed 
Forces of the United States. (See Appendix A for the 
DACOWITS charter.) The individuals who com-
prise the Committee are appointed by the Secretary 
of Defense to serve in a voluntary capacity for three-
year terms. (See Appendix B for biographies of the 
2011 DACOWITS Committee members.) 

As in the previous year, in 2011 DACOWITS di-
vided its work into two general areas, Wellness and 
Assignments, with subcommittees formed for each. 
For Wellness, the Committee examined prevention 
of sexual assault and sexual harassment in the mili-
tary. For Assignments, the Committee, following up 
on its 2010 recommendation to eliminate DoD’s 
1994 combat exclusion policy – which would open 
all military assignments to women – examined 
ways to effectively and fully integrate women into 
ground combat units and the adequacy of weapons 
training received by military women in preparation 
for deployment.

To undertake this examination, the Committee 
gathered both primary and secondary sources of in-
formation, including briefings from military repre-
sentatives and subject matter experts; data collected 
during installation visits from focus groups and sur-
veys; and literature reviews, including other survey 

data and available research and resources. As a pri-
mary source of information, DACOWITS collected 
data from site visits to eight military installations 
during June and July 2011. (See Appendix C for in-
stallations visited.) Committee members facilitated 
focus group discussions at each site in order to assess 
the views, attitudes and experiences of Service mem-
bers on the identified topics. Mini-surveys were also 
distributed to participants to determine the demo-
graphic composition of the groups and to assess 
their basic attitudes towards the topics at hand. In 
all, DACOWITS conducted 44 focus groups – 23 
on Wellness topics and 21 on Assignments top-
ics – with 425 participants. Consistent with past 
years, staff from an independent research firm (ICF 
International) recorded written transcripts of the 
discussions and compiled and analyzed the resulting 
data in collaboration with the Committee. Focus 
group methodology and results are described further 
in relevant parts of Chapters II and III. 

Chapter II covers the Committee’s research and 
recommendations on the Wellness topic. Chapter 
III covers the Committee’s research and recom-
mendations on the Assignment topics. Appendices 
are also provided, including: DACOWITS char-
ter, biographies of DACOWITS members, list of 
installations visited, focus group protocols, mini-
surveys, mini-survey results, focus group findings, 
literature reviews, list of briefings presented to 
DACOWITS, and acronyms used in the report. 
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Chapter 2
Wellness Research and Recommendations

DACOWITS has addressed the issues of sexual as-
sault and sexual harassment several times in past years. 
Most recently, in 2010 the Committee received brief-
ings from the Department of Defense’s (DoD) Sexual 
Assault Prevention and Response Office (SAPRO) 
and reviewed relevant literature. The Committee ob-
served that DoD and the Services have necessarily 
placed a great deal of emphasis on data collection and 
response efforts once an assault has occurred, includ-
ing improvements in reporting procedures for sexual 
assaults and in services to sexual assault victims. They 
have also emphasized and refined training programs 
as an important prevention tool. The Committee 
determined in 2011 to focus its work on further ef-
forts that might be made to prevent sexual assault and 
sexual harassment in the first instance, with a view 
to reducing their incidence within the military com-
munity and thereby promoting the wellness of female 
Service members. 

To undertake this examination, the Committee gathered 
data directly from Service members in focus groups, re-
ceived briefings from knowledgeable DoD and Services 
personnel, as well as an outside expert, and researched 
current literature and other resources. This chapter sum-
marizes DACOWITS’ findings, recommendations, the 
reasoning behind these recommendations, and some 
continuing concerns on these topics. The chapter is or-
ganized into the following sections: 

�� Summary of Select Briefings Presented 
to DACOWITS

�� Summary of Focus Group Findings
�� Relevant Literature and Other Resources
�� Recommendations
�� Continuing Concerns 

Summary of Select Briefings 
Presented to DACOWITS
DACOWITS’ research on sexual assault and sexual 
harassment in the U.S. military included briefings 
on efforts being undertaken to prevent sexual assault 
and sexual harassment on college campuses and their 
application to the U.S. military; current efforts by 
DoD to prevent sexual assault and sexual harassment, 
including by implementing recent congressional 
directives; and the effectiveness of DoD preventa-
tive policies as reflected in the 2010 Workplace and 
Gender Relations Survey by the Defense Manpower 
Data Center. This section presents highlights from 
these briefings; for a full list of briefings presented to 
DACOWITS in 2011, see Appendix I. 

Sexual Assault Prevention in the Military,  
March 2011 
Dr. Connie Best, Professor and Director 
of Adult Services, National Crime Victims 
Research & Treatment Center, Medical 
University of South Carolina

As one of the first briefings received by DACOWITS 
in 2011, Dr. Connie Best presented an overview of 
prevention efforts in educational settings and their 
potential application to the military. She began by 
reviewing the widespread negative impact of sexual 
assault and sexual harassment in the military on the 
victim, other Service members, families, readiness, and 
DoD’s overall image. Drawing on the data in the 2009 
Annual Report on Sexual Assault in the Military of 
DoD’s Sexual Assault Prevention and Response Office 
(SAPRO), she noted that there had been an 11% in-
crease in the number of unrestricted reports of sexual 
assault in the military, but that the change may be at-
tributable to the establishment of both restricted and 
unrestricted reporting. In restricted reporting, a victim 
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may receive support and treatment without triggering 
a criminal investigation or being personally identified. 
Dr. Best stressed the importance of prevention efforts 
to decrease rates of assault within the military popula-
tion. She reviewed current national survey research by 
her colleague, Dr. Dean Kilpatrick, on the prevalence 
of drug-facilitated, incapacitated and forcible rape of 
college women, noting that the vast majority of these 
rapes go unreported. 

Dr. Best recommended the Committee consider best 
practices in the civilian sector for application within 
the military, particularly practices on college campuses. 
College students share many similarities with military 
members including:

�� Demographics (e.g., age, living away from home 
and support systems) 

�� Potentially seeing the offender on a daily basis 
�� Engaging in similar leisure activities (e.g., involv-

ing alcohol consumption)
�� Sharing many of the same barriers to reporting 

She then described interventions that have been found 
to be successful in engaging this population (e.g., inter-
active videos, group exercises). In addition, she high-
lighted the particular benefit of bystander involvement 
training, which encourages each individual to consider 
his or her role and obligation in preventing sexual as-
sault and harassment. She also emphasized the role of 
leadership and the importance of taking action against 
perpetrators in preventing assault and harassment. She 
stated that giving high visibility to punishment of of-
fenders is helpful.

Sexual Assault Prevention and Response 
Office (SAPRO) 2010 Annual Report Results,  
June 2011 
Dr. Suzanne Holroyd, SAPRO, and SAPRO 
Update, September 2011 — Major General 
Mary Kay Hertog, Director, SAPRO 

Dr. Suzanne Holroyd and Maj Gen Mary Kay Hertog 
provided updates on SAPRO’s efforts to address sexual 
assault in the military, including prevention efforts. 

In a June 2011 briefing, Dr. Holroyd reviewed the find-
ings of SAPRO’s mandated 2010 annual report and re-
lated data from the Defense Manpower Data Center 

(DMDC) 2010 Workplace and Gender Relations Survey 
of Active Duty Members. She discussed SAPRO’s efforts 
to increase Service members’ confidence to report and 
to improve training on reporting options, recognizing 
that SAPRO still saw room for improvement in this 
area. Dr. Holroyd stated that there has been a 105% 
increase in reporting in the past six years, indicating 
to SAPRO that there has been progress in confronting 
underreporting problems. The main barriers to making 
a report include the desire to protect privacy, concerns 
about lack of confidentiality in the report, and the be-
lief that the incident was not serious enough to report. 

Specifically with respect to prevention, Dr. Holroyd 
noted that SAPRO has been focusing on bystander 
intervention training and that the 2010 DMDC sur-
vey showed a 35% drop in the number of women 
Service members and a 50% drop in the number of 
men Service members experiencing “unwanted sexual 
contact”1 since 2006. She also stated that 52% of com-
mand actions against perpetrators in 2010, as com-
pared to 30% in 2007, resulted in courts martial. Dr. 
Holroyd stated that the most important aspects in pre-
vention include being in a supportive environment and 
raising the level of dialogue to improve prevention. In 
response to a question about DoD’s efforts to confront 
command climates that may contribute to assault, Dr. 
Holroyd said that a new assessment on the command 
climate is forthcoming. 

In a September 2011 briefing, Maj Gen Hertog, the 
new Director of SAPRO, presented her goals for 
SAPRO moving forward, which include balancing col-
laboration and responsiveness across agencies with the 
current budget realities of the Office of the Secretary 
of Defense. Maj Gen Hertog reviewed pending policy 
revisions, which include the establishment of a Defense 
Sexual Assault Incident Database at the DoD level, 
expedited transfer options, enhanced training require-
ments for commanders and military responders (law 
enforcement, counsel, medics and chaplains), nation-
ally credentialed Sexual Assault Response Coordinators 
(SARCs) or victim advocates to help survivors, and the 
possibility of retaining sexual assault evidence and doc-
uments for a longer period of time. She stated that there 
are Sexual Assault Prevention and Response (SAPR) 
challenges at joint bases. SAPR services exist at these 
bases, but each Service seems to operate independently. 

SAPRO is leading a working group to determine 
what is and is not working at joint bases. 

Specifically with respect to prevention, Maj Gen 
Hertog stated that she believes the right command 
climate is critical to prevention, reporting, and 
prosecution of sexual assault, and noted that an in-
creased number of reports may indicate a command 
climate in which victims feel comfortable coming 
forward. She also reported on current efforts to eval-
uate command climate. SAPRO is working with the 
Defense Equal Opportunity Management Institute 
(DEOMI) to draft sexual assault questions to be 
introduced to the Organizational Climate Survey 
in January 2012. In response to the Committee’s 
Request for Information about policies on pub-
licizing the results of sexual assault reports, Maj 
Gen Hertog stated that SAPRO summarizes case 
outcomes in its annual report. She also stated that 
there is no policy preventing leaders from publiciz-
ing case outcomes on their installations, but added 
that leaders ought to consider any unintended con-
sequences, such as compromising victims’ privacy 
concerns, before publicizing case outcomes.

Fiscal Year 2011 Defense Authorization  
Act Requirements for Improved Sexual  
Assault Prevention and Response,  
June 2011 
Diana Rangoussis, Esq. Senior Policy  
Advisor, SAPRO

Ms. Diana Rangoussis reported on DoD’s efforts, 
to date, to implement the requirements of the FY 
2011 National Defense Authorization Act (NDAA) 
designed to improve sexual assault prevention and 
response. Under Title XVI, section 1602 of NDAA, 
DoD must develop a comprehensive policy on sex-
ual assault prevention and response in the Armed 
Forces by 30 March 2012 that includes certain el-
ements set forth in the new law. She reported on 
DoD’s progress in implementing several of these 
elements, including consistent terminology defini-
tions, staffing upgrades, and expanded victim ser-
vices. She also described some proposed FY 2012 
NDAA provisions on sexual assault and DoD’s view 
of them. With respect to both the FY 2011 and FY 
2012 provisions, most relate to reporting, staffing, 
and victim services rather than particularly to pre-
vention efforts. 

DoD Sexual Harassment Policy Overview,  
September 2011
Mr. Jimmy Love, Acting Director, Military Equal 
Opportunity/Equal Employment Opportunity 
& Defense Equal Opportunity Management 
Institute (DEOMI) Liaison, Office of Diversity 
Management & Equal Opportunity

Mr. Jimmy Love reviewed the current sexual ha-
rassment policy within DoD and stated that DoD 
is currently in the process of re-issuing Directive 
1350.2 as a DoD instruction to update policy, as-
sign responsibilities and implement policy and pro-
cedures for the DoD Military Equal Opportunity 
(MEO) Program, which will occur by the end of 
October 2011. DoD Directive 1350.2:

�� Prohibits unlawful discrimination on the basis 
of race, color, national origin, religion, or sex, 
including sexual harassment 

�� Defines roles for each DoD component in ad-
dressing unlawful discrimination and sexual 
harassment 

�� Identifies specific roles of senior leaders in the 
Services 

�� Clarifies the procedures for processing and re-
solving unlawful discrimination and sexual ha-
rassment complaints 

The MEO Program is also collaborating with the 
Service Military Equal Opportunity offices to im-
plement Service best practices, with an emphasis on 
long-term goals, objectives, and milestones, as well 
as institutionalizing leadership accountability. 

Specifically with respect to prevention, Mr. Love 
addressed DACOWITS’ Request for Information 
on publicizing the outcomes of sexual assault and 
harassment complaints. He stated that installation 
commanding officers have publicized summaries 
of formal complaints in base newspapers and town 
hall sessions and can do so in other ways as long 
as privacy is not violated. He said this has usually 
been done as general information similar to that 
provided in police blotters. Mr. Love knew of no 
DoD policy pertaining to this, which suggests it is 
at the discretion of the Service branch or installa-
tion command whether to publicize the outcomes 
(e.g., offender punishment and dismissal) of sexual 
assault investigations.
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Defense Manpower Data Center (DMDC) 
2010 Workplace and Gender Relations  
Survey of Active Duty Members, June 2010
Dr. Lindsay Rock & Dr. Rachel Lipari, DMDC

Dr. Rachel Lipari and Dr. Lindsay Rock provid-
ed a briefing on the results and implications from  
DMDC’s most recent survey of active duty members 
on gender issues, including sexual harassment and 
assault. These surveys provide some basis for assess-
ing the effectiveness of DoD efforts to prevent sexual 
assault and sexual harassment. This is the first such 
survey since 2006. Dr. Lipari said that incidence rates 
for unwanted sexual contact (USC)2 declined for both 
women (6.8 to 4.7%) and men (1.8 to 0.9%) from 
2006 to 2010. She said that the Army and Marine 
Corps have higher incidence rates of USC for women 
than the other Services, and junior enlisted personnel 
are most likely to experience this behavior. The major-
ity of women who experienced USC did not report it, 
commonly citing that they did not want anyone to 
know, they felt uncomfortable making a report, they 
did not think their report would be kept confiden-
tial, and/or they were afraid of retaliation/reprisals. 
More women in 2010 believed that their performance 
evaluation/chance for promotion would suffer if they 
reported, compared with 2006.

Dr. Lipari reported that the incidence rate for sexual 
harassment also declined for women, from 33% in 
2006 to 21% in 2010. The rate for men declined from 
6% to 3% over the same period. The highest incidenc-
es, for both women and men, were of crude/offensive 
behavior, then unwanted sexual attention, then sexual 
coercion. Despite these data, Dr. Lipari reported that 
surveys also reveal the percentage of Service members 
with at least four years of service who believe that sex-
ual assault is more of a problem in the military than it 
was four years ago has increased (32% of women and 
21% of men in 2010 versus 25% of women and 15% 
of men in 2006), as has the percentage who think sex-
ual harassment is more of a problem in the military 
than it was four years ago (29% of women and 20% 
of men in 2010 versus 23% of women and 15% of 
men in 2006). Dr. Lipari believes the differential be-
tween incidence and perception of incidence is attrib-
utable to the fact that SAPRO’s efforts are increasing 

to address the research questions of interest to 
DACOWITS. Contractor staff also served as 
scribes, accompanying the Committee members 
who served as facilitators for each focus group, and 
generating a written transcript from the session. 
Each individual focus group transcript was then 
content-analyzed by ICF to identify major themes 
and sub-themes. The purpose of the sample-wide 
analysis was to determine the most salient com-
ments throughout the focus group sessions, i.e., 
themes that appear most frequently within and 
across focus group sessions. 

The questions posed to the focus groups were in-
tended to gain insight on Service members’ per-
ceptions of the prevalence of sexual assault and 
sexual harassment in the military, their under-
standing of the procedures in place for the report-
ing of and response to incidents, their awareness of 
and views on the effectiveness of military preven-
tion programs, and their views on what could be 
done to enhance prevention efforts. For purposes 
of the focus groups, the DoD definitions of the 
terms sexual assault (a crime) and sexual harass-
ment (a form of unlawful sex discrimination) were 
expressly provided, in order to distinguish the two. 
The definitions may be found in the Focus Group 
Protocols for Wellness at Appendices D-1 and D-2.

Prevalence of Sexual Assault 
Today and Over Time
DACOWITS asked focus group participants 
a series of questions about their perception of 
the prevalence of sexual assault in the military. 
Opinions were mixed, with some participants 
stating sexual assault is a frequent or common oc-
currence, and others stating it happens only oc-
casionally or rarely. Some participants noted that 
their perception of the frequency of sexual assault 
was based not on direct knowledge of sexual as-
sault incidents, but rather on media accounts or 
statistics provided in sexual assault prevention and 
response training. Participants also provided diver-
gent opinions on whether the frequency of sexual 
assault in the military had changed over time. 
Several participants believed assaults are occurring 
with greater frequency now than before and a near-
ly equal number believed the opposite to be true, 
with some participants unsure about the matter. 
Of note, a few participants believed that more vic-
tims are now reporting sexual assault than before; 

with some participants believing that this could be  
attributed to heightened awareness of reporting 
procedures and greater willingness among victims 
to come forward and report sexual assault incidents.

Prevalence of Sexual Harassment 
Today and Over Time
DACOWITS also asked participants to comment 
on their perception of the prevalence of sexual ha-
rassment in the military. Although opinions were 
mixed, most focus group participants stated that 
sexual harassment is prevalent in the military today, 
and most stated that its prevalence had not changed 
much over time. Several female focus group par-
ticipants expressed difficulty discerning what con-
stitutes sexual harassment, and a small number of 
male Service members expressed a belief that sexual 
harassment was not prevalent in the military and 
is instead a form of hazing. In some instances, ju-
nior women Service members expressed a degree of 
tolerance of behaviors that senior women Service 
members said they would not tolerate. Among 
those who believed harassment had declined, some 
participants attributed the decline to increased pre-
vention training, while others attributed it to a shift 
toward a climate less tolerant of sexual harassment. 
Among Service members who believed harassment 
has persisted or increased, some attributed the cause 
to leadership not taking a strong enough stance to 
prevent it. Some participants saw a difference be-
tween junior and senior Service members in that 
junior members may see sexual harassment as “com-
ing with the job” and so may not understand how 
to deal with it.

Awareness & Effectiveness 
of Sexual Assault and Sexual 
Harassment Prevention Training
Most focus group participants reported that they 
have received some form of sexual assault and sexual 
harassment prevention training. Some participants 
said that prevention training is part of a larger cul-
ture shift, and believed that this training will con-
tribute to an eventual decline in both sexual assault 
and sexual harassment. DACOWITS asked Service 
members what methods lead to effective program de-
livery. Most often, focus group participants thought 
that in-person presentations, small group discussions, 
and role-plays were the most effective forms of sexual 
assault and harassment prevention programming. 

awareness among Service members of both sexual as-
sault and sexual harassment.

Dr. Lipari also presented various data on the charac-
teristics of incidents, victims’ reasons for not reporting 
an incident, and the training provided to try to pre-
vent incidents and encourage reporting of incidents, 
stating that the majority of those Service members 
who received training reported it was moderately or 
very effective in reducing/preventing sexual assault.

Summary of Focus Group Findings
During the summer of 2011, DACOWITS con-
ducted a total of 23 focus groups at eight locations 
to inform its work on the prevention of sexual assault 
and sexual harassment. A total of 226 participants at-
tended the focus groups, with an average of 10 partic-
ipants per session. Groups were held with personnel 
from all Active Component (AC) Services and some 
elements of the Reserve Component (RC). 

Slightly more than half of participants were women 
(56%). Almost half of the participants were non-
Hispanic White (48%), just over a quarter were non-
Hispanic Black (28%), and just over ten percent were 
Hispanic (11%). The Army was the most represent-
ed Service, with just under a quarter of participants 
(22%), and the Navy, Air Force, and Coast Guard 
were more or less equally represented, each compris-
ing between 16% and 20% of the participants. The 
Marines, Reserves and Army National Guard were 
also represented, each comprising slightly fewer than 
10% of the participants. Half of participants were 
junior or senior Noncommissioned Officers (NCOs; 
E5-E9; 50%), and almost a third were officers (O1-
O6 including Warrant and Chief Warrant Officers; 
32%). Over half of participants had served more 
than 10 years in the military (54%). The majority 
of participants were married (62%). For a complete 
summary of the demographic characteristics of these 
focus group participants, see Appendix F-1. 

The methodology used to identify salient themes 
was consistent with the approach the Committee has 
employed previously. Specifically, the Committee, 
in partnership with social scientists from the 
Committee’s research contractor ICF, first devel-
oped focus group and survey instruments tailored 
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Overall, participants considered prevention trainings 
to be effective for both sexual assault and sexual ha-
rassment. With regards to sexual assault prevention 
specifically, several participants noted the effectiveness 
of bystander intervention training. Participants in one 
focus group reported that training that specifically ad-
dressed the relationship between alcohol and sexual 
assault was also an effective prevention strategy.

Participants in several groups noted they had received 
regular training on sexual harassment. Most of these 
participants felt the training was effective in at least 
one of two ways: providing effective and informa-
tive definitions and examples of acceptable behavior 
and harassment and educating Service members on 
how to effectively respond to and report sexual ha-
rassment. In a few instances, members made specific 
references to the Sexual Harassment and Response 
Prevention training (SHARP) and the Prevention of 
Sexual Harassment training (POSH) in Army as effec-
tive sexual harassment training programs. 

Role of Leadership in Sexual Assault 
and Sexual Harassment Prevention
Focus group participants frequently discussed the im-
portant role leadership plays in preventing both sexual 
assault and sexual harassment by assuring an appro-
priate command climate. Service members expressed 
a desire for leaders to serve as role models by treating 
sexual assault and sexual harassment prevention seri-
ously – both in their daily lives and by participating 
in prevention trainings.

Awareness and Effectiveness 
of Sexual Assault and Sexual 
Harassment Reporting Procedures 
Focus group participants discussed a wide variety of 
reporting options available to victims of sexual assault 
and sexual harassment. Specific resources identified by 
Service members for reporting sexual assault included: 
SAPRO, the chaplain, a SARC, a victim advocate, and 
one’s supervisor. For sexual harassment specifically, a 
few Service members identified the Equal Opportunity 
office as the appropriate resource. On occasion, junior 
female Service members expressed uncertainty about 

Perceived Justice
Service members frequently expressed frustration 
about the lack of clear punishments for offenders of 
both sexual assault and sexual harassment, report-
ing that they could not tell whether measures in 
place to punish offenders were being enforced and 
that, to the extent they were, it appeared that pun-
ishments vary widely. Several male Service mem-
bers provided suggestions for how to use offender 
punishment as a tool to prevent future sexual as-
sault and sexual harassment. Suggestions included 
clearly publicizing what happens to offenders and 
using offender experiences and punishments as ex-
amples during prevention training.

Perceptions of Punishment 
Differences by Rank
Participants were asked about their views on the 
role rank plays when an individual is accused of sex-
ual assault or sexual harassment. Opinions on this 
issue varied by the rank of participants. Frequently, 
junior Service members stated that their peers were 
likely to be punished more severely than senior 
Service members when accused of either sexual as-
sault or sexual harassment, and that senior Service 
members were more likely than junior Service 
members to be encouraged to retire without severe 
punishment. In contrast, senior Service members 
stated that their peers were likely to receive stricter 
punishment than junior Service members. Rarely, 
focus group participants thought that both junior 
and senior Service member offenders are punished 
equally. Occasionally, Service members discussed 
the impact of the “good old boys’” club on sexual 
assault and sexual harassment offenders, stating 
that those who are in the club are much more likely 
to receive preferential treatment when accused of 
sexual assault or sexual harassment than those who 
are not.

Impact of Sexual Assault and Sexual 
Harassment on Unit Readiness
Most Service members thought that sexual assault 
has a negative impact on a unit’s readiness and abil-
ity to perform its mission by distracting Service 
members from their ultimate charge and nega-
tively impacting trust within the unit. One Service 
member also mentioned the impact of high profile 
sexual assault cases on unit pride.

The responses were similar on sexual harassment. 
Overall, most Service members thought that sex-
ual harassment creates an environment of distrust 
that negatively affects unit readiness and the mis-
sion as a whole. Some Service members addition-
ally stated that it is difficult to perform one’s duties 
in a harassing and hostile work environment.

Relevant Literature and  
Other Resources
The following review of literature and other re-
sources focuses on prevention of sexual assault and 
sexual harassment. Additional resources are sum-
marized in Appendix H-1. 

Focus group participants told DACOWITS that 
command climate is important for success of pre-
vention programs. Academic literature confirms 
this. Research has shown that an institutional 
culture of male dominance and stereotypical gen-
dered beliefs fosters an environment conducive to 
sexual assault and sexual harassment.3,4,5 Although 
this research has mainly been done in educational 
institutions, as Dr. Connie Best stated in her brief-
ing to the Committee, it is reasonable to apply 
educational research on sexual assault and sexual 
harassment to the military given the similarities 
between the higher education and military popu-
lations in several respects. 

Focus group participants also told DACOWITS 
that they were unaware of the results of sexual as-
sault investigations and suggested that publicizing 
the results of such investigations would be helpful 
in preventing sexual assaults because perpetrators 
would see there are consequences for their actions. 
Research has similarly shown that the decision to 
commit sexual assault is influenced by the perpe-
trator’s calculation of possible “costs” such as le-
gal consequences, social retaliation, and harm to 
one’s reputation/career.6 In addition, research has 
shown that publicly reporting rates of sexual as-
saults on university/college campuses can be ben-
eficial in creating an environment of transparency 
and holding the institution accountable for inci-
dents that occur within the student body.7 

A recent study by the Department of Transportation 
provides some additional evidence for the deterrent 
effect of publicizing the potential consequences of 
law-breaking.8 This study found that a high vis-
ibility media campaign that communicated that 

the resources available to them to report an incident 
of sexual assault or sexual harassment. 

Service members reported, in general, that instances 
of both sexual assault and sexual harassment are un-
derreported. Service members expressed mixed views 
on the topic of reporting procedure effectiveness. 
Overall, several participants expressed that the cur-
rent sexual assault and sexual harassment reporting 
procedures are effective, sharing that as reporting op-
tions have increased, victims have felt more comfort-
able submitting reports. The majority of participants, 
however, believed barriers to reporting sexual assault 
and sexual harassment still remain.

The most commonly expressed barrier leading to un-
derreporting of sexual assault incidents was a lack of 
trust in both the unrestricted and restricted reporting 
systems, which may lead victims to utilize resources 
off-base. Additionally, a small number of participants 
thought that those who have experienced a sexual 
assault may often tell the wrong person and receive 
incorrect direction on how to manage the situation. 
Participants also commonly expressed the view that 
victims may be unwilling to report sexual assaults in 
cases where alcohol was involved out of fear of being 
reprimanded for underage drinking.

Many Service members thought that sexual harass-
ment, specifically, was underreported because indi-
viduals either were not aware it was occurring, or they 
did not feel it was serious enough to report it and felt 
compelled to “suck it up” and manage the situation 
on their own. Service members also reported sexual 
harassment complaints in particular often get “swept 
under the rug” and are not taken seriously.

Less frequently, Service members discussed fear of the 
stigma associated with reporting sexual misconduct – 
including both sexual assault and sexual harassment 
– although several focus group members thought that 
the fear of stigma had declined over time. Several par-
ticipants noted that the stigma of reporting is stron-
ger for male than female victims of sexual assault and 
sexual harassment. 
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the enforcement of driving laws (in this case, cell 
phone bans while driving), in conjunction with ac-
tual increased enforcement of the laws, led to lower 
incidence of the law-breaking behavior. The media 
campaign was conducted through television, radio 
and billboards. Law enforcement in the affected com-
munities simultaneously assigned officers dedicated 
to enforcing the cell phone driving ban, increasing 
roving patrols and police spotters. Surveys indicated 
that motorists in the communities with the media/law 
enforcement campaign, compared to motorists in a 
control group, reported significantly lower rates of cell 
phone use while driving during the campaign. 

With respect to the prevention of sexual harassment, a 
recent report by the U.S. Government Accountability 
Office (GAO) found that DoD needs greater leader-
ship and oversight of sexual harassment programs.9 

The GAO report stated that DoD has a long-standing 
policy aimed at providing an environment free of sex-
ual harassment, but some aspects of its programs and 
policies need improvement. For example, command-
ers have not been held accountable for completing re-
quired assessments of equal opportunity climate, not 
all commands report sexual harassment complaint data 
to higher-level offices, and DoD has exercised little 
oversight of its programs. GAO made five recommen-
dations for DoD: 

1.	 Develop a strategy for holding individuals in lead-
ership accountable for promoting, supporting, and 
enforcing sexual harassment policies and programs, 

2.	 Track military commanders’ compliance with existing 
requirements to periodically assess equal opportunity 
climate through “command climate” assessments, 

3.	 Develop guidance on how incidents of sexual 
harassment should be handled in joint operation 
environments, 

4.	 Take steps to ensure that complaint data are com-
plete and accurate with uniform data elements, and 

5.	 Develop and aggressively implement an oversight 
framework with goals, strategies and criteria for 
measuring progress.

that rank affects the outcome. This lack of awareness 
may also lead perpetrators to believe that they are 
at little risk of being held to account. Finally, lack 
of awareness may lead to lack of confidence in the 
SAPR process and to a consequent unwillingness to 
report assaults. Publicizing information on case dis-
positions should demonstrate that the military as a 
whole, as well as individual units, does not tolerate 
sexual assault and will discipline fairly. Including in-
formation on why disciplinary action is not taken in 
some cases should also foster increased confidence 
in the system, potentially leading both to fewer as-
saults and greater reporting of assaults that do occur. 
This recommendation is consistent not only with 
focus group participant recommendations but also 
with research that shows that publicizing enforce-
ment activities and disciplinary outcomes may deter 
crimes by making clear the cost to the offender. 

Although this recommendation pertains to sexual 
assault, many of the same considerations could ap-
ply to sexual harassment cases. The Committee has 
identified as a continuing concern for possible fur-
ther consideration whether DoD and the Services 
should give more attention to the prevention of sex-
ual harassment (as distinct from sexual assault) and 
the ways in which this might be accomplished. The 
GAO report on preventing sexual harassment in the 
military described in the previous section, which 
was released after DACOWITS voted on its 2011 
recommendations, may be especially relevant to any 
further examination of sexual harassment issues.

Recommendation 2: DoD should include mea-
sures of sexual assault and sexual harassment 
in command climate assessments. 

Reasoning

Focus group research and DoD surveys reveal 
widespread agreement among Service members 
that sexual assault and sexual harassment have 
negative effects on military readiness. As Former 
Secretary of Defense Robert Gates stated with re-
spect to sexual assault in the military, “This type 
of act not only does unconscionable harm to the 
victim; it destabilizes the workplace and threatens 
national security.”10 Both focus group and other 
research reveal that a positive command climate 
can help prevent sexual assault and harassment. Yet 

measures of sexual assault and sexual harassment 
are not consistently and expressly taken into ac-
count in command climate assessments. Including 
these measures in command climate assessments 
would help ensure that prevention of sexual assault 
and sexual harassment is a command priority. 

Although this recommendation pertains to com-
mand climate assessments, many of the same 
considerations could apply to including sexual 
assault and sexual harassment measures in indi-
vidual performance evaluations of commanders. 
The Committee has identified this as a continuing 
concern for possible further consideration.

Continuing Concerns
In the course of examining sexual assault and 
sexual harassment prevention, the Committee 
identified several continuing concerns for possible 
further consideration.

�� Whether DoD and the Services should place 
greater attention on prevention of sexual harass-
ment as distinct from sexual assault. 

�� Whether effectiveness in combating sexual as-
sault and sexual harassment should be made a 
part of individual performance evaluations of 
installation commanders and other leaders. 

�� Whether additional specialized training should 
be required for investigators, counselors and 
victim advocates in sexual assault matters. 

�� Whether there are special problems of sexual 
assault and sexual harassment in the recruiting 
process and, if so, how they should be addressed.

Recommendations
This section provides the 2011 DACOWITS recom-
mendations on Wellness and summarizes the rea-
soning in support of these recommendations. The 
recommendations and reasonings are based on the re-
search and resources summarized in previous sections 
within this chapter. 

Recommendation 1: This recommendation is 
three-fold and addresses the Committee’s view 
that publicizing the outcomes of sexual assault 
cases more broadly within the military and on 
an installation level would be helpful in reducing 
sexual assaults.

Recommendation

�� DoD should publicize reports of sexual assault and 
their dispositions in a simple format accessible to 
a wide military audience, to be used in required 
training and other venues. 

�� DoD should consider requiring local command-
ers to publicize, in a timely manner, this same in-
formation, including information on reports and 
dispositions at their specific installations.

�� Sexual assault information to be publicized should 
include the number of reports and type of disci-
plinary actions taken as a result of sexual assault 
investigations. Because there may be valid reasons 
why disciplinary action is not taken in some cases, 
reasons should be provided for cases where no ac-
tion is taken. All such information should be in 
aggregate form, as necessary to conform to any ap-
plicable privacy or other legal requirements, taking 
into account the needs of the victim as appropriate.

Reasoning 

Focus group participants stated that Service members 
are generally unaware of the extent to which there has 
been follow-up on reported sexual assaults and the 
disciplinary or other action that has been taken. This 
lack of awareness makes it hard for Service members 
to assess whether sexual assaults are actually taken seri-
ously and may be part of the basis for the perception 
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Chapter 3
Assignments Research and Recommendations

In 2010, DACOWITS recommended that DoD 
eliminate its 1994 combat exclusion policy, thereby 
ending gender-based restrictions on military assign-
ments and opening all career fields/specialties, school-
ing and training opportunities that have been closed 
to women. As a follow-up to this recommendation, in 
2011 DACOWITS decided to examine ways to effec-
tively and fully integrate women into ground combat 
units, including any potential barriers to such inte-
gration. In addition, based on reports gathered by the 
Committee in 2010, in 2011 DACOWITS decided 
to examine the adequacy of the weapons training fe-
male Service members receive in preparation for de-
ployment to combat zones. 

