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&

. FOREHGRD , _ ///”
~ In 1982, the Tra1n1ng Ana1y51s and Evaluation Group (TAEG) began ‘an
analysis of the ‘military performance aspects of recruit training of Navy
women. The study -was requested by the Commanding Officer (now former
commanding officer) of ‘the Recruit Training Command (RTC). Orlando. The A
‘Chief of Naval ‘Technical Training and the Chief of Naval Education and
Training were kept adesed of study efforts

+ The TAEG co]?ected data. on the m.11tary performance of RTC graduates in :
the fleet and follow-on training as well as data .on recruit training

. practices at RTC Orlando, during 1982 and 1983." Related data about recruit

_ company commander leadership .and experience, cellected in 1981 for another/ﬁ
TAEG study, were aiso reviewed.

« N : N

At various t1nes during- the coursé of the present study._ ’QEC repq;bm! '

~ the results of the analyses to the Commanding Officer of RTC Crlando and to

. de51gnated -staff . personnel. As ‘a result of these repo;ts, and due -to
ongoing improvement efforts by. RTC QOrlando, many of the issues raised by

. TAEG /were resolved. In 1983, RTC 0r.andc_exper1enred a change of command

~and gn acce1eraticn of change, as might be expected. Consequently, many of
the /recommendat1ons ',uggested by TAEG in’ this .report have already been

1mp\emented in who]e or in- part. "
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SECTION 1
¥ INTRODUCTIOH

The number of enlisted women on active duty in the Navy has increased
from 6,000 in 1972 to 37,000 in 1982. This represents an intrease of over
500 percent in the last-decade. Today, 8 out of every 100 of the enlisted
force are women and they are serving in selected billets where previously

“only men were used (Sadler, 1983). Recognizing that women have made a vital

contribution to Navy mission accomplishment, the Chief of Naval Operations

~ (CNO} intends to jncrease the number of women in. the Ravy to the amount that

‘can be effectively utilized within the constraints of the law. purrent}y,

~

'~ the 'goal is 45,000 women on active duty by 1985. -

The Navy ssacommitted to ~the achievement of a fully integrated work
force with.equal advancement qpportunity and equal-treatment for men and
women.l ~The CNO's Manpower, Training, and .Personnel Plan™ requires the
development- of the professional competence of -all1" personnel "and thé full,
effective use of that competence to achieve Nayy;géals.z This reguirement
can only be met by the sustained application.of }he‘finest Yeadership and
management skills and continual examination of training programs. .

.- -The Recruit Training Comménd~(RTC)'0f1ando is-}eéponsib1eff0r ifaining o
~all newly eniisted:women. In 1982, the RTC received feedback from several .

fleet and foTlow-on training commands that -a "double sfandard! was perceived
to exist'in ‘the recruit training of Navy men-and women. It was’alleged that.

-this double standard resulted in military performance probiems among women

when- they reached the fleet. - With knowledge that the Training Apalv~i-
Evaluation Group (TAEG) has an’ ongoing directjon from .e Chief uvi Naval
Education and Trair ‘ng to address the optimization of recruit training,” the
Som - ing 0ffice, of RTC Orlando requested TAEG: to.examine recruit trfining
practiaqs ti.at might indicate differences in.the training of quy mer ang
women., - - ~

PURPOSE -

\ w

~ The purpose of, the study was to- lidentify aspects of the training 'of
male and female recrfiits at the RTC Orlando which might lead to differential
military performance in the fleet. The intent was to isalate training
practices that couldbe interpreted as unequal treatment based on sex, and
also to -isolate practices that were, in the practical sense, "equalized" but .
producing poor military performance. A goal of the study was to recommend-

to the RIC~thanges in the management ofyrecruit training that would hegg to .

“minimize male-female training differences and enhance femdle performanc-.

) | |
LOPNAVINST 3459.3, subj: Navy Affirmat ve, Actier ¥lan: promu]gationkgf, - v‘
EOPNﬁxﬁNST 5310.13, subj: Manpower, Training and Personnel Plan/+ ¢

3CNET 1tr. Cdde 53 of 6 December 1979.. Co /
4c0 RTC Orlando Ttr. Code 50 of 24 March 1982.
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BACKGROUND . . N o — s

It iS'NaVy.po1ity that men énd~women receive the same recruit training
program. Currently, all enlistees go through+a 7.7-week training cycle and
receive instructign from the sare curriculumaS d// . Cou i

. : At the RTC Orlando there are nine recruit divisions, and two of them-
are designated for women.only. Each division is composed of a maximum of 12
companies each ¢ontaining no more than 80 men or women. Recruits are
bilTeted in training compamies for controly training. and movement. Except
for. academic instruction, women,r?cruits train primarily with othér women -
recruits and men with other men. ’ . :

, Company Commanders {CC) customarily are of the same sex as their
recryits. Occasicnally recruit divisions may have-a division officer (DO)

or leadipg chief. petty officer (LCPO) of the opposite sex. . Thus, recruit

 ORGANIZATION OF THE REPORT

2.

training of men and women can be characterized as “"separate but equal.” -
[ - ' - .

" 'In addition %o this intrbductionﬁ the réport' cqntaj, four 'dther .

sections and three appendices. ° T presents the approach used to = -

discover ~female nfilitary performe problems in various operational and
training 'settings and to analyzc the trainihg . aspecys of military.

perfc mance in recruit training, Section III presents t results of the
analysis of fémale enlisted .erformance problems ard section IV presents the

results  of “the aﬁa1ysis&(of military performance in -recruit ‘training.

_Conclusions and recommendations on recruit training are presented in.section |

V.