To undertake these examinations, the Committee 
gathered data directly from Service members in focus 
groups, received briefings from knowledgeable DoD 
and Services personnel, and researched current lit-
erature and other resources. This chapter summarizes 
DACOWITS’ 2011 findings, recommendations, the 
reasoning behind the recommendations, and some 
suggested best practices on these topics. The chapter is 
organized into the following sections: 

�� Summary of Select Briefings 
Presented to DACOWITS

�� Summary of Focus Group Findings
�� Relevant Literature and Other Resources
�� Recommendations
�� Best Practices

Summary of Select Briefings 
Presented to DACOWITS
DACOWITS’ research on assignments included brief-
ings from the congressionally established Military 
Leadership Diversity Commission on the Commission’s 
own 2010 recommendation on the assignment of mili-
tary women, which was similar to DACOWITS’ 2010 
recommendation; from DoD on the Women in the 
Services Restrictions (WISR) review of assignment 

policies for women that DoD is undertaking to re-
spond to a FY 2011 National Defense Authorization 
Act (NDAA) mandate to report to Congress on the 
results of such a review; from the Marine Corps on 
the WISR review as it relates specifically to the Corps; 
and from the Navy on the status of its integration of 
women into submarine service. This section presents 
highlights from these briefings on the issues particu-
larly relevant to DACOWITS’ 2011 assignment top-
ics; for a full list of briefings presented to DACOWITS 
in 2011, see Appendix I. 

Military Leadership Diversity Commission 
(MLDC) Report Summary, June 2011 
Gen, USAF (Ret) Lester Lyles and LTG, 
Army (Ret) Julius Becton, Jr.

Gen Lester (Ret) Lyles, MLDC Chairman, and LTG 
(Ret) Julius Becton, Jr., an MLDC member, presented 
highlights of the 2011 MLDC Report particularly rel-
evant to women in the Services, including MLDC’s 
recommendation that the 1994 DoD policy exclud-
ing women from direct ground combat be eliminated. 
Gen (Ret) Lyles explained that MLDC was created by 
Congress to evaluate and assess opportunities for the 
promotion and advancement of minority members of 
the Armed Forces, including minority members who 
are senior officers. He noted that Congress charged 
MLDC with 16 tasks that formed the basis of MLDC’s 
research, analysis, and recommendations. Gen (Ret) 
Lyles stated that MLDC recommended elimination 
of the ground combat exclusion primarily because 
women are currently serving in ground combat but 
are attached and not assigned to these units, which has 
prevented these women from receiving due promo-
tional consideration. He also stated that MLDC has 
had the opportunity to brief all of the Service Chiefs 
on its recommendations, and confirmed that they were 
all very supportive of the MLDC recommendations. 
The Vice Chiefs were present for the MLDC briefings, 
as were the senior enlisted leaders on most occasions.
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Women in the Service Restrictions 
(WISR) Review, June 2011 
Mr. Doug Johnson, Office of Military Personnel Policy

Mr. Doug Johnson, Office of Military Personnel 
Policy (MPP), provided a briefing on the responsibili-
ties and plans of a new MPP Work Group that is re-
viewing assignment policies for women: the Women 
in the Service Restrictions (WISR) Review. He ex-
plained the two reasons for the creation of the WISR 
Review: FY 2011 NDAA, Section 535, which re-
quires a DoD review of, and report to Congress on, 
restrictions on the service of female Service members, 
and the Military Leadership Diversity Commission 
Report Recommendation #9, which urges DoD and 
the Services to end the policy restricting assignments 
of women, using a time-phased approach to opening 
all career fields/specialties to women. Mr. Johnson 
stated that the primary members of this Work Group 
are the Service representatives to DACOWITS, but 
there is also a Senior Leadership Steering Committee. 
Mr. Johnson stated that the Office of the Secretary of 
Defense submitted an interim report to Congress in 
May 2011 that identified the laws, policies and regula-
tions being reviewed. The 1994 combat exclusion pol-
icy is the primary policy being examined and is open 
to revision. Mr. Johnson stated that none of the Work 
Group’s decisions may be disclosed in a public forum 
at this time, but that the Undersecretary of Defense for 
Personnel and Readiness is personally very committed 
to the process and has stated that the final report will 
be presented to Congress by October 2011. 

USMC Women in the Service Restrictions 
(WISR) Review, September, 2011
Col John Nettles, USMC

Col John Nettles provided a briefing on the Women 
in the Service Restrictions Review as it is being un-
dertaken specifically by the Marine Corps. He stated 
that the Marine Corps will likely lift the restriction in 
its assignment policy that women cannot be assigned 
to units that physically “collocate” with ground com-
bat units, acknowledging that this restriction no lon-
ger makes sense in today’s battlefield environment. As 
part of the Marine Corps’ review of whether its ground 
combat units should be opened to women, the Corps 

is examining more closely the physical tasks generally 
required of Ground Combat Equivalent (GCE) units 
and combat arms military occupational specialties 
(MOSs). In particular, he said, the job-related physi-
cal requirements and physical capabilities of female 
Marines are being analyzed to determine which spe-
cific positions are suitable for female Marines. As part 
of this effort, the continuing applicability to men of 
the physical requirements will also be analyzed. For ex-
ample, current GCE standards include the ability to 
undergo a march of 20 kilometers in 5 hours under a 
load of 83 pounds and the ability to engage in a “casu-
alty move” of 20 meters under a load of 248 pounds. 

As part of this review, Col Nettles said that the Marine 
Corps has examined Army studies for information on 
physiology comparisons by gender, which documented 
lower average aerobic, muscle strength, lifting strength, 
and road march speeds for women.11 Also, the Marine 
Corps has examined the injury/attrition rates for 
women Marines in Entry Level Training. In addition 
to physical capabilities, the Marine Corps is examin-
ing possible recruiting and retention concerns if, as is 
the case for male Marines now, female Marines were 
to face the possibility of involuntarily being assigned 
to infantry positions. Col Nettles cited a 2010 Joint 
Advertising, Market Research and Studies (JAMRS) 
survey of 16-24 year olds in which 29% of women 
said they would be less likely to join the military if 
women could serve in combat roles, compared to 12% 
of women who said they would be more likely to join. 
Interestingly, most women (58%) said it would not 
change the likelihood of their joining the military.12 

The Marine Corps is also evaluating the potential im-
pact on social and unit cohesion of the integration of 
women in ground combat units. Finally, the Marine 
Corps is looking at the experience of other countries. 
For example, Col Nettles said that the Australian 
Defense Force is about five years ahead of the U.S. mil-
itary with regards to gender integration and may be a 
model for ways in which the U.S. Armed Forces could 
successfully open currently closed MOSs to women.

Col Nettles also noted the increased opportunity for 
women in today’s Marine Corps: there are double the 
number of women pilots since 1991; counter and hu-
man intelligence fields were opened to women recently; 
there are additional women in military police; there are 

newly created Female Engagement Teams (FETs) 
and Cultural Support Teams (CSTs). Additionally, 
the majority of promotion rates are similar across 
genders, though there is a difference in promotion 
rates for men and women at the E9 and O7 levels, 
which the Marine Corps is analyzing to determine 
the reasons for this gap.

Status of Integration of Women into 
Submarine Service, June 2011
LCDR Jean Sullivan, U.S. Navy

LCDR Jean Sullivan presented a briefing on the 
status of the integration of women into service on 
submarines. She stated that 20 women were com-
missioned and selected in FY 2010 for submarine 
service, and the first group of these women will be 
integrated into this service in November of 2011. 
These are highly qualified women, all of whom vol-
unteered for these positions, and the majority of 
whom have engineering degrees. Eight crews will 
be integrated and each crew will have two, nuclear-
trained, women division officers and one woman 
warfare-qualified supply corps officer. The decision 
to integrate each crew in this manner draws on the 
lessons learned from integrating women onto sur-
face warships by ensuring that more than one wom-
an is on each vessel and that the women submariners 
have female mentors. LCDR Sullivan stated that, as 
part of the Navy’s preparation of the existing sub-
mariner community for this integration, the Navy 
has focused on ensuring a culture of inclusion and 
made it clear that hazing and other such behaviors 
will not be tolerated. LCDR Sullivan also said that, 
as required by law, the Navy has notified Congress 
of its intent to expend funds to design the Ohio class 
replacement SSBN (Ballistic Missile Submarine), 
and to reconfigure existing submarines, to accom-
modate female crew members. The integration of 
female enlisted women into submarine service is 
part of a deliberate process, informed by the lessons 
learned from integrating female officers.

Summary of Focus Group Findings
During summer 2011, DACOWITS conducted a 
total of 21 focus group sessions, at seven locations, 
to inform its work on both the assignment of mili-
tary women and the weapons training received by 
deploying military women. A total of 199 partici-
pants attended the focus groups, with a range of 

three to 12 and an average of 10 participants per 
session, representing the entire Active component 
(AC) Services and some elements of the Reserve 
component (RC). Each focus group session includ-
ed Service members who had deployed to Operation 
Iraqi Freedom (OIF) and/or Operation Enduring 
Freedom (OEF), including junior and senior, en-
listed and officer, women and men.13

The majority of focus group participants were fe-
male (70%). Almost half of participants were non-
Hispanic White (48%), just over a quarter were 
non-Hispanic Black (26%), and almost a fifth were 
Hispanic (19%). The Army was the most repre-
sented Service, with over a quarter (28%) of partici-
pants, followed by the Marine Corps (21%), Navy 
(17%), Air Force (14%), Army National Guard 
(13%), and Reserves14 (8%).15 Nearly half of par-
ticipants were junior or senior Noncommissioned 
Officers (NCOs – E5-E9; 45%), and roughly a 
third were officers (33%; O1-O6, and including 
Warrant and Chief Warrant Officers), and almost 
half of participants had served more than ten years 
in the military (42%). Half of participants were 
married (50%). For a complete summary of the de-
mographic characteristics of these focus group par-
ticipants, see Appendix F-2. 

The methodology used by DACOWITS to identify 
salient themes related to the assignment of mili-
tary women and the weapons training of deployed 
women in the 2011 focus groups is the same ap-
proach used to identify salient themes related to the 
Wellness sexual assault and sexual harassment top-
ics, described in Chapter II. 

Weapons Training
To explore whether women are receiving adequate 
weapons training in preparation for deployment, 
DACOWITS asked women and men focus group 
participants a series of questions about their weap-
ons training. The vast majority of participants said 
that they have received weapons training. Although 
the majority of participants – both women and men 
– reported on the mini-survey that accompanied 
each focus group that the weapons training they 
have received is adequate, as this topic was explored 
in more detail during the focus group discussions, 
most participants subsequently described their 
weapons training as inadequate in some respects. 
Some reported that they had a bare minimum 
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amount of training. The most commonly cited inad-
equacies included: inconsistencies among Services, in-
stallations and MOSs; poor quality training, and not 
enough training; and trainers not taking training seri-
ously enough.

Some participants stated that they thought the reason, 
at least in part, for the pre-deployment weapons train-
ing inadequacies is lack of sufficient funding. With 
respect to whether the training varied between the gen-
ders, the majority of focus group participants stated 
that the pre-deployment training did not vary by gen-
der. However, some women focus group participants 
reported that they or others they knew of were issued 
new types of weapons once they arrived in theatre, ones 
on which they had not previously been trained. Some 
said they received training on these weapons then, but 
others reported that their training in theatre on these 
weapons was inadequate.

Full Integration of Women 
into Combat Units
To explore ways to effectively integrate women into 
ground combat units, and any barriers to such integra-
tion, DACOWITS asked women and men focus group 
participants a series of questions. These included ques-
tions about lessons learned from the previous integra-
tion of women onto combat ships and aircraft, impact 
on unit readiness if women were to be fully integrated, 
potential challenges that may arise to women’s full in-
tegration into combat units, and the degree to which 
mentoring might aid women’s integration.

Views on Eliminating the 
Assignment Policy

Although DACOWITS did not explicitly ask focus 
group participants their opinions on whether the cur-
rent assignment policy for military women should be 
eliminated, this question arose during several of the fo-
cus group discussions. Of those who shared their views, 
most were in support of changing the policy to open 
all specialties, including ground combat positions, to 
women, although a few participants expressed opposi-
tion to women serving in ground combat. Some par-
ticipants expressed the view that women will be able 
to successfully serve in ground combat as long as the 

standards are the same for both men and women. A 
few expressed concern that women who have served in 
ground combat unofficially are currently not receiving 
due recognition. 

Ways to Effectively Integrate 
Women into Combat Units

DACOWITS asked women focus group participants 
who have served in combat ships or aircraft, as well 
as men who have served alongside women in combat 
ships and aircraft, to share their experiences and lessons 
learned from these experiences, and to assess whether 
the military might apply these lessons to the full inte-
gration of women into ground combat units. These dis-
cussions led to several suggestions on the ways to make 
full integration a success, including having consistent 
and equal performance metrics and qualification crite-
ria for both men and women, having strong leadership 
support for this transition, integrating women in large 
numbers rather than one or two at a time, and having 
appropriate training and mentoring. 

Specifically with respect to mentoring, most focus 
group participants stated that mentoring would be 
helpful, to both women and men, to successfully in-
tegrate women into ground combat units. Several also 
noted that any mentoring program needs to be gender-
neutral, so as not to single out women as the only ones 
needing mentoring. When asked about what forms of 
mentoring would be helpful, some participants said 
that same-gender mentors are preferable, while others 
believed that mentors of both genders would be help-
ful. A few also said that informal mentoring is better 
than a “check-the-box” formal mentoring program. 

Possible Impact on Readiness

DACOWITS asked focus group participants to share 
their thoughts on the potential impact on military 
readiness of women’s full integration into combat units. 
Most focus group participants said that they thought it 
would either have a positive or no impact on military 
readiness, but a few thought it would have a negative 
impact (e.g., the perceived lack of strength or emotion-
ality of women). Some participants also said that there 
might be short-term impact during the transition of 
women into combat units, but that any negative effect 
would disappear over time. 

Possible Challenges

DACOWITS asked focus group participants to con-
sider, if women were fully integrated into combat 
units, the challenges that might arise. Specifically, 
participants were asked about whether there would 
be challenges related to: the success of the unit and 
its mission, the careers of individual women, and 
the well-being of women. Although most focus 
group participants were in support of fully integrat-
ing women into combat units, many noted several 
barriers to integration, such as the need to address 
cultural issues in a male-dominated environment 
and the possible increased potential for sexual ha-
rassment and assault, as well as inappropriate frater-
nization and logistical issues (e.g., facilities, hygiene, 
and access to health care). 

Relevant Literature  
and Other Resources
The following review of literature and other re-
sources focuses on the Committee’s Assignment 
topics. Additional resources are summarized in 
Appendix H-2.

Additional Support for Full Integration 
of Women into Combat Units
In its 2010 report, DACOWITS reviewed the 
sources beyond briefings and focus group research 
in support of its recommendation to eliminate 
the 1994 DoD combat exclusion policy. This sec-
tion summarizes sources of support that were not 
noted in the 2010 recommendations or previous 
DACOWITS reports, as well as sources of support 
that originated in the past year.

As described in DACOWITS’ 2010 report, and ear-
lier in this report, in December of 2010, the Military 
Leadership Diversity Commission (MLDC) recom-
mended the elimination of the 1994 combat exclu-
sion policy.16 In March of 2010, MLDC issued a 
report further elaborating on its reasoning in sup-
port of this recommendation. That report states 
that an increased need for diverse military leader-
ship informed the Commission’s recommendation, 
and that MLDC concluded the combat exclusion 
policy prevents women from entering tactical ca-
reer fields that lead to “career-enhancing assign-
ments” and that are associated with significantly 
higher promotion opportunities. With MLDC’s 

recommendation to eliminate the combat exclusion 
policy for women, however, came the caveat that 
qualification standards for combat arms positions 
should not be lowered because of a change in as-
signment policy. The Commission also considered 
the potential impact on military readiness brought 
about by women in combat and concluded that any 
negative impact on readiness would be negligible, 
noting that similar arguments were made against 
racial integration but never borne out. In fact, the 
Commission cited DACOWITS’ 2009 finding that 
a majority of focus group participants thought that 
women serving in combat in Iraq and Afghanistan 
had a positive effect on mission accomplishment. 
The Commission also cited testimony that com-
manders in theatre should be able to pick the most 
capable person for the job. The Commission further 
found that women are engaging in combat, given 
the current operational environment. Finally, many 
Commissioners consider the current policy funda-
mentally unfair and discriminatory since it requires 
assignments based on gender without regard to ca-
pabilities or qualifications.

As noted in the 2010 DACOWITS Report, numer-
ous high-ranking military commanders have ex-
pressed general support for eliminating restrictions 
on the assignment of military women as well.17 Since 
that report, Secretary of Defense Leon Panetta ex-
pressed his commitment to equal opportunity for 
all women and men in uniform upon the repeal of 
Don’t Ask, Don’t Tell: 

This is a historic day for the Pentagon and for the na-
tion. As Secretary of Defense, I’m committed to remov-
ing all the barriers that would prevent Americans from 
serving their country and from rising to the highest 
level of responsibility that their talents and capabilities 
warrant. These are men and women that put their lives 
on the line in the defense of this country —that’s what 
should matter the most.18 

President Obama similarly stated on that day, “It is 
time to recognize that sacrifice, valor and integrity 
are no more defined by sexual orientation than they 
are by race or gender, religion or creed.”19 

More directly, in commenting on the DoD WISR 
review of assignment restrictions for women, Army 
Chief of Staff GEN Raymond T. Odierno pub-
licly stated his support for expanding the roles of 
women in the military: “We need them there. We 
need their talent…. This is about managing talent. 
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We have incredibly talented females who should be in 
those [combat] positions. We have work to do within 
the [Defense Department] to get them to recognize 
and change.”20

Public support for allowing women to serve in direct 
combat roles is substantial as well. For example, on 
March 16, 2011, the Washington Post and ABC News 
released a poll showing that 73% of Americans sup-
port allowing military women to serve in ground units 
engaging in close combat. Majority support for wom-
en in ground combat was widespread: 73% of women 
and 72% of men, 80% of Democrats and 62% of 
Republicans, 79% of those with college degrees and 
66% of those with less than a high school education, 
and 86% of individuals under the age of 31 and 57% 
of senior citizens expressed support for women in di-
rect ground combat.21 

Potential Obstacles Facing Integration 
of Women into Combat Units
Col Nettles’ briefing on the Marine Corps’ WISR re-
view revealed that a significant consideration in de-
ciding whether to open ground combat positions to 
women is whether women are physically able to meet 
the demands of ground combat. In a similar vein, 
DACOWITS’ focus group research elicited com-
ments from some participants that all military posi-
tions should be opened to women if they can meet the 
same standards applied to men, presumably referring 
primarily to physical standards. MLDC, in its recom-
mendation to open all military positions to women, 
also cautioned that implementation of its recommen-
dation should not result in a lowering of the qualifica-
tion standards for these positions. 

A recent article by Maia B. Goodell, an attorney and 
former Surface Warfare Officer in the U.S. Navy, draws 
on studies of vocational testing, athletics, and military 
fitness to examine in some detail what she terms the 
“physical-strength rationale” for excluding women 
from military combat positions.22 She identifies four 
problems with the physical-strength argument: stereo-
typing, differential training, trait selection, and task 
definition. She concludes that “[w]hat appears to be 
a biological truth is actually better understood as a 
normative belief that the military’s job is in some way 

peculiarly suited to men. It is not that women’s bodies 
do not measure up against an objective standard, but 
that the standard is defined so women do not fit it.”23 

The first difficulty with the physical strength rationale, 
Ms. Goodell asserts, is that it is based in part on the 
gender stereotype that because some women cannot 
pass the physical tests to serve in particular positions, 
no woman should be permitted to serve. That the ex-
clusion is based on a gender stereotype is clear from 
the fact that the same principle is not applied to men. 
Ms. Goodell also summarizes Supreme Court and 
other case law holding that governmental policies can-
not differentiate between men and women based on 
such gender stereotypes, including Owens v. Brown (a 
district court case),24 which declared unconstitutional 
an act of Congress that prevented women’s assign-
ment to most Navy vessels. The appropriate substitute 
for determinations based on gender stereotyping, she 
states, is determinations based on individual evalua-
tion and qualifications.

The second difficulty with the physical-strength ratio-
nale, in Ms. Goodell’s view, is that it “leap[s] to the 
conclusion that the observed differences in physical 
strength [between men and women] must be entirely 
inherent.”25 To refute this conclusion, she cites sever-
al studies, including those involving military women, 
demonstrating that the differences are not solely inher-
ent and that appropriate training can reduce them sig-
nificantly. A study not cited by Ms. Goodell, conducted 
by the U.S. Army Research Institute of Environmental 
Medicine in November 1997, found that only 24% of 
women volunteers were initially found capable of per-
forming tasks normally conducted by men in the mili-
tary. However, after 24 weeks of training, this figure 
rose significantly—to 78%.26 Evidence supporting the 
impact of training can also be drawn from a 2002 U.K. 
Ministry of Defence study, which reviewed over 100 
works comparing the physicality of men and women. 
The study noted that proper training greatly increased 
women’s physical ability, and to some extent this ability 
rose in greater proportion in women compared to men, 
particularly in aerobic conditioning.27 

The third difficulty with the physical-strength ratio-
nale, in Ms. Goodell’s analysis, is its trait selection, by 
which she means that women are too often measured 

against physical standards that may not have been 
validated, even for men. In the civilian world, to 
pass muster under Title VII of the Civil Rights Act, 
which prohibits sex and other forms of discrimina-
tion in employment, an employment standard that 
has a differential impact on women and men must 
be shown to validly predict job performance.28 She 
notes that there were several challenges to physi-
cal-strength standards under this standard when 
women first competed for jobs as police and fire-
fighters and that the military itself does not “hold 
[its] general physical-fitness requirements to map 
onto job-specific requirements. In fact, the military 
has different requirements based on age group and 
sex.”29 After reviewing the studies on trait selection, 
including those involving military women, as well 
as actual performance in “real life examples,”30 Ms. 
Goodell concludes that too often it is “the strate-
gic selection of the measures, not the job require-
ments,” that leads to the gap between women and 
men’s physical abilities, when one exists.31 

Finally, with regard to task definition, Ms. Goodell 
argues that it would not be a burden for the mili-
tary, an organization that is constantly redefining 
and improving itself to maintain its competitive ad-
vantage, to redefine some tasks to address women’s 
differing physical abilities. It may even be a benefit. 
For example, based on empirical study of some of 
women’s so-far unmeasured physical characteristics, 
such as their smaller stature or greater endurance, 
some military tasks could be redesigned in ways that 
advantage everyone.32 

Ms. Goodell concludes that the physical strength 
rationale sacrifices military readiness based on “in-
accurate views about women’s and men’s ability…. 
[and] leads to excluding available personnel who 
not only would be capable of doing the job, but 
also might do it better.”33 

Other Sources of Information on 
Ways to Achieve Full Integration 
of Women into Combat Units
Should the U.S. open ground combat positions to 
women in the military as DACOWITS has recom-
mended, it would not be the first country to do so. 
Canada, the Czech Republic, Denmark, Hungary, 
Netherlands, Norway, Austria and Ireland all 
have women serving in combat arms positions.34 
Australia recently opened combat jobs to women.35 

While little doubt remains that women are per-
forming to the standards of their male colleagues, 
they have faced significant challenges—many of 
them cultural in nature—integrating into a male-
defined and male-dominated workforce.36 Canada 
offers the U.S. a particularly useful historical prec-
edent for gender integration in the military. In 
1989, the Canadian forces decided to fully integrate 
women into all positions, including combat arms, 
over a 10-year period, after a long, deliberative pro-
cess that considered the roles of women military 
members dating to a 1970 report from the Royal 
Commission on the Status of Women.37 

A study of the experience of other countries was be-
yond the scope of this report, but DACOWITS may 
wish to examine this in greater depth in the future.

Recommendations 
This section provides the 2011 DACOWITS rec-
ommendations on Assignments and summarizes 
the reasoning in support of these recommendations. 
The recommendations and reasonings are based on 
the research and resources summarized in previous 
sections within this chapter. 

Recommendation 1: DoD should eliminate the 
1994 combat exclusion policy and direct the 
Services to eliminate their respective assign-
ment rules, thereby ending the gender-based re-
strictions on military assignments. Concurrently, 
DoD and the Services should open all related 
career fields/specialties, schooling and training 
opportunities that have been closed to women 
as a result of the DoD combat exclusion policy 
and service assignment policies.

Reasoning

This recommendation repeats the recommenda-
tion made by DACOWITS in 2010. As described 
in DACOWITS’ 2010 Report, that recommenda-
tion was grounded in focus group and other research 
gathered by the Committee in 2009 and additional 
research supporting the expansion of roles of women 
gathered by the Committee in 2010. Because DoD 
is at this time reviewing the 1994 combat exclusion 
policy in response to a congressional directive to do 
so, DACOWITS believes it is important to repeat 
and re-emphasize this recommendation. Moreover, 
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the Committee continued to find strong support for this 
recommendation in its focus group and other research 
conducted this year, including in the final report of the 
Military Leadership Diversity Commission and the state-
ments of high-ranking DoD personnel. Equally impor-
tant, the Committee found no insurmountable obstacles 
to integrating women into currently closed positions. 

Recommendation 2: The Services should develop 
appropriate physical standards by MOS, relevant 
to the job to be performed.

Reasoning 

The Committee’s 2010 recommendation, repeated 
above in 2011, would end gender-based restrictions 
on military assignments. This would mean opening to 
women combat arms career fields and MOSs that are 
currently closed, allowing women to compete for all as-
signments for which they are qualified. The Committee 
is concerned, however that DoD and the Services, in 
the review that they are currently undertaking of as-
signment policies for women, may be evaluating wom-
en on an “average” rather than an individual basis and 
may be using or establishing standards to judge wom-
en’s qualifications that have not been validated, even 
for men. Instead, the selection of military personnel 
for assignment should be based on individual qualifi-
cations, not on gender or other stereotyped concepts 
of women’s or men’s capabilities. The qualifications 
should be those necessary to perform the actual du-
ties of a specific military job and any standards for the 
job, especially physical standards, should be validated 
to ensure that they accurately predict job performance.

Recommendation 3: In addition to a general in-
crease in quality of pre-deployment weapons 
training, the Services should ensure that de-
ployed Service members receive appropriate in-
country weapons training on the weapons used 
by the units in which they are serving in theatre.

Reasoning

Focus group participants, both men and women, de-
scribed their pre-deployment weapons training as inad-
equate in some respects. Some reported receiving a bare 
minimum of training, and some complained about the 
quality and consistency of the training. Additionally, 
some women focus group participants reported that, 
once in theatre, they were issued new weapons on 
which they had not been previously trained and that 
weapons training while deployed was inadequate. The 
Committee believes that weapons training both pre- 
and post-deployment should be improved for both 
women and men Service members.

Best Practices
In the course of examining ways to effectively integrate 
women into combat units, DACOWITS identified, 
and wished to suggest, several best practices.

Best Practice 1: Leaders should adopt practices 
similar to those that were implemented during 
the process of the repeal of Don’t Ask Don’t Tell, 
in which they visibly support the integration of 
women into currently closed positions.

Comment

Leadership is key to the successful implementation of 
new policies and programs. It is very apparent that the 
soldiers, sailors, airmen, and marines get on board with 
new programs when the leaders at all levels of the or-
ganization support the new policies and programs and 
actively demonstrate their support, including during 
briefings and training.

Best Practice 2: The Services should employ a 
phased approach for a full integration of women 
into all currently closed combat assignments. At 
a minimum, several women should be integrated 
into units at a time. The integration should occur 
in the combat engineers, artillery, and armor fol-
lowed by the infantry.

Comment

The integration of women into combat units will 
require that some facilities be modified, training 
be reviewed, and testing be conducted to ensure 
that job-related standards are employed in selecting 
Service members for particular assignments. Navy 
experience in bringing women onto warships sup-
ports the practice of integrating women into cur-
rently closed units several at a time. The Committee 
believes that, since women are already present in 
some MOSs and various levels in the combat en-
gineers and artillery, the transition of women into 
these units should be relatively easy. The transition 
into armor and infantry could require more time 
and effort. 

Best Practice 3: DoD and the Services should 
have more of an emphasis on mentorship, 
both formal and informal. However, leader-
ship needs to encourage and support infor-
mal mentorship.

Comment

During focus group sessions the importance of 
mentorship was discussed. Although mentoring is 
important to all Service members, it will be espe-
cially important for the women who are integrated 
into combat units. Informal mentoring, because it 
is not done to meet a requirement, can be more ap-
pealing because all involved have chosen to be in a 
mentoring relationship.

Best Practice 4: The Services should assure 
their recruitment policies fully support the 
successful integration of women into the com-
bat arms. 

Comment

If restrictions on the assignment of women are lifted 
as DACOWITS has recommended, it will be im-
portant for all Services to attract and recruit both 
men and women to serve in the combat arms. Some 
current policies may unnecessarily discourage po-
tential recruits from considering such service – and 
possibly service in the military itself. For example, 
the Marines tell recruits that they may be put into 
the infantry involuntarily, even though such in-
voluntary assignments seldom occur. The Marine 
Corps should review its policy of involuntarily as-
signing recruits to infantry.
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Appendix A

DACOWITS Charter

1.	 Official Designation: The Committee shall 
be known as the Defense Advisory Committee 
on Women in the Services (hereafter referred 
to as “the Committee”). 

2.	 Authority: The Secretary of Defense, un-
der the provisions of the Federal Advisory 
Committee Act of 1972 (5 U.S.C., Appendix 
2), and 41 CFR Â§ 102-3.50(d), established 
the Committee. 

3.	 Objectives and Scope of Activities: The 
Committee shall examine and advise on mat-
ters relating to women in the Armed Forces 
of the United States. 

4.	 Description of Duties: The Committee, 
through the Under Secretary of Defense for 
Personnel and Readiness, shall provide inde-
pendent advice and recommendations to the 
Secretary of Defense on matters and policies 
relating to women in the Armed Forces of 
the United States. 

5.	 Agency or Official to Whom the Committee 
Reports: The Committee reports to the 
Secretary of Defense. Pursuant to DoD 
policy, the Under Secretary of Defense for 
Personnel and Readiness may act upon the 
Committee’s advice and recommendations. 

6.	 Support: The Department of Defense, 
through the Office of the Under Secretary 
of Defense for Personnel and Readiness, 
shall provide support necessary for the per-
formance of the Committee’s functions and 
shall ensure compliance with the require-
ments of 5 U.S.C., Appendix 2. 

7.	 Estimated Annual Operating Costs and 
Staff Years: It is estimated that the annual 
operating costs, to include travel costs and 
contract support, for this Committee is 
$700,000.00. The estimated annual person-
nel costs to the Department of Defense are 
9.0 full-time equivalents (FTEs). 

8.	 Designated Federal Officer: The Designated 
Federal Officer, pursuant to DoD policy, 
shall be a full-time or permanent part-time 
DoD employee, and shall be appointed in 
accordance with established DoD policies 
and procedures.

In addition, the Designated Federal Officer is 
required to be in attendance at all meetings; 
however, in the absence of the Designated 
Federal Officer, the Alternate Designated 
Federal Officer shall attend the meeting. 

9.	 Estimated Number and Frequency of 
Meetings: The Committee shall meet at the 
call of the Designated Federal Officer, in 
consultation with the Chairperson, and the 
estimated number of Committee meetings 
is seven per year. 

10.	 Duration: The need for this advisory func-
tion is on a continuing basis; however this 
charter is subject to renewal every two years. 

11.	 Termination: The Committee shall ter-
minate upon completion of its mission or 
two years from the date this charter is filed, 
whichever, is sooner, unless extended by the 
Secretary of Defense. 
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12.	 Membership and Designation: The Committee 
shall be composed of not more than 35 mem-
bers who have experience with the military or 
with women’s workforce issues. 

Committee members shall be appointed by the 
Secretary of Defense, and their appointments 
will be renewed on an annual basis. Those 
members, who are not full-time or permanent 
part-time federal officers or employees, shall be 
appointed as experts and consultants under the 
authority of 5 U.S.C. Â§ 3109, and serve as spe-
cial government employees. 

Generally, Board members will be approved by 
the appointing authority to serve on the Board 
for a term of three years with approximately one-
third of the membership rotating annually, to 
the extent possible. With the exception of travel 
and per diem for official travel, Board members 
shall serve without compensation. 

The Secretary of Defense shall designate the 
Committee’s Chairperson. 

Pursuant to DoD rules and regulations, the 
Under Secretary of Defense for Personnel and 
Readiness may appoint additional experts and 
consultants to advise the Committee. These ex-
perts and consultants, appointed under the au-
thority of 5 U.S.C. Â§ 3109, shall have no voting 
rights whatsoever on the Committee or any of 
its subcommittees, and they shall not count to-
ward the Committee’s total membership. 

13.	 Subcommittees: With DoD approval, the 
Committee is authorized to establish subcommit-
tees, as necessary and consistent with its mission. 
These subcommittees or working groups shall op-
erate under the provisions of the Federal Advisory 
Committee Act of 1972, the Government in the 
Sunshine Act of 1976 (5 U.S.C. Â§ 552b), and 
other appropriate Federal regulations. 

Such subcommittees or workgroups shall not 
work independently of the chartered Committee, 
and shall report all their recommendations and 
advice to the Committee for full deliberation 
and discussion. Subcommittees or workgroups 
have no authority to make decisions on behalf 
of the chartered Council; nor can they report 
directly to the any Federal officers or employees 
who are not Committee members. 

14.	 Recordkeeping: The records of the Committee 
and its subcommittees shall be handled accord-
ing to section 2, General Record Schedule 26 
and appropriate Department of Defense policies 
and procedures. These records shall be available 
for public inspection and copying, subject to the 
Freedom of Information Act of 1966 (5 U.S.C. 
Â§ 552, as amended). 