The ~ appendices elaborate the methodology and provide further
sinformation. Appendix Apresents a 1ist of all commands and -activities .
visited TAEG- and a list of ships reporting on‘the Women at Sea Program
(reportsy acquired by TABG). Appendix B presents the military performance
checklisk used in staff interviews, and appendix C provides background
information in the.form of a literaturg/review on wdmen in the Navy.

-«

‘e . . B }

L4 ., ) - - £ - . M 4 “

SCuririculum Qutline for U.S. ‘Navy Recruit fréiniﬁg,'x777-7770,‘Névy

s

‘Technical Training Command, September 1983.

L
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- " SECTION II
APPROACH

This studj provides detafled éna]yses and observations . over a

considerable range of topics related to female and male military performance

bdifférengg§ and identifies underlying bases for these differences.

The study was‘conducted in two phases. The first phase was designed to

document reports of female eniisted- performance and to define suggested .
problem areas in ' terms of observable behavior.  On the basis of the -
findings, areas of recruit-training. were selected for analysis.- The second.

phase of the 'study was. the -analysis of these selected areas of recruit

training to determine if differences in male and:female recruit training
practices existed and whetheér-the performance problems could be alleviated
through changes in these:practices. o ' : ;. o

The procedural stebs'con;isted.of::
-acquiring‘ihformaﬂion from pubﬁjshed reports bﬁ,Women”in'fhe'Névy”

“‘performance of enliisted.women using men as: the comparison group. .
collecting data- a
during recrui;\tr;ining at the RTC Orlando- =~ - - -
observing leadership and training practices at the ‘RTC Orlando :
relating findings on women's military performance. to - recruit

training procedures and the total Navy environment .~
reco@gendigg_revisjons of recruit trqining procedures.

collecting recorird _data and .interview data .on ‘the military .

<

" Data were collected ‘on the miTitgry%%;rformance'of enlisted men and

" women with the foaus on women in the Tower rates. The purpose .was to obtain’

a broad view of women's military performince after recruit. training using a

" variety - of sourcés. The  data inp]ddedi (1) “published - or recorded
- statistics on Navy-enlisted militaby performance, (2) reports from sea-going
~ commands in the Women at Sea Program, (3) staff interviews, and (8) a reyiew - -

of published research onWomen in the Navy. fach of these .sources is
described in detail below. SN . e

-

PERFORHAﬁCE STATISTICS. A~vétiety_of SOuUrces were.used to obtaih_recentf '

recorded data pertaining tc eplisted military performance after recruit °
training. The data "included: . ' eV . :

‘- Training Program Development Centdr (NAVEDTRAPRODEVCEN)

averages of supervisor . 'scores .of nonrated personnel- on

professiona) performance, military behavior, leadership potential,

military appearance, and adaptabiility to military life ‘obtained
N from the gxamjnatiOn'answef'sheets\?t_the-NAVEDTRAPRODEVCEN;fl‘
- :f.;:_Ln A I __“\.~ . »ﬁ,A ,

@ -

n the .performance..of male and. female recruits N

scoﬁes'bnitheASeptember 1982/§}4jadvancementQin—rate‘éxéminétions~-
~and aflvancement- statistics -obtained from- the Naval Education and-

. Al
e
.
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en]isted> discharge rates for "the second quartér' of fiscal year
1982 from the Naval Military Personnei Comnand. _

"QUARTERLY ORTS--WOMEN AT SEA PROGRAM. Quarterly’réports from commands

~ .wihich recently utilized women for the first time were requested from'the
office of the Women~at Sea.Program. The CNO requirement is that ;he reports
contain information regarding: (1) assignment-and integration of 'women, (2) -~
performance compared to men, especially .in areas of leadership and ability,
(3) morale, (4) Temporary Additional. Duty - (TAD), (5)  administration, <
including instances of discipline problems and unplanned losses, and-(6) the
impact- of integration on. operational readiness and *the successes and
probléms of the program.v T -t ‘ : v

Eleven recent reports from nine commands (6 Atlantic and 3 Pacific)
‘were obtained. The reports were from 4 ADs, 3 ASs, and 2 ARs with a total
- of 908 female en]istgd.' Appendix A contains the list of the commands which
. submitted reports usgd in the analyses..” The reports' were analyzed feor:
- prégnancy. ‘rates, disciplinary- actions; and ‘positive and negative comments
- concerning thé success of integration.. S T

P .

~ STAPF - INTERVIEWS. .Pcheptions of Navy women's military performance in 1982
were obtained from interviews conducted with 133-officers and petty officérs
~ at various training'scﬁoo]s~and fleet commands throughout the eastern United-
- = States.7 The .activities visited are listed in apperidix A, together with the -
:numberJOf personnel interviewed at each. f - o

; wLenevér possible,! a semistructured,. formal interview procedure was
used./ The procedure \centered . around a 2$-item Military- Performance -
. Checklist (appendix. B). | The checklist .of “behaviors related to mititary. -
- - conduyct and military appearance was derived frog recruit training eurriculum
~materials’ and published TAEG reports related to recruit training (Copeland,
Henry, Mew, and Corde11,-1976; Cope]and? Henry, iand Mew, 1978).. )

Staff - members were -asked to evaluatc | the performance of female
subordinates - in genéra],_usﬁng‘the performance| of Navy.men as the standardé#
_ for, comparison. The intervjewer guided them tﬁrough the ch&cklist .items and. -
conducted open-ended discussijon..of those items which were pointed outas
problem areas. R \ S | o -

REVIEW OF PUBLISHED REPORTS. \Pub]ished technika].reports were examined for' -
data related to the military. performance and training of enlisted Navy
women. Due 'to the subject matter of the bulk of the published studieg, the
review focused on male.attitudes toward women in the Navy and women's .
attitudes toward.their Navy expekiences. The literature review is presented *
in appendix Co \‘ ' - - '