15.	 Filing Date: 17 April 2010 
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Appendix B
Biographies of DACOWITS Members

Nancy Duff Campbell 
Washington, D.C.
Ms. Nancy Duff Campbell is a founder and Co-
President of the National Women’s Law Center, 
where she has participated in the development and 
implementation of key legislative initiatives and lit-
igation protecting women’s rights for over 35 years. 
She was named one of the top 25 heroines whose 
actions over the last 25 years have advanced women 
in the workplace by Working Woman magazine, 
the Woman Lawyer of the Year by the District of 
Columbia Women’s Bar Association, and a Woman 
of Genius by Trinity College. She received the 
William J. Brennan Award from the District of 
Columbia Bar and a Lifetime Achievement Award 
from the U.S. Department of Health and Human 
Services, and was appointed by Congress to the 
U.S. Commission on Child and Family Welfare. 
She is a member of the Princeton University Center 
for Research on Child Wellbeing Advisory Board, 
Low-Income Investment Fund Board of Directors, 
Alliance for National Defense Board of Advisors, 
among others. She received her A.B. from Barnard 
College of Columbia University and her J.D. from 
New York University. 

COL (Ret) Margarethe Cammermeyer 
USA/USAR/ANG Retired 
Langley, Washington
Col (Ret) Margarethe Cammermeyer earned her BS 
from the University of Maryland, her Master of Arts 
and Ph.D. from the University of Washington. She 
joined the Army Student Nurse program, ultimately 
serving 31 years in U.S. Army, Reserve/National 
Guard. She was stationed in Texas, Georgia, 
Germany, Virginia, Vietnam and Washington. 
Military awards and honors include the Bronze Star 
for Meritorious Service during the Vietnam War, 
the Meritorious Service Medal, “A” proficiency 

designator by Surgeon General. She was named 
Woman of the Year by the Woman’s Army Corps 
Veterans, and Nurse of the Year by the Veterans 
Affairs Department in 1985, and Who’s Who (vari-
ous editions since 1991). Following her challenge of 
the military antigay policy she was award the Woman 
of Power Award, NOW, 1992, Distinguished 
Alumni Award University of Washington, School 
of Nursing 1995, Woman Who Dared Award, 
National Council of Jewish Women 1999, to name 
a few. She currently runs an Adult Family Home, 
is the Hospital Commissioner at Whidbey General 
Hospital, and guest lectures around the country on 
issues of gay/lesbian social justice.

Brigadier General (Ret)  
Julia J. Cleckley, ARNG, Retired  
Fredericksburg, Virginia
BG (Ret) Julia Cleckley began her military career in 
the Women’s Army Corps (WAC). She resumed her 
military career and spent 28 years in the active Army 
National Guard (AGR). She was the first African 
American female to be promoted to a Brigadier 
General of the line in the Army National Guard 
and became the first woman to be assigned as the 
Chief, Human Resources Officer (G-1) for Army 
National Guard. She served as a Department of 
Veterans Affairs Advisory Committee member, and 
was charged with providing advice to the Secretary 
of Veterans Affairs on administration of benefits and 
services for minority veterans. She is the former chair 
of the Army National Guard Equal Employment 
Opportunity and Diversity Committee. General 
Cleckley is the recipient of many honors to include 
the Distinguished Service Medal and the National 
Association for the Advancement of Colored People 
(NAACP) Roy Wilkins Renowned Service Award, 
identified in Cambridge Who’s Who Honors 
Edition 2007 and is a member of the Hunter 
College Hall of Fame. She received her BA degree in 
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Psychology and Education from Hunter College and 
her Masters in Human Resources Management from 
Golden Gate University. She is currently an inspira-
tional and keynote speaker for Cleckley Enterprises.

The Honorable Ruby DeMesme  
Oakton, Virginia
The Honorable Ruby DeMesme has more than 36 
years of public service, which includes 22 years of ex-
ecutive level and supervisory experience in the defense 
industry and 18 months on Capitol Hill with the U. S. 
Senate. She has served in several Presidential appoint-
ed positions in the Department of Defense, the last 
being Senate confirmed as Assistant Secretary of the 
Air Force for Manpower, Reserve Affairs, Installations 
and Environment. In addition to co-developing and 
overseeing myriad DoD Quality of Life Policies and 
Programs, Hon DeMesme is recognized as an expert 
in family support, health care and child develop-
ment programs. She also managed the military ap-
pellate review process as well as EEO and Diversity 
programs and policies. She has served in numerous 
positions for the U.S Air Force and U.S. Army both 
stateside and abroad. Hon DeMesme currently works 
for Deloitte Federal Consulting Solution as Director 
for Human Capital Innovation Strategy. She received 
a BA from Saint Augustine College, and M.S.W. 
from the University of North Carolina. Her major 
awards and honors include, House of Representatives, 
Congressional Tribute, Exceptional Civilian Service 
Award, Tuskegee Airmen Inc. Distinguished Service 
Award, Vice President Gore’s Hammer Award for 
Reinventing Government, Meritorious Civilian Service 
Award, University of North Carolina Distinguished 
Alumni Award, Air Force Association, Distinguished 
Leader Award, Superior Civilian Service Award, 
Exceptional Performance Awards, and the U.S. Army, 
Commanders Award for Exceptional Service. She is an 
accomplished author and mentor.

SgtMajMC John L. Estrada, USMC Retired  
Orlando, Florida
SgtMaj John L. Estrada is a highly decorated veter-
an, having served over 34 years in the United States 
Marine Corps. SgtMaj Estrada started his career as a 

recruit at Parris Island, South Carolina in September of 
1973. He served in many assignments throughout his 
career to include serving with all four Marine Aircraft 
Wings, Drill Instructor duty, Recruiting Duty, Light 
Armored Reconnaissance Company 1st Sergeant, 
Infantry Battalion Sergeant Major, Recruit Training 
Regimental Sergeant Major, and 3rd Marine Aircraft 
Wing Sergeant Major. His long and distinguished 
career culminated in the assumption of duties as the 
15th Sergeant Major of the Marine Corps from June 
2003 to April 2007 His deployments include the 
Western Pacific and Arabian Gulf, Operation Southern 
Watch, Operation Enduring Freedom, and Operation 
Iraqi Freedom. His personal awards include the 
Distinguished Service Medal (Navy), Bronze Star, the 
Meritorious Service Medal with three gold stars, Joint 
Service Commendation Medal, Navy/Marine Corps 
Achievement Medal, and numerous other awards. He 
is a Presidential Appointee on the American Battle 
Monuments Commission, a member on the National 
Board of Directors for Operation Homefront, a mem-
ber on the USO National Board of governors executive 
committee, and Executive Advisory Council member 
for Mission Readiness. SgtMaj Estrada is currently the 
Senior Program Manager for Training Solution Inc. 
(TSI), a wholly owned subsidiary company of Lockheed 
Martin Corporation in Orlando, FL. In this capacity, 
John manages 1100 employees employed across the 
U.S. performing training and logistics missions. 

Holly Hemphill  
Washington, D.C.
Holly Hemphill began her career as a civilian 
Management Intern with the Department of Army 
in the Pentagon. She later served in the Office of the 
Assistant Secretary of the Army for Manpower and 
Reserve Affairs as Staff Assistant for Civilian Personnel 
Policy and Equal Opportunity and Director of the Office 
of Employment Policy and Grievance Review. She en-
tered private law practice after working in Paris, France, 
where she advised an international organization, and 
after serving as Counsel at the Federal Labor Relations 
Authority. She was appointed by Secretary of Defense 
William Perry to the Defense Advisory Committee on 
Women in the Services and named by him to Chair 
the Committee in 1996. For her contributions, she was 

awarded the Defense Medal for Outstanding Public 
Service. She was appointed by the City Council of 
Alexandria, Virginia to the City’s Budget and Fiscal 
Affairs Advisory Committee where she served for 
nine years and held positions of Vice Chair and Co-
Chair. She is a member of the National Advisory 
Council of the Alliance for National Defense and 
a Trustee of the Trudeau Institute. She retired as a 
tax partner with an international law firm at the end 
of 2008. She now serves as Senior Counsel at the 
National Women’s Law Center where she advises on 
tax policy matters and on issues relating to women 
in the military. She is a member of the District of 
Columbia Bar, the Virginia State Bar, the California 
State Bar, and the United States Tax Court Bar. She 
is a graduate of the Georgetown University Law 
Center and received her undergraduate degree from 
University of Oklahoma.

Honorable Deborah Lee James  
Vienna, VA
The Honorable Debbie James has served in senior 
homeland and national security management, 
policy and program positions in government and 
the private sector for more than 25 years. She 
worked for a decade as a professional staff mem-
ber on the House Armed Services Committee. 
Ms. James was then appointed by the President 
and confirmed by the US Senate as the Assistant 
Secretary of Defense for Reserve Affairs, a position 
she held for five years. Her awards for government 
service include the Secretary of Defense Medal 
for Outstanding Public Service (1997 and 1998), 
Meritorious Civilian Services Medals awarded by 
Army, Navy, Air Force, and Coast Guard (1998). 
She earned an A.B. in Comparative Studies at 
Duke University, and a Masters in International 
Affairs from Columbia University. She was re-
cently appointed SAIC Executive Vice President 
for Communications and Government Affairs after 
serving as the SAIC Business Unit General Manager 
of the C4IT Business Unit, a team of 3000 employ-
ees specializing in C4 (command, control, commu-
nications and computers) as well as aviation support 
services for the US Military. She currently serves as 
the National Advisory Board Chair of the Pentagon 
Federal Credit Union Foundation (2009-present) 
and was a member of the USO World Board of 
Governors (1998-2008).

Lieutenant General (Ret)  
Claudia J. Kennedy, USA Retired  
Hilton Head Island, SC
LTG (Ret) Claudia J. Kennedy is the first wom-
an to achieve the rank of three-star general in the 
United States Army, taking her from the Women’s 
Army Corps in the late 1960’s to the position of 
Deputy Chief of Staff for Army Intelligence from 
1997-2000. She oversaw policies and operations af-
fecting 45,000 people stationed worldwide with a 
budget of nearly $1 billion. During her military ca-
reer, General Kennedy received honors and awards, 
including the National Intelligence Distinguished 
Service Medal, the Army Distinguished Service 
Medal, and four Legions of Merits. She served abused 
and neglected children by chairing First Star, a non-
profit corporation. Her book, Generally Speaking, 
was published in September 2001. She was asso-
ciated with The White House Project, Population 
Action International, The Third Way, NeuralStem, 
Inc., Volunteers of America, the International Spy 
Museum, Neighborhood Outreach Connection, 
and was a trustee for Rhodes College. She has con-
sulted for Essex Corporation and for Walmart, Inc. 
She has appeared as a military consultant for NBC 
and CNN and as a guest on Larry King Live, Aaron 
Brown, Wolf Blitzer and ABC’s Good Morning 
America among others. Claudia remains associated 
with the American Security Project, Human Rights 
First, Hilton Head Humane Association and with 
Opportunity International. She is a commissioner 
for the White House Fellows Program. General 
Kennedy has a BA degree in Philosophy from 
Rhodes College.

Brigadier General (Ret)  
Maureen K. LeBoeuf, USA Retired 
Cary, North Carolina
BG (Ret) Maureen LeBoeuf served 28 years in 
the U.S. Army. She held various staff and leader-
ship positions as well as flying UH-1 helicopters 
in the continental United States and Europe. She 
was the Professor and Head of the Department of 
Physical Education at the United States Military 
Academy at West Point from 1997 until her retire-
ment in 2004. She was the first woman department 
head at the United States Military Academy since 
it was founded in 1802. Maureen graduated from 
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St. Bonaventure University with a Bachelor of Science 
degree in Education and she holds a Masters and 
Doctorate of Education, Curriculum and Instruction 
from the University of Georgia as well as an Executive 
Diploma in Strategic Leadership, U.S. Army War 
College and an Executive Diploma in Management 
and Leadership, U.S. Army Command and General 
Staff College. Currently she is the Executive Director 
of the Feagin Scholars Leadership Program at Duke 
Sports Medicine and a consultant engaged in executive 
leadership development. 
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Appendix C
Installations Visited

USCG  
Norfolk, Virginia

Naval Station  
Norfolk, Virginia

Fort Stewart, Georgia 

Fort Bragg, North Carolina 
 

Belle Chasse Joint  
Reserve Base, Louisiana 

Army National Guard,  
St. Petersburg, Florida

MacDill AFB,  
Tampa, Florida

Camp Lejeune,  
North Carolina

LTG (Ret) Claudia Kennedy and 
BG (Ret) Maureen K. LeBoeuf

BG (Ret) Julia J. Cleckley and 
Ms. Nancy Duff Campbell

BG (Ret) Julia J. Cleckley and 
The Honorable Ruby DeMesme

The Honorable Deborah 
Lee James and Ms. Nancy 
Duff Campbell

BG (Ret) Maureen K. 
LeBoeuf and The Honorable 
Deborah Lee James

SgtMajMC (Ret) John L. Estrada 

COL (Ret) Margarethe 
Cammermeyer

BG (Ret) Julia J. Cleckley 
and Ms. Holly Hemphill

8 June 2011 

9-10 June 2011 

15-16 June 2011 

22-23 June 2011 
 

25 June 2011 
 

16-17 July 2011 

18-19 July 2011 

21-22 July 2011

Site Members Dates
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Appendix D
Focus Group Protocols
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Defense Advisory Committee on Women in the Services

Appendix D-1
DACOWITS 2011 Wellness Focus Group 
Protocol – Enlisted Service Members

Session Information
Location: 

Date: 

Time: 

Facilitator: 

Recorder: 

# of Participants present for entire session: 

# of Participants excused/reasons: 

 

Focus Group Kick-Off: Key Points to Cover
�� Welcome attendees

�� Thank you for taking the time to join our discussion today. 
�� I am ___ (insert name) and I am a member of the Defense Advisory Committee on Women in the 

Services (DACOWITS), and this is ___ (introduce partner), also a member of DACOWITS.
�� Our scribe, ___ (insert name), is with ICF International, a research firm hired to record these sessions, 

and s/he is a part of the DACOWITS research team. 
�� Introduce DACOWITS and its purpose

�� DACOWITS stands for the Defense Department Advisory Committee on Women in the Services
�� DACOWITS is responsible for advising the Department of Defense on issues relating to integration of 

women in the Armed Forces 
�� Every year, with input from the Office of the Secretary of Defense, DACOWITS selects specific topics 

on which to prepare a report for the Secretary of Defense.
�� Specific topics that we’ll discuss today are your views about: 

»» Sexual assault prevention and services to victims
»» Sexual harassment prevention and services to victims

�� Describe how focus group session will work
�� A focus group is basically just a guided discussion. As the facilitator, I have a set of scripted questions 

that I’d like to cover today. Our scribe serves as recorder. S/he will generate a transcript of our discus-
sion but will not take down anyone’s name.

�� The session will last approximately 90 minutes, and we will not take a formal break. (Restrooms are 
located xxxxxx)

�� We consider you the experts on this topic; your opinions and attitudes are important to us. While we 
would like to hear from everyone; feel free to answer as many or as few questions as you prefer.
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�� Explain ground rules
�� Please speak clearly and one at a time.
�� There are no right or wrong answers.
�� We want to hear the good and the bad.
�� We respect and value differences of opinion.
�� Please avoid sidebar conversations.
�� If I feel we’ve covered a topic, I’ll move us along. 

�� Emphasize that participation is voluntary and that privacy and confidentiality will be maintained
�� Your participation in this session is voluntary.
�� If you would prefer to excuse yourself from the focus group at this time, you are free to do so.
�� We treat the information you share as confidential. That means we will protect your confidentiality to the ex-

tent allowable by law. We will not reveal the names of study participants and no information will be reported 
that can identify you or your family. In fact, all members of the DACOWITS research team (members and 
staff) have signed confidentiality agreements pledging to safeguard the confidentiality of the information we 
gather in these sessions.

�� Your name will not be linked to your answers or to any comments you make during the discussion.
�� There are some behaviors that we are required to report. If we learn that you are being hurt or planning on 

hurting yourself or others, or others are being hurt or planning on hurting themselves or others, the law re-
quires that we share this information with someone who can help and the appropriate authority. 

�� If you would like to speak with your installation’s Sexual Assault Response Coordinator, s/he is available to 
speak with you during or after our focus group session. 

�� Also, because this is a group meeting, it is important that each of you agree to respect and protect each other’s 
privacy. We expect you to keep any information you hear today in the strictest of confidence, and not discuss 
it with anyone outside of this group. 

�� We will begin by passing out a couple of short forms. 
»» The first is a participant rights form for you to read. If you do not agree to the terms in the form, we will 

not be able to include you in the group today. If you stay in the group, this will indicate your consent.
»» The second is a short mini-survey which we ask you to complete anonymously. Please do not include 

your name. This mini-survey allows us to compile data on the number and kinds of participants who we 
spoke to during our site visits. 

Warm-Up/Introductions
Before we get started with our discussion of sexual assault and sexual harassment in the military, let’s go around the 
room and please tell us: 

1.	 Your branch of Service (e.g., AC Marine Corps, Army Reserve).

2.	 How many years you’ve served in the military.

3.	 Your career field or MOS.

Prevalence of SA/SH in Military
So we are all talking about the same thing and can distinguish the two, I’d like to read you the DoD definitions 
of sexual assault and sexual harassment:

Here is the definition of sexual assault:

Sexual assault is a crime. Sexual assault is defined as intentional sexual contact, characterized by use of force, physical 
threat or abuse of authority, or when the victim does not or cannot consent. Consent should not be deemed or con-
strued to mean the failure by the victim to offer physical resistance. Additionally, consent is not given when a person 
uses force, threat of force, coercion or when the victim is asleep, incapacitated, or unconscious. Sexual assault includes 
rape, nonconsensual sodomy (oral or anal sex), indecent assault (e.g., unwanted and inappropriate sexual contact or 
fondling), or attempts to commit these acts. Sexual assault can occur without regard to gender, spousal relationship, 
or age of victim.

Sexual harassment is:

A form of sexual discrimination that involves unwelcome sexual advances, requests for sexual favors, and other verbal 
or physical conduct of a sexual nature when: Submission to, or rejection of, such conduct is made either explicitly or 
implicitly a term or condition of a person’s job, pay, career, or Submission to, or rejection of, such conduct by a person 
is used as a basis for career or employment decisions affecting that person, or Such conduct has the purpose or effect 
of unreasonably interfering with an individual’s work performance or creates an intimidating, hostile, or offensive 
working environment.

NOTE TO MODERATOR: If a participant asks for clarification, please note that one can be sexually 
assaulted by someone they’ve had sex with before or since willingly; one can be sexually assaulted 
by a woman as well as a man; and it counts as sexual assault even if you didn’t resist or even if you 
had an orgasm.

Please consider these definitions as we talk about sexual assault and sexual harassment in the military. Let me 
know if you need me to re-read them at any point during our discussion. 

4.	 Do you think sexual assault is common in the military these days? In your opinion, does it happen fre-
quently, occasionally, or rarely?

5.	 Since you’ve been in the service, have you seen any change in how frequently sexual assault takes place? 

6.	 Do you think sexual harassment is common in today’s military? In your opinion, does it happen frequently, 
occasionally, or rarely? 

7.	 Since you’ve been in the service, have you seen any change in how frequently sexual harassment takes place? 

8.	 Considering what you’ve told us about the frequency of both sexual assault and sexual harassment, what do 
you think may account for the changes you describe? If things haven’t improved, what are the main barriers 
to reducing sexual assault and sexual harassment?

Impact of SA/SH on Performance/Readiness
9.	 Do you think sexual assault has an impact on a unit’s readiness and its ability to perform its mission?  

If so, how?

10.	 Do you think sexual harassment has an impact on a unit’s readiness and its ability to perform its mission? 
If so, how?
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Reporting of and Response to SA/SH Incidents
Next, I have some questions about reporting sexual assault and sexual harassment incidents. 

11.	 If a friend experienced sexual assault or sexual harassment, where would you refer that individual to get help and 
assistance? 

12.	 Do barriers exist that might prevent your friend from being willing to report the incident or get help? If so, de-
scribe them.

13.	 Are you aware of any safeguards or protections that exist to protect an individual who complains of sexual assault 
or sexual harassment from retaliation for making such a complaint? If so, do you think they are working well?

14.	 Do you think most victims seek assistance with problems of sexual harassment or sexual assault on or off the base? 

15.	 How do you think reporting an incident of sexual assault or sexual harassment has an impact on promotions, 
assignments or approved training for those who make such reports? 

16.	 Do you think incidences of sexual assault or sexual harassment are under reported? If so, why? 

17.	 What grade (e.g., A, B, C) would you give DoD on current policies and programs to ensure that appropriate 
measures are taken to punish offenders in the case of both sexual assault and sexual harassment? 

Probe: What grade would you give DoD for addressing the needs of victims of both sexual assault and 
sexual harassment? 

Probe: What can DoD do better in these areas? 

Awareness and Effectiveness of Prevention Programs
Now let’s talk about the sexual assault and sexual harassment programs that DoD and your service have. All services 
are required to conduct training programs to help prevent sexual harassment and sexual assault.

18.	 Based on the training or educational programs designed to help prevent sexual assault and sexual harassment in 
which you have participated, what aspects of these programs did you find most effective? 

Probe: What programs or services are you referring to, specifically?

19.	 Did these programs increase your awareness of what constitutes sexual harassment and sexual assault? In  
what ways?

20.	Specifically, did these programs equip you with the knowledge and ability to protect yourself from becoming a 
victim of sexual harassment or assault or to assist someone else to avoid being harassed or sexually assaulted? If so, 
what type of training was most helpful in this regard? 

21.	 What is the military not doing that would help prevent sexual assault and sexual harassment?

Leadership
22.	Can you give some specific examples of what a good leader does to create a no tolerance environment for 

sexual harassment and sexual assault? 

23.	How do you think rank and/or position of an individual accused of sexual harassment or sexual assault 
makes a difference in the action taken in response to that accusation?

Policies
24.	Will the repeal of “Don’t Ask, Don’t Tell” have an impact on sexual assault and/or sexual harassment in the 

military? 

25.	How would having women serve in ground combat units impact sexual assault and/or sexual harassment 
in the military?

Wrap-Up
We have just two final questions.

26.	What more would you like to say regarding sexual harassment and sexual assault in the military that we 
have not yet covered?

27.	 We’re also interested in hearing anything else you’d like to share with us about women in the military. Is 
there anything else you’d like to talk about with us? We may use your ideas as future topics of DACOWITS 
research.

MODERATOR: Pass out resources sheet and reinforce confidentiality.

This concludes our discussion. Thank you for taking the time to share your knowledge with us. 
Your thoughts are valuable to our efforts to inform the Office of the Secretary of Defense on 
these matters.

Once again, thank you very much!
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Appendix D-2
DACOWITS 2011 Wellness Focus Group 
Protocol – Officers

Session Information
Location: 

Date: 

Time: 

Facilitator: 

Recorder: 

# of Participants present for entire session: 

# of Participants excused/reasons: 

 

Focus Group Kick-Off: Key Points to Cover
�� Welcome attendees

�� Thank you for taking the time to join our discussion today. 
�� I am ___ (insert name) and I am a member of the Defense Advisory Committee on Women in the 

Services (DACOWITS), and this is ___ (introduce partner), also a member of DACOWITS.
�� Our scribe, ___ (insert name), is with ICF International, a research firm hired to record these sessions, 

and s/he is a part of the DACOWITS research team.  
�� Introduce DACOWITS and its purpose

�� DACOWITS stands for the Defense Department Advisory Committee on Women in the Services
�� DACOWITS is responsible for advising the Department of Defense on issues relating to integration of 

women in the Armed Forces 
�� Every year, with input from the Office of the Secretary of Defense, DACOWITS selects specific topics 

on which to prepare a report for the Secretary of Defense.
�� Specific topics that we’ll discuss today are your views about: 

»» Sexual assault prevention and services to victims
»» Sexual harassment prevention and services to victims

�� Describe how focus group session will work
�� A focus group is basically just a guided discussion. As the facilitator, I have a set of scripted questions 

that I’d like to cover today.  Our scribe serves as recorder. S/he will generate a transcript of our discus-
sion but will not take down anyone’s name.

�� The session will last approximately 90 minutes, and we will not take a formal break. (Restrooms are 
located xxxxxx)

�� We consider you the experts on this topic; your opinions and attitudes are important to us. While we 
would like to hear from everyone; feel free to answer as many or as few questions as you prefer.
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�� Explain ground rules
�� Please speak clearly and one at a time.
�� There are no right or wrong answers.
�� We want to hear the good and the bad.
�� We respect and value differences of opinion.
�� Please avoid sidebar conversations.
�� If I feel we’ve covered a topic, I’ll move us along. 

�� Emphasize that participation is voluntary and that privacy and confidentiality will be maintained
�� Your participation in this session is voluntary.
�� If you would prefer to excuse yourself from the focus group at this time, you are free to do so.
�� We treat the information you share as confidential. That means we will protect your confidentiality to the ex-

tent allowable by law. We will not reveal the names of study participants and no information will be reported 
that can identify you or your family. In fact, all members of the DACOWITS research team (members and 
staff) have signed confidentiality agreements pledging to safeguard the confidentiality of the information we 
gather in these sessions.

�� Your name will not be linked to your answers or to any comments you make during the discussion.
�� There are some behaviors that we are required to report. If we learn that you are being hurt or planning on 

hurting yourself or others, or others are being hurt or planning on hurting themselves or others, the law re-
quires that we share this information with someone who can help and the appropriate authority. 

�� If you would like to speak with your installation’s Sexual Assault Response Coordinator, s/he is available to 
speak with you during or after our focus group session. 

�� Also, because this is a group meeting, it is important that each of you agree to respect and protect each other’s 
privacy. We expect you to keep any information you hear today in the strictest of confidence, and not discuss 
it with anyone outside of this group. 

�� We will begin by passing out a couple of short forms.
»» The first is a participant rights form for you to read. If you do not agree to the terms in the form, we will 

not be able to include you in the group today. If you stay in the group, this will indicate your consent.
»» The second is a short mini-survey which we ask you to complete anonymously. Please do not include 

your name. This mini-survey allows us to compile data on the number and kinds of participants who we 
spoke to during our site visits. 

Warm-Up/Introductions
Before we get started with our discussion of sexual assault and sexual harassment in the military, let’s go around the 
room and please tell us: 

1.	 Your branch of Service (e.g., AC Marine Corps, Army Reserve).

2.	 How many years you’ve served in the military.

3.	 Your career field or MOS.

Prevalence of SA/SH in Military
So we are all talking about the same thing and can distinguish the two, I’d like to read you the DoD definitions 
of sexual assault and sexual harassment:

Here is the definition of sexual assault:

Sexual assault is a crime. Sexual assault is defined as intentional sexual contact, characterized by use of force, physical 
threat or abuse of authority, or when the victim does not or cannot consent. Consent should not be deemed or con-
strued to mean the failure by the victim to offer physical resistance. Additionally, consent is not given when a person 
uses force, threat of force, coercion or when the victim is asleep, incapacitated, or unconscious. Sexual assault includes 
rape, nonconsensual sodomy (oral or anal sex), indecent assault (e.g., unwanted and inappropriate sexual contact or 
fondling), or attempts to commit these acts. Sexual assault can occur without regard to gender, spousal relationship, 
or age of victim.

Sexual harassment is:

A form of sexual discrimination that involves unwelcome sexual advances, requests for sexual favors, and other verbal 
or physical conduct of a sexual nature when: Submission to, or rejection of, such conduct is made either explicitly or 
implicitly a term or condition of a person’s job, pay, career, or Submission to, or rejection of, such conduct by a person 
is used as a basis for career or employment decisions affecting that person, or Such conduct has the purpose or effect 
of unreasonably interfering with an individual’s work performance or creates an intimidating, hostile, or offensive 
working environment.

NOTE TO MODERATOR: If a participant asks for clarification, please note that one can be sexually 
assaulted by someone they’ve had sex with before or since willingly; one can be sexually assaulted 
by a woman as well as a man; and it counts as sexual assault even if you didn’t resist or even if you 
had an orgasm.

Please consider these definitions as we talk about sexual assault and sexual harassment in the military. Let me 
know if you need me to re-read them at any point during our discussion. 

4.	 What is your general sense of how well the military and your Service are doing in preventing sexual harass-
ment and sexual assault? Is the problem getting better or worse?

5.	 Do you think current policies and training, and treatment programs are effective in helping both service 
members and their leaders understand what is and is not sexual harassment and sexual assault? 

Probe: in other words, do these programs help service members understand when and how they 
might be at risk of being either a victim or a perpetrator of sexual harassment or sexual assault?

6.	 Do you think these training programs have been effective in creating a climate in which sexual harassment 
is not tolerated?

7.	 Do you think these programs have been helpful in helping service members stand up for themselves in a 
situation that might lead to sexual harassment or sexual assault, or to help others to do so?

8.	 Are training delivery methods effective for reaching multi-generational service members?

9.	 How could these training programs be improved?

10.	 Are there other actions beyond training programs that you recommend be taken to prevent sexual harass-
ment and sexual assault? If so, what? Are there obstacles to your engaging in such efforts?
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Reporting of and Response to SA/SH Incidents

MODERATOR: Try to ask this next question in a way that is relevant to your audience – i.e., drop reference 
to types of duty that may not be relevant to your specific participants.

11.	 How easy or difficult is it for active duty, National Guard, or Reserve member to report a sexual assault or sexual 
harassment incident 24/7 regardless of location (stateside, deployed, or combat environment)?

Probe: If it is hard, what can be done to make reporting easier?

12.	 Are the safeguards the Services have in place to protect members who report sexual harassment or sexual assault 
effective in preventing retaliation against those who complain of sexual harassment or sexual assault?

13.	 Are incidents of sexual harassment and sexual assault are underreported? Why or why not?

14.	 Does reporting an incident of sexual harassment or sexual assault has an impact on the promotion, assignment 
and/or training of the individual who reports such an incident? In what ways?

15.	 Does having a claim of sexual harassment or sexual assault made against an individual have an impact on the 
promotion, assignment, and/or training of that individual? In what way?

16.	 Does rank or position of an individual accused of sexual harassment or sexual assault makes a difference in the 
action that is taken with respect to that accusation? In what way? 

17.	 Are sexual harassment and sexual assault being taken seriously in the military, including taking appropriate action 
against those are accused of sexual harassment or sexual assault? Why or why not?

Probe: Considering your answer, what effect does this have on prevention of sexual harassment and 
sexual assault?

Metrics
18.	 How would you rate the adequacy of the current policies in decreasing incidences of sexual assault and sexual 

harassment?

Probe: To what extent do you think they can be adjusted to address changing trends when needed?

Policies
19.	 Will the repeal of “Don’t ask, don’t tell policy” have an impact on sexual harassment and sexual assault in 

the military? In what ways?

20.	If women were allowed to serve in ground combat assignments, would this have an impact on sexual assault 
and sexual harassment in the military? In what ways?

Leadership
21.	 What role should leaders play in sexual assault and sexual harassment prevention?  Please give specific 

examples.

22.	 In relation to leaders being accountable and responsible for the well-being of their troops; should preven-
tion and response to sexual harassment or sexual assault be a performance factor in evaluations? 

Wrap-Up
23.	 Is there more you would like to add regarding sexual assault and sexual harassment in the military?

24.	We’re also interested in hearing anything else you’d like to share with us about issues affecting women in 
the military. Is there anything else you’d like to talk about with us? We may use your ideas as future topics 
of DACOWITS study.

MODERATOR: Pass out resources sheet and reinforce confidentiality.

This concludes our discussion. Thank you for taking the time to share your knowledge with us. Your thoughts 
are valuable to our efforts to inform the Office of the Secretary of Defense on these matters.

Once again, thank you very much!
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Defense Advisory Committee on Women in the Services

Appendix D-3
DACOWITS 2011 Assignments Focus 
Group Protocol

Session Information
Location:  

Date:  

Time:  

Facilitator:  

Recorder:  

# of Participants present for entire session:  

# of Participants excused/reasons:  

 

Focus Group Kick-Off: Key Points to Cover
�� Welcome attendees

�� Thank you for taking the time to join our discussion today.  
�� I am ___ (insert name) and I am a member of the Defense Advisory Committee on Women in the 

Services (DACOWITS), and this is ___ (introduce partner), also a member of DACOWITS.
�� Our scribe, ___ (insert name), is with ICF International, a research firm hired to record these sessions, 

and s/he is a part of the DACOWITS research team.  
�� Introduce DACOWITS and its purpose

�� DACOWITS stands for the Defense Department Advisory Committee on Women in the Services
�� DACOWITS is responsible for advising the Department of Defense on issues relating to integration of 

women in the Armed Forces 
�� Every year, with input from the Office of the Secretary of Defense, DACOWITS selects specific topics 

on which to prepare a report for the Secretary of Defense.
�� Specific topics that we’ll discuss today are your views about: 

»» Assignment of women to combat units
»» Weapons training provided to women

�� Describe how focus group session will work
�� A focus group is basically just a guided discussion. As the facilitator, I have a set of scripted questions 

that I’d like to cover today.  Our scribe serves as recorder. S/he will generate a transcript of our discus-
sion but will not take down anyone’s name.

�� The session will last approximately 90 minutes, and we will not take a formal break. (Restrooms are 
located xxxxxx)

�� We consider you the experts on this topic; your opinions and attitudes are important to us. While we 
would like to hear from everyone; feel free to answer as many or as few questions as you prefer.
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�� Explain ground rules
�� Please speak clearly and one at a time.
�� There are no right or wrong answers.
�� We want to hear the good and the bad.
�� We respect and value differences of opinion.
�� Please avoid sidebar conversations.
�� If I feel we’ve covered a topic, I’ll move us along.  

�� Emphasize that participation is voluntary and that privacy and confidentiality will be maintained
�� Your participation in this session is voluntary.
�� If you would prefer to excuse yourself from the focus group at this time, you are free to do so.
�� You may also excuse yourself at any point during the focus group and, if you wish, to return.
�� We treat the information you share as confidential. That means we will protect your confidentiality to the ex-

tent allowable by law. We will not reveal the names of study participants and no information will be reported 
that can identify you or your family. In fact, all members of the DACOWITS research team (members and 
staff) have signed confidentiality agreements pledging to safeguard the confidentiality of the information we 
gather in these sessions.

�� Your name will not be linked to your answers or to any comments you make during the discussion.
�� There are some behaviors that we are required to report. If we learn that you are being hurt or planning on 

hurting yourself or others, or others are being hurt or planning on hurting themselves or others, the law re-
quires that we share this information with someone who can help. 