&

- 6OPNAVNOTE 1300, subj: WOmén 1n';>§psémonitoring program, ZS_JQIy 1982, ‘
7During the course of associations with recruit training over the past 5 ,

-, years, TAEG has also discussed women's -issues with Navy staff on the West - .
oast. , A o :

. . ﬁ '~ R . | . 8 - ‘;‘ | . | .
e N " 11'1‘4

L' ’ ) ‘ "4&" : ' R .' ’ . . . . “‘v,vuy. 'l‘
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"METHODS OF RECRUIT TRAINING ANALYSIS y

. Selected areas of recruit training were analyzed at the RTC Orlando in
1982-83 to discover whether differences exist in the training of male and
female recruits that could iead to. differences in military performance. The
varicus analyses included: (1) interviews of RTC staff, (2)- examination_of
recruit performance records, (3) onsite observations of recruit training and -
- performance, (4) analysis of leadership practices at the RTC. Edch analysis
. is described in detail below. S N
~ RTC STAFF INTERVIEWS. Thirteen staff members of the RTC- Orlando--seven
, female and .six male officer and enlisted personnel in the Technical Training
Department ~ and thé Military Training Department--were ° interviewed.
Respondents included two classroom instructors,. two Military -Inspectors,
four’ Division Officers, three Leading Chief ‘Petty Officers, the Director of
the’ Technical Training ‘Department, . and ,the Assistant Military Training
Officer.  Al11-staff members who were interviewed had contacts with both male

and" female recruits. The &gken enlisted personnel in the group we all
experienced CCs; ° : ‘ T .J :

p . o o e . E a N
' The staff members were asked to use the Military Performance Checklist

s -

to-evaluate.the performance of male- and féma]e recruits. The intervie& also .
included'Open—ended'questions about ths}r own job performance at the RTC. and
‘the job performance of othérs on the,s;f‘staff. S S

RECRUIT PERFORMANCE RECORDS. Recruit Personnel Data Records . ("hardcards")
-and “records from the Military Inspections’ Department (MID) were obtained"
from the RTC Orlandoc to compare male and female performance during recruit
training. - . . S
; A total of 746 recruit "hardcards" from five male and five female
i companies provided comparisons of .*academic test :fallires, motivational
- " training. (MOTOUR) assignments, streetmarks, demerits, -t -uining setbacks..

‘Companies were matched for -time .of, year in trainin. 32) to provide
“comparisons of male, and female recruits trained under <. . conditions and ;
by the ‘same chain-of command. ~ . =\ o R '

A The 'MID company records provided summaries*B«_the performance of 14
“training. groups. containing 55 rale and 33 female companies. =~ The 10°
.companies - used in the "hardcard" -analys §.tWeré; a part of these training..
groups.  The records cor'tained company \scdres for personnel, ‘infantry,

‘barracks and locker inspections,- and. company: flag awards for ogverall

academic performance, inspections, and physical‘fitness performance. R

 ONSITE. OBSERVAJIONS. Analysis of recruit training. required.numerous on-site
~ observations. ° A’ féha!e” recruit company was ‘"shadowed":- for .one day.
| Compartments were visited during CC instruction- times. -“Female, uniform’ .
| fittings were ‘observed at the Recruit In-Procesging Facility and- later in . .
' the compartments., ~ Classroom lectures on topics..pertaining- to military
- performance- were .evaluated. ' *Drill and-cgremony;behaviofawas observed at-
~~ yecruit. " graduation, . and military inspections_-were observed in  the
. kcompartments. . - - LI I o

B :

Q o o N /, \w ‘ : : r" "9, ', : //, ) p v;‘)’" . Co ‘.'
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ANALYSIS OF RTC LEADERSHIP.  Analysis' of recruit training. intluded an
“examination of RTC 1eq§ersh1p and RTC pract1ces. Methods-of_data collection -
included the fo11oW1ng _mcummmﬂew B o
] , ,
The 13 RTC ‘staff members who eva1uated reeru1ts us1ng the M111tary '
...-Perforfiance. Check1ist were also interviewed about their fleadership .
- styles with ma1e -and female recruits. They were  further -queried
. zabout thefr Views of. ‘the 1mo;ct of RTC pract1ces on’ recruit -
performance d1fferences : o,
f
Leadershlp sty]es of male “and fema]e company commanders (CCs) were. ™
-analyzed by examining the ‘"hardcards “* . Differences . in the :
assignment of -demerits and other d1SC1p11nary and mot1vat1ona1
techn1ques were' noted ,_*. i '

/
9

Data on CCs co]]ected through van earlier TAEG effort (Hughes,'
Copeland, Ford, .and. Heidt, 1983) were reexamined. . The data
‘included” descr1pt1ons of. the Navy experience and supervisory -
e experience of male, and fema]e CCs and results from a quest1onna1re
v des1gned to exam1ne 1eadersh1p d1fferences at RTC Orlando in 1981
Numerous unstructured observat1ons of the" appearance and behavior
of the’ RTC staff “were conducted\ durfng frequent v1s1ts to. RTC
off1ces and tra1n1ng s1tes , \ .

b .
[
L "

. -
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FINDINGS ON'THE MILITARY PERFORMANCE OF ENLISTED WOMEN -~

Current data on the m)11tary performance of - en11sted Navy women
~ recently graduated from recruit t-aining are contained in this. section.

- Performance scores .and d1scharge rates obtained from official Navy recordg
performance statistics obtained from reports monitoring - the Women at -Sea,.
Program, and evaluatnons of m111tary performance obta1ned from staff;
1nterv1ews are presented . o , C

. ENLISTED DI%/ﬂA GE- RATES = f - o ( o

, Tab1e 1 presents Navywlde demograph1c data /préf“red by the Nava]

Mititary Personnel Command concern1ng discharge rates  of enlisted personnel

- .for the/second quarter of fiscal year 1982, The Mable indicates for men and

women Ahe reasons for d1scharge, the, types of discharge, and .the total.
numbeys discharged.: : . .