�� Also, because this is a group meeting, it is important that each of you agree to respect and protect each other’s 
privacy. We expect you to keep any information you hear today in the strictest of confidence, and not discuss 
it with anyone outside of this group. 

�� We will begin by passing out two short forms.
»» The first is a participant rights form for you to read. If you do not agree to the terms in the form, we will 

not be able to include you in the group today. If you stay in the group, this will indicate your consent.
»» The second is a short mini-survey which we ask you to complete anonymously. Please do not include 

your name. This mini-survey allows us to compile data on the number and kinds of participants who we 
spoke to during our site visits. 

Warm-Up/Introductions
We are here today to hear about your experiences and thoughts relating to the assignment of women to combat units 
and about the weapons training provided to women. Before we get started, let’s go around the room and please tell us:

1.	 Your branch of Service (e.g., AC Marine Corps, Army Reserve).

2.	 How many years you’ve served in the military.

3.	 Your career field or MOS.

Weapons Training
We’ll begin with a discussion of your experiences relating to the weapons training women receive, and then 
we’ll move onto a discussion of assigning women to combat units. 

4.	 Tell me a little bit about the weapons training you’ve received in the past. 

a.	 What weapons have you been trained on? How recently?

b.	 What weapons are used in the unit that you’re currently assigned to? To what extent have you been 
trained on each of these weapons?

c.	 Thinking about your most recent deployment, what weapons were used in the unit that you were at-
tached to? To what extent have you been trained on each of these weapons?

5.	 Generally speaking, to what extent do you believe that women are receiving adequate weapons training on 
all weapons used in the unit they’re assigned to?

a.	 In your experience, do you believe women are being qualified with the individual weapons used in the 
unit they’re assigned to?

6.	 And how adequate do you think the weapons training is that women receive on the weapons organic to the 
units they are attached to while deployed?

a.	 Do you think women are being qualified with the individual weapons used in the unit they’re attached 
to while deployed?

7.	 In what ways, if any, do you think there are differences in the adequacy of the weapons training between 
men and women?

MODERATOR: Ask these next questions (12-14) to leader focus groups, with commanding and/or 
training officers.

8.	 In your experience, to what extent are men and women who are in MOSs other than combat arms, such 
as postal clerk, personnel, finance, and supply, qualified or familiar with other weapons organic to the unit 
to which they are assigned?

9.	 What steps, if any, do you think need to be taken to ensure that women and men who are not in combat 
MOSs receive adequate weapons training?

10.	 What regulations are you aware of in your service that determine what weapons training is available to both 
women and men?

Lessons Learned: Integration of Women in Combat Ships and Aircraft
Next I have a few questions for you about your experiences involving the integration of women onto combat 
ships and aircraft. 

11.	 ASK WOMEN: Have you served on a combat ship and/or aircraft? If so, tell me a little bit about it. If no 
one in group says yes, then move onto Q13

a.	 How large was the unit in which you served?

b.	 Roughly how many other women did you serve with?

c.	 What challenges, if any, did you or other women you served with encounter that you think may be 
related to being a women serving on a combat ship/aircraft?
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d.	 To what extent do you think these challenges were overcome? 

e.	 What measures, if any, were taken to overcome these challenges?

f.	 Did you have a mentor or serve as a mentor to other women while serving on a combat ship or aircraft? If 
so, to what extent do you think this mentorship helped overcome any challenges related to the integration 
of women on combat ships or aircraft?

g.	 What lessons do you think were learned from the integration of women onto combat ships and aircraft that 
may apply to the integration of women into direct ground combat assignments?

12.	 ASK MEN: Have you served on a combat ship and/or aircraft alongside women? If so, tell me a little bit about it. 
If no one in group says yes, then move onto Q17

a.	 How large was the unit in which you served?

b.	 Roughly how many women did you serve with?

c.	 What challenges, if any, do you think there were with the integration of women onto combat ships and 
aircraft? 

d.	 To what extent do you think these challenges were overcome? 

e.	 What measures, if any, were taken to overcome these challenges?

f.	 To what extent do you think mentorship of men and/or women helped overcome any challenges related to 
the integration of women on combat ships or aircraft?

g.	 What lessons do you think were learned from the integration of women onto combat ships and aircraft that 
may apply to the integration of women into direct ground combat assignments?

Integration of Women in Combat Units
For these next few questions, I want you to imagine for a moment that the current combat exclusion policy were 
lifted for women in the military, and that women could be assigned to any MOS, including ground combat and 
special forces. In other words, answer these questions as if women were fully integrated into all combat units. 

13.	 What, if any, challenges do you think there would be if women were fully integrated into all combat units?

a.	 Related to the success of the unit and its mission?

b.	 Related to the careers of individual women?

c.	 Related to the well-being of women?

14.	 In what ways do you think mentoring would be useful or helpful if women were fully integrated into combat 
units?

15.	 What forms of mentoring do you think would be helpful to the successful integration of women into combat 
units? In other words, what would mentorships “look like” in terms of assisting in the successful integration of 
women into combat units?

16.	 What do you think would be the overall impact on military readiness if women were to be fully integrated into 
combat units?

Wrap-Up
We have just a few final questions before we are done with our discussion.

17.	 What more would you like to say regarding potential challenges to the full integration of women in combat 
units or regarding the adequacy of weapons training women receive that we have not yet covered?

18.	 We’re also interested in hearing anything else you’d like to share with us about women in the military. Is 
there anything else you’d like to talk about with us? We may use your ideas as future topics of DACOWITS 
research.

Reinforce confidentiality.

This concludes our discussion. Thank you for taking the time to share your opinions and experiences with us. 
Your thoughts are valuable to our efforts to inform the Office of the Secretary of Defense on these matters. 
Once again, thank you very much!
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Mini-Surveys
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Defense Advisory Committee on Women in the Services

Appendix E-1
Wellness Mini-Survey

1.	 What is your branch of Service?

cc Air Force
cc Army
cc Coast Guard
cc Marine Corps
cc Navy
cc Navy Reserve  

2.	 How long, in total, have you served 
in the military?  PLEASE ROUND 
TO THE NEAREST YEAR.    
_____ Years 

3.	 What is your gender?

cc Female
cc Male

4.	 Are you Spanish/Hispanic/Latino?  
MARK ALL THAT APPLY.

cc No, not Spanish/Hispanic/Latino
cc Yes, Mexican/Mexican-American/

Chicano
cc Yes, Puerto Rican
cc Yes, Cuban
cc Yes, other Spanish/Hispanic/Latino

5.	 What is your race?   
MARK ALL THAT APPLY.

cc White
cc Black or African American
cc American Indian or Alaska Native
cc Asian (e.g., Asian Indian, Chinese, 

Filipino, Japanese, Korean, Vietnamese)
cc Native Hawaiian or other 

Pacific Islander (e.g., Samoan, 
Guamanian, Chamorro)

6.	 What is your marital status?

cc Single, with no significant other
cc Single, but with a significant other 

(e.g., girlfriend/boyfriend, fiancé)
cc Married 
cc Divorced or legally separated
cc Widowed  

7.	 What is your pay grade? 

cc E1
cc E2
cc E3
cc E4
cc E5

cc E6
cc E7
cc E8
cc E9

cc WO1
cc CW2
cc CW3
cc CW4
cc CW5

cc O1
cc O2
cc O3
cc O4
cc O5
cc O6

cc  

cc

cc

cc

cc  

cc

cc

cc

cc  

cc

cc

cc

8.	 How many times have you deployed 
in support of OIF/OEF?

cc Once
cc Twice
cc Three times
cc Four times or more
cc Does not apply; I have not been 

deployed in support of  OIF/OEF

9.	 While deployed in support of OIF/OEF,  
were you…

Physically in a combat 
theatre of operations?

Exposed to the possibility  
of hostile action from a threat 
to yourself or your unit?

In a situation where you 
fired your weapon?

In a situation where you 
received hostile fire (e.g., 
gunfire, rockets/mortars, IEDs, 
suicide bomber, ambush)?

No
Yes

Irregularly
Yes

Regularly

cc Army Reserve
cc Air Force Reserve
cc Army National Guard
cc Air Guard
cc Marine Corps Reserve  

cc Does not apply; I have not been 
deployed in support of  OIF/OEF

Thank you for providing this information.
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Appendix E-2
Assignments Mini-Survey

1.	 What is your branch of Service?

cc Air Force
cc Army
cc Coast Guard
cc Marine Corps
cc Navy
cc Navy Reserve  

2.	 How long, in total, have you served 
in the military?  PLEASE ROUND 
TO THE NEAREST YEAR.    
_____ Years 

3.	 What is your gender?

cc Female
cc Male

4.	 Are you Spanish/Hispanic/Latino?  
MARK ALL THAT APPLY.

cc No, not Spanish/Hispanic/Latino
cc Yes, Mexican/Mexican-American/

Chicano
cc Yes, Puerto Rican
cc Yes, Cuban
cc Yes, other Spanish/Hispanic/Latino

5.	 What is your race?   
MARK ALL THAT APPLY.

cc White
cc Black or African American
cc American Indian or Alaska Native
cc Asian (e.g., Asian Indian, Chinese, 

Filipino, Japanese, Korean, Vietnamese)
cc Native Hawaiian or other 

Pacific Islander (e.g., Samoan, 
Guamanian, Chamorro)

6.	 What is your marital status?

cc Single, with no significant other
cc Single, but with a significant other 

(e.g., girlfriend/boyfriend, fiancé)
cc Married 
cc Divorced or legally separated
cc Widowed  

cc Army Reserve
cc Air Force Reserve
cc Army National Guard
cc Air Guard
cc Marine Corps Reserve  

7.	 What is your pay grade? 

cc E1
cc E2
cc E3
cc E4
cc E5

cc E6
cc E7
cc E8
cc E9

cc WO1
cc CW2
cc CW3
cc CW4
cc CW5

cc O1
cc O2
cc O3
cc O4
cc O5
cc O6

cc  

cc

cc

cc

cc  

cc

cc

cc

cc  

cc

cc

cc

8.	 How many times have you deployed 
in support of OIF/OEF?

cc Once
cc Twice
cc Three times
cc Four times or more
cc Does not apply; I have not been 

deployed in support of  OIF/OEF

9.	 While in theatre, did you work 
outside your MOS?

cc Yes, occasionally 
cc Yes, frequently
cc Does not apply; I have not been 

deployed in support of  OIF/OEF

10.	 While in theatre, did you perform  
the job assignment that you 
received prior to deployment?

cc Yes
cc No, my assignment changed after I deployed
cc Does not apply; I have not been 

deployed in support of  OIF/OEF

11.	 While deployed in support of OIF/OEF, 
 were you…

Physically in a combat 
theatre of operations?

Exposed to the possibility  
of hostile action from a threat 
to yourself or your unit?

In a situation where you 
fired your weapon?

In a situation where you 
received hostile fire (e.g., 
gunfire, rockets/mortars, IEDs, 
suicide bomber, ambush)?

No
Yes

Irregularly
Yes

Regularly

cc Does not apply; I have not been 
deployed in support of  OIF/OEF
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12.	 Please rate the adequacy of the weapons 
training you received prior to your most 
recent deployment in preparing you for 
combat.  PLEASE SELECT ONE.

cc Very adequate
cc Somewhat adequate
cc Neither adequate nor inadequate
cc Somewhat inadequate
cc Very inadequate
cc I did not receive any combat-

related training prior to my 
most recent deployment

cc Does not apply; I have not been 
deployed in support of  OIF/OEF

Thank you for providing this information.



69

A
p

p
e
n

d
ix

 F
A

p
p

e
n

d
ix

 G
A

p
p

e
n

d
ix

 H
A

p
p

e
n

d
ix

 I
A

p
p

e
n

d
ix

 J

Defense Advisory Committee on Women in the Services

Appendix F
Mini-Survey Results
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Defense Advisory Committee on Women in the Services

Appendix F-1
Wellness Mini-Survey Results

Demographic Profile of Focus Group Participants (N=226)
Variable N Percent*
Gender 

Female 127 56%

Male 99 44%

Total 226 100%

Service

Army 50 22%

Navy 44 20%

Air Force 42 19%

Coast Guard 37 16%

Marine Corps 20 9%

Army National Guard 16 7%

Army Reserve 16 7%

Air Force Reserve 1 <1%

Total 226 100%

Pay Grade

E1-E4 42 19%

E5-E6 61 27%

E7-E9 51 23%

O1-O3 (including Warrant and Chief Warrant Officers) 39 17%

O4-O6 33 15%

Total 226 100%

Race and Ethnicity 

Non-Hispanic White 104 46%

Non-Hispanic Black 64 28%

Hispanic 26 11%

Other (Non-Hispanic) 26 11%

Missing 6 3%

Total 226 100%

Marital Status

Married 139 62%

Single, but with a significant other 32 14%

Single, with no significant other 28 12%

Divorced or legally separated 25 11%

Widowed 2 <1%

Total 226 100%

Length of Military Service

Under 3 years 21 9%

3-5 years 35 15%

6-10 years 47 21%

11-15 years 46 20%

16-20 years 41 18%

More than 20 years 36 16%

Total 226 100%

*Not every participant answered each question. Percentages may not sum to 100% due to rounding.
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How many times have you deployed in support of OIF/OEF?
Response N Percent*

Does not apply; I have not been deployed in support of OIF/OEF 74 33%

Once 62 28%

Twice 48 21%

Three times 24 11%

Four times or more 16 7%

Total 224 100%

While deployed in support of OIF/OEF, were you physically in a combat theatre of operations?
Response N Percent*

No 46 30%

Yes, irregularly 37 25%

Yes, regularly 68 45%

Total 151 100%

Does not apply; I have not deployed in support of OIF/OEF 74 -

While deployed in support of OIF/OEF, were you exposed to the possibility  
of hostile action from a threat to yourself or your unit?

Response N Percent*
No 43 29%

Yes, irregularly 51 34%

Yes, regularly 55 37%

Total 149 100%

Does not apply; I have not deployed in support of OIF/OEF 74 -

While deployed in support of OIF/OEF, were you in a situation where you fired your weapon?
Response N Percent*

No 125 84%

Yes, irregularly 12 8%

Yes, regularly 11 7%

Total 148 100%

Does not apply; I have not deployed in support of OIF/OEF 74 -

While deployed in support of OIF/OEF, were you in a situation where you received hostile fire?
Response N Percent*

No 75 50%

Yes, irregularly 35 23%

Yes, regularly 40 27%

Total 150 100%

Does not apply; I have not deployed in support of OIF/OEF 74 -

*Not every participant answered each question. Percentages may not sum to 100% due to rounding.

*Not every participant answered each question. Percentages may not sum to 100% due to rounding.

*Not every participant answered each question. Percentages may not sum to 100% due to rounding.

*Not every participant answered each question. Percentages may not sum to 100% due to rounding.

*Not every participant answered each question. Percentages may not sum to 100% due to rounding.
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Defense Advisory Committee on Women in the Services

Appendix F-2
Assignments Mini-Survey Results

Demographic Profile of Focus Group Participants (N=199)
Variable N Percent*
Gender 

Female 139 70%

Male 60 30%

Total     199 100%

Service

Army 55 28%

Marine Corps 41 21%

Navy 33 17%

Air Force 28 14%

Army National Guard 26 13%

Army Reserve 15 7%

Navy Reserve 1 <1%

Total 199 100%

Pay Grade

E1-E4 45 23%
E5-E6 70 35%
E7-E9 19 10%
O1-O3 (including Warrant and Chief Warrant Officers) 45 23%
O4-O6 20 10%
Total 199 100%

Race and Ethnicity

Non-Hispanic White 96 48%
Non-Hispanic Black 51 26%
Hispanic 38 19%
Other (Non-Hispanic) 14 7%
Total 199 100%

Marital Status

Married 100 50%

Single, with no significant other 42 21%

Single, but with a significant other 35 18%

Divorced or legally separated 22 11%

Total 199 100%

*Not every participant answered each question. Percentages may not sum to 100% due to rounding.
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Demographic Profile of Focus Group Participants (N=199)
Variable N Percent*
Length of Military Service

Under 3 years 11 6%
3-5 years 46 23%
6-10 years 60 30%
11-15 years 42 21%
16-20 years 25 13%
More than 20 years 15 8%
Total 199 100%

How many times have you deployed in support of OIF/OEF?
Response N Percent*

Does not apply; I have not been deployed in support of OIF/OEF 17 9%
Once 92 46%
Twice 51 26%
Three times 26 13%
Four times or more 13 7%
Total 199 100%

While deployed in support of OIF/OEF, were you physically in a combat theatre of operations?
Response N Percent*

No 42 23%
Yes, irregularly 32 18%
Yes, regularly 108 59%
Total 182 100%

Does not apply; I have not been deployed in support of OIF/OEF 17 -

While deployed in support of OIF/OEF, were you exposed to the possibility  
of hostile action from a threat to yourself or your unit?

Response N Percent*
No 45 25%
Yes, irregularly 60 33%
Yes, regularly 77 42%
Total 182 100%

Does not apply; I have not been deployed in support of OIF/OEF 17 -

While deployed in support of OIF/OEF, were you in a situation where you fired your weapon?
Response N Percent*

No 150 83%
Yes, irregularly 9 5%
Yes, regularly 22 12%
Total 181 100%

Does not apply; I have not been deployed in support of OIF/OEF 17 -

While deployed in support of OIF/OEF, were you in a situation where you received hostile fire?
Response N Percent*

No 83 46%
Yes, irregularly 42 23%
Yes, regularly 57 31%
Total 182 100%

Does not apply; I have not been deployed in support of OIF/OEF 17 -

While in theatre, did you work outside your MOS?
Response N Percent*

No 73 40%
Yes, occasionally 44 24%
Yes, frequently 66 36%
Total 183 100%

Does not apply; I have not been deployed in support of OIF/OEF 16 -

While in theatre, did you perform the job assignment that you received prior to deployment?
Response N Percent*

Yes 129 71%
No, my assignment changed after I deployed 53 29%
Total 182 100%

Does not apply; I have not been deployed in support of OIF/OEF 16 -

Please rate the adequacy of the training you received prior to your most  
recent deployment in preparing you for combat.

Response N Percent*
Very adequate 81 44%
Somewhat adequate 57 31%
Neither adequate nor inadequate 15 8%
Somewhat inadequate 13 7%
Very inadequate 12 7%
I did not receive any combat-related training prior to my most recent deployment 5 3%

Total 183 100%

Does not apply; I have not been deployed in support of OIF/OEF 14 -

*Not every participant answered each question. Percentages may not sum to 100% due to rounding.

*Not every participant answered each question. Percentages may not sum to 100% due to rounding.

*Not every participant answered each question. Percentages may not sum to 100% due to rounding.

*Not every participant answered each question. Percentages may not sum to 100% due to rounding.

*Not every participant answered each question. Percentages may not sum to 100% due to rounding.

*Not every participant answered each question. Percentages may not sum to 100% due to rounding.

*Not every participant answered each question. Percentages may not sum to 100% due to rounding.

*Not every participant answered each question. Percentages may not sum to 100% due to rounding.

*Not every participant answered each question. Percentages may not sum to 100% due to rounding.
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Appendix G
Focus Group Findings
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Defense Advisory Committee on Women in the Services

Appendix G-1
Wellness Focus Group Findings

For 2011, DACOWITS sought to gain insight into 
the perceptions that Service members hold regard-
ing the prevalence of sexual assault and harassment 
of women in uniform, DoD’s progress in addressing 
the issue since the 2004 DACOWITS report was 
released, and the effectiveness of current preven-
tion programs and reporting systems. To gather and 
analyze the experiences and implications of sexual 
assault and harassment of women in the military, 
the Committee and its research contractor, ICF 
International, developed two focus group proto-
cols – one for enlisted members and one for officers 
– to capture the views of men and women Service 
members on these important topics. Consistent 
with previous DACOWITS reports, DACOWITS 
also examined existing DoD survey data and other 
relevant literature and studies on sexual assault and 
sexual harassment. This chapter highlights the find-
ings from the mini-survey and focus group data col-
lected by DACOWITS during its site visits in 2011.    

The chapter begins with a description of the 2011 
focus group participants and the qualitative analysis 
methodology used in the report. The remainder of 
the chapter highlights specific findings concerning 
the following domains:

�� Prevalence of Sexual Assault and Harassment  
in the Military

�� Sexual Assault and Harassment Prevention 
Programs 

�� Reporting Procedures for Victims of Sexual  
Assault and Harassment

�� Impact of Sexual Assault and Harassment on  
Unit Readiness

Characteristics of Focus  
Group Participants
Understanding the demographic and background 
characteristics of the focus group participants pro-
vides context for the overall themes and individ-
ual comments that emerged during the sessions. 
During summer 2011, DACOWITS conducted a 
total of 23 focus group sessions on the topic of sexu-
al assault and harassment of women in the military.  
Focus groups were held at eight locations.  A total 
of 226 participants attended the focus groups, with 
an average of 10 participants per session, represent-
ing the entire Active component (AC) Services and 
some elements of the Reserve component (RC).  
The overall demographic characteristics of the focus 
group participants are presented in Exhibit G1-1.  

As Exhibit G1-1 shows, slightly more than half 
of participants were women (56%). Almost half 
of study participants were non-Hispanic White 
(48%), just over a quarter were non-Hispanic Black 
(28%), and just over ten percent were Hispanic 
(11%). The Army was the most represented Service, 
with just under a quarter of participants (22%), 
and the Navy, Air Force, and Coast Guard were 
more or less equally represented, each compris-
ing between 16 and 20 percent of the study par-
ticipants. The Marine Corps, Reserves and Army 
National Guard were also represented, each com-
prising slightly fewer than ten percent of the study 
participants. Half of participants were junior or se-
nior Noncommissioned Officers (NCOs) (E5-E9) 
(50%), and almost a third were officers (O1-O6, 
and including Warrant and Chief Warrant Officers) 
(32%), and over half of study participants had 
served more than 10 years in the military (54%). 
The majority of participants were married (62%). 
For a complete summary of the demographic char-
acteristics of these focus group participants, see 
Appendix F-1. 
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Exhibit G1-1:Demographic Profile of Wellness Focus Group Participants (N=226)
Variable N Percent*
Gender 

Female 127 56%

Male 99 44%

Total 226 100%

Service

Army 50 22%

Navy 44 20%

Air Force 42 19%

Coast Guard 37 16%

Marine Corps 20 9%

Reserve (Army and Air Force) 17 8%

Army National Guard 16 7%

Total 226 100%

Pay Grade

E1-E4 42 19%

E5-E6 61 27%

E7-E9 51 23%

O1-O3 (including Warrant and Chief Warrant Officers) 39 17%

O4-O6 33 15%

Total 226 100%

Race and Ethnicity 

Non-Hispanic White 104 46%
Non-Hispanic Black 64 28%
Hispanic 26 11%
Other (Non-Hispanic) 26 11%
Missing 6 3%

Total 226 100%

Marital Status

Married 139 62%

Single, but with a significant other 32 14%

Single, with no significant other 28 12%

Divorced or legally separated 25 11%

Widowed 2 1%

Total 226 100%

Length of Military Service

Under 3 years 21 9%

3-5 years 35 15%

6-10 years 47 21%

11-15 years 46 20%

16-20 years 41 18%

More than 20 years 36 16%

Total 226 100%

*Percentages may not sum to 100% due to rounding. 

Qualitative Analysis 
Methodology
The methodology used to identify salient themes 
was consistent with the approach the Committee 
has employed in the nine previous years under its 
revised charter. Specifically, the Committee, in part-
nership with ICF social scientists, first develop focus 
group and survey instruments tailored to address 
the research questions of interest to DACOWITS. 
ICF staff also serves as scribes, accompanying the 
Committee members/facilitators to each focus 
group and generating a written transcript from 
the session. Each individual focus group transcript 
is then content-analyzed to identify major themes 
and sub-themes. The purpose of the sample-wide 
analysis is to determine the most salient comments 
throughout the focus group sessions, i.e., themes 
that appear most frequently within and across fo-
cus group sessions. These themes are presented in 
the relevant sections of this chapter, and participant 
ideas or comments that emerge too infrequently to 
be regarded as themes, but which are nevertheless 
noteworthy, are also presented.

Prevalence of Sexual Assault 
and Harassment in the Military 
In 2004, when DACOWITS last studied the topic 
of sexual assault and harassment, the Committee 
found that Service members were generally aware of 
the extent of the problem of sexual assault, with the 
large majority of focus groups containing partici-
pants who were aware of incidents of sexual assault 
that had occurred at the unit, on the installation, 
or on deployment. In 2011, the Committee again 
sought to understand Service members’ perception 
of the prevalence of sexual assault and harassment, 
but also explored their views about if and how the 
prevalence of assault and harassment had changed 
over time and the impact of DoD policies designed 
to address these problems. Additional questions ad-
dressed their views about the impact future military 
policy changes (e.g., the repeal of Don’t Ask, Don’t 
Tell) may have. This section presents focus group 
finding on the following sub-topics: 

�� Prevalence of Sexual Assault in the Military
�� Prevalence of Sexual Harassment in the Military
�� Changes in Prevalence of Sexual Assault and 

Harassment Over Time

�� Effectiveness of DoD Policies on Sexual Assault 
and Harassment

�� Looking to the Future: Potential Impact of 
Military Policy on Sexual Assault and Harassment

Prevalence of Sexual 
Assault in the Military
DACOWITS asked focus group participants, “Do 
you think that sexual assault is common in the mil-
itary these days? In your opinion, does it happen 
frequently, occasionally, or rarely?” Regularly, focus 
group participants from each branch, rank group, 
and gender expressed that sexual assault is common. 

“It (i.e., sexual assault) does happen a lot in the com-
bat area.”

—— Junior Female Service Member

“I think it happens frequently, and you hear about it 
all the time.”

—— Junior Female Service Member

“It happens more than we know. A solider [assaulted] 
his spouse just a few weeks ago.”

—— Senior Male Service Member

Less frequently, participants reported that sexual as-
sault is not common in the military today.

“All the years I’ve been in [the military], I’ve never run 
into sexual assault or harassment.”

—— Junior Female Service Member

“I don’t think that it is common in the working envi-
ronment. In the day-to-day work it is frowned upon. 
In private times outside of working hours there is po-
tential for it, yeah. But in uniform? No.”

—— Junior Male Service Member

Role of Alcohol on Sexual Assault

Occasionally, senior Service members reported 
that alcohol plays a role in increasing the preva-
lence of sexual assault.

“Saturday night people get together, start drinking. 
Doesn’t get reported but it happens. You introduce al-
cohol and things happen.”

—— Senior Male Service Member
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“In my last deployment... I was exposed to at least three 
cases with sexual harassment/assault and there was alcohol 
involved.”

—— Senior Male Service Member

“It’s alcohol and young girls and old guys who take ad-
vantage of (i.e., sexually harass) the weak… and I guess 
innocent too.”

—— Senior Female Service Member

Prevalence of Sexual 
Harassment in the Military
DACOWITS also asked focus group participants “Do 
you think that sexual harassment is common in the 
military these days? In your opinion, does it happen 
frequently, occasionally, or rarely?” Many focus group 
participants expressed that sexual harassment occurs 
regularly in the military. 

“I think that we are prepared to have higher tolerance 
levels. I came in; all these grunts and junior and senior 
NCOs are making these comments all day, and that toler-
ance level gets to a certain point, and you kind of become 
numb on [sexual harassment].”

—— Senior Female Service Member

“In the work center a lot of people tell jokes, and some of 
them are off-color. Some people do get offended by that, 
and you gotta say ‘Cool it.’”

—— Junior Male Service Member

“I had [sexual harassment] happen in Afghanistan. This 
one guy told me that he will come at me, and I was like, 
‘You are crazy.’ I’m like, ‘Dude, step off,’ and every day he 
would follow me, and I’m like, ‘Are you serious?’”

—— Senior Female Service Member

“When you’re working with certain people and your per-
sonalities mesh, you don’t think about it, but when a new 
person comes in, you have to tone it down because they 
may take it differently.”

—— Junior Male Service Member

“[It happens] frequently (several participants agree). I al-
ways joke that it is part of your billet description.”

—— Junior Female Service Member

Occasionally, women participants discussed struggles with 
clearly identifying what constitutes sexual harassment.

“Harassment is... what it is to one person is not the same 
[thing] to another person. There is [sic]…gray areas  
in between…”

—— Junior Female Service Member

“When I came in, I didn’t even know what would be con-
sidered harassment. I look back and I’m like, ‘Damn, that 
was harassment. She didn’t just not like him, she was un-
comfortable around him.’”

—— Junior Female Service Member

Less frequently, men Service members expressed that 
sexual harassment is not prevalent in the military.

“What I’ve seen over the years, it’s mostly a lot of flirting [; 
not sexual harassment].”

—— Junior Male Service Member

A few men focus group participants stated that sexual 
harassment wasn’t an issue in the military and was in-
stead a form of hazing.

“..there’s hazing involved… to some extent. It’s taken on 
as a joke, but there’s always a group that doesn’t want to 
be involved...”

—— Junior Male Service Member

Changes in Prevalence of Sexual 
Assault and Sexual Harassment 
in the Military over Time 

Changes in Sexual Assault Prevalence

In most of the focus groups, there were participants 
who believed the prevalence of sexual assault in the 
military has stayed the same over time. 

“It is hard to say because a lot of people don’t report it. I 
would say that [the prevalence of sexual assault] is about 
the same.”

—— Junior Female Service Member

“As we increase the awareness and training the report-
ing has gone up which would say that crime has gone 
up, but I don’t think that’s true…as we train more, 
the reporting goes up. On the other side of the coin, 
the prosecution of the crime has been woeful – it’s a ‘he 
said-she said’ in a court of law. So I think the occur-
rence may not have changed over time, but the report-
ing over time has.”

—— Senior Male Service Member

“We had this training this one month, and then we still 
had an incident later that month. I don’t see the numbers 
going down or up because we’re talking about it more of-
ten. It is an action that people take because of alcohol or 
depression and you can’t just change those things.”

—— Junior Female Service Member

“I think that it depends on where you are stationed. 
You see different things from base to base.”

—— Senior Female Service Member

A few groups contained senior men Service mem-
bers who stated that sexual assaults have increased 
over time due to a change in the “type” of men join-
ing the military today.

“I think it has risen up based on the quality of soldiers 
that are coming into the military. With respect to that, 
it used to be harder to get into the military. Nowadays, 
you get infantry soldiers. They work around men a lot. 
Then they come and work around women. And they 
don’t know how to communicate.”

—— Senior Male Service Member

“After 9/11, you have all walks of life coming in.”
—— Senior Male Service Member

Less frequently but of note, some senior women 
Service members explained that sexual assault was a 
reason for junior women Service members wanting 
to leave the military.

“I had one who was sexually assaulted…and [the per-
petrator] did not get kicked out, and she just wants to 
get out now.”

—— Senior Female Service Member

Changes in Sexual Harassment Prevalence

With respect to harassment, Service members fre-
quently stated that sexual harassment persists in the 
military, and there has been no change in its preva-
lence over time. 

“I can’t say if it’s gotten better or worse. It’s never been 
directed towards me, and if they are just talking and 
it’s not including me I won’t take offense to it.”

—— Junior Female Service Member

“Yeah, [sexual harassment] is still there. It was more 
prevalent earlier, but maybe as I’ve gotten more senior 
I’ve stopped [seeing it]. I felt it coming up in rank.”

—— Senior Female Service Member

Less common was the opinion that the prevalence 
of sexual harassment has increased over time. Some 
participants who held this view attributed the in-
crease to today’s longer deployments, and others felt 
it was due to a flagging commitment of leadership 
to prevent harassment.

“Before we had good leadership, and now people just 
forget and say things they shouldn’t.”

—— Junior Male Service Member

“I think it has [increased] – especially the 15 month de-
ployments. Because you separate the soldiers (pause)...
the males from their families. Some soldiers tend to get 
complacent and they will say or do things that they 
know they aren’t supposed to.”

—— Senior Male Service Member 

There were some men Service members in the fo-
cus groups who expressed that the climate has be-
come less tolerant of sexual harassment of women 
in the military.

“I think based on 30 years ago; we’ve come a long way. 
Back then there weren’t many women... The overall cli-
mate has changed in regards to education and enforce-
ment compared to 30 years ago.”

—— Senior Male Service Member

Sexual Assault and Harassment 
and Junior Service Members

Occasionally, focus group participants discussed the 
role rank plays in sexual assault and harassment, 
sharing that junior Service members are more like-
ly to be sexually harassed or assaulted than senior 
Service members. 

“It happens between the lower pay ranks (all partici-
pants agree with this), O3 on down, and E5 on down. 
Maybe the supervisors need a different sort of training 
to look out for those things.”

—— Junior Male Service Member
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“You’ll see – as a junior Marine – oh yeah. You’ll see it a 
lot - the higher ones harassing the lower ones.”

—— Senior Female Service Member

A few senior women attributed this disparity to issues 
of low self-esteem among today’s junior women Service 
members. They voiced the possibility that today’s ju-
nior women Service members enter the service with 
lower self-esteem than previous generations of women 
and that a lack of confidence may play a role in sexual 
assault and harassment of younger women personnel. 

“And it (i.e., issues that may lead to increased sexual as-
sault or harassment) also has to do with self-esteem as well. 
There isn’t a woman in this room who had low self-esteem 
when they came in, but these women who come in now do 
have low self-esteem, and when you see a guy giving them 
a little bit of attention, they don’t know what to do with 
that, and when he takes it a little too far…”

—— Senior Female Service Member

“I don’t know if we need to instill more confidence in our 
younger members. Confidence is a huge part of preven-
tion; they might not feel there’s anybody they can go to. 
There’s guys showing them attention and that might not be 
the guy that they want. There might need to be a separate 
training for younger members.” 

—— Senior Female Service Member

Effectiveness of DoD Policies on 
Sexual Assault and Harassment
Focus group participants discussed the effectiveness of 
DoD policies and programs in addressing the needs of vic-
tims and ensuring offenders are appropriately punished. 

Meeting the Needs of Victims

DACOWITS members first covered the needs of vic-
tims, asking “What grade would you give DoD for ad-
dressing the needs of victims of both sexual assault and 
sexual harassment?” Frequently, men Service members 
gave DoD high marks for providing ample resources to 
victims, while women Service members were divided 
on the effectiveness of DoD policies.

“‘A’ for effort. But implementation depends on the ranks…
it’s all waivers and favors. Everything in the military is 
that way.”

—— Senior Male Service Member

“‘A.’ [Sexual assault and harassment victims] have so 
many resources – it’s good.”

—— Junior Male Service Member

“‘A’. The support structure is there.”
—— Junior Male Service Member

“It’s changing everyday as we do training. I think we are 
doing good things. I’d have a hard time giving a grade. 
Could we do better? Probably.”

—— Senior Male Service Member

In contrast to men Service members’ generally posi-
tive impression of the effectiveness of DoD policies, 
women study participants occasionally gave DoD low 
marks for the resources and support provided to vic-
tims of sexual harassment and assault.

“Yeah, we have the programs, but past the company levels, 
getting to exercise our rights… execution - yeah I’d give 
them an ‘F.’”

—— Junior Female Service Member

“To be honest, I’m not too sure. I’d go with ‘C.’”
—— Junior Female Service Member

Less frequently, women focus group participants ex-
pressed that the DoD policies were effective in assisting 
victims of sexual assault.

“I would go with an ‘A.’ As far as (the local hospital), they 
stay with these cases a lot; they get them the counseling they 
need and they do have some good programs for them.”

—— Senior Female Service Member

“As far as victims, a ‘B,’ only because I know all the pro-
grams and service that are out there for the victims.”

—— Junior Female Service Member

Ensuring Offenders are 
Appropriately Punished

DACOWITS members next asked focus group par-
ticipants to discuss the effectiveness of DoD policies 
and programs in ensuring offenders are appropriate-
ly punished. DACOWITS members asked, “What 
grade (e.g., A, B, C) would you give DoD on cur-
rent policies and programs to ensure that appropri-
ate measures are taken to punish offenders in the 
case of both sexual assault and sexual harassment?” 

Men Service members gave varying marks to the 
DoD for effectively punishing offenders.

“I think that I’ll give it an ‘A’ because [sexual assault 
and harassment reporting] goes right up [to the neces-
sary supervisor].”

—— Junior Male Service Member

“I think to make a better grade, the punishment needs 
to be more severe [so] that it can screw up their lives.”

—— Junior Male Service Member

Some women Service members gave the DoD rela-
tively low marks for ensuring that offenders are ap-
propriately prosecuted.

“I give the DoD an ‘A’ for doing what they need to do. 
As far as prosecuting, I give them a ‘Z’”.

—— Senior Female Service Member

“In my personal opinion, as far as offenders go, [I’d give 
DoD] a ‘C.’”

—— Junior Female Service Member

“My personal experience, with my command, I would 
give it an ‘A.’ They did all the steps, but if you look at 
the stats overall, I would give it a ‘C.’”

—— Senior Female Service Member

Looking to the Future: Potential 
Impact of Military Policy on Sexual 
Assault and Harassment

Impact of the repeal of 
“Don’t ask, Don’t tell”

DACOWITS members asked, “Will the repeal of 
the ‘Don’t Ask, Don’t Tell’ policy have an impact 
on sexual harassment and sexual assault in the mili-
tary? In what ways?” Frequently, Service members 

discussed the impact of Don’t Ask, Don’t Tell (DADT) 
on man-on-man harassment. Occasionally, Service 
members discussed the impact of DADT on wom-
an-on-woman and man-on-woman harassment. In 
all cases, Service members indicated that any initial 
increase would be followed by an eventual decline 
in sexual assault and harassment.

“I think that it will be more of a male issue than it 
would be for females.”

—— Junior Female Service Member

“Yes (1 other participant agrees), in one way, harass-
ment between males and males and females and fe-
males will increase if those individuals happen to come 
out. But as this generation filters out the next genera-
tion, I think it will be less of a big deal.”

—— Senior Female Service Member

“I think it will go up. There’s a dynamic culture change 
that will occur. I’ve read that it’s not an issue within 
the military, but in the short term I think there will be 
an increase with harassment claims, within the realm.”

—— Senior Male Service Member

“Yes, with the DADT [repeal], I think that it will 
[lead to] more harassment.”

—— Senior Female Service Member

Impact of Women in Ground Combat

Focus group participants were asked, “If women 
were allowed to serve in ground combat assign-
ments, would this have an impact on sexual assault 
and sexual harassment in the military? In what 
ways?” Frequently, study participants expressed that 
the prevalence of sexual assault and harassment on 
women would increase if they served in combat, al-
though not necessarily due to being in theatre. 

“[Yes, sexual assault and harassment would increase.] 
I can only imagine how women overseas or in Iraq, 
the things going on, the stress and the time over there – 
how bad it is with this.”

—— Junior Male Service Member

“I can see how [women in combat] potentially height-
ens the threat. It’s a different story when someone's or-
ders say ‘indefinite’ and you only see two females. I'm 
sure things can go wrong.”

—— Junior Male Service Member
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“When I was on my IA [Individual Augmentee 
Assignment], when you brought a group to the base, cer-
tain behaviors changed because of [women coming in], 
and it will happen…just because [women] are simply 
present, they are going to be available to be sexually ha-
rassed – on subs, on detachment, anywhere.”

—— Senior Male Service Member

“It (i.e., women in combat) could have a big impact on 
harassment and assault. Because we serve with Joes and we 
smoke and joke, now you put a women in there – that can 
now be considered harassment.”

—— Senior Male Service Member

Summary: Prevalence of Sexual Assault 
and Harassment in the Military

Prevalence of Sexual Assault and 
Harassment Today and Over Time

DACOWITS asked focus group participants a series of 
questions about the prevalence of sexual assault in the 
military. Regardless of Service branch, focus group par-
ticipants reported that sexual assault is prevalent in the 
military, although several junior Service members stat-
ed that they did not feel sexual assault occurs on a regu-
lar basis. Focus group participants often expressed that 
the prevalence of sexual assault has remained the same 
over time. Several senior Service members cited alco-
hol and a perceived decline in the moral character or 
“quality” of those entering the Services as reasons why 
the prevalence of sexual assault has increased. Some 
participants reported that junior Service members are 
typically harassed more than senior Service members – 
by both their junior peers and higher-ranked superiors. 
A few senior women Service members questioned if 
low self-esteem may make some junior women Service 
members more susceptible to sexual assault. These 
women also discussed the significant role sexual harass-
ment and assault can play on junior Service members' 
desire to leave the military. 

DACOWITS asked focus group participants a series 
of questions about the prevalence of sexual harassment 
in the military. Most focus group participants stated 
that sexual harassment is prevalent in the military to-
day, and most indicated that its prevalence had not 

changed over time. Several women focus group par-
ticipants expressed difficulty discerning what consti-
tutes sexual harassment, while a small number of men 
Service members shared they felt sexual harassment 
was not prevalent in the military and is instead a form 
of hazing. Several Service members expressed that the 
prevalence of sexual harassment may be declining due 
to increased prevention training, while others felt the 
decline could instead be attributed to a shift toward 
a climate less tolerant of sexual harassment. Several 
Service members stated that sexual harassment preva-
lence has not declined because leadership has not taken 
a strong enough stance against sexual harassment.

Effectiveness of DoD Policies and Programs

When asked to rate the effectiveness of DoD policies 
and programs on addressing the needs of victims of 
sexual harassment and assault, responses differed wide-
ly and often by gender. The majority of men Service 
members gave the DoD high marks for providing am-
ple resources to victims, while women Service members 
were divided on the effectiveness of DoD policies and 
programs, with the majority offering low grades. Men 
and women focus group participants were more evenly 
divided when asked to rate the effectiveness of DoD 
programs and policies on punishing offenders, with the 
majority of both genders giving the DoD low marks 
for their handling of the punishment of offenders. 

Potential Impact of Future 
Military Policy Changes

When asked to consider the impact that the repeal of 
DADT will have on sexual assault and harassment, 
the majority of focus group participants discussed the 
impact the policy change will have on man-on-man 
harassment. Of the minority of Service members that 
discussed the impact the repeal will have on women, 
most felt that there would be an initial increase in sexual 
assault and harassment followed by an eventual decline.

DACOWITS asked focus group participants whether 
sexual assault and harassment would increase if women 
served in combat, and the majority of Service mem-
bers from both genders felt that it was likely that sex-
ual assault and harassment would be more prevalent, 
although not necessarily due to being in theatre. The 

majority also indicated that the initial increase in 
sexual misconduct would be followed by an eventu-
al decline once women were integrated into ground 
combat roles.

Sexual Assault and Harassment 
Prevention Programs
DACOWITS asked focus group participants to 
discuss their experiences with sexual assault and 
harassment prevention training programs and how 
effective these programs were in raising awareness 
and educating Service members about how to re-
spond and where to seek help if necessary. This sec-
tion discusses focus group findings concerning the 
following sub-topics: 

�� Awareness of Sexual Assault and Harassment 
Prevention Training

�� Effectiveness of Sexual Assault and Harassment 
Prevention Training

�� Role of Leadership in Sexual Assault and 
Harassment Prevention

Awareness of Sexual Assault and 
Harassment Prevention Training
DACOWITS focus group participants discussed 
their awareness of sexual assault and harassment 
prevention training, and nearly all reported that 
they had undergone some form of training.

“[The training] is more frequent and structured.”
—— Junior Female Service Member

“We all have the training we have to do.”
—— Senior Male Service Member

“There’s much more awareness [of the impact of sexual 
assault and harassment] now.”

—— Junior Male Service Member

“With SAPRO (Sexual Assault Prevention and 
Response Office), you have to repeat the training over 
and over again.”

—— Senior Female Service Member

Effectiveness of Sexual Assault and 
Harassment Prevention Training
With some exceptions, Service members tended to 
believe that sexual assault and harassment preven-
tion training has effectively educated the military 
about preventing sexual assault and harassment and 
has also provided victims and allies with the neces-
sary tools to report an assault or harassment. 

“I don’t so much know if it has gone down, but we have 
been trained better to deal with [sexual harassment].”

—— Senior Female Service Member

“I think that now it starts with the recruiting station. 
They will sit you down and talk about it. [The military 
has] realized it is a problem… training and starting 
with prevention, but it also includes how to submit a 
report… If we change on all levels, from reporting to 
submitting, it will get better.”

—— Junior Female Service Member

“I think [the number of sexual assaults] went down 
due to all the ‘death by PowerPoint’ and trainings.”

—— Junior Male Service Member

Effective Aspects of Sexual Assault 
and Harassment Training

Focus group members were asked, “Based on the 
training or educational programs designed to help 
prevent sexual assault and sexual harassment in 
which you have participated, what aspects of these 
programs did you find most effective?” Frequently, 
Service members discussed that they felt skits and 
in-person presentations were the most effective 
forms of sexual assault and harassment training, as 
well as small group discussions. 

“They had a… play. It was great. After every skit, 
they asked the audience if they felt like it was sexual 
assault or sexual harassment. It resulted in all kinds 
of feedback.”

—— Senior Male Service Member

“People pay more attention when there are people talk-
ing about [sexual assault and harassment prevention] 
in person.”

—— Junior Male Service Member
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 “…you can say, ‘What are you going to do in this scenar-
io? What do you think this person’s buddy should do?’ And 
walk them through it and show them what the right thing 
to do is. Otherwise, people will not be paying attention.”

—— Senior Male Service Member

“[The military] needs to move away from the AKO (web-
based) training. When they came into the gymnasium [for 
training], it stopped being so PC. It was so real.”

—— Senior Female Service Member

“...a smaller group…that helps. The whole battalion 
of 1,000 people – they pack us all in at DHHB, and 
that solider in the corner isn’t paying attention. He’s not 
interacting.”

—— Senior Female Service Member

Rarely, junior women Service members expressed 
that small group discussions were not an effective 
form of training.

“...the [sexual assault and harassment prevention] discus-
sions become a joke, and everyone makes jokes about it.”

—— Junior Female Service Member

Ineffective Aspects of Sexual 
Assault and Harassment Training

Focus group members were also asked, “Based on the 
training or educational programs designed to help pre-
vent sexual assault and sexual harassment in which you 
have participated, what aspects of these programs did 
you find least effective?” Typically, Service members 
stated that large group training was the least effective 
method. Some participants mentioned that they found 
the repetitive nature of the trainings to be increasingly 
less effective. 

“We’ve heard it so many times that we know it.”
—— Senior Male Service Member

“The [sexual assault and harassment prevention] trainings 
are all the same, just change a few words.”

—— Junior Male Service Member

“We watched videos when I went through from the early 
‘90s and that doesn’t fit with our generation. That doesn’t 
fit with the digital age.”

—— Senior Female Service Member

“If you teach en masse, you’re not going to reach people at 
the individual level. You’re not going to reach the people 
that really need it…mass education will not help the girl 
who is falling in love with the guy who raped her…”

—— Senior Male Service Member

Occasionally, men Service members shared they felt 
training would not effectively prevent sexual assault 
and harassment.

“With all the training, the awareness is higher, but 
some people will just do it (i.e., commit sexual assault 
or harassment). With the awareness, you can stop a lot 
of people from doing it. [But] there will be people with 
those personalities and tendencies, and they will do it 
[regardless].”

—— Junior Male Service Member

“If someone thinks that it is okay to sexually assault some-
one, the briefing is not going to change [their] mind – 
those classes are not going to stop it.”

—— Senior Male Service Member 

“It’s still going to happen regardless; there’s still go-
ing to be that one person [who commits sexual assault  
or harassment].”

—— Junior Male Service Member

A few participants discussed prevention tools which 
they believed to be ineffective, either because the re-
sponse was delayed or because the tool did not help to 
actually address the issue.

“They gave us a rape whistle and bells. They were helpful, 
but it was after the fact. I think they wait too long.”

—— Junior Female Service Member

“…they definitely treat it as a crime, but they are not pre-
venting the problem. So, in Iraq, there is an assault, and 
all the females have to have a battle buddy, but the males 
just walk around just fine.”

—— Senior Male Service Member

 Bystander Intervention Training

Of the eight focus groups that discussed bystander 
intervention training, seven groups had one or more 
Service members who reported participating in this 
specific form of prevention training. Among those 
who had participated, opinions about the training 
were mixed; with most reporting that bystander in-
tervention training was effective.

“[Bystander intervention training] is like that commer-
cial, someone steps in and steps up and pays it forward. 
It’s like, ‘You can’t do this,’ it’s like a constant thing.”

—— Senior Female Service Member

“Awareness is the first thing... I knew what to expect. 
As soon as you see it, you need to stop it.”

—— Junior Female Service Member

“I believe that with this [bystander intervention] 
training, people will actually look out for each other 
that they work with.”

—— Junior Female Service Member

Less frequently, focus group participants indicated 
that they felt bystander intervention training did 
not help them feel more compelled to act to help 
prevent sexual harassment or assault.

“If you are out at a bar and see someone that you don’t 
know – some lady getting drunk – it is hard to come up 
to them. And if you see someone in the uniform, you’re 
more likely to help. But out in town, you’re not like, 
‘She looks like a Marine. I’ll say something to them.’”

—— Junior Female Service Member

“[In bystander awareness training] I think that you 
learn that it’s easier to just walk away and say that you 
didn’t see it.”

—— Senior Male Service Member

Role of Leadership in Sexual Assault 
and Harassment Prevention
The influential role senior Service members play 
in sexual assault and harassment prevention was a 
dominant theme in the focus groups. Service mem-
bers expressed a desire for leadership to actively par-
ticipate in sexual assault and harassment prevention 
training and to “walk the walk” by serving as posi-
tive role models to create a zero-tolerance environ-
ment for sexual assault and harassment. 

“It’s not just the video and training, it’s seeing General X 
sharing and talking about it. It’s an open door. From the 
leadership, to see that dynamic come into play – it’s great.”

—— Senior Male Service Member

“When the chain of command doesn’t tackle [sexual as-
sault and harassment], that’s why things happen.”

—— Senior Female Service Member

“No matter how good the training is, it’s up to the com-
mand... Someone made a comment about [someone 
else’s] butt, and the supervisor took action right away, 
and I think that had a positive consequence in that he 
was serious about it.”

—— Junior Female Service Member

“When you put someone in a command position, it 
needs to be instilled in them just the same as the war-
rior creed [is instilled in them]. We know it; it needs to 
be instilled in the command like it’s no joking matter. 
[The command] needs to be [held] accountable.” 

—— Junior Female Service Member

A few senior Service members discussed the culture 
they must create as leaders to help combat sexual 
assault and harassment.

“The command has to provide the culture that is ac-
ceptable and a culture where it is safe to report, and 
where the person reporting has to feel that they are safe 
and are comfortable reporting it.”

—— Senior Female Service Member

“It’s zero-tolerance, so it’s up to us to make the correc-
tive action in a case-by-case basis. If a case arises it’s up 
to us to implement the correct punishment based on the 
crime they have done.”

—— Senior Male Service Member

Summary: Sexual Assault and 
Harassment Prevention Programs
This section summarizes the findings on Service 
member awareness and effectiveness of sexual as-
sault and harassment prevention programs.

Awareness of Sexual Assault and 
Harassment Prevention Training

Most DACOWITS focus group participants re-
ported that they have received some form of sex-
ual assault and harassment prevention training. 
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In focus groups that covered the topic of bystander 
intervention training, many of the participants were 
aware of that specific program.

Effectiveness of Sexual Assault and 
Harassment Prevention Training

DACOWITS explored the extent to which the current 
sexual assault and harassment prevention trainings are 
perceived as effective at addressing the needs of Service 
members. Within those focus groups that discussed 
prevention training, the majority of participants indi-
cated that the training has effectively educated Service 
members about resources available to victims of sexual 
assault or harassment. Some participants said that pre-
vention training is part of a larger culture shift, and 
that this training will contribute to an eventual decline 
in sexual assault and harassment. Of the eight focus 
groups that discussed the effectiveness of bystander in-
tervention training, the majority of participants felt it 
was an effective form of sexual assault and harassment 
prevention training. 

DACOWITS asked Service members what methods 
lead to effective program delivery. Most often, focus 
group participants felt that in-person presentations, 
small group discussions, and plays were the most ef-
fective forms of sexual assault and harassment preven-
tion programming. A small number of women Service 
members instead expressed that small group discus-
sions were seen as a joke by man Service members. 
Most often, Service members shared that large group 
presentations and online training were the least effec-
tive forms of sexual assault and harassment prevention. 
A small number of Service members discussed sexual 
assault and prevention tools that they perceived as in-
effective, including rape whistles and women buddies. 
A few man Service members shared they did not feel 
any prevention training could successfully eradicate all 
sexual assault and harassment.

Role of Leadership in Sexual Assault 
and Harassment Prevention

Focus group participants frequently discussed the 
important role leadership plays in preventing sexual 
assault and harassment. Service members expressed a 
desire for leaders to serve as role models by treating 
sexual assault and harassment prevention seriously 

– both in their daily lives and by participating in pre-
vention trainings.

Reporting Procedures for Victims 
of Sexual Assault and Harassment 
DACOWITS asked participants about awareness and 
effectiveness of reporting procedures for victims of sex-
ual harassment and assault.

This section discusses focus group findings concerning 
the following sub-topics: 

�� Awareness of Sexual Assault and Harassment 
Reporting Procedures

�� Effectiveness of Sexual Assault and Harassment 
Reporting Procedures

�� Effectiveness of Safeguards to Protect Those Who 
Report from Retaliation

�� Perceived Justice

Awareness of Sexual Assault and 
Harassment Reporting Procedures
DACOWITS members asked focus group participants: 
“If a friend experienced sexual assault or harassment, 
where would you refer that individual to get help or 
assistance?” Frequently, Service members were able to 
identify available resources for victims. 

“...people know what to do. It’s everywhere – SAPRO  
is everywhere.”

—— Junior Female Service Member

“You have a lot of options. Chaplain, Supervisor, SARC 
(Sexual Assault Response Coordinator).” 

—— Junior Male Service Member

“I would take them to the Chaplain, and take it from there, 
and if the Chaplain thinks that she should take it further… 
I haven’t been in a situation where this happened to me or to 
someone I know. I would tell them to talk to the Chaplain.”

—— Junior Female Service Member

“Most commands have Victim Advocates. They are on duty 
24/7, and someone will be on the phone all week. They 
have a duty SAVRON; resources are out there if something 
happens, no matter the time of day.”

—— Junior Male Service Member

Less frequently, the groups contained women par-
ticipants who were unclear about how to connect 
with available resources in the case of sexual assault 
or harassment.

“We just got back from deployment. I’m sure there 
is someone, but we just don’t know because we just 
got back.”

—— Junior Female Service Member

“I wouldn’t know who to report [sexual assault] to at 
this command, and I don’t think everyone knows who 
to report it to other than your immediate supervisor.”

—— Senior Female Service Member

“I was thinking the chain of command? That’s the only 
place I can think [of ].”

——  Junior Female Service Member

Awareness of Restricted Reporting 
Options for Victims of Sexual Assault

A few woman study participants discussed their 
awareness of restricted1 reporting options for vic-
tims of sexual assault. Senior woman Service mem-
bers expressed uncertainty about whom to contact 
to correctly submit a restricted report.

“You have [restricted reporting] in theory, but in 
practice it is not working right. You have posters all 
over, but there is no name about who to contact for 
more information.”

—— Senior Female Service Member

“I wouldn’t know who to report it to (i.e., sexual as-
sault using restricted reporting) at this command, and 
I don’t think everyone knows who to report it to other 
than your immediate supervisor.”

—— Senior Female Service Member

Awareness of Reporting 
Procedures for Troops Serving 
Outside the United States

Occasionally, focus group participants expressed a 
lack of knowledge about how to report sexual harass-
ment or assault when serving with foreign troops.

1	 Restricted reporting is an option for victims of sexual assault who 
prefer to confidentially disclose the crime via one of four reporting 
avenues (SARC [Sexual Assault Response Coordinator], VA [Vic-
tim Advocate], Health Care Provider, or Chaplain) without trigger-
ing the official investigative process.

“For the Reserves, we’ve had incidents overseas; we have 
very few Reservists overseas, and we don’t really know 
what to do… and there was no policy for dealing with 
that [were there to be an incident]. As a Reservist, I 
had no idea what to do if that were to happen. There’s 
a lack of info, especially as [Reservists] are there only a 
weekend or two a month.”

—— Senior Female Service Member

“I’ve seen [sexual harassment] happen more openly and 
actively with the French and others [overseas troops] 
more openly then here.”

—— Senior Male Service Member

“For the Reserves, we’ve had incidents overseas; we have 
very few Reservists overseas, and we don’t really know 
what to do…”

—— Senior Male Service Member

Effectiveness of Sexual Assault and 
Harassment Reporting Procedures

Strengths of Sexual Assault and 
Harassment Reporting Procedures

DACOWITS asked focus group participants for 
their views on the effectiveness of sexual assault 
and harassment reporting procedures. Occasionally, 
Service members expressed that as awareness of 
available reporting options has increased, victims 
have become more comfortable submitting reports 
of sexual assault and harassment.

“I think that as females become aware of reporting 
procedures, more are being reported and come to light, 
versus when there was less training.”

—— Junior Female Service Member

“I think we’ve done well and things are starting to be 
reported a bit more. Maybe at the start of my career, 
people wouldn’t report things but with the shift in at-
titude, they are more likely to report things now.”

—— Senior Female Service Member

“I also think that the reporting that goes on today is a 
lot easier than it was 20 years ago. It allows us to deal 
with harassment and assault.”

—— Senior Female Service Member
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“Used to be if I tell on them [the victims], I’ll be pros-
ecuted. Now it’s more likely that they can tell someone who 
will initiate the process for them.”

—— Senior Male Service Member

Barriers to Reporting

Focus group participants were asked, “Do barriers exist 
that might prevent your friend from being willing to 
report the incident or get help? If so, describe them.” 
Service members listed a number of barriers to report-
ing, including a lack of trust in the reporting system, 
fear of stigma, fear of reprimand for underage drink-
ing, and conflicted feelings of victims toward attackers. 

Lack of Trust in the Reporting System

Frequently, Service members mentioned that a lack of 
trust in the reporting system served as a barrier to re-
porting sexual misconduct.

“…there is no confidentiality.”
—— Senior Female Service Member

“…if [sexual assault or harassment victims] don’t trust the 
advocate… what if the problem is the victim advocate, 
you know? It’s a big trust issue.”

—— Junior Male Service Member

“People know what’s wrong, but there is not trust in the 
system for reporting. I had a woman who was having an 
issue, and instead of reporting it through [our] system, she 
filed a civil restraining order, both for the benefit of herself 
and the person on the other [end].”

—— Senior Female Service Member

This lack of trust in the reporting system leads some 
victims to seek resources off-base, as was occasionally 
discussed by focus group participants. 

“I would imagine they go off[-base], as a safer bet if you 
want to keep it confidential.”

—— Junior Male Service Member

“I would say that 90% of the time, the programs [to help 
victims of sexual harassment or assault] on-base are use-
less. I understand why they’re there, but they don’t work.”

—— Junior Female Service Member

“[Victims of sexual assault go] off-base. Because they feel 
they have more confidentiality.”

—— Senior Male Service Member

Some of the junior Service member focus groups dis-
cussed the effectiveness of the restricted reporting option 
for victims of sexual assault. Several participants within 
these groups expressed concern that although the re-
stricted reporting process is supposed to be confidential 
it is still possible for victim information to leak out.

“… if you’re junior [Service member] and you don’t know 
all the options and she [the victim] says something to her 
supervisor because she trusts her, and now you can’t go re-
stricted, and now everyone is going to know…”

—— Junior Female Service Member

“It can be a little harder to find out if it’s a restricted case, 
but even if it is, [officers] can use their rank to find out.”

—— Junior Female Service Member

[Moderator: There is restricted reporting that is meant 
for the victim without having to report… Are people 
going to find out anyhow?]

“I think so – it depends on the connections and who people 
may tell.”

—— Junior Male Service Member

Fear of Stigma after Reporting Sexual 
Assault and Harassment

Occasionally, study participants discussed how the 
stigma of reporting, including the possibility of be-
ing “singled out” after making a report, may lead to 
underreporting. 

“The stigma of reporting is still there. Some people are just 
lucky enough to have leadership to try to protect them from 
the stigma.”

—— Junior Female Service Member

“I would say the lack of reports [of sexual harassment] is 
[from] not wanting to cause problems or being seen as some-
one who people can’t talk and trust while they’re around. 
So barriers shift and that’s how you get into a group of 
people who end up talking about that (i.e., making com-
ments that may be perceived as sexual harassment).”

—— Junior Male Service Member

“No one wants to be that person who stands up when 
everyone else is not reporting these incidents.”

—— Senior Female Service Member

Less frequently, focus group participants reported 
that the stigma of reporting sexual assault or harass-
ment had declined.

“The stigma of reporting isn’t as bad as it used to be.”
—— Senior Female Service Member

Fear of Reprimand for Underage Drinking

A few woman focus group participants discussed 
how victims of sexual assault or harassment that 
were engaged in underage drinking may be reluc-
tant to report the incident due to fear of being rep-
rimanded for illegal behavior.

“I think a lot of people are just scared. I hear about it 
in dorms, and people are scared because they have been 
drinking underage, and they are nervous to put them-
selves in trouble. So they won’t report because they don’t 
want to get in trouble.”

—— Junior Female Service Member

“If you were involved with underage drinking, they 
don’t want the double jeopardy; they don’t want to get 
involved with that. They won’t report anything where 
they feel that they’ll find out that I was drinking and 
I’ll go to mast, and they’ll think I’m a dirtbag.”

—— Senior Female Service Member

Conflicted Feelings of Victims Toward Attackers

Rarely, men Service members discussed how con-
flicted feelings of victims toward their attackers may 
serve as a barrier to reporting sexual assault.

“Might be that the female really liked the guy. She 
doesn’t want to not have contact with him.”

—— Senior Male Service Member

Effectiveness of Safeguards to Protect 
Those that Report from Retaliation
Focus group participants were asked, “Are the safe-
guards the Services have in place to protect mem-
bers who report sexual harassment or sexual assault 
effective in preventing retaliation against those who 
complain of sexual harassment or sexual assault?” 
Although not discussed at length in many groups, 
some women Service members expressed that safe-
guards in place did not prevent retaliation. 

“I think [the underreporting of sexual misconduct is 
caused by the] fear of repercussion. If I got into trouble 
with someone in my unit, there’s no way to separate us 
if I were to report him.”

—— Junior Female Service Member

“Vigilante justice does happen – we’re all soldiers but 
we’re also humans.”

—— Senior Male Service Member

“Yeah, it could happen in your evaluation. There are 
ways to do it that are not so direct.”

—— Junior Female Service Member

Less frequently, participants expressed that safe-
guards that are in place were effective in preventing 
retaliation by offenders.  

“I think [that safeguards are effective], because with 
restricted or unrestricted [reporting], if something hap-
pens it is kept up, and the CO (Commanding Officer) 
handles it, and months pass and people transfer, and 
you don’t know that it happens.”

—— Senior Male Service Member

Perceived Justice
Focus group participants frequently expressed a lack 
of clear understanding of the military’s stance on of-
fender punishment, and they often stated they felt 
offender punishments were inconsistent.

“The variety of punishment is out of this world.”
—— Junior Male Service Member

“The measures are there but are not being enforced  
or implemented.”

—— Junior Female Service Member

“It’s devastating when a senior person doesn’t follow 
through on what policy is.” 

—— Senior Female Service Member

“We see all these videos on how [punishment of of-
fenders] happens, but it never shows the outcome after 
the fact.”

—— Junior Female Service Member
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“…it depends on who you know, and what you’re doing. 
So, if you’re accused of assaulting and you’re seen as being 
good, it’s going to be different than if you were already seen 
as a dirtbag…” 

—— Junior Female Service Member

“Yeah, what happens to them after they are prosecuted?”
—— Junior Male Service Member

Occasionally, men participants provided suggestions on 
how to use offender punishment as a prevention tool.

“Seeing actual results will make soldiers reflect on their 
actions more so than the threat of action.”

—— Senior Male Service Member

“To help prevent [incidents]… showing what happens to 
the perpetrator in the end. They are separated by the com-
mand, and everything after that is hearsay, so that would 
help with deterrence.”

—— Junior Male Service Member

“Use examples without using someone’s name. We get sol-
diers, 5 or 7 years and they can remember that joker who 
did X, Y, Z. That will keep people from violating policies.”

—— Senior Male Service Member

Perception of Punishment 
Differences by Rank

DACOWITS asked focus group participants, “Does 
the rank or position of an individual accused of sexual 
harassment or sexual assault make a difference in the 
action that is taken with respect to that accusation? 
In what way?” Junior and senior Service members ex-
pressed opposing views on punishment differences for 
sexual harassment and assault offenders by rank. Junior 
Service members expressed that higher-ranked Service 
members are given more leniency than junior Service 
members. In contrast, senior Service members stated 
that higher ranked officers get stricter punishments, 
were more scrutinized, and more likely to lose their 
jobs than lower ranked officers.

“It happens. If you complain about a male, and they’re 
over you, most likely they’ll give you a bad review.”

—— Junior Female Service Member

“…I think that they would be quicker to bust an enlisted 
soldier than an officer. They get more chances to screw up 
than a lower enlisted. We had a LT [Lieutenant] that 
screwed up three times and nothing happened – they just 
moved him.”

—— Junior Female Service Member

“They say that they are getting away with it because of 
their rank, but that’s not the case. I think that they are 
dealt with severely.”

—— Senior Female Service Member

“If a Sergeant Major does it he gets pushed into retire-
ment, and [if ] a private does it, he’s kicked out.”

—— Junior Male Service Member

“Lately, the military has been making strides. Years ago, it 
would be that a junior person got punished and the senior 
person got it swept under the rug. Now, you see them get-
ting punished majorly. There [has been] major change.”

—— Senior Female Service Member

Perceived Impact of the “Good Old 
Boys” Club on Offender Punishment

Some participants discussed how preferential treat-
ment— which they described as the “old boys club” or 
“old boys network”— plays a role in whether or not sexu-
al assault and harassment offenders receive punishment.

“Even the crappy ones will get away with it because it’s a 
good ol’ boys club.”

—— Junior Female Service Member

“It’s not apparent a lot (i.e., the good ol’ boys network), 
but you’d be a fool to think [preferential treatment] isn’t 
happening.

—— Senior Male Service Member

“If it’s reportable – don’t get it twisted, it’s still the good 
ol’ boys’ system. If some people don’t like them, they will 
get rid of people, but you never know who they may know 
and it could be bad on the person who told on them.”

—— Junior Male Service Member

Summary: Reporting Procedures 
for Victims of Sexual Assault 
and Harassment
This section summarizes the findings on Service 
member awareness and effectiveness of sexual as-
sault and harassment reporting procedures.

Awareness of Reporting 
Procedures for Victims of Sexual 
Assault and Harassment

DACOWITS focus group participants discussed a 
wide variety of reporting options available to victims 
of sexual assault and harassment. Popular resources 
noted by Service members included: SAPRO, the 
Chaplain, a SARC, a Victim Advocate, and one’s 
supervisor. On occasion, junior women Service 
members expressed uncertainty about the resources 
available to them to report an incident of sexual as-
sault or harassment. Rarely, men Service members 
expressed that they were uncertain about reporting 
procedures when serving overseas.

Effectiveness of Sexual Assault and 
Harassment Reporting Procedures

Service members expressed mixed views on this topic. 
Several participants expressed that the current sexual 
assault and harassment reporting procedures were 
effective, sharing that as reporting options have in-
creased, victims have felt more comfortable submit-
ting reports. The majority of participants, however, 
believed barriers to reporting sexual assault and ha-
rassment still remain. The most commonly expressed 
barrier leading to underreporting was a lack of trust 
in both the unrestricted and restricted reporting sys-
tems, which may lead victims to utilize resources off-
base. Less frequently, Service members discussed fear 
of the stigma associated with reporting sexual mis-
conduct, although several focus group members felt 
that the fear of stigma had declined over time. On 
occasion, men Service members discussed how a vic-
tim’s conflicted feelings about her attacker may serve 
as a barrier to reporting sexual assault.

Effectiveness of Safeguards to Protect 
Those that Report from Retaliation

The majority of focus group participants reported 
that current safeguards in place to prevent retalia-
tion against those that report sexual assault or ha-
rassment are not effective, although a small number 
of Service members felt that the safeguards in place 
were sufficient.