;!

' The number of en11sted women d1qcharged was 3.5 percent of the total:
“number’, of d1schirges.,_ -Women comprlsed 8.4 percent of a]] ~enlisted
personne] ' T . . :
M . d _l '
Men and women-~had d1fferent reasons for d1scharge (X2 = 2287.97,
df =8, p<.0l). The greatest variation was in the Conveniénce of Government
- category (M1nor1ty/Dependency/Hardsh1p/Preggancy/Parenthodd) ‘Female
en11sted d1scharges were 81 percent of the total number in that category '

, Men and women also differed swgn1f1cant1y in the type~of d1scharge they .
‘received (X2 = 583.33, df = 4, p<.01). . Eighty-six percent of female
enlisted d1scharges were Honorab]e (1,208 of 1 400) compared to 53 percent
(7,010. of 13 270) of male enlisted d1scharges : o

The ‘data 1nd1cate that, in compar1son to men, en11sted WUmen were 1ess
often d1scharged for ressons involving serious offenses or misconduct . ‘and
_ " “more often given- a type of di: oharge (Honorable, General) which indicated
~ .. meritorious -or sat1sfactory service to the established standards of the
b Navy o o . -

'ADVANCEHEHT T0 E-4 . . /'h- .
,-// Advancement stat1st1cs /for all” men and worlen who took ‘the E-4
exa inations in September 1682  are presented in table 2. The table
indicates that, over all rat1ngs, proportionally fewer women than men.were
advanced to E- 4 The. discrepancy 1is largely due.to the concentration of
“women in 19 ratings traditiondl for women. These ratings are:

v administrative, medical, -and dental and ‘are, for the most part, overmanned.

. The 70 percent of the women in the sample who took the examination for these
rat1ngs showed 65.5 percent advanced compared .to 70 9 percent for men.

.
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TABLE 1. SUMMARY OF ENLISTED DISCHARGED BY REASON TYPE DISCHARGE . \
. S AND SEX FOR SECOND QUARTER FISCAL YEAR: 1982 . L
; X ‘Reason/Type Discharge T Male R Female > Total
Security - . B ; N N
1. Other Than Honorable o1 0 . ' 1 ; g 41\\\\
_Total o -1 0. & T ar '
. Misconduct - . - . o .
= * " HonorabTe 87 : 5 . .92,
o ¢ " General .. 804 19 - 823
' Other than Honorable - 809 9 " . 818
) . Total - S 09 1 S B O k&
) Homosexual o B '
) Honerable o 144 . A mn
: General ° S Y A 4 ) O
e v : . Other than Honorable . 9 o . - 9 .
, . Total o - 200 31 231 o
: . . I N !
’ S Unsuitabi]it - ; : _— .
L Honorable g - @ 486 133 - 619
. .|, - General - o 26 o303
. Total . . 763 T59 - ,527: : _
’ Convenience of Government ) S . /,///"/////
N {Unfavorable) St ! . s
‘ _HonorabTe ' _ 1,877 90 T 1,967
General i 2, 999 88 D 3,087
_Qther than Honorable . .. - - 276.) 11 7 287 .
Total” - 5,152 ‘I§§ . 5,381
Convenience of Government o 4
_Honorab1le ' © 4,094 v 702 . 4,796 ,
General . 360" 26 - 386 .. . ,
. Total -~ v A8 728 5,182 '
L3 . ' Y - '.
' Conveniencé of Government . o :
IMinor1gy/Dependency/Hardship/ . - - : .
Pregnancy/Parenthood) * :
. . . Honorable 50 227 - 277
' General =~ . | o ?é o9 . :
Total 54 : I 1] T
- ' Convenience of Government ' ) o
. : (Physical D1sab11it1) - . C
i , - Honorable - \ 272 24 T 296
: B . General . . ., 38 . 0 - 38
. . : Tota . 30 28 kil
Judtcial !Courts-Martial) o - :
/ , Bad Conduct 634 _ 638"
s Dishonorable . 2 \ -2
o Total o, . 6% 3 830
// : . Sunmarized Total 4 - I ‘ . A
, - Honorable . .~ 7,010 1,208 8,218
o/ General ' 4,529 - . 168 4,697
/ Other Than Hongrable 1,695 20 1,115
o ‘Bad Conduct 634 4 638
. Dishonorable. ' 2 ' 0 2
. / o J ' . A
. . o F'INAL TTAL 13,270 1,400 ” 14,670

SOURCE: MAPMIS 1910~ 2225 of 31 Mar 1982, Naval Military Personnel Command*
N~ 6101
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-, The ‘far. smaller group of women whose examinations were distributed. in

-*52 nontraditional ratings, many of which fequire sea duty and/or are under- ®

manned, fared -much better. Their percent advancement. was 78.1-compared to .-
82.8 percent for men. B T o o

, TABLE 2., ADVANCEMENT TG E-4 FOR MEN AND WOMEN IN TRADITIONAL
o “ 'AND NONTRADITIONAL RATINGS, SEPTEMBER 1982-EXAMINATION

A\

: /) ;Numbef;TeSted_-é? ' H‘bngént Advanbed ‘, |
Rating P R , - , %_
Category ° , l'* '_ Men Women Men Women: o
Tradi{i'ona1. - : 7,‘,(356' 3,003 s70.9'- 5.5
vontraditional 19,317 1,270 I T R
|an Ratings - 26,373 4,203 o6 9.2

potential, military appearance and adapatability to

y . ' T
.
]

~ Consistent with the advancement'data, when all ratings were -combined,
the difference between men's and women's examination! scores was
statistically significant. The mean examination standard score for women
was 47.9 compared to 49.9 for men, - s ‘ '
However, individual advancemenf in rate depends on more than simply the
examination score. -:Other determining factors .include the performance
evaluation score (PK), timé in rate, and time in service. The performance

“ evaluation score for E-4 s primarily an indication of genergl military
" performance level rather than job skill Tevel. Comparison of male and

female PK scores was especially pertinent to thé topic of jthis study, and
.- for this reason, the resuf;i are presented.separdtely be]ow./ .o

PERFORMANCE RATINGS OF NONRATED PERSONNEL “ ) - | ;.