Perceived Justice

Service members frequently expressed frustration 
about the lack of clear punishments for offenders of 
sexual assault and harassment, reporting that mea-
sures in place to punish offenders were not being 
enforced and that punishments vary widely. Several 
men Service members provided suggestions for how 
to use offender punishment as a tool to prevent 
future sexual assault and harassment. Suggestions 
included clearly publicizing what happens to of-
fenders after they are convicted and using offender 
experiences and punishments as examples during 
prevention training.

Perceptions of Punishment 
Differences by Rank

Participants were asked about their views on the 
role an individual’s rank plays when accused of sex-
ual assault or harassment. Not surprisingly, opin-
ions on this issue varied by the rank of participants. 
Frequently, junior Service members expressed that 
their peers were likely to be punished more severely 
than senior Service members when accused of sex-
ual assault or harassment, and that senior Service 
members would more likely be encouraged to re-
tire without severe punishment. In contrast, senior 
Service members expressed that their peers were 
likely to receive stricter punishment than junior 
Service members. Rarely, focus group participants 
felt both junior and senior Service member offend-
ers are punished equally. Occasionally, Service mem-
bers discussed the impact of the “good old boys” 
club on treatment of sexual assault and harassment 
offenders, sharing that those who are in the club are 
much more likely to receive preferential treatment 
when accused of sexual assault or harassment.

Impact of Sexual Assault and 
Harassment on Unit Readiness
To conclude the focus groups, DACOWITS asked 
focus group participants “Do you think sexual as-
sault has an impact on a unit’s readiness and its abil-
ity to perform its mission? If so, how?” Most Service 
members expressed that sexual assault and harass-
ment has a negative impact on a unit’s readiness and 
ability to perform its mission. 
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“…it’s hard if there is someone there that makes me un-
comfortable. It affects the whole picture, just passing them 
down the hallway and they give you a look. It affects your 
ability to impact the mission.”

—— Junior Female Service Member

“...with harassment, there are days when I’m being told 
I’m being emotional... even harassment affects [unit readi-
ness]. If I’m not wanting to be there, then my mind is 
someplace else.”

—— Junior Female Service Member

“[Sexual assault] affects morale, it’s a huge deal.”
—— Junior Male Service Member

“Why would you want to go to work with someone who is 
making perverted jokes? You don’t want to do good work if 
you know they are going to harass you all day – I wouldn’t 
want to do good work.”

—— Junior Female Service Member

“You take a squad full of seven males and one female and 
she’s been assaulted – the trust is gone. It affects everyone.”

—— Junior Male Service Member
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Defense Advisory Committee on Women in the Services

Appendix G-2
Assignments Focus Group Findings

In 2009 and 2010, DACOWITS researched the 
topic of women in combat to gain insight into the 
combat experiences of our women in uniform. The 
Committee recommended that the current assign-
ment policy be updated to allow for the assignment 
of women to all MOSs, as they found that women 
have been and are being employed in combat jobs 
for which they are excluded from assignment.  As 
follow-up to these studies, the 2011 DACOWITS 
Committee sought to better understand the ade-
quacy of weapons training women service members 
receive in preparation for combat and the potential 
implications of the integration of women into all 
combat units. The Committee gathered data, using 
a focus group protocol and a short demographic 
survey of focus group participants, on the adequa-
cy of weapons training and participants’ views on 
the possible implications of the full integration of 
women into combat units. This chapter summarizes 
DACOWITS’ findings on these topics in 2011.  

Presented first is a description of the 2011 focus 
group participants and the qualitative analysis meth-
odology used for the data presented in the report. 
The remainder of the chapter highlights focus group 
findings organized into the following domains:

�� Adequacy of Weapons Training Provided to 
Women in the Military

�� Potential Implications of Revising the 
Assignment Policy to Fully Integrate Women 
into All Combat Units

�� How to Make Full Integration of Women into 
Combat Units a Success

Where applicable, the Committee’s focus group 
findings are supplemented with results from mini-
surveys completed by study participants. 

Characteristics of Focus  
Group Participants
To provide context for the overall themes and in-
dividual comments that emerged during the focus 
group sessions, presented here is an overview of the 
demographic and background characteristics of the 
focus group participants. During summer 2011, 
DACOWITS conducted a total of 21 focus group 
sessions on the topic of the Assignment Policy of 
Women in the Military.  Focus groups were held at 
seven locations. A total of 199 participants attended 
the focus groups, with a range of 3 to 12 and an av-
erage of 10 participants per session, representing the 
entire Active component (AC) Services and some 
elements of the Reserve component (RC).  Each fo-
cus group session included Service members who 
had deployed to Operation Iraqi Freedom (OIF) 
and/or Operation Enduring Freedom (OEF), in-
cluding junior and senior, enlisted and officer, 
women and men.2 The overall demographic char-
acteristics of the focus group participants are pre-
sented in Exhibit G2-1.  

As Exhibit G2-1 shows, the majority of focus group 
participants were female (70%). Almost half of study 
participants were non-Hispanic White (48%), just 
over a quarter were non-Hispanic Black (26%), and 
almost a fifth were Hispanic (19%). The Army was 
the most represented Service, with over a quarter 
(28%) of participants, followed by the Marine Corps 
(21%), Navy (17%), Air Force (14%), Army National 
Guard (13%), and Reserves 3 (8%)4. Nearly half of 

2	 For this study, DACOWITS defined junior Service members as 
those in ranks E1 through E6, and senior Service members as those 
in ranks E7 through E9 and all officers. 

3	 Reserves include Army Reserves and Navy Reserves.
4	 DACOWITS visited a U.S. Coast Guard (USCG) installation in 2011; 

however, no Assignments topic focus groups were conducted 
(Wellness topic focus groups were conducted).
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Exhibit G2-1: Demographic Profile of Focus Group Participants (N=199)
Variable N Percent*
Gender 

Female 139 70%

Male 60 30%

Total 199 100%

Service

Army 55 28%

Marine Corps 41 21%

Navy 33 17%

Air Force 28 14%

Army National Guard 26 13%

Reserves (Army and Navy) 16 8%

Total 199 100%

Pay Grade

E1-E4 45 23%
E5-E6 70 35%
E7-E9 19 10%
O1-O3 (including Warrant and Chief Warrant Officers) 45 23%
O4-O6 20 10%
Total 199 100%

Race and Ethnicity

Non-Hispanic White 96 48%
Non-Hispanic Black 51 26%
Hispanic 38 19%
Other (Non-Hispanic) 14 7%
Total 199 100%

Marital Status

Married 100 50%

Single, with no significant other 42 21%

Single, but with a significant other 35 18%

Divorced or legally separated 22 11%

Total 199 100%

Length of Military Service

Under 3 years 11 6%
3-5 years 46 23%
6-10 years 60 30%
11-15 years 42 21%
16-20 years 25 13%
More than 20 years 15 8%
Total 199 100%

*Percentages may not sum to 100% due to rounding.

participants were junior or senior Noncommissioned 
Officers (NCOs – E5-E9) (45%), and roughly a third 
were officers (33%) (O1-O6, and including Warrant 
and Chief Warrant Officers), and almost half of 
study participants had served more than ten years in 
the military (42%). Half of participants were married 
(50%). For a complete summary of the demographic 
characteristics of these focus group participants, see 
Appendix F-2.  

Qualitative Analysis 
Methodology
The methodology used by DACOWITS to iden-
tify salient themes related to the assignment poli-
cy of women in the military from the 2011 focus 
groups is similar to the approach the Committee 
has employed in previous years under its revised 
charter.  Specifically, the Committee employed the 
services of a professional research contractor (ICF 
International) to assist in the development of fo-
cus group and survey instruments tailored specifi-
cally for the topic at hand. Contractor research staff 
served as scribes, accompanying the Committee 
members/facilitators to each focus group and gener-
ating a transcript from the session.  Each individual 
focus group transcript was then content-analyzed 
to identify major themes and sub-themes, and the 
resulting transcript-level findings were entered into 
a sample-wide database for further analysis.  The 
purpose of the sample-wide analysis was to deter-
mine the most salient comments throughout the 
focus group sessions, i.e., themes that appear most 
frequently within and across focus group sessions. 
These findings are presented in this chapter.

Adequacy of Weapons  
Training Provided to Women  
in the Military
In previous years’ research, DACOWITS found 
that women deployed to OIF and OEF have served 
in combat jobs – to which they were not assigned 
before deployment – while in theatre. As such, the 
2011 DACOWITS Committee decided to study 
the adequacy of the weapons training that women 
are receiving in preparation for combat. This sec-
tion provides a summary of the focus group find-
ings concerning the following sub-topics: 

�� Extent of Weapons Training Provided
�� Weapons Training and Gender

This section concludes with a summary.

Extent of Weapons Training Provided
The vast majority of focus group participants – both 
men and women – reported that they received some 
form of weapons training. The majority of par-
ticipants (75%) reported on the mini-survey that 
the weapons training they received prior to their 
most recent deployment was somewhat or very ad-
equate in preparing them for combat (Exhibit G2-
2). Overall, women who participated in the focus 
groups were more likely than men to report that 
weapons training they received was somewhat or 
very inadequate, or that they did not receive any 
combat-related training prior to their most recent 
deployment. About one fifth (21%) of women in 
the 2011 focus groups reported inadequate or no 
combat weapons training.

Exhibit G2-2: Please rate the adequacy of the weapons training you received prior  
to your most recent deployment in preparing you for combat.*

Response Women Men Overall
Very adequate 40% 54% 44%

Somewhat adequate 29% 36% 31%
Neither adequate nor inadequate 10% 3% 8%
Somewhat inadequate 9% 3% 7%

Very inadequate 8% 3% 7%

I did not receive any combat-related training prior to my most 
recent deployment 4% 0% 3%

Total 100% 100% 100%

*Percentages may not sum to 100% due to rounding.
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Though most women indicated on the mini-survey 
that their weapons training was adequate, during 
the focus groups, only a few offered positive com-
ments on their training. 

“I had the opportunity to go out on the ranges and 
shoot. I had plenty of opportunity to shoot and train.”

—— Junior Female Service Member

“If you’re not deploying, you are not doing weapons 
training outside of basic training. If you do deploy, I’m 
fully confident you get the right weapons training.”

—— Senior Female Service Member 

Weapons Training Inadequate

Although women participants generally agreed that 
they are getting weapons training, most reported 
that it was inconsistent and/or inadequate in some 
capacity. For example, several said that training re-
ceived was not consistent among Services, MOSs, 
or installations.  

“It seems like there is not a consistent training cycle, 
and it’s like, if they have time they’ll train you, but if 
not, then, ‘Okay, you’re out.’”

—— Junior Female Service Member

“To me, the training varied… The way that the Army 
trains, it lasts a lot longer than the Navy. The training 
that the Army gave was a lot more detailed; if you did 
not get it, they would not let you [deploy], they would 
make you stay behind…”

—— Junior Female Service Member

“Being in medical we’re not allowed to do much. I was 
not allowed to do much; I didn’t have time to train for 
anything. I just had to go.”

—— Junior Female Service Member

Many women also said that the weapons training 
they received was poor quality in some fashion, 
such as training not being long enough. 

“It is training, but going to a gun range for one hour 
and just shooting the number of bullets required, I 
don’t feel that was adequate.”

—— Senior Female Service Member

“They wanted us to just check-the-box. It didn’t prepare 
me to shoot [the weapon] in theatre.”

—— Senior Female Service Member

“I don’t think it’s sufficient. One time a year isn’t enough… 
Unless you do things on your personal time. It’s necessary to 
be a soldier, to protect yourself, and your battle buddy…”

—— Junior Female Service Member

“I think that [the weapons simulator training] is treated 
as a check-the-block type thing.”

—— Senior Male Service Member

There were also concerns that training was not always 
taken seriously, as trainers would let people qualify re-
gardless of ability.

“[There was] a lot of cheating going on. For soldiers who 
don’t shoot, it was like, ‘Just get it done at the end of the 
day,’ [for] both males and females. You would have some-
one in the range next to you shooting your targets [if you 
couldn’t qualify]… Towards the end of the day, the train-
ers were poking holes in the paper targets to make sure you 
were qualified.”

—— Junior Female Service Member

“I don’t think they are getting ready in my unit. The super-
visors ask about the recoil, and they say [they] don’t want 
that, and the supervisors are like, ‘Okay,’ and they don’t 
have to [shoot it]; they just check-the-block.”

—— Senior Male Service Member

Some focus group participants expressed a need for ad-
ditional weapons training, including longer/more in-
depth training and training on more weapons, as they 
often needed to use or were issued weapons other than 
those they were trained on.  

“I definitely agree that they need to get more Army [weap-
ons] training.”

—— Junior Female Service Member

“If the frequency of training is increased, you’ve increased 
the familiarity. Males and females, you get more comfort-
able; how to engage targets with it, what to expect from 
the weapon, any weapon…I don’t know if it’s a budget 
issue, but you should increase the frequency.”

—— Senior Male Service Member

Some said that they think lack of sufficient weapons 
training is a funding or budgetary issue.

“The funding was getting short because it took too 
much time; they cut back on a lot of that… The good 
thing is that it saves some money and the people at a 
desk don’t have to go through that unnecessarily. At the 
same time, you could go to country (i.e., deployed to a 
combat theatre) and never get that training.”

—— Senior Female Service Member

“…my company’s problems are lack of equipment. You’ll 
get only 3 bullets, and then you’ll get 5, and how are you 
going to get better if you can’t practice? How are you go-
ing to get the basics before you go out to the range?”

—— Junior Female Service Member

“It’s about the budget.”
—— —Junior Female Service Member

“We have no money. We are supposed to go out there 
and do training, but we are all broke.”

—— Junior Male Service Member

Weapons Training and Gender
Although the mini-survey results suggest that wom-
en participants see their weapons training as less 
adequate than the men in the focus groups, most 
participants reported that weapons training is not 
gender-specific – men and women receive essential-
ly the same weapons training. 

 “…it’s not men or women, because it is pretty much 
the same [training for both genders] these days.”

—— Senior Female Service Member

“Generally everything is the same as the male; we’re 
getting the same treatment.”

—— Junior Female Service Member

“They get the same training that the males get, so if it is 
adequate for the men, then it is adequate for the wom-
en… we get the same weapons training as the men.”

—— Senior Female Service Member

Some also said that weapons training is equally in-
adequate for both women and men, and a few not-
ed that inconsistencies in weapons training is more 
due to MOS than gender.

“[Weapons training is] not that adequate. It’s not just 
[with] women; it’s everybody.”

—— Junior Female Service Member

“I think it’s equal [between the genders], but not adequate.”
—— Senior Female Service Member

“There are always going to be training shortfalls. Is 
there a bias to train the men more than the women? 
There would not be a bias. There are always going to 
be training shortfalls, about who is going to need the 
training more. There is the bias, and it is not going to 
have to do with gender, it has to do with MOS.”

—— Senior Male Service Member

A few participants, however, noted differences in 
weapons training and/or qualifications by gender.

“They get the very broad basics, but after that, no, 
[women do not get the same weapons training as men].”

—— Junior Male Service Member

“I started out at [a different installation], and now 
I’m at the division unit with women, and the differ-
ence in training is big. I don’t remember them doing 
the 240-range; now it is the M4 and M9, and now it is 
completely different. We trained more, we trained harder 
out there. Now we just go out to the range for a week, 
and they will qualify, maybe they won’t. At the divisions 
with more females, that’s the difference that I see.”

—— Senior Male Service Member

During the discussion on weapons training, a few 
participants expressed frustrations with regulations 
concerning women’s hair, especially with buns in-
terfering with the fit of the Kevlar.

“…helmets are always an issue. You have a bun and 
that’s standard, and they tell you to put your helmet on, 
and it just won’t fit.”

—— Junior Female Service Member

“I think you need an adjustment back there; the web-
bing and the interior makeup of the Kevlar needs 
adjustment to keep it from moving. I have to buy a 
bunch of extra stuff like donuts and padding to keep 
it from moving.”

—— Senior Female Service Member
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Summary: Weapons Training
The vast majority of DACOWITS 2011 focus group 
participants said that they have received weapons train-
ing. Although the majority of study participants – both 
women and men – reported on the mini-survey that 
the weapons training they have received is adequate, as 
this topic was explored in more detail during the fo-
cus group discussions, most participants said that their 
weapons training was inadequate in some capacity. The 
most commonly cited inadequacies included inconsis-
tencies among Services, installations and MOSs, poor 
quality training, not enough training, and trainers not 
taking training seriously enough. Some participants 
shared that they thought the reason, at least in part, for 
the weapons training inadequacies is lack of sufficient 
funding.  As the questions on weapons training were 
asked in the context of the training military women re-
ceive, the discussion touched on whether training varies 
between the genders, and the majority of focus group 
participants agreed that the training did not vary by 
gender. That is, most said that women and men receive 
the same weapons training. 

Potential Implications of 
Revising the Assignment Policy 
to Fully Integrate Women into  
all Combat Units
DACOWITS asked the 2011 focus group participants 
a series of questions concerning potential implications 
of fully integrating women into combat units. These 
included questions about lessons learned from previ-
ous integration of women onto combat ships and air-
craft, potential challenges that may arise if women were 
fully integrated into combat units (including those 
related to mission accomplishment, women’s careers, 
and women’s well-being), impact on unit readiness if 
women were to be fully integrated, and mentoring. 
This section presents the themes that emerged in the 
discussions resulting from these questions, and is orga-
nized into the following sections:

�� Views on Revising the Assignment Policy
�� Possible Impact on Readiness
�� Possible Challenges

A summary is included at the end of this section.

Views on Revising the Assignment Policy
Although not expressly asked about their opinions re-
garding the assignment of military women, many of 
the focus groups sparked discussion on this topic. Of 
those who expressed an opinion on this, most were in 
support of fully integrating women into combat units.

“I think [fully integrating women into all combat units] 
is a good thing…You need females, especially in Muslim 
countries where men can’t search women.”

—— Senior Male Service Member

“I can tell you from my readiness I would love it [if women 
were fully integrated into combat units]... If they changed 
it, I’d stay until the day I die...”

—— Senior Female Service Member

“I think women have proved themselves... I want the best 
person for the job, period.”

—— Senior Male Service Member

During this discussion, many participants expressed 
that they thought that men and women should be 
treated equally, and as long as standards were not low-
ered for women, there would not be a problem inte-
grating them into ground combat units. 

“Standards cannot be lowered.  A handful of women 
might make it.” 

—— Senior Female Service Member

“Hold us to the same standard.”
—— Junior Female Service Member

“You set one precedent and you can meet this standard 
that a man can, the same MOS fields, then there wouldn’t 
be any issues.”

—— Junior Male Service Member

“I think if you can meet the physical demand it shouldn’t 
matter the plumbing.”

—— Senior Female Service Member

A few women expressed that they were upset that 
women were not receiving recognition for their com-
bat experience.

“It pisses me off I’m a second class citizen. I went to 
Iraq, Kuwait; I could’ve died, and I get no respect…If 
they changed it (i.e., the assignment policy), I think it 
will help. I think there are a lot of disgruntled females 
because of it. So you lose a lot of great leaders, especially 
on the officer side because of it.”

—— Senior Female Service Member

“The… guys got their ribbons; when I was out there, 
and I fractured my arm out there, but I didn’t get 
the recognition.”

—— Junior Female Service Member

“It pissed me off females are good enough to go on these 
deployments and fill the slots, but not when we return. 
We’re good enough to get shot at as the gunner, as a 
driver or medic or save a life, but as soon as we get 
home, ‘You can’t be in the infantry, you can go back to 
your support unit.’ That pisses me the hell off!”

—— Senior Female Service Member

Some men focus group participants and a few wom-
en participants expressed opposition to the full inte-
gration of women in ground combat units.

“I don’t support women in ground combat. I think it’s 
a bad idea. Distractions. … fraternization… physical 
capability – I think there are women who can do it, 
no doubt. But on average, I think that it is a bad idea 
to implement that. I think there is a big difference be-
tween men and women.”

—— Senior Female Service Member

“I will be totally honest. Are there women who could 
do the infantry job and artillery job? Yes, I guarantee 
some would run laps around the men. The big differ-
ence is that having the females in our job makes stuff 
hard - the pregnancy and harassment. You like her and 
I like her, let’s fight. It’s our natural instinct to protect 
them. If you see her with that heavy pack, you are go-
ing to want to help. It creates more issues and problems 
as far as the effectiveness of the unit. You have females 
being sent home… all these issues. I think a few could 
be just as effective. They should have to pass these same 
things as the men, but it would add all those other 
things on the table, and it would make it harder. It cre-
ates more paperwork and more animosity in the unit.”

—— Junior Male Service Member

Possible Impact on Readiness
DACOWITS asked focus group participants what 
they think the overall impact on military readiness 
would be if women were to be fully integrated into 
combat units. The majority of participants felt that 
the full integration of women into ground combat 
units would have a positive or neutral impact on 
unit readiness. 

“I think it will be positive overall… The more you in-
tegrate, the tighter it will be.”

—— Senior Male Service Member

“I think it (i.e., military readiness) will stay the same 
or go up.”

—— Senior Male Service Member

“I think that we would have a better Army if it (i.e., 
full integration of women into combat units) were im-
plemented, getting females into the roles…”

—— Junior Female Service Member

Some said that the full integration of women into 
combat units may have a short-term impact during 
a transition phase, but that any impact will dissipate 
over time.

“On the short term there are these speed bumps, and 
you have the ‘old crusties’ that won’t let them do things, 
and the females may fight back. So I can see that hap-
pening first, but once that first female is allowed to do 
her job and she does it well, the integration process will 
speed up. But there will be short-term issues.”

—— Senior Male Service Member

“If anything, it will be issues in the beginning, but it 
will smooth itself out over time.”

—— Junior Male Service Member

“It was just like when women first started in the Armed 
Forces. Initially there are issues, but as it grows it will 
get better just like now.”

—— Junior Female Service Member
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“You’ll have the old-school guys, and I’m open minded, 
luckily, but you’ll have these guys who will be like, ‘No, 
I won’t do it’, and they’ll be in the position to make those 
decisions, and it will take 5 or 10 years for them to retire, 
and the new generation will come through, and the new 
sergeants and higher-ups – they will be the norm, and 
until then, it will affect the readiness.”

—— Junior Male Service Member

Rarely, participants said that they think the full inte-
gration of women in combat units would have a nega-
tive impact on readiness. 

“I can see a negative impact. If they put a woman on a 50 
cal, according to my experience they needed help, and she 
got moved to a driver. So guys have trouble breaking in the 
line on a runaway gun. I weigh 240 lbs. Will a female be 
able to carry me if I’m injured? That’s the problem.”

—— Junior Male Service Member

“I really believe that women shouldn’t be in that type of 
environment…We are too emotional, we are. [That’s] not to 
say that all women are like that, we are [that way], gener-
ally speaking, but at the same time they are physically stron-
ger than us; our bodies are just made completely different.”

—— Junior Female Service Member

Possible Challenges
DACOWITS asked focus group participants what, if 
any, challenges they think there would be if women 
were fully integrated into combat units, including 
those related to the success of the unit and its mission, 
the careers of women, and the well-being of women. 
Participants anticipated several potential barriers to in-
tegration, such as cultural issues in a male-dominated 
environment, sexual harassment and assault, logistical 
issues (e.g., facilities and hygiene), and fraternization. 

Cultural Issues

An overwhelming majority of focus group participants 
foresaw cultural issues within combat units as a poten-
tial challenge to the full integration of women. They 
mentioned issues such as men not being accepting of 
women in combat units, women having to overcome 
stereotypes and having to work harder to prove them-
selves, and men wanting to protect women. 

“In terms of a cultural shift, that will be big. In 
Afghanistan, there was an infantry female; they don’t 
have laws banning that; she was just the first female to do 
that. She was on ground controls and she didn’t have any 
issues. It’s the same thing with NATO forces, with hav-
ing DADT repealed. The British, Italians, whatever, they 
have a fully integrated Army with homosexuals. It would 
just be a cultural shift.”

—— Junior Female Service Member

Men not Readily Accepting Women into Combat Units

Some of the men in the focus group discussions said 
that they or their male peers may struggle with accept-
ing women into combat units. A few of the women 
also noted this, mentioning that combat units are often 
a “good old boys club”. 

“If you asked me, ‘Women: could they operate a tank 
battalion?’ Yeah, they could, but it is about the environ-
ment. The maturity of our male environment – they are 
not there.”

—— Senior Male Service Member

“I don’t think the women would have any problem inte-
grating; it would be the males.”

—— Senior Male Service Member

“I think it will be harder because men don’t believe wom-
en should be in that position.”

—— Junior Female Service Member

“My squadron, coming back from my third tour, it’s a 
squadron that hasn’t had a woman in there in like five 
years. I’m coming in there and kind of breaking up the 
good old boys club, and it took another two years after the 
last women was in there… it was almost two years before 
we got another female in our war room.”

—— Senior Female Service Member

“In most naval communities, it’s a good old boys club. 
Having a thick skin and being able to roll with it, and if 
you hear something that you don’t like, just correct it on 
the spot [is how you overcome this challenge].”

—— Senior Female Service Member

Overcoming Stereotypes: Women Need to 
Work Harder and “Prove” Themselves

Several women said that women in combat units 
will have to work harder and prove themselves in or-
der to overcome stereotypes and be successful; some 
men noted this challenge as well.

“A lot of it is overcoming stereotypes. It would be wom-
en showing that we can accomplish just as much; we 
can do a lot of different things and be just as effective, 
and sometimes more effective.”

—— Junior Female Service Member

“You have to go at 110%; you’re always going to be 
on display.”

—— Senior Female Service Member

“Women have to work twice as hard; for some people 
they think women shouldn’t be in that position, but if 
they prove themselves, they can do it – guy or girl.”

—— Junior Male Service Member

“I’m sure [women] can do all the things if they’re there, 
but they will have to prove themselves.”

—— Junior Male Service Member

“I was one of them in 1994 that was one of these five 
female units that had just integrated… We had to 
work extra hard. When we broke into that community 
we had to work extra hard.”

—— Junior Female Service Member

“It’s conceptually going to be the same as having gay 
men in the military; conceptually it’s going to be the 
same way as when women and minorities got inte-
grated. It’s a mindset, it’s about proving yourself. I’ve 
always been in the male-dominated roles. I’ve had to 
prove myself every single time…”

—— Senior Female Service Member

“Speaking from experience, I was the only female in 
the battalion. Being in that environment, it’s proving 
yourself, speaking their lingo, and once you gain that 
respect… I was cursing with them, speaking their lan-
guage, and once I got in there and they saw that I was 
not in there as a female but as a team member, they 
saw that I was their brother, not their sister; their fel-
low soldier.”

—— Senior Female Service Member

Men’s Desire to Protect Women

Several study participants, both women and men, 
said that they think men have an instinct to protect 
women, and that this may be a challenge if women 
were to be fully integrated into combat units. 

“At first it can seem paternalistic, and you may want to 
protect them. That will turn into a brother, sister thing 
where you are leading them like all your other soldiers.”

—— Senior Male Service Member

“The men that are working beside us – they still want 
to protect us…I was deployed with some guys who en-
countered an IED, and the guys were trying to shield the 
women…”

—— Senior Female Service Member

“There’s more of a need to protect the women. As men 
we all protect each other, but with a woman you have 
to protect and impress her.”

—— Senior Male Service Member

“I think certain males, depending on upbringing, will 
think they have to protect the women.”

—— Junior Female Service Member

Sexual Harassment and Assault

Some participants mentioned sexual harassment 
and assault as a potential challenge to the full inte-
gration of women into combat units. 

“The guys are worried about sexual harassment going 
through the group.”

—— Junior Female Service Member

“There’s the fear of some type of sexual harassment that 
may happen.”

—— Senior Male Service Member

“There was a fair amount of sexual misconduct on the 
FOB (Forward Operating Base). It really had to do 
more with harassment, and not necessarily reported 
rapes, that I knew about.”

—— Junior Female Service Member

“Sexual assault and sexual harassment… there’s a lot of 
harassment with them going down-range.”

—— Senior Female Service Member
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“…the first that comes in mind is sexual harassment.”
—— Junior Female Service Member

Logistics: Facilities, Hygiene and 
Access to Quality Healthcare

Frequently, DACOWITS 2011 study participants cit-
ed logistical issues, such as facilities, hygiene, and ac-
cess to quality healthcare, as potential challenges to the 
full integration of women into combat units. 

Facilities

“In a different setting, logistics can be an issue, like 
facilities.”

—— Senior Male Service Member

“If they fully integrate, they just need some privacy…”
—— Senior Male Service Member

“The only thing I would think would be housing. They 
need to deal with their female issues [being] met and 
that’s hard when we are in a small group… Privacy and 
things are the issues: sleeping quarters, showers, that type 
of thing.”

—— Junior Male Service Member

Hygiene

“Female hygiene [is a] big issue. Not having a shower for 
30 days or 60 days - can females really handle that?”

—— Senior Female Service Member

“Their housing and hygiene things - that’s the biggest issue. 
How to have integration with privacy. Harassment and 
hygiene and things.”

—— Junior Male Service Member

“Personal hygiene. You can only do so much with baby 
wipes.”

—— Senior Female Service Member

“Just relieving yourself – a guy can stand off to the side of 
the road. You can get a UTI…”

—— Junior Female Service Member

Access to Quality Healthcare

“Women’s health issues, especially with smaller deck 
ships. Women are being taken care of by the male IDC’s 
(Independent Duty Corpsman), and they look at the 
women from the top-up only, and these women have ab-
normal pap smears, and these [male IDC’s] don’t get in for 
the colostomies [sic], and yes, they say that as long as you 
do the test, you’re fine; it’s a check-in-the-box, and these 
junior women don’t have the confidence to fight for their 
health care.”

—— Senior Female Service Member

“In combat arms and radar, there’s no good logistical reason 
why we can’t do it. They’ll be like, ‘You can’t do it because 
of your period,’ and with the birth control I’m on, the men-
struation is not an issue. The Army might want to address 
that – informing the females of their birth control [options] 
in certain types of environments.”

—— Junior Female Service Member

Fraternization

Several focus group participants believed that fraterni-
zation would be a challenge to the full integration of 
women into combat units. A few mentioned pregnan-
cy resulting from fraternization as a challenge as well. 

“I think the biggest problem regarding female officers is 
when they sleep with someone, it’s seen as something every-
one does.  And that’s a huge hurdle to overcome.”

—— Senior Female Service Member

“I deployed 9 months late for a 15 month deployment.  
There were issues with females in my unit sleeping with 
the males.  It was harder because of the reputation the 
other women established before I got there.  They think 
every female is the same.  That’s what I came into.”

—— Senior Female Service Member

“People see you out with another platoon leader... maybe 
at dinner, and you’re going to get a reputation.”

—— Senior Female Service Member

“On fraternization: you just can’t stop it. Every de-
ployment that happens, whether it’s reported or not, as 
they work closer and get closer and start training more, 
the line that separates [everyone] disappears, and the 
next thing you know, it’s late at night, and you’re going 
home together. When that happens and you’re alone, 
even if you’re not fraternizing, the appearance of frat-
ernization creates a distraction.”

—— Junior Male Service Member

Pregnancy as a Result of Fraternization

“We were talking about the women getting pregnant 
on these ships and being taken off… well, it takes two, 
so take the male off too. It’s only fair. One woman had 
that issue, and the man got taken off, but she had to 
petition [for the man to be taken off the ship].”

—— Senior Female Service Member

“The dynamics with women on ship, when that hap-
pens during or before deployment; when a woman gets 
pregnant, that is a huge issue - multiply that exponen-
tially when [a pregnancy] happens on a ground combat 
unit and taking away that person from the unit.”

—— Senior Female Service Member

“With family planning, I got calls from officers about 
the female pregnancy rate. When these women are get-
ting on the ship and learning the rate is when they get 
pregnant, and they get removed after 20 weeks [into 
the pregnancy], and then they are back on the ship one 
year later after having the newborn. A lot of these fe-
males are single females; a lot of these parents have to 
take care of the children, and this is tough on the sailors 
when they are behind on their rate. There is birth con-
trol available, and I don’t know what to say about it 
other than mentoring.”

—— Senior Female Service Member

Leadership

During the discussion on potential challenges if 
women were to be fully integrated into combat 
units, a few focus group participants mentioned 
unintended consequences of practices implemented 
by leadership, such as requiring all women to walk 
around with a whistle and a buddy while on base. 

“And there was this issue where these females were run-
ning a convoy, and she got attacked in the showers, and 
they made it look like it was her fault because she took a 
shower alone, and he didn’t bring up the fact that one of 

her eight battle buddies could have stood outside there, 
and after that he made us wear a whistle - just the fe-
males - and how am I going to wear the whistle in the 
shower? With this little rape whistle, you can’t even hear 
it! I would just point out [spots] where you don’t want to 
be alone where you could get raped, and I just wouldn’t 
go there. And he brought all the females out with us on 
the FOBs, telling us not to go out alone, but still, he’s 
holding us accountable for not getting raped, and he’s 
telling them not to rape their battle buddies. And then 
they ran out of whistles. I felt like it was one of those 
things that was fairly ridiculous.”

—— Junior Female Service Member

Summary: Potential Implications of 
Revising the Assignment Policy to Fully 
Integrate Women into all Combat Units
This section summarizes DACOWITS’ findings on 
the potential implications of fully integrating wom-
en into all combat units. 

Views on Revising the 
Assignment Policy

Although DACOWITS did not explicitly ask 
study participants their opinions concerning re-
vising the current assignment policy of women in 
the military, this topic arose during several of the 
focus group discussions. Of those who shared their 
thoughts on this, most were in support of revising 
the policy to open all MOSs, including combat 
positions, to women. A few also expressed opposi-
tion to women serving in combat. Some believed 
that women will be able to successfully serve in 
combat as long as the standards are the same for 
both men and women. A few expressed discontent 
that women who have served in combat are cur-
rently not receiving due recognition. 

Possible Impact on Readiness

DACOWITS asked study participants to share 
their thoughts on the potential impact on military 
readiness if women were to be fully integrated into 
combat units. Most focus group participants said 
that they thought it would either have a positive or 
no impact on military readiness, and a few thought 
it would have a negative impact. Some also believed 
that there may be an impact during the transition 
of women into combat units, but that this would 
lessen over time.  
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Possible Challenges

DACOWITS asked focus group participants to con-
sider, if women were to be fully integrated into combat 
units, what challenges may arise. Specific challenges 
of interest to the Committee included: (a) the success 
of the unit and its mission, (b) the careers of women, 
and (c) the well-being of women. Although most focus 
group participants were in support of fully integrating 
women into combat units, many noted several poten-
tial barriers to integration, such as cultural issues in a 
male-dominated environment, sexual harassment and 
assault, logistical issues (including facilities, hygiene, 
access to healthcare), and fraternization. 

How to Make the Full Integration 
of Women into Combat Units a 
Success
DACOWITS asked women study participants who 
have served in combat ships or aircraft, as well as men 
who have served alongside women in combat ships and 
aircraft, to share their experiences and lessons learned 
from these experiences, in an effort to gather ideas that 
may be applied in the future if women were to be fully 
integrated into combat units. These ideas on how to 
make the full integration of women into combat units 
a success are presented below. 

Need for Consistent Performance 
Metrics and Qualification Criteria
Several focus group participants expressed a need for 
consistent and equal performance metrics and qualifi-
cation criteria, regardless of gender, in order to success-
fully integrate women into all combat units. 

“I think the standard should be the same. If I have to carry a 
person [who weighs] 250lbs, then fine. I shouldn’t volunteer 
to be in a unit [if] I can’t pick up that guy… So the stan-
dards should be the same. The problems come if you go into 
these units and you don’t expect to meet the same standards. 
Then that’s not fair...”

—— Senior Female Service Member

“I think having measurable metrics would be good, and 
consistent performance [indicators] so you can say that we 
have a rolling average and it is 3.2, for example, and if 
you fall within that [range], you are qualified, so if the 
women make the grade, they have that number to back 
them up. So, if you have that number as a cutoff to main-
tain credibility, when you come into a male organiza-
tion… the default is they assume that you are not having 
that credibility.”

—— Senior Female Service Member

“I think that if we were to do a full integration... there 
should be a sidebar PT (Physical Training) test, and if 
you don’t pass the male’s standards on the PT test, then you 
can’t be [in a] combat MOS, and it should be the same 
[standard] for males and females.”

—— Junior Female Service Member

Leadership Needs to Play a Role 
Many participants also believed that in order for the 
integration of women into all combat units to be a 
success, leadership needs to play a key role in the 
process. 

“If the leadership shows support, it will be better 
integration.”

—— Junior Female Service Member

“It starts with the leadership - they set the standards, and 
we follow them.”

—— Senior Male Service Member

“It’s leadership all the way to the top, the top level folks 
setting equality standards.”

—— Senior Male Service Member

“I think that the potential commander in these units 
should have extra training, because if they support it, then 
it makes it even better.”

—— Senior Female Service Member

“We are always going to be viewed a certain way by 
men, and it is always going to be up to the command to 
put that to rest. It is all the higher-ups. If there is a guy 
saying something, they have to tell them to shut up. It’s 
up to them to determine how we are viewed. And that 
is everyone, and it starts with NCOs all the way up to 
staff NCOs. It’s up to them to cut it off.”

—— Junior Female Service Member

Benefit to Large Integration, 
as Opposed to Only One or 
Two Women at a Time
A few participants said that if women were to be 
fully integrated into combat units, a large-scale in-
tegration would be more successful than integrating 
only a small number of women at a time. 

“We don’t [want to] bring them in by ‘one-sies and 
two-sies’; you do it as a herd. You bring a quality group 
that meets a standard, but a group [nonetheless].”

—— Senior Female Service Member

“Any failure with such a small group will be magni-
fied. I don’t believe in the process of trial, I believe in 
the process of large integration. With these units that 
are being slowly integrated, policy needs to be behind 
this full force with these integrations such as with the 
[integration of women on] submarines.”

—— Senior Female Service Member

Training
Only a minority of participants mentioned training 
as a way to make the full integration of women into 
combat units a success. Of those who brought up 
training, their comments were mixed on whether 
training would successfully mediate potential chal-
lenges anticipated with the full integration of wom-
en into combat units.  

“When it comes to the military, I think there is a need 
to keep your training involved. Sexual harassment, cul-
tural bias, and so forth. You may have a nice unit, but 
you have a couple of crazies. [They] need to be consis-
tent with training and the same standard is necessary.”

—— Senior Female Service Member

“The issues will be what we already have – sexual as-
sault and harassment. You don’t assume there will be 
new things; you need to wait and see before jumping to 
conclusions. It not like women or gays and lesbians just 
showed up in the military, they’ve always been there. To 
provide training on how you treat someone, when they’ve 
been sitting next to you all along, it’s not needed...”

—— Senior Female Service Member

Mentoring
DACOWITS asked focus group participants a few 
questions relating to mentoring of women in the 
military, including in what ways they think mentor-
ing would be helpful if women were fully integrated 
into combat units, what forms would be most help-
ful, and about mentorship experiences of those who 
have served on combat ship or aircraft. Overall, 
study participants thought that mentoring would 
be helpful to both men and women if women were 
to be fully integrated into combat units. 

“I think mentoring comes into play when we help 
them avoid the mistakes they would make without us.  
Broken homes, absent fathers…. you come into a male 
dominated field and misconceive the [military] family 
for something that it’s not.”

—— Senior Female Service Member

“It starts with the NCO. They should be training and 
mentoring the soldier.”

—— Junior Female Service Member

Several mentioned the importance of gender neu-
trality in mentoring. 

“If you get a new soldier, male or female, if you treat 
the female different, you’re already throwing them un-
der the bus. You have to mentor her the same way as a 
male, or it will never be the same.”

—— Senior Male Service Member

“I think the worst thing you could do is set up special 
times and things. Every soldier gets a mentor, so you 
shouldn’t break the status quo.”

—— Senior Male Service Member

“Everyone should have a mentor, not just the women; 
it helps the whole unit.”

—— Junior Male Service Member



Defense Advisory Committee on Women in the Services

114

“If a female wants to be treated as a soldier, she will be 
treated as a soldier, not a female, and with that being 
said, every soldier needs a mentor, regardless if they are 
male or female.”

—— Junior Male Service Member

Some participants stated a preference for women men-
tors while others held no preference by gender.  

“If you have females in the unit already, obviously a female 
mentor would be better. Either way you look at it, we’re 
still different, males and females. But if there’s a female al-
ready integrated into the unit, then that’s what you need.”

—— Senior Male Service Member

“I have had really great female and male mentors both. 
A woman tells me what to expect, and I had a male de-
partment head who took me under his wing professionally, 
and sometimes that’s all you need professionally. And that’s 
all he did. He just told me what I needed to do profession-
ally. And again, there are just not enough women. We’re 
not retaining enough women.”

—— Senior Female Service Member

“I think it should be a male mentoring [a female], and a 
female mentoring a male. So you get the full experience. 
You switch up like that you get a feel for both sides.”

—— Junior Female Service Member

“It is harder to mentor the opposite sex, because it’s always 
going to be looked upon that they have a relationship. I find 
it less drama to mentor same sex, but I’ll continue to do it. I 
really don’t care. It’s easier on everyone, especially some of the 
males, if they try to do it. It’s easier with same sex.”

—— Senior Female Service Member

A few participants expressed that informal mentoring 
is preferred over formal mentoring. 

“[I prefer] informal [mentoring], because then you know 
that they mean it and they aren’t forced to do it.”

—— Senior Female Service Member

“With the mentoring, it depends on the mentee. There’s a 
program that has been established [for mentoring], and it’s 
like a check-in-the-box, and I want someone to care about 

[mentoring] and do it in my interests, and a lot of people 
are doing it as a check-in-the-box because they have been 
told to do it. And they get promoted and I get left behind.”

—— Junior Female Service Member

“This one guy that was my unofficial mentor, he was one 
of those people that actually pushed me.”

—— Junior Female Service Member

Summary: How to Make the 
Full Integration of Women into 
Combat Units a Success
DACOWITS acknowledges that lessons learned from 
the past may help facilitate successful change in the 
future of our military. As such, the Committee asked 
women study participants who have served in combat 
ships or aircraft, as well as men who have served along-
side women in combat ships and aircraft, to share their 
experiences and lessons learned from these experiences, 
in the hopes that the military may apply these lessons 
to the full integration of women into ground combat 
units.  These discussions led to several ideas on how 
to make full integration a success. These ideas include 
having consistent and equal performance metrics and 
qualification criteria for both men and women, leader-
ship playing a strong role in supporting this transition, 
integrating women in large numbers rather than one or 
two at a time, training, and mentoring. 

DACOWITS understands the important role that 
mentoring often plays in the success of any military 
career, and wanted to know what role women and men 
in the military think mentoring can play in helping to 
make the full integration of women in combat units 
a success. Most study participants acknowledged that 
mentoring would be helpful, to both women and men, 
if women were to be fully integrated into ground com-
bat units. Several also noted that any mentoring pro-
gram needs to be gender-neutral, as to not single out 
women. When asked about what forms of mentoring 
would be helpful, some participants said that same-
gender mentors are preferable, while others believed 
that mentors of both genders would be helpful. A few 
also said that informal mentoring is better than check-
the-box formal mentoring programs. 
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Defense Advisory Committee on Women in the Services

Appendix H-1
Summary of Recent Research on 
Sexual Assault and Sexual Harassment 
in the Military

Background 
Six years have passed since DACOWITS last exam-
ined the topic of women and sexual assault in the 
military, and the Department of Defense (DoD) 
has taken a number of significant steps in combat-
ing the issue of sexual assault since 2004. Sexual 
assault and sexual harassment, however, continue 
to be an ongoing problem in the military, affect-
ing thousands of Service men and women each 
year.5 In March 2010, the Pentagon reported an 11 
percent increase in the number of complaints of 
sexual assault by members of the military services 
between fiscal years 2008 and 2009.6 In May 2011, 
14 current and former members of the U.S. mili-
tary, as well as two former members of the Coast 
Guard, filed a lawsuit charging that the Pentagon 
ignored their reports of being sexually harassed, as-
saulted and raped by fellow service members while 
on active duty.7  

In addition, several high-profile cases have drawn 
attention to the devastating impact of sexual assault 
and harassment in the military. In August 2010, 
a jury convicted former Marine corporal Cesar 
Laurean of first-degree murder after he was found 
guilty of killing Lance Cpl. Maria Lauterbach in 
December 2007. Lauterbach had accused Laurean of 

5	 The terms unwanted sexual contact and sexual assault will be used 
interchangeably in this report. As described in the 2010 Workplace 
and Gender Relations Survey of Active Duty Members, unwanted 
sexual contact/sexual assault includes completed and attempted 
sexual intercourse and sodomy, and unwanted sexual touching. 
Sexual harassment is defined separately, and is “a form of gender 
discrimination that involves unwelcome sexual advances, requests 
for sexual favors, and other verbal or physical conduct of a sexual 
nature,” according to Army Regulation 600-20 (18 March 2008), 
p. 67, retrieved from http://www.sexualassault.army.mil/files/
r600_20_chapter7.pdf

6	 Bumiller, E. (16 March 2010). Sex Assault Reports Rise in Mili-
tary. The New York Times. Retrieved from http://www.nytimes.
com/2010/03/17/us/17assault.html

7	 Parker, A. (15 February 2011). Lawsuit Says Military Is Rife With 
Sexual Abuse. The New York Times. Retrieved from http://www.
nytimes.com/2011/02/16/us/16military.html

rape and was pregnant when she was murdered.8 In 
June 2011, the Government Accountability Office 
(GAO) cited the Veterans Affairs (VA) Hospital 
with failing to adequately monitor, prevent, and 
report sexual assault incidents, finding that nearly 
300 sexual assault incidents (involving veterans, ci-
vilians, and staff) reported to the VA police were not 
reported to VA leadership officials between January 
2007 and July 2010.9 Of additional concern is that 
fact that many of these victims were women veter-
ans seeking in-patient treatment for previous sexual 
trauma and posttraumatic stress disorder (PTSD). 
As these examples illustrate, the consequences of 
sexual assault are far-reaching. As former Secretary 
of Defense Robert Gates stated regarding the issue 
of sexual assault, “This type of act not only does un-
conscionable harm to the victim; it destabilizes the 
workplace and threatens national security.”10 

This literature review briefly summarizes data and 
findings on the prevalence of sexual assault and ha-
rassment in the military and programs, service, and 
policies that the DoD has implemented to work 
toward eradicating unwanted sexual contact in the 
military. It should be noted that although this issue is 
not gender-specific, DACOWITS’ mission involves a 
focus on how various issues affect women in the mili-
tary, and as a result this review addresses the question 
of how successful the Department of Defense has 
been in reducing the prevalence of sexual assault and 
harassment for women in the military since 2004.

8	 Associated Press. (24 August 2010). Marine convicted of killing 
pregnant colleague who accused him of rape. The Washington 
Post. Retrieved from http://www.washingtonpost.com/wp-dyn/
content/article/2010/08/23/AR2010082304528.html

9	 Rizzo, J. (7 June 2011). Audit: Sexual assault incidents within VA 
system underreported. The New York Times. Retrieved from http://
www.cnn.com/2011/US/06/07/veterans.administration.assaults/

10	 Department of Defense Sexual Assault and Prevention Office 
(2011). Department of Defense Annual Report on Sexual Assault in 
the Military: FY 2010. Retrieved from http://www.sapr.mil/media/
pdf/reports/DoD_Fiscal_Year_2010_Annual_Report_on_Sexual_
Assault_in_the_Military.pdf
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Prevalence of Sexual Assault and 
Sexual Harassment in the Military 
As part of the National Defense Authorization Act 
(NDAA) for Fiscal Year 2006, Congress amended Article 
120 of the Uniform Code of Military Justice (UCMJ) to 
consolidate the wide range of actions and articles that 
previously defined sex-related offenses into one distinct 
article. The revised Article 120 “sets forth new sex-relat-
ed offenses constituting degrees of sexual assault offens-
es,” and includes the following: rape, aggravated sexual 
assault, aggravated sexual contact, abusive sexual con-
tact, indecent acts, forcible pandering, wrongful sexual 
contact, and indecent exposure.11 Subsequently, DoD 
modified the terminology used to define sexual assault 
to align with amended Article 120.12

As illustrated in Figure 1, DoD has made progress in 
reducing the prevalence of reported unwanted sexual 
contact since 2006. In 2010, 4.4% of women report-
ed unwanted sexual contact, which is one-third lower 
than the incident rate in 2006 of 6.8%. Although these 
findings are encouraging, there is still more progress to 
be made to eradicate all sexual assault and harassment 
in the military. As former Undersecretary of Defense 
for Personnel and Readiness Clifford Stanley recently 
wrote, “Sexual assault has absolutely no place in our 
military and cannot be tolerated.”13 

Women Service Members 
Perceptions of the Prevalence of 
Sexual Assault in the Military
In 2010, active duty members were asked their percep-
tions of how prevalent sexual assault is in the military 
today in comparison to four years prior. Of those Service 
members that had been in the military for four or more 
years, 26% of women felt that sexual assault was less of 
a problem in the military in comparison to four years 
ago, in contrast to 33% in 2006 (Figure 2). However, 

11	 (December 2009). Annex to the Report of The Defense Task Force on 
Sexual Assault in the Military Services, pp. B-1- B-9.

12	 The amended Article 120 of the Uniform Code of Military Justice 
(UCMJ) created a new definition of unwanted sexual contact. The 
2006 Gender Relations Survey of Active Duty Members included the 
new baseline measure which became effective October 2007. That is 
referenced here instead of the previously-used measure.

13	 Stanley, C. (1 March 2011). Opposing view: ‘We clearly need to do more’. 
USA Today. Retrieved from http://www.usatoday.com/news/opinion/
editorials/2011-03-02-editorial02_ST1_N.htm

the percentage of women that felt sexual assault in 
the military in 2010 was more of a problem than the 
previous four years was 32%, an increase from 25% 
of women in 2006. The fact that women in the mili-
tary in 2010 perceived that sexual assault is more of 
a problem than their counterparts in 2006 illustrates 
that the issue of unwanted sexual contact is still a 
concern for today’s women Service members.

Reporting of Sexual Assault and 
Harassment in the Military
The percentage of women in the military report-
ing that they would feel comfortable to report sex-
ual assault without fear of reprisal has risen since 
2006. In 2010, 89% of women reported that they 
would feel comfortable reporting sexual assault, an 
increase of six percentage points from the 82% of 
women that felt free to report sexual misconduct 
in 2006. However, there still exist numerous bar-
riers that inhibit women from reporting unwanted 
sexual contact.

Barriers to Reporting Sexual Assault
Women that had experienced unwanted sexual con-
tact that did not report the assault were asked to 
provide their reasoning for not reporting the assault 
in the Armed Forces 2002 Sexual Harassment Survey, 
the 2006 Gender Relations Survey, and the 2010 
Workplace and Gender Relations Surveys of Active 
Duty Members. Some of the most common reasons 
for not reporting assault include fear of retaliation 
from the offender, feeling that the incident was not 
important enough to report, and feeling uncom-
fortable making a report.

Between 2002 and 2010, the percentage of non-re-
porters that stated they did not report sexual assault 
because “You feared retaliation from the offender” 
increased substantially, from 18% in 2002 to 54% 
in 2010 (Figure 3). In the eight years between 2002 
and 2010, the percentage of non-reporters that stat-
ed they did not report sexual assault because they 
felt uncomfortable making a report increased by 25 
percentage points – from 40% in 2002 to 65% in 
2010. The percentage of military women that ex-
perienced a sexual assault and stated they did not 
report because they felt the incident “was not im-
portant enough to report” declined between 2002 
and 2010, from 67% in 2002 to 46% in 2010. 

Women Service Members’ 
Knowledge about Available 
Resources
Encouragingly, the percentage of women reporting 
that they were familiar with a Sexual Assault Victim 
Advocate rose eight percentage points between 
2006 and 2010, from 77% to 85%. The percent-
age of women indicating there was a Sexual Assault 
Response Coordinator (SARC) available to help 
those who experienced sexual assault on their spe-
cific installation or ship also rose between 2006 and 
2010, from 74% to 83%. 

An increasing number of Service men and women 
have reported receiving sexual assault training. In 
2006, 89% of women and men shared they had re-
ceived sexual assault training in the previous twelve 
months.14 By 2010 the percentage of men and wom-
en indicating they had sexual assault training in the 
12 months preceding the survey had increased to 
93%, while 92% reported they had a good under-
standing of what constituted sexual assault.15 

14	 2006 Gender Relations Survey of Active Duty Military
15	 2010 Workplace and Gender Relations Survey of Active Duty Military
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Figure 1: Percent of Women in the Military 
Reporting Unwanted Sexual Contact, 2006-2010

Source: (1) 2006 Gender Relations Survey of Active Duty Members, 
(2) 2010 Workplace and Gender Relations Survey of Active Duty 
Members, both compiled by Defense Manpower Data Center (DMDC)

Figure 2: Percent of Women Service Members 
who Indicated Perceptions of Prevalence 
of Sexual Assault in the Military Today 
Compared to Four Years Ago, 2006-2010 
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Source: (1) 2006 Gender Relations Survey of Active Duty Members,
(2) 2010 Workplace and Gender Relations Survey of Active Duty 
Members, both compiled by DMDC.

Figure 3: Reasons Women Service Members 
did not Report Sexual Assault, 2002-2010

 

Source: (1) Armed Forces 2002 Sexual Harassment Survey, 
(2) 2006 Gender Relations Survey of Active Duty Members,
(3) 2010 Workplace and Gender Relations Survey of Active Duty 
Members, all compiled by DMDC.
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Long-term Consequences of 
Military Sexual Assault
Although the prevalence rates of military sexual as-
sault vary depending on the method of assessment 
and definition used, the associated long-term effects 
can be devastating. Research on the long-term conse-
quences of military sexual assault indicates that victims 
are more likely than non-victims to suffer from mental 
health problems and physical health concerns includ-
ing PTSD, depression, and homelessness.

Mental and Physical Health Issues
Active duty women and men that experience sexual ha-
rassment or sexual assault experience increased psychi-
atric symptoms and poorer functioning compared to 
their counterparts that were not exposed to unwanted 
sexual contact.16 They are also more likely than non-
victims to have increased rates of PTSD symptoms, 
and depression,17 and victims are more likely to report 
suicidal ideation and attempt suicide.18 

Limited research has been conducted on the impact of 
sexual assault on military Reservists. However, as de-
ployments increase for those in the military reserves, 
additional research is necessary to evaluate the impact 
of sexual assault on this unique population. A 2008 
survey of 3,946 former reservists found that, among 
women in the Reserves, those that experienced either 
sexual harassment or sexual assault were at an increased 
risk of depression, somatic symptoms, and medical 
conditions. These negative outcomes are comparable 
to those experienced by active Service members after 
unwanted sexual contact.19 

16	 Murdoch, M., Pryor, J.B., Polusny, M.A., & Gackstetter, G.D. (2007). 
Functioning and Psychiatric Symptoms among Military Men and Wom-
en Exposed to Sexual Stressors. Military Medicine, (172)7, 718-725.

17	 Kimerling, R., Gima, K., Smith, M., Street, A., & Frayne, S. (2007). The 
Veterans Health Administration and military sexual trauma. American 
Journal of Public Health, 97(12), 2160-2166. and Suris, A., Lind, L., Kash-
ner, T. M., & Borman, P. D. (2007). Mental health, quality of life, and 
health functioning in women veterans: Differential outcomes associ-
ated with military and civilian sexual assault. Journal of Interpersonal 
Violence, 22, 179-197.

18	 McFarlane, J., Malecha, A., Gist, J., Watson, K., Batten, E., Hall, I., et al. 
(2005). Intimate partner sexual assault against women and associated 
victim substance use, suicidality, and risk factors for femicide. Issues in 
Mental Health Nursing, 26, 953−967.

19	 Street, A.E., Stafford, J., Mahan, C.M., & Hendricks, A. (2008). Sexual 
harassment and assault experienced by reservists during military ser-
vice: Prevalence and health correlates. Journal of Rehabilitation Re-
search and Development, 45(3), 409-420.

Homelessness
An increasing number of women are leaving the mili-
tary and becoming homeless, and recent research has 
found a relationship between sexual assault during mil-
itary service and future homelessness. In a small study 
of 33 non-institutionalized homeless veterans and 165 
housed women veterans, 53% of the homeless veter-
ans experienced sexual assault during military service, 
in comparison to 27% of the housed veterans. The 
homeless veterans were also more likely to experience 
PTSD, which was significantly associated with being 
homeless.20 In another study, 40% of homeless women 
veterans reported experiencing some form of sexual as-
sault while in the military.21 

DoD’s Response to Previous 
DACOWITS Recommendations 
In 2004, DACOWITS made several recommendations 
to the Department of Defense that closely mirrored 
those suggested by the DoD 2004 Task Force on Care 
for Victims of Sexual Assault. Those recommendations 
centered on eight topics, ranging from underreporting 
to training. The recommendations, as well as the ways 
in which the Department of Defense has responded 
to those recommendations, are briefly discussed below.

Zero-Tolerance Policy
DACOWITS recommended that the military’s zero-
tolerance policies be widely disseminated by com-
manders at every level. In October 2005, DoD issued 
Directive 6495.01, which states that it is DoD policy 
to “eliminate sexual assault within the Department of 
Defense by providing a culture of prevention, educa-
tion and training, response capability, victim support, 
reporting procedures, and accountability that enhances 
the safety and well-being of all its members.”22 

In addition, the Sexual Assault Prevention and Response 
Office (SAPRO) – which was opened in October 2005 

20	 Washington, D.L., Yano, E.M., McGuire, J., Hines, V., Lee, M. & Gelberg, L. 
(2010). Risk Factors for Homelessness among Women Veterans. Jour-
nal of Health Care for the Poor and Underserved, 21(1), 82-91.

21	 Williamson, V. & Mulhall, E. (2009). Invisible Wounds: Psychological 
and Neurological Injuries Confront a New Generation of Veterans. New 
York: IAVA.

22	 DoD Directive 6495.01. (6 October 2005). Retrieved from http://www.
dtic.mil/whs/directives/corres/pdf/649501p.pdf

to provide oversight of the Department’s sexual as-
sault policy – has integrated the Department’s zero-
tolerance stance into the sexual assault prevention 
materials, conferences, and educational program-
ming disseminated throughout the military. This 
message has been stressed at all levels of command. 
In the spring and fall of 2009, the Secretaries of the 
Army, Air Force, and Navy, and the Commandant of 
the Marine Corps all spoke to the personnel respon-
sible for sexual assault program implementation, in 
which they each stressed their “commitment to eradi-
cating sexual assault in the military services.”23 

Defining Sexual Assault
As discussed earlier in this review, a clear defini-
tion of sexual assault is necessary to deter criminals, 
provide effective training, improve rates of report-
ing, and provide consistent and fair enforcement. 
DACOWITS recommended that a new definition 
of sexual assault be quickly incorporated into the 
UCMJ and be used consistently in training, in 
data collection and by military law enforcement 
authorities”.24  In October 2007, Article 120 of the 
UCMJ was amended to more widely encompass all 
forms of unwanted sexual contact. The article in-
cludes 36 forms of sexual assault, including rape, 
aggravated sexual assault, and abusive and wrongful 
sexual contact.25

Addressing the Issue of Sexual 
Assault Underreporting
Underreporting of sexual assault crime is prevalent 
inside and outside the military, and is often based 
on fear about maintaining both privacy and confi-
dentiality during the reporting process. In order to 
bolster response rates, DACOWITS encouraged the 
DoD to take steps to increase victim confidence in 
the military’s reporting system. Since the creation of 
the Sexual Assault Prevention and Response Office, 
hundreds of Sexual Assault Response Coordinators 
(SARCs) and Victim Advocates have been trained to 
assist victims of sexual assault around the world, and 
they in turn have educated thousands of members 
of the military about the importance of prevention 

23	 Government Accountability Office (GAO). (February 2010). Mili-
tary Personnel: Additional Actions Are Needed to Strengthen 
DoD’s and the Coast Guard’s Sexual Assault Prevention and Re-
sponse Programs, p. 12.

24	 2004 DACOWITS Report, p. 80.
25	 (December 2009). Annex to the Report of The Defense Task Force 

on Sexual Assault in the Military Services, pp. B-1- B-9.

and intervention. For example, in 2010 the U.S. 
Air Force trained 400 facilitators to assist SARCs in 
bystander intervention training at installations and 
subsequently held several 3-day train-the-trainer 
courses for local installation volunteers.26 

In June 2005, the DoD introduced a restricted 
reporting option for victims, which allows con-
fidential access to medical care and advocacy ser-
vices without requiring the initiation of a formal 
investigation. In describing the motivation behind 
implementing this option, then-Under Secretary of 
Defense for Personnel and Readiness Chu stated: 
“While we want to sustain good order and disci-
pline by holding those who assault their fellow ser-
vice members accountable for their actions, first 
and foremost we want victims to come forward for 
help.”27 In the six years since its introduction, the 
number of restricted reports has increased. If even 
a small percentage of the Service women that uti-
lize restricted reporting would not have previously 
submitted a report after a sexual assault before the 
introduction of this additional option, the restrict-
ed reporting choice may very well be successfully 
providing another important avenue for victims to 
obtain necessary support and assistance in respond-
ing to unwanted sexual contact. 

As illustrated in Figure 4, the percentage of women 
utilizing the restricted reporting option increased be-
tween 2006 and 2010. In 2006, of those women who 
experienced unwanted sexual contact, 21% discussed 
it with an authority or organization. Of that twenty-
one percent, 3% of women made a restricted report.28

By 2010, the percentage of women making restrict-
ed reports had more than doubled. About 28% of 
the women who experienced unwanted sexual con-
tact discussed it with an authority or organization. 
Of that approximate quarter of women affected, 
8% made a restricted report, while an additional 
6% made a restricted report that was converted to 
an unrestricted report.29 The increase in use of the 
restricted reporting system, as well as the conver-
sion from restricted reports to unrestricted reports, 
indicates that women Service members may have 
increasing confidence in the sexual assault reporting 
options available to victims.

26	 2010 DoD Annual Report on Sexual Assault in the Military
27	 Department of Defense News Release. (18 March 2005.) DoD Issues 

Confidentiality Policy for Sexual Assault Victims. Retrieved from 
http://www.defense.gov/releases/release.aspx?releaseid=8320

28	 2006 Gender Relations Survey of Active Duty Members
29	 2010 Workplace and Gender Relations Survey of Active Duty Military
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Sexual Assault Victim Resources
Although the DoD has increased the resources avail-
able to victims of sexual assault, it is also essential that 
those victims be able to readily access those resources 
in a way in which they feel comfortable. DACOWITS 
recommended that the DoD take steps to ensure that 
Service women at all rank levels have a high level of 
awareness of resources available to victims of sexual 
assault. SAPRO has successfully created a wide range 
of resources that have been disseminated to Service 
women at all levels, within every branch of the mili-
tary. In April 2011, the DoD implemented the “Safe 
Helpline”, a free, confidential, and 24-hour resource 
for victims of sexual assault to receive advice and 
support from trained professionals via text messag-
ing, telephone, and the internet. When asked about 

the program, former Undersecretary of Defense for 
Personnel and Readiness Clifford L. Stanley stated, 
“We believe the Safe Helpline will provide DoD sexual 
assault victims with a variety of support outlets, which 
will lead victims to report sexual assault, seek needed 
information, and receive care.”30

Sexual Assault Training
Finally, DACOWITS emphasized the important role 
comprehensive sexual assault training plays in pre-
venting unwanted sexual contact, and encouraged the 
DoD to make such training an integral and ongoing 
part of Professional Military Education for all levels. 
The Department currently requires all Service mem-
bers in both the Active and Reserve components re-
ceive annual awareness training. In addition, sexual 
assault awareness instruction is currently a mandatory 
component of all professional military education pro-
grams. Each military service has implemented some 
form of intervention. In 2010, the U.S. Army educat-
ed Service members through the Sex Signals training 
tour, a 90-minute live audience-interactive program 
that includes skits dealing with dating, rape, consent, 
and other associated topics, such as paying attention 
to body language, alcohol use, and safe intervention. 
In addition to public service announcements, all of 
the military services currently utilize social market-
ing campaigns. In 2010, the Navy, Marine Corps, 
Air Force, and National Guard Bureau employed the 
‘Department’s Hurts One. Affects All.’ campaign, 
while the Army utilized the ‘I. A.M. (Intervene – Act – 
Motivate) Strong’ campaign. Both focus on educating 
Service members about the responsibility each person 
has on preventing sexual assault.31 

The Defense Sexual Assault 
Incident Database (DSAID)
In 2004, the DoD was urged by DACOWITS “to 
implement a comprehensive and consistent data re-
porting system that preserves the confidentiality of the 

30	 Department of Defense News Release. (15 April 2011). DoD Launches 
New Helpline to Support Victims of Sexual Assault. Retrieved from 
http://www.defense.gov/releases/release.aspx?releaseid=14410

31	 Department of Defense Sexual Assault Prevention and Response Of-
fice. (2011). Department of Defense Annual Report on Sexual Assault in 
the Military: FY 2010.

victim”.32 In October 2008, Congress passed the 
Duncan Hunter National Defense Authorization 
Act for Fiscal Year 2009, which required the 
Secretary of Defense implement a centralized data-
base for the collection of information about sexual 
assaults involving members of the Armed Forces 
by January 2010. Although the DoD is currently 
working with contractor Micropact to complete de-
velopment of the Defense Sexual Assault Incident 
Database (DSAID), the revised completion date has 
not been released. In its February 2010 report evalu-
ating the oversight and implementation of military 
sexual assault prevention and response programs, 
the Government Accountability Office (GAO) ex-
pressed concern about this delay, emphasizing that 
a comprehensive and consistent data reporting sys-
tem ensures “the privacy and restricted reporting 
options of victims”.33  

DoD’s Progress in Addressing 
the Issue of Sexual Assault of 
Women Service Members
Recent news reports have highlighted the con-
tinuing problem of sexual assault in the military, 
and this issue remains a significant concern to the 
Committee. Sexual assault threatens our national 
security, destabilizes the workplace, and destroys 
lives. The consequences of sexual assault last way 
beyond the battlefield, and include lifetime mental 
and physical health problems as well as an increased 
likelihood of homelessness – appalling outcomes for 
the Service women willing to give their lives to serve 
our country. 

32	 2004 DACOWITS Report, p. 81
33	 GAO. (February 2010). Military Personnel: Additional Actions Are 

Needed to Strengthen DoD’s and the Coast Guard’s Sexual Assault 
Prevention and Response Programs, p. 23.

Figure 4: Percentage of Women Reporting and not 
Reporting Unwanted Sexual Contact, 2006-2010

     

Source: (1) 2006 Gender Relations Survey of Active Duty Members,  
(2) 2010 Workplace and Gender Relations Survey of Active Duty 
Members, both compiled by DMDC.
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Although the Department has not successfully 
eradicated unwanted sexual contact against Service 
women, it has made progress in addressing the is-
sue of sexual assault prevention and response since 
DACOWITS’ 2004 report. The prevalence of sex-
ual assault declined from 6.6% to 4.8% between 
2006 and 2010. At the same time, the percentage 
of women that experienced unwanted sexual con-
tact and chose to report their sexual assault to an 
authority figure increased during that time – from 
21% to 28%. While the number of sexual assaults 
has declined, it appears that victims have also felt 
more confident reporting their sexual assaults. 
Implementation of the restricted reporting option 
for victims, in conjunction with the numerous pre-
vention programs and victim support services cre-
ated by the SAPRO, are steps in the right direction 
for the DoD. 