The averages_of five performaméé“ratfngs»madééby fmﬁédtate_sdpervisonsﬂ.
were examined for all men and .women who took the E-4 examinations in
September 1982, The .scores analyzed .were averages of separate scores for

ilitary life. The
separate scores were not available. Performance averages ranged. from 3.0 to
4.0 v - - "

° S 2

"five . areas--professional performance, military bighvior, leadership

Table 3 presents per%ormance data for each-sex. / Tne mean performance
average of 3.68 for women was significantly higher than the men's mean of
3.58, and proportionally more women than men had perfect scores on their -
performance evaluations. . e : :

A %

13



" were.analyzed. Information relevant to the performance of
" summarized in tables’4 and 5. v :
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N . , K ) . ' K T - - . (R
~ " 'TABLE 3. . NAVYWIDE PERFORMANCE EVALUATIONS OF ..

» o - NONRATED PERSONNEL, SEPTEMBER 1982 B

&

. S ' Men . = Women - ‘:_'faValué_"mV
T " (n=26,528)  (n=4,322) ' o
' Performahce o ' 3.58 : " 3.65?f' }f 2.88*
‘Evaluation Meap . (sd=.21) (sd=.19) - |
Percent With 784; S I c
~ Pegfect Score (A0)  * . 1.8%  4.8%. ©12.44%

*Significant difference, p<.Ol.

* QUARTERLY REPORTS--HOMEN:AT" SEA PROGRAM™

Elever quarterly reports from niie commands in ‘the Women at SeaiPkogram
enlisted women is
/ _'9.' '

: . S R . - , .
Table .4 shows the number of enlisted women from each command  and

~ presents data pertaining to pregnancy and disciplinary actions.

_-'Acg%rding to OPNAVNOTE 1300 (f982) the commanding officers (COs) were
not required to report pregnancy statistics; however, they often did so to -
~add, weight - to their °a¢gument$,:-concérning the negative impact  of
pregnancy/Nawy pregnarcy policy on operational readiness. Seven of the 11
‘feports (6 commands of 9) included: data on pregnancy, ‘often as‘pakt of their :
unplanned loss statistics. Pregnancy rates based on quarterly statistics

~ ‘ranged frdm 2.0 percent (3 of 151 women) o 11.6 percent (23 of 199 women).

-

-In. comparison, the Navywide pnegnancy rate is f equently jreported at 8-12
percent (Hoiberg, 1979) and_thesnationwide pregnaricy. rate for women aged 20+
24 is 11.5 percent’ (O1son and Stumpf, 1978). . P
In compliance :with thé‘ requirement to report administrative actions:
involving. women, numbers of female disciplinary. problems were reported by 8
of the 9.commands. Since statistics on the number of men. on board were not.
~reported, percent disciplinary actions for men and -women in most cases could
not be compared. Only two commands reported-comparative statistics or. made :
comparative statements. OnetCO regprted that, 4.3 percent of the women were -
>awarded nonjudicial punishment compared to 5.6 percent of the men. Another -
CO reported that, "comparatively, there were fewer disciplinary prob]ems/”"

with female crewmembers.*” . /// i . ,
| ‘Women's Uniform Code of Military‘ﬁusiice'(UCMJ). violations that were
~ specifically mentioned were: - ' P/" o S ‘ /
N _‘Absence Without Leave (Article 86) . / ;
. . Insubordinate Conduct (Article 91) - = "~ o
. -~ Failure to Obey @rders (Article 92). \ ‘
Assault (Article 28) i ) - C L
General (Article 134). i14 17

[



Technical‘Note 10-83 L

( -

~ TABLE 4. PREGNANCIES/DISCIPLINARY ACTIONS FROM QUARTERLY '
' REPORTSn-NOMEN AT SEA PROGRAM o .

&

Nﬁﬁber.OFwEnlisted”;,' | Number of.Instanges
Command - Women Aboard S fOeruarter |

: . N D1sc1plinary
Pregnancies - s Act1ons ‘

L .58

-

~o
o
<
re G
_ N

) 3 e s o,
| _4;’ 18 ? *’ e 0.,

AR AP R T B R ¥ e
y ' 175 * DR B

I 6 . X .. 95 | ‘ .‘ “ * » *

7 e 3 -
L1 10 -

8
o 6
| 84 | , . 93 .:". . * - . . 3 .
T B 1 0

_*Not reported.
**Two quarters reported.
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Table 5-summarizes-e431uatiVe comments about enlisted women takengfrom,
the 11- quarterly reports. By far, the. impact .of Gnplanned losses due to
pregnancy. was the .major. concern. The COs were required to report the impact
of the integration of women- bn -operational - readiness, and pregnancy was

"reported seyen times as -a problem in that context. ~Current Navy, policy

" states that\ a pregnant -woman be reassigned to -shore duty. as soon. as .

. 15560,“Article| 3810170, 1983). .

‘one had extra berthing for  women.

practdcab1e‘ﬁ en the pregnancy is confirmed. This results in an unfilled
billet, often .for several months, until-a replacement--can be found. In

‘contrast, oregnant women at shore activitiés who request -discharge must give ’

4 months notice in order to provide time to find a replacement (NAVPERS

!

berthing. Two needéd additional bertfing as more women reparted aboard, and-
One command stated .that. single parents

~ Other - coments  were. Tess. freiifnt. .2 Three commands' | commented on
i

o

were more often women than men and. that there' were i stanges when these-

% women " asked for« Temporary Duty--Humanitarian Assignment. (TD\HUMS) dur'ing -

periods of -ship dép10yment. Another command.coMmehtedkthatﬁa' hough women

were 12.5 percent of thefcrewpthey m?de'up_ZI'percentfof qaily\sick ca}l

during a quarteriperiod.

on . 7 v g

. ; _ S N S :
Two; commands made negative -comments about .the enlisted women's job

- _performance. ” One command commented’ that ."obvious physical differences,"”

it was assumef they could not handle it. Another command reported that 30, -

“which precluded/women-from some heavy physical work, was the only difference

between capabilities of the men- and women. To further amplify this last

comment, from /those wofds -and others in the report, it could be inferred
that the women were not being assigned to heavy industrial equipment because

not elaborat

- percent of e;]isted,women.bejow-i-4 were poor performers, but the report did

. And, finally, regarding military performance (the focus of

« the TAEG stqdy) only one command reported-that women's. performance was poor,

“and that command mentioned further that.the women's military performance had
“steadily improved from when they first reported a?oard. S S

" The 153negativé comments outlined above were baTancéd by 16 positive
comments contained in-the reports. Seven of nine commands reported that ‘the-
women's ‘capabilities were comparable to their male-coupterparts and in some

N

cases.were superior. ~Four of the nipe.commented that the women's enthusiasm .

and/or desire to. be accepted resuited in their productivity being equal to
or greater than the men's. _Five of| the.nine commands, commented that the

_ women's leadership abilities were co parable to the men's and/or that they

accepted 1eadership.nssponsibi1fties'e thusiastica]ly.

19

- 16
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,TABLE 5. “IARTERLY REPORTS--NOMEN AT .sEA PROGRAM
. & ALUATLON OF ENLISTED HOMEN
) coo ?k . Number
_ Category‘ AR ~ + - of Comments*
k] - - -~ . Iv — B B r
Prob]em or Concern : | o | .
Pregnancy/Unp]anned Losses . 7
. Berth1ng Needs S 3’
\M111tary Perfo%mance\~ ' 'ggfl 1
o :  71_ S1ng1e Parenthood L "' | SRS 1
| Rate of S1ck~Ca1] - ' 1
' Job&Peffpfhance,.- g fﬁ':?'. ' | 2
" Favorable Evaluation
“Productivity’ | ' 4
\ . copabitities & - - 7
¥ Leadership E S y ' 5
*Based on 11 reports from 9 commands. LR L
) /
i ‘. /
) 17.. :
\ 20
= n
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STAFF-INTERVIENS . .. |

a ;‘01'

/ .

- " The. interviews showed that there were staff members at’ all ‘Tevels of -
‘the chain of command. who felt that both enlisted men and women needed to

~improve their. performance in/ many of\the areas suggested by the Military

Performance Checklist.- To/ satisfy the requirementy of  the- interview,

_respondents focused their: comments on - problems among enlisted women..

7

" 'PROBLEM AREAS. .

~ Respondents - attempted to state general problem areas as they: specifically

applied to -womea—/or they nofted problem areas where women were showing -
performance inferior to men's., o ' .

There was 1ittle agreement among.the. respondents on what were typical
female performance problems. There were ng instances, where an ‘item on the
checklist ‘was "judged as a problem area by a majoritgﬁQf respondents. With,

thg/ﬁack of . a statistical basis for detkrmining problem areas, criteria. were

¥y .

/

C-Orlando. Perfoymance areas were listed as problem arkas if all of the :
following criteria were met: S ' [ R

) %eve1bped»to:determine which performance areas deserved: consideration by the-
I

. The iteﬁlg1icited only n;§af}ve comments abgqt"hcmen's berformance
"-and no/favorable comments. o ‘ B

: . B o L - |
“Relative to all the items on the checklist, the item received more -
‘than the average number of negative comments. ' '

.. An item elicited the same"fnegatiVe comments from multiple
sources--ships, - ‘shore-based operational wunits, and training
~activities. ) o ‘ S
[~

MiTitafy Appearance. | Respondents'ﬂdéreed that - women's unifofms usually ~
Tooked neat and well-cared.for; however, they also agreed that uniforms were
being worn .improperly because of the male supervisors', admitted lack of

.+ knowledge concerning female uniform regulations and the more complex uniform
" . requirements for women. It was suggested by some respondents that enlisted

women's uniforms could be better tailored.

: Resbondents‘a1so generally agreed that most womén had .good grooming and.

/AperSOna1.hygiene practices, but once again male supenviégrs’stated.they did

not thoroughly know grooming regulations for women.- L

g hair not put up
'neatﬂy was a grooming problem specifically mentioned. - : '

lLeadership. For the ﬁecent graduate of recruit training, opportunities to
assume lexdership positions are limited. The 'sailor is  learning technical.

skills, and skills in leadership and ‘initiative are rarely practiced:in the

E-2/E-3 ratings.