However, sexual assault and harassment continues 
to be a concern for women Service members. In 
2010, a larger percentage of women perceived that 
sexual assault was more prevalent than four years 
ago in comparison to their counterparts in 2006. 
Further, the percentage of women sharing that they 
failed to report a sexual assault because they feared 
retaliation or felt uncomfortable making a report as 
steadily increased since 2002. It is essential for the 
DoD to continue to work on creating an environ-
ment where women no longer feel at risk for sexual 
assault and victims no longer fear retaliation or dis-
comfort in reporting unwanted sexual contact. 
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Appendix H-2
Summary of Recent Research on 
Assignment Policy for Military Women

Background
Studies and news reports have consistently shown 
that U.S. women Service members are involved in 
combat operations and facing hostile fire in war. 
The 2009 and 2010 annual DACOWITS reports 
examined issues concerning women in combat, 
and found that women Service members are often 
regularly serving in combat roles, although not as-
signed to combat military occupational specialties 
(MOSs). At first glance, this finding may appear to 
contradict the intent of a memorandum from for-
mer Secretary of Defense, Les Aspin, dated January 
13, 1994, which guides current Department of 
Defense (DoD) policy on the assignment of women 
service members, stating, “Service members are eli-
gible to be assigned to all positions for which they 
are qualified, except that women shall be excluded 
from assignment to units below the brigade level 
whose primary mission is to engage in direct combat 
on the ground…” The memo defines direct ground 
combat as, “…engaging an enemy on the ground 
with individual or crew-served weapons, while be-
ing exposed to hostile fire and to a high probabil-
ity of direct physical contact with the hostile force’s 
personnel. Direct ground combat takes place well 
forward on the battlefield while locating and closing 
with the enemy to defeat them by fire, maneuver, or 
shock effect.”34 

The apparent contradiction between current DoD 
policy and the realities of war in Operation Iraqi 
Freedom (OIF) and Operation Enduring Freedom 
(OEF) in Afghanistan may be that the above-stated 
definition of “direct ground combat” does not accu-
rately reflect these recent/current realities, in which 

34	 Memorandum on direct ground combat definition and assignment 
rule from the Secretary of Defense to the Secretary of the Army, 
Secretary of the Navy, Secretary of the Air Force, Chairman, Joint 
Chiefs of Staff, Assistant Secretary of Defense (Personnel and 
Readiness), and Assistant Secretary of Defense (Reserve Affairs). 
(13 January 1994).

traditional front lines no longer exist and where 
both women and men service members are being 
employed in roles distinct from those to which they 
are assigned. Military leaders have described these 
wars as, “asymmetric and noncontiguous: there are 
not front and rear areas.”35 Consequently, as noted 
by one journalist reporting from Afghanistan, “The 
nature of war has also done much to change the de-
bate over combat roles. Any trip off the heavily se-
cured bases now effectively invites contact with the 
enemy.”36 As the 2009 DACOWITS Report sum-
marizes, “The asymmetric warfare and absence of 
front lines result in a new type of battlefield, spread 
over larger geographic regions, involving a larger 
proportion of the deployed force.”

Significant numbers of women and men service 
members in OIF/OEF have been exposed to hos-
tile fire and involved in combat operations, de-
spite not being assigned to ground combat MOSs. 
Accordingly, 85% of women service members report 
being deployed to a combat area or an area drawing 
hostile/imminent danger pay since September 11, 
2001, and 42% of women service members report 
being involved in combat operations.37 As docu-
mented in popular media accounts, the Lioness 
Program and Female Engagement Teams (FETs) 
are two programs that recruit women for combat 
situations, specifically utilizing women soldiers to 
attach to all-male combat units and interact with, 
search, and gather intelligence with local wom-

35	 Putko, M. (2008). The combat exclusion policy in the modern se-
curity environment. Women in combat compendium., as quoted in 
2009 DACOWITS Report, p. 8.

36	 Myers, S.L. (August 17, 2009). Women at arms: Living and fighting 
alongside men, and fitting in. The New York Times.

37	 November 2008 Status of Forces Survey of Active Duty Mem-
bers: Tabulations of Responses, compiled by DMDC. Question #47 
“Since September 11, 2001, have you been deployed to a combat 
zone or an area where you drew imminent danger pay or hostile 
fire pay?”, 85% of female respondents answered “yes”, compared 
to 90% of males; and Question #50 “Were you involved in combat 
operations?”, 42% of female respondents answered “yes”, com-
pared to 58% of males.
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en.38 As attested in media accounts and in the 2009 
DACOWITS Report, these and other MOSs in which 
women are assigned to in OIF/OEF face similar risks 
as soldiers assigned to ground combat units.39 

The assignment policy, also commonly known as the 
“combat exclusion policy for women,” has accordingly 
faced recent scrutiny from numerous sources in addi-
tion to DACOWITS. A 2007 RAND Report, aiming 
to assess the Army’s assignment policy, recommended 
to “Recraft the assignment policy for women to make 
it conform – and clarify how it conforms – to the na-
ture of warfare today and in the future, and plan to 
review the policy periodically.”40 RAND found that 
not only does the language in the policy not conform 
to the asymmetric nature of current warfare, but that 
returning service members generally did not find the 
assignment policy useful, if they understand the policy 
at all. While RAND concluded that the assignment 
of Army women met the “letter” of DoD assignment 
policy, the current nature of warfare has led individual 
women and units to be employed in ways not envisioned 
during the framing of policy, likely violating its intent 
of keeping women away from engaging with enemy 
fire. Yet, the authors concluded, on the basis of their 
extensive focus group research with service members, 
these practices of assigning women to positions likely 
to see combat has “been consistent with maintaining 
unit effectiveness and capability.”

In March 2011, the Military Leadership Diversity 
Commission (MLDC), a congressionally-mandated 
commission tasked with examining policies and prac-
tices that shape the diversity of military leaders, rec-
ommended eliminating the combat exclusion policy as 
well.41 An increased need for diverse military leadership 

38	 The Lioness Program was covered in-depth in a 2008 documentary, 
Lioness, the Film. For detailed media accounts of the Lioness Program 
and FET’s, see Burton, M. (10 March 2009). All female Marine team 
conducts first mission in southern Afghanistan. Defense.gov News Ar-
ticle. and Lee, F.R. (4 November 2008). Battleground: Female soldiers 
in the line of fire. The New York Times.

39	 For notable media accounts attesting to the dangers of women-inclu-
sive MOSs, including those that search local women, see Alvarez, L. (16 
August 2009). Women at arms: G.I. Jane breaks the combat barrier. 
The New York Times. and Martinez, R. (2008). Women take command 
in combat. Air Force Print News Today.

40	 Harrell, M., Castaneda, L.W., Schirmer, P., Hallmark, B., Kavanagh, J., 
Gershwin, D. & Steinberg, P. (2007). Assessing the assignment policy 
for Army women. RAND Corporation.

41	 Military Leadership Diversity Commission (March 2011). From repre-
sentation to inclusion: Diversity leadership for the 21st century military, 
final report.

informed the commission’s recommendation. MLDC 
concluded that the combat exclusion policy as it ex-
ists prevents women from entering tactical career fields 
that lead to “career-enhancing assignments” and are 
associated with significantly higher promotion oppor-
tunities. With this recommendation came the caveat 
that qualification standards for combat arms positions 
should not be lowered with a change in assignment 
policy. While promoting diversity in the upper mili-
tary ranks was the driving force behind the recommen-
dation, the commission also considered the potential 
impact on military readiness brought about by women 
in combat, and concluded the impact on readiness 
would be negligible.

As noted in the 2010 DACOWITS Report, numer-
ous high-ranking military commanders have expressed 
support for women in direct combat as well.42 Direct 
change to women’s assignment policies is imminent as 
well, with women scheduled to join crews on subma-
rines for the first time in late 2011.43 Former Secretary 
of Defense Robert Gates also recently indicated that 
more women will serve in Special Forces operations 
in the future, after incorporating lessons learned from 
Navy’s submarine gender-integration.44 Given this 
level of support from the public, policy leaders, and 
Pentagon officials for adjusting, if not altogether elimi-
nating the current assignment policy, abolition of the 
combat exclusion policy seems likely. As a part of its 
2011 research agenda, DACOWITS thus aims to ex-
amine not just whether women should serve in direct 
ground combat, but how gender integration could be 
successfully implemented in today’s military.

42	 Of note are comments from General Peter W. Chiarelli, Vice Chief 
of the Army: Chiarelli, Peter W. (28 July 2010). Guest Blog: Women 
in the Army. Combined Arms Center Blog. Retrieved from http://us-
acacblogs.army.mil/guestblog/2010/07/27/; and Admiral Mike Mullen, 
Chairman of the Joint Chiefs of Staff: Mullen, Mike (5 November 2010). 
Chairman’s corner: Too many doors still closed for women. DoD Live. 
Retrieved from http://www.dodlive.mil/index.php/2010/11/chairmans-
corner-too-many-doors-still-closed-for-women/.

43	 Ewing, P. (2010 February 23). Pentagon announces end of ban on 
women on subs. Navy Times. Retrieved from http://www.navytimes.
com/news/2010/02/navy_women_subs_022310w/

44	 Miles, D. (30 September 2010). More women in special ops forces, 
Gates predicts. American Forces Press Service. Retrieved from http://
www.defense.gov/news/newsarticle.aspx?id=61083

Potential Implications of 
Eliminating the Combat 
Exclusion Policy
As the public becomes increasingly aware of Service 
women’s combat roles in recent/current conflicts, 
criticisms about the continued gender integration 
of the military continue to arise. Examples of such 
criticisms include those related to reduced unit ef-
fectiveness and cohesion, sexual behavior and preg-
nancy, women’s physical and mental readiness for 
combat, and difficulties recruiting women Service 
members if all combat opportunities were to be 
opened to women. 

Impact of Women in Combat on 
Unit Cohesion and Effectiveness
While there are numerous anecdotal accounts  that 
suggest women serving in combat units negatively 
impacts unit cohesion, there is little empirical data 
to support this conclusion. As noted in Davis and 
McKee (2004),45 a major study by the RAND 
Corporation in 199746 reported that mixed-gen-
der military units showing high degrees of conflict 
could attribute such divisions to rank- and work-
group divisions, and not gender. Gender was not 
a main factor influencing morale in these groups, 
whereas leadership was. An intensive empirical 
study examining unit cohesion in performance in 
mixed-gender units conducted by Britain’s Ministry 
of Defence in 2000 came to the same conclusion, 
“Leadership and teamwork… were more important 
in explaining variation between sections than gen-
der mix.”47 

As has been documented in various media and lit-
erature reports48 as well as the primary focus group 
data presented in the 2009 DACOWITS Report 
women’s increased roles in OIF/OEF have had 
mostly positive effects on unit effectiveness and 
mission accomplishment. For example, women 
offer unique skill-sets that have been especially 
useful in gathering intelligence and conducting 

45	 Davis, K. & McKee, B. (2004). Women in the military: Facing the 
warrior framework. In Challenge and change in the military: Gender 
and diversity issues. Ed. By Pinch, F.C., MacIntyre, A.T., Browne, P. & 
Okros, A.C. Ontario: Canadian Defence Academy Press.

46	 Harrell, M.C. & Miller L.M. (1997). New Opportunities for military 
women: Effects upon readiness, cohesion, and morale. Santa Mon-
ica, CA and Washington, D.C.: National Defense Research Institute 
RAND.

47	 Ministry of Defence (2002). Women in the Armed Forces. London: 
MoD.

48	 See, for example, Grosskruger, P.L. (2008). Women leaders in 
combat: One commander’s perspective. Women in combat com-
pendium. and Myers, S.L. (2009).

searches of local women on the ground in Muslim 
countries. In 2009, a primary theme expressed 
by DACOWITS focus group participants, men 
in particular, was that women service members’ 
made positive and unique contributions to unit 
effectiveness and morale, and gender played little 
factor in determining service members’ contribu-
tions to mission accomplishment.

Many arguments against women in combat focus 
on the ability of women to handle the physical de-
mands associated with ground combat positions 
(e.g., strength, endurance, aerobic conditioning). 
Leaving aside the fact that these traits are not spe-
cific to males, there is significant evidence suggest-
ing that many women are capable of performing 
the physical requirements of ground combat jobs 
given adequate training. For example, a 1997 study 
conducted by the U.S. Army Research Institute of 
Environmental Medicine found that only 24% of 
women volunteers were initially found capable of 
performing tasks normally conducted by men in 
the military; however, after 24 weeks of training, 
this figure rose significantly—to 78%.49 Similar 
evidence can be drawn from a 2002 U.K. Ministry 
of Defence study, which reviewed over 100 works 
comparing the physicality of men and women. The 
study noted that proper training greatly increased 
women’s physical ability, and to some extent this 
ability rose in greater proportion in women com-
pared to men, particularly in aerobic condition-
ing.50 McKee and Davis (2004) note that the New 
York Fire Department came to a similar conclu-
sion in 2001, finding that merely 3% of recruited 
women (compared to 57% of men) were able to 
pass field task drills. However, echoing the conclu-
sions drawn from the aforementioned studies, the 
Fire Commissioner concluded that improved train-
ing would help women meet the required strenuous 
physical standards.51 

It should be noted that advocates of opening ground 
combat assignments to women have not argued that 
lowered physical standards should be set for wom-
en. In fact, both MLDC and DACOWITS have 
explicitly argued that assignment to combat roles 
should be based strictly on individual capability 

49	 Harman, E., Frykman, Palmer, C., Lammi, E., Reynolds, K. & Backus, V.  
(November 1997). Effects of a specifically designed physical condi-
tioning program on the load carriage and lifting performance of fe-
male soldiers. Natick, MA: Military Performance Division, U.S. Army 
Research Institute of Environmental Medicine. (Report No. T98-1).

50	 Ministry of Defence (2002).
51	 Field, K. & Nagal, J. (2001). Combat roles for women: A modest 

proposal. Parameters.
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and performance.52 As Army policy currently stands, 
male recruits are not subjected to physical strength 
examinations prior to being assigned to combat posi-
tions (assignment is based on aptitude scores, medi-
cal evaluations and personal preferences).53 However, 
all women are barred from being officially assigned to 
combat based, in part, on the assumption that they 
are physically incapable of performing combat duties. 
Accordingly, implementing a new policy that would 
assess recruits’ physical suitability for combat, with-
out regard to gender, would better allow for combat 
assignments to be filled only by those—both men and 
women—physically suited to their duties.

Potential Obstacles Facing 
Women in Combat Roles
Should the U.S. open ground combat positions to 
women in the military, they would not be the first 
country do so. Canada, the Czech Republic, Denmark, 
Hungary, Netherlands, Norway, Austria and Ireland 
all have women serving in combat arms positions.54 
Success in these integrations has been mixed; while 
little doubt remains that women are performing to the 
standards of their male colleagues, women have faced 
significant challenges—many of them cultural in na-
ture—integrating into a male-defined and male-domi-
nated workforce.55 

Canada offers the U.S. a particularly useful historical 
precedent for gender integration in the military. In 
1989, the Canadian Forces (CF) decided to fully inte-
grate women into all positions, including combat arms, 
over a 10-year period, after a long, deliberative process 
that considered the roles of women military members 
dating to a 1970 report from the Royal Commission 
on the Status of Women.56 As of 2006, the overall 
representation of women in the CF is similar to the 
U.S. military: 13.2% of personnel in the Regular Force 
Component are women and 20.5% of personnel in the 

52	 MLDC Report (2011). p. 9; DACOWITS 2010 Report, p. 16-17
53	 McSally (2007). Women in combat: Is the current policy obsolete? 

Duke Journal of Gender Law and Policy, 14(2), 1011-1059.
54	 Davis & McKee (2004).
55	 Katzenstein, M.F., and Reppy, J. (eds.) (1999). Beyond zero tolerance: 

Discrimination in military culture. Lanham, MD. Rowman and Littlefield.
56	 Davis, Karen. (2007). From ocean ops to combat ops: A short history 

of women and leadership in the Canadian Forces. Women and leader-
ship in the Canadian Forces: Perspectives and experiences. Edited by 
Karen Davis. Ontario: Canadian Defence Academy Press.

Reserve Component are women.57 However, women 
comprise less than 4% of soldiers and officers in land 
combat arms.58 And as of 2001, women comprised 
only 3.9% of officers and 1.4% of non-commissioned 
members in the combat arms.59 As Febbraro (2007) 
notes, though, more troubling is that the attrition rate 
for women in combat arms is, in some cases, six times 
higher than that of their male counterparts.60 

To find out why the attrition rate had been so much 
higher among women in the CF, a research study was 
conducted and found that social and psychological 
barriers had largely prevented them from perform-
ing effectively in their roles.61 As Davis (2007) notes, 
“women were confronted by pre-conceived percep-
tions of their ability and motivation, informed by 
masculine cultural assumptions about gender roles and 
the social and sexual behavior of women who choose 
traditional male employment.”62 Particularly trouble-
some, especially for those women in leadership roles in 
the combat arms, is that a persistent double standard 
exists restraining how women conduct themselves in 
front of men, ultimately hindering their effectiveness. 
Davis and Thomas (1998) illustrate the dilemma facing 
women in leadership, noting that women felt like they 
had to become “one of the guys” to succeed, but if they 
did so, men looked down upon them behaving out of 
character for a woman.63 These findings echo those of 
Rosabeth Moss Kanter in her work on token women,64 
where she describes the phenomena associated with 
the integration of women (or other non-dominate “to-
ken” groups) into male-dominated work places. She 
argues that token women are often highly visible in a 

57	 Department of National Defence, Output Products. Retrieved from 
http://hr3.ottawa-hull.mil.ca/dhrim/engraph/home_e.asp.

58	 Department of National Defence (2006). Canadian Forces national re-
port to the Committee for Women in NATO Forces. Ottawa: Director 
Human Rights and Diversity.

59	 Holden, N.J. & Tanner, L.M. (2001). An examination of current gender 
integration policies in TTCP countries. Director Strategic Human Re-
source Coordination Personnel Operational Research Team & Direc-
tor Military Gender Integration and Employment Equity ORD Report 
R2001/01. Ottawa: Department of National Defence.

60	 Febbraro, Angela (2007). Gender and leadership in the Canadian Forc-
es combat arms: Perspectives of women leaders. Women and Leader-
ship in the Canadian Forces: Perspectives and Experiences. Edited by 
Karen Davis. Ontario: Canadian Defence Academy Press.

61	 Davis, K. & Thomas, V. (1998). Chief land staff gender integration study: 
The experience of women who have served in the combat arms. Ot-
tawa: National Defence Headquarters, Personnel Research Team.

62	 Davis (2007), p. 80.
63	 Davis & Thomas (1998).
64	 Kanter, Rosabeth Moss (1977). Some Effects of proportions on group 

life: Skewed sex ratios and responses to token women. The American 
Journal of Sociology, 82(5), 965-990.

male-dominated environment, where any differ-
ences between them and the dominant group are 
exaggerated, and the attributes of women are of-
ten distorted in order to fit the dominant culture 
(e.g., women becoming “one of the guys”). These 
pressures, Kanter argues, may cause token women 
to “undergo a great deal of personal stress and may 
need to expend extra energy to maintain a satisfac-
tory relationship in the work situation.” 65

Nevertheless, while women combat arms leaders 
clearly must navigate a narrow path in order to be-
come successful leaders, there have been notable 
successes and even clear advantages presented by 
women in combat arms leadership positions. In a 
comprehensive series of interviews, several women 
combat arms leaders in CF indicated that they felt 
exhibiting “feminine” styles of leadership (e.g., 
having good communication skills, demonstrating 
cooperativeness), were beneficial in developing an 
effective leadership style. Moreover, though, the in-
terviews revealed that effective leaders successfully 
combined traits that the study authors described 
as masculine (e.g., aggressive, directive) and femi-
nine (e.g., compassionate, participative) into their 
leadership style, and also indicated that they did 
not view their leadership style in gendered (i.e., 
male vs. female) terms. Rather, these leaders all 
spoke of developing their own personal style that 
often required adaptations based on the nature of 
the task presented (e.g., phase training, battalion, 
administrative).66 While these leadership challeng-
es are obviously constant for women in a range of 
military occupations, combat arms present firmer 
obstacles as these units have been the least accepting 
of women in CF.67 

The challenges facing women in combat arms lead-
ership positions bear resemblance to obstacles facing 
women entering other male-dominated and male-
centered workforces. For example, in one American 
large law-enforcement agency in which less than 3% 
of the sworn personnel were women, the negative 
and sexist attitudes of male colleagues was identified 
as the most common problem facing sworn women 
in the agency.68 Even in federal law enforcement 
agencies, in which women comprise 14.4% of the 

65	 Ibid
66	 Febbraro (2007)
67	 Capstick, Farley, Wild & Parkes (2004), as cited in Febbraro 

(2008). Promoting gender integration through leadership in the 
Canadian combat arms. Paper presented at the American Psycho-
logical Association 2008 Convention.

68	 Lonsway, K. (2006). Are we there yet? The progress of women in 
one large law enforcement agency. Women and Criminal Justice, 
18(1/2), 1-48.

sworn force (as of 2001), women officers identify 
negative male attitudes towards women, alongside 
balancing life and work issues, as the biggest chal-
lenge in their career. The effect is particularly harm-
ful as women officers lack a social support structure 
in the workplace, that is, a “combination of instru-
mental support, emotional support, and mentoring 
received from colleagues and supervisors.”69 One ef-
fect of this has been similar to those of women in 
the CF combat arms: sworn women in law enforce-
ment show a drastically higher rate of workplace at-
trition than their male colleagues.70 

As for the American military, preliminary evidence 
from attitudes surveys suggest that women will face 
similar obstacles as their counterparts in law en-
forcement and the CF with negative male attitudes. 
A 2009 study surveying West Point and Reserve 
Officer Training Corps (ROTC) cadets showed that 
male cadets were significantly more disapproving of 
women serving in hand-to-hand combat positions 
than their female counterparts, and the male cadets 
were also more disapproving than the college stu-
dent comparison group. Just 18% of male ROTC 
cadets and 10% of male West Point cadets indicated 
approval for women serving in hand-to-hand com-
bat.71 While the survey did not ask cadets why they 
disapproved of women serving in combat roles, a 
salient lesson from the CF gender integration pro-
cess is that negative male perceptions of women’s 
abilities in combats arms and of women’s existence 
in these positions have had a significant deleterious 
effect on these women.72 

Strategies for Successfully 
Incorporating Women into 
Combat Arms Positions
Several studies on women working in male-dom-
inated jobs, such as law enforcement and combat 
roles in militaries outside the U.S., have detailed the 
need for leader support for women serving in those 
roles. For example, each of the CF women combat 
arms leaders interviewed by Febbraro (2007) in-
dicated that they believed military leaders play an 
important role in facilitating gender integration. As 
one CF woman combat arms leader indicated, “If 

69	 Keverline, S. (2003). In the face of challenges, women in federal 
law enforcement persist and excel.

70	 Lonsway (2006).
71	 Matthews, M.D. & Ender, M.G. (2009). Role of group affiliation and 

gender on attitudes toward women in the military. Military Psy-
chology, 21, 241-251.

72	 Febbraro (2007).
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the leader is 100% for the mission, in this case, gender 
integration, then the troops will say all right, this is 
definitely something I should be looking at…” In this 
study, the mostly commonly cited leadership behav-
iors positively affecting women include: having a posi-
tive attitude toward women in combat roles; setting 
an example (mentioned by six of eight leaders); and 
not singling women out (mentioned by five of eight 
leaders).73 A 2008 follow-on study identified various 
other practices that leaders should adopt for success-
fully integrating women into combat roles, such as: 

…communicating with followers about problems in gen-
der integration; acknowledging and dealing with gender 
differences (e.g., hygiene issues); demonstrating basic lead-
ership competence (e.g., regarding fraternization, harass-
ment, and gender-related logistical matters); mentoring; 
understanding family issues; setting gender-neutral perfor-
mance standards; not defining gender integration as sim-
ply a ‘woman’s problem;’ accepting alternative leadership 
styles; refraining from gender stereotyping, sexist humor, or 
sexist language; and inspiring teamwork between women 
and men in combat arms units.74 

Of note here, several women specifically addressed 
mentoring as an effective practice for successfully in-
tegrating women into combat arms. The MLDC also 
recommended that the Services enhance their men-
toring efforts with the goal of promoting diversity in 
high-level positions by helping service members make 
more informed career decisions.75 As the MLDC re-
port notes, research shows that mentoring not only has 
positive effects on the careers and career satisfaction 
of mentored individuals (i.e., protégés/mentees), but 
also has a positive effect on the career satisfaction of 
the mentors themselves.76 In addition, DACOWITS’ 
2008 research on the success strategies of women ser-
vice members found that “mentors are instrumental to 
a successful military career.”77 

73	 Ibid.
74	 Febbraro (2008)
75	 See the Commission’s 8th recommendation, found in the “Branching 

and Assignments” chapter, MLDC Final Report (2011).
76	 In addition to the MLDC report, for research on the positive outcomes 

of mentoring in the military see also Baker, B., Hocevar, S. & Johnson, 
W. B. (2003). The prevalence and nature of service academy mentor-
ing: A study of Navy midshipmen. Military Psychology, 15(4), 273-283; 
and Hu, C., Wan, J.C., Sun, M. H. & Chen, H.H. (2008). Formal mentoring 
in military academies. Military Pscyhology, 20, 171-185.

77	 2008 DACOWITS Report, p. 59.

Nevertheless, improvements to the current services’ 
mentoring practices have been suggested by MLDC 
and various researchers. MLDC concluded, based on 
descriptions of the services’ current mentoring pro-
grams and practices, that the services begin formally 
evaluating the effectiveness of their mentoring pro-
grams as there is little research about program effec-
tiveness to date. MLDC also recommended that the 
services follow several best practices, and in particu-
lar focus on, “…establishing clear objectives, allowing 
mentees and mentors to establish multiple mentoring 
relationships, providing high-quality training for both 
mentors and mentees, and (if relevant to the mentor-
ing program) matching mentors and mentees based on 
multiple criteria that align with the goals of the men-
toring program.”78 MLDC specifically recommended 
that the services focus on providing mentoring prac-
tices for service members who have not chosen a career 
field, noting that current mentoring practices do not 
adequately address service members’ initial career deci-
sion making. 

In concurrence with this conclusion, a 2003 study of 
officers in training at the U.S. Naval Academy found 
that only 45% of midshipmen reported being men-
tored (though, fortunately for the prospects of women 
entering combat arms, 63% of women reported being 
mentored), and only 5% of these mentees reported 
that the mentor relationship had been formally ar-
ranged.79 Formal mentoring programs do exist in the 
services, of course, and the U.S. Air Force (USAF) in 
particular has provided formal instructions and guid-
ance to commanders to provide mentoring programs 
since 1996. A 2007 study addressed the effectiveness 
and provided recommendations for the USAF men-
toring policies, concluding that in order to increase 
the effectiveness of mentoring, 1) commanders need 
to express the value of mentoring; 2) leaders need to 
be held accountable for their mentoring role; and 3) 
formal mentoring programs should be available unless 
there is direct evidence that informal mentoring is oc-
curring effectively. These studies found that if formal 
mentoring is not provided, noncommissioned officers 
(NCO’s) will not find the time for mentoring,80 while 

78	 MLDC Final Report (2011), pp. 70-71.
79	 Baker, Hocevar & Johnson (2003).
80	 Budd, F. (2007). Mentoring in the U.S. Air Force: A cornerstone for 

success through organizational transformation. Performance Improve-
ment, 46(3), 16-22.

junior service members rarely initiate the mentor-
ing relationship.81 

Although mentoring and leadership support may 
be essential to the successful integration of women 
into combat roles in the U.S. military, it must be 
noted that studies have consistently emphasized the 
importance of gender neutrality in such a process. 
For example, the 2007 Febbraro study of women 
serving in CF combat roles found that, despite these 
best practices demonstrating the importance of for-
mal mentoring programs, women in combat arms 
in the CF persistently discourage formal mentoring 
programs targeted at women service members, fear-
ing that such programs would create an impression 
that women are receiving special treatment. As one 
woman commented:

I think mentoring would probably be a great thing for 
women. But it would, I suspect, be received poorly as… 
putting women in a position of privilege, empower-
ing them as a group and identifying them as a group, 
which you’d have to lay out whether the benefits would 
be more than the drawbacks… [Because it might be 
another form of singling out women].82 

Thus, an apparent dilemma exists for institutions 
trying to ease women into combat arms: develop 
formal programs to assist the integration process 
and in the process “single out” women in these po-
sitions and risk perceptions that they are receiving 
special treatment, or provide little or no assistance 
to ease women’s transition into these roles and risk 
serious attrition problems among these women. 
Clearly, this is not an either/or choice and there is 
more nuance to the issue than as offered in those 
two options, but leadership will still have to strike 
the right balance between those two sides should 
the U.S. military choose to open combat arms posi-
tions to women.

Re-Crafting the  
Assignment Policy
Preliminary research suggests that the current as-
signment policy may be hindering the effectiveness 
of those women in theatre who experience combat 
action. For example, across gender, many 2009 
DACOWITS focus groups participants indicated 
that the training they received in preparation for 
their deployment was in some measure inadequate, 

81	 Baker, Hocevar & Johnson (2003).
82	 Febbraro (2007).

particularly noting that weapons training was insuf-
ficient. For individuals without a combat MOS, but 
still attached to combat units (such as those in the 
Lioness Program), training is not designed to pre-
pare individuals for performing functions basic to 
the units to which they might be attached. As one 
participant noted:

These women are attached regardless of policy; these 
women are attached to combat units. Each one of these 
women is trained 100% in-depth for their assignment, 
not for their attachment. Shooting, we’re all trained to 
shoot. But for the Lioness program, they’re not trained 
to do searches and patrols. Females are not offered the 
same kind of training as their male counterparts due to 
their assignments. Females are now receiving training in 
theatre to get them up to speed, which is not enough.83

Thus, it seems as a result of this policy, which does 
not account for the asymmetric reality of cur-
rent warfare, service members—both women and 
men—without a combat MOS are unprepared for 
facing a combat situation, a likely event should one 
be attached to a ground combat unit.

As has been shown in OIF and OEF, women ser-
vice members have been serving alongside men in 
the face of enemy action and have demonstrated 
their capability in combat time and again. Military 
commanders at various levels have praised the ef-
fectiveness of women in combat, while research to 
date has shown that gender-integrated units do not 
suffer from a lack of unit cohesion or effectiveness. 
Despite an assignment policy created with the in-
tention of keeping women service members out of 
the way of hostile action, the asymmetric nature 
of warfare in Iraq and Afghanistan has necessitat-
ed that women serve in positions putting them in 
harm’s way, with 624 women wounded in action in 
OIF and OEF combined through June 2009. 

Despite the various challenges women may face 
officially entering male-dominated combat arms 
positions, the current literature demonstrates that 
re-crafting the assignment policy so that Service 
members are assigned to combat on the basis of 
ability without regard to gender should have a posi-
tive impact on military readiness. Thus, in consid-
eration of the various potential challenges facing 
women who would enter currently all-male combat 
units, the Committee seeks to advise DoD how to 
best achieve a successful integration.

83	 2009 DACOWITS Report, p. 56.
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Defense Advisory Committee on Women in the Services

Appendix I
Briefings Presented to DACOWITS 
During Business Meetings

Sexual Assault Prevention in the Military  
Dr. Connie Best, Professor and Director 
of Adult Services, National Crime Victims 
Research and Treatment Center, Medical 
Center University of South Carolina

SAPRO Annual Report Results on Sexual 
Assault in the Military  
Dr. Suzanne Holroyd, Communications 
and Policy Program Manager

FY11 NDAA Requirements for Improved 
Sexual Assault Prevention and Response; and 
Proposed FY12 NDAA Provisions  
Ms. Diana Rangoussis, Esq. Senior 
Policy Advisor, SAPRO

DMDC 2010 Workplace and Gender Relations 
Survey of Active Duty Members  
Dr. Rachel Lipari and Dr. Lindsay Rock, DMDC

Status of Integration of Women into 
Submarines  
LCDR Jean Sullivan, U.S. Navy

Women in Service Restrictions Review  
Mr. Doug Johnson, OSD Military Personnel Policy

Military Leadership Diversity Commission 
Report Summary  
General (Ret) Lester Lyles, MLDC Chairman and 
LTG (Ret) Julius Becton, Jr, MLDC Vice-Chairman

Weapons Training and Implication of 
Integration of Women into All Combat Units: 
Focus Group Research on Assignment Topics  
Ms. Amy Falcone, ICF International

USMC Women in the Service Restriction Review  
Colonel John Nettles, USMC, Branch 
Head of Manpower Military Policy

Sexual Assault and Sexual Harassment  
in the Military: Focus Group Research on 
Wellness Topics  
Ms. Amy Falcone, ICF International

DoD Sexual Harassment Policy Overview  
Mr. Jimmy Love, Acting Director Military Equal 
Opportunity and Equal Employment Opportunity

Sexual Assault Prevention and Response  
Office Update  
Major General Mary Kay Hertog, Director, SAPRO
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Appendix J
Acronyms Used in Report

AC	 Active Component

CF	 Canadian Forces

COL	 Colonel

CST	 Cultural Support Team

DACOWITS	 Defense Advisory Committee on 
Women in the Services

DEOMI	 Defense Equal Opportunity 
Management Institute

DMDC	 Defense Manpower Data Center

DoD	 Department of Defense

DSAID	 Defense Sexual Assault Incident 
Database

FET	 Female Engagement Team

FY	 Fiscal Year

GAO	 Government Accountability Office

GCE	 Ground Combat Equivalents

GEN	 General

JAMRS	 Joint Advertising, Market Research  
& Studies

LTG	 Lieutenant General

MEO	 Military Equal Opportunity

MLDC	 Military Leadership Diversity 
Commission

MOS	 Military Occupational Specialty

MPP	 Military Personnel Policy

NCO	 Noncommissioned Officer

NDAA	 National Defense Authorization Act

OEF	 Operation Enduring Freedom

OIF	 Operation Iraqi Freedom

PTSD	 Posttraumatic Stress Disorder

RC	 Reserve Component

ROTC	 Reserve Officer Training Corps

SA	 Sexual Assault

SAPR	 Sexual Assault Prevention and 
Response

SAPRO	 Sexual Assault Prevention and 
Response Office

SARC	 Sexual Assault Response Coordinator

SSBN	 Ballistic Missile Submarine

UCMJ	 Uniform Code of Military Justice

USAF	 United States Air Force

USC	 Unwanted Sexual Contact

USMC	 United States Marine Corps

VA	 Veterans Affairs

WISR	 Women in the Services Restrictions
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