Respondents nbted that there were fewer women in leadership -positions
than men. Theii' comments’ reflected limited opportunity to practice
leadershiip in the lower rates as well as the special problems the women in

the higher rate;‘were experiencing. o ; ' i

Y

18~
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Comments were that the women were not eager to assumé leddership

‘

" positions until-they had more experience on the job, they "held back," and"

they were more team-oriented and intérested in.getting' technical skills.

a¥here were problems when men gave female leaders less respect,- when fémale

eaders did not demand respect for their rank, and -when ‘women did not want

v

T to tqké cqarge‘and'supgrvisorsadid not qemgnd’it_of'themih_

|

Adaptability. Requﬁdght§§~from the sh%bs; the 0pérat10ha1.,shoré-baséd

. activities, and the training activities_stated that women were less able -

than men' to adapt to the hardships and sacrifices demanded by Navy life.”. In |/
. the fleet,-ihcidences were reported where women were less willing to .put in |
overtime and looked for ways to stay ashore when the “ship was ready.to .
~ deploy. The reasons  were usually relatdd to child care responsibilities.

There were also-reports that .women had a more difficult time 3living in the

shig's”quarters and did‘not handle separation from spouses as well as men.

" Pregnancy and Chi{ﬁ“caref,;ﬁfléreat concern to officers and enlisted super~/

visors was the impact of pregnancy .on Navy work productivity and dep]oyment{
On the ‘ships,. comments were that pregnancy greated unplanned -Tosses. At
other commands, comments were that pregnant women who. . stayed at theZk

assignments were absent from their jobs before andafter delivery.

. . ) ‘ . . A ) - ‘J:
Some respondents reported high rates of pregnancy among enlisted womg/. '
x,ge

 Others felt that women were using pregnancy to obtain an honorable discha
from the Navy. T ' o ! S _-/

o Some.respohdents-a1so(potéd that instances of tardines$ and abse/ces'
han

due to child care responsibilities were higher among enlisted women/
nen. o , : e ST

. "‘\ N/
" Military Customs. Performance problems among. enlisted women in'thi4 area

were more often reported by .commanders and.staff higher "in .the chain of

~ command than by first 1ine . supervisors. Flag officers and com@%nding ,

officers more often saw enlisted. in their dress unitorms (full dﬁess or
service dress)- and .more frequently observed saluting. and other nﬁ]itaﬁy
“customs than did work center 'supenvisors. : » J ‘

- .,f.

~° Officers and senior enlisted personnel reported that there )
“male and fémale enlisted who avoided- situations requiring a salute) d

correctly recognize rank-and ratey and did. not ‘understand the purpose or

structure of the chain of command. They also reported that-/ﬁhere were

procedures and did not utilize Navy terminology.. Some respondents said they .

recent recruit graduates of ‘both sexes who did not use correct gpipboarding

saw specific problems involving military -customs more often amoh
men. Failure to add "Sir/Ma'am" when addressing an'officer ‘and/not saluting
properly were two specific.problems that they more often roticed among
women. Another problem seen more frequently ameng women was fimproper use of

women than -

the chain of command. Officers reported that sgme women who/understood how .

to use the chain of command nevertheless went the heads of first line
supervisors when they felt these supervisors were unrespghsive to their

Y
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| needs Often these women went to a senior fema1e petty officer to get he]p o
or advice. - This behavior was 1likely to be cdndoned and encouraged by ma]e',
supervisors who felt uncomfortab]e dealing w1th fema]e subordinates.

-

: SELECTION OF PROBLEM AREAS
Recorded performance data Show sat1sfactory m111tary performance fon :
. Navy enlisted women in. the Jlower rates. The data. indicate .that women .
-~ require fewer disciplinary actions “fhan. mer, and that .their perfarmance
. ratings on the average are equal to or better than .men's. - In contrast,s
commanders, staff, and senior enlisted supervisors perceive problem areas in
"~ the - m111tary performance of enrlisted women - wh1ch they fee] _should be -

addressed in recru1t training. - - S _' .

ControJled observat1ona1 checks were’ not conducted by TAEG to va11date-
staff perceptions. = To what - degree these reports of - women's performance
‘problems were based in reality or were a fupction. of ‘perceptual biag was:

. unimportant for the purpose of this study. zﬁe prob]em areas::documented in
this report clarified some generalized complaints about women's performance
in the Navy and directed sthe exam1nat1on ‘oft recruit training pract1ces ‘as

.~ applied to men and women. ) ; g i,

. Prob]em areas in women' s m111tary performance most 11ke1y 1nf1uenced by
recruit training were se]ected from the larger body of repprted prob]ems and ;
are listed below, 8 -

wearing the un1form 1ncorrect1y
“poor grooming habits - L .
. adapting to life aboard’ship. . o . g
N : - ,1mproper1y‘address1ng an officer o
- ' improper hand saluting L
not us1ng the. cha1n of command .

Reported prob]em areas of women which _are not specifically m111tary
performance problems but potent1a11y related to recruit training are

- . pregnancy 'e | : ..a ' |
2 . child care.9 __ o | .

The nature of ‘the” pregnancy prob]em_1s directly re1ated to Navy, po11cy
(NAVPERS 15560, Article 3620220, 1983). "In— 1982, the_Navy rev1sed its
policy on pregnancy making it more difficult for pregnant women to obtain—--
discharges. Under the new policy, women -may be <denied d1scharge if
retention is determined to bé "in the best 1nterest of the service." "This

]

8Many of these prob]ems were attr1buted to male recru1t graduates in an
ear11er study (Cope]and Henry, Mew, and. Corde]] 1076)

9The recruwt training curr1cu1um current]y addresses pregnancy and ch11d
care 1ssues indirectly through instruction in birth control.

\ . . - . -
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po1ioy change will- 1ncrease the number of - pregnant women on//active. duty
which. might have an impact on the work -group. It 'will” also/ decrease ‘thg’
.attrition rate for women, probably resulting in attrition rafes lower than
‘men's, and it will probably increase lost time by female enlisted due to
~ pregnancy-related absences. Current figures <indicate. that the' average~
~ female lost’ time per year is.lower than®male lost time due to the greater
number. of - unauthorized absences and desert1ons among men (Thomas, Monda,
M1115, and Mathes, 1982) .

To put the chi]d care prob1em in the proper perspective, on]y five
percent of women in the Navy are single parents’ and there-are tw1ce as, many
ma]e single parents (Sadler, 1983). , . o

Other m111tary performance areas: ment1oned as prob1ems amang both
enlisted men and women, and 11ke1y to be 1rfﬂuenced by recru1t tra1n1ng are:,
knowlgg how to sa]ute but avo1d1ng s1tuat10ns where sa]ut1ng 1s

deman : s

e failure to recognize rank/rate y

'.. - not using the chain of command because of lack of understéndtng

1mproper shipboarding procedures .
not using Navy terminology. ) o

-—

-
-y

.
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-
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| ANALYSIS OF RECRUIT TRAINING DIFFERENCES

A}

‘This section describes the resu1t§. of the 'comparisons -of recruit
~ training -for men and women at the RT@ Orlando. Data on ‘both recruit -
! performance &nd ‘training/leadersliip related . to ‘that performance’ were.
- analyzed. Two types of data on the performante of male and female recruits
are jresgnted:'. N : ' . A

.

. - recryit performance records. - - ' '

. “recruit performance evaluatiops from staff interviews

. ‘ { , ¢

. b ' o PRI C e f :
. Qbseﬁvat1ons of current leadership and training practices at RTC Orlandc are

. presented under three major topics: N S

S : \
. Teadership of recruits . N o . )
. Recruit . Training Command/Naval Administrative Command (NAC)
practices ‘ ' . e ‘

. classroom 1n§tructioh/qdrric0]uml .

RECRUT PERFORMANCE' EVALUATIONS ' -

]
L

| _"ﬁThirteen nterviews wweré -conducted at RTC Orlando to obtain overall
« evaluations of{’malé and.female recruit performance for comparison with
school and fleet (interview data. ‘ B B

. From the 26 ‘items on the Military Performance Checklist (appendix B), a
majonity of respondents stated that maTe and female recruits perforied
differently in five areas: strong poinfs in miTitary performance for female
‘recruits were wear. and care of uniform, attention to detail, and proper-
military bearing, but a majority .of spondents (8 of 13) agreed that the

. performance of the females was below that of the males in two areas--use of
' Navyjterminglogy\qndgadaptabi]ity to Navy life. , -

-

] & o \ : . ) o :
; {Respondgnts cbmmentgd _that female- recruits had more difficulty in
adapﬁing»%o.Nayy*life begggggﬁ;hey~had-afnmre—difficuit”iﬁﬁé“aea1ing with -
o inteiggg;gnaj,grelatiogsﬁﬁps, had more home problems, and,.had greater’
-——difficulty adjusting ~to' separation from family.{ Interviews included
comments that male recruits had better emotional control.. and. accépted
regiqentation'mdre easily.” o R ‘
| i “ e # .
On the ‘subject of Navy terminology, respondents commented:that male.
recruits liked the terminology, were more inclined than female recruits to
use the terms, and were ‘more familiar with the terms because of their
~ greater interest in books and movies using Navy terminology. They also
méntioned that male CCs probably used the terms more- consistently than the-
female CCs. However, they felt that by the end of recruit- training women -
. recruits had learned the, terms to the same -level.of proficiency as the men.
— _ , ' s

|
|
i
1
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" RECRULT Penromnce REcoRDS - O ’ _}t L S T
| Ma]e and’ femaqe recru1t performance measures der1ved from Recru1t

L.

- Personnel Data Retords ("hardcards") provided measures of the performance, of."-

)

/

@9\',

individual recruits. - The data derived from Military Inspectlons Departmbnt'
records prov1ded measures of company performance. . P

HARDCARQ COHPARISONS Data_ comp11ed from the personne1 records of
individual recruits for f1ve ‘male and five female companies are summarized
in table 6. The data indicate that.male recruits had a higher incidence -of
academic test failures. (t = 2,98, df =_744, p<.01) and fema1e recruits.had-

~a<higher proportion of med?ca] ch1ts (t = 3.50, df = 744 'p<.01}.  There
were no differenzes in number .of' setbacks in tra1n1ng, MOTOUR assignments, = .
streetmarks,. or lateral -transfers. - Number of: recommendations = for °

advancement or "A" School and.smarks for meritorious behavior also showed no
- differences. However, a s1gntf1cant1y greater number of -male recruits had
"c]ean hardcards", i.ei, no demer1ts (t =7.33, df = 744 _p<: 01) B

- The ‘same hardcards were ana]yzed in ‘deta11 to d1scover types of
infractions leading to' the ass1gnment of streetmarks, demer1ts or ~setbacks

. for male and female recru1ts - These ana]yses are shown..in, tables 7 thrdbghi

9.

Table 7 descr1bes the a551gnment of streetmarks. " There ,were no
significant differences in "the proportions. of maie and. fémalé recruits
ass1gned streetmarks for var1ous kinds of infractions (X2 2.67, df ?_5),

4

" Table 8 desctibes  the aSS1gnment of demer1ts ‘Female . recruits had ,

twice as many 1nfract1ons for which they were given demer1ts as d1d ma]e L
recru1ts. . , _ Lo

A Ch1-square ana]ys1s E?d1cates s1gn1f1cant d1fferences for vanf/hsﬂrx”
categories of . infractions 84,1, df = 2, p<.01). - Females received
more demerits than males for fa111ng 1nspections Males received more
demerits than females for not meeting m111tary requ1rements and other r
categor1es. : . '

"The number of demerits g1$en to a recru1t for a particu]ar infraction -
.can range from one. to five. ~Men more often - rece1ved more than oné demerit.
for an 1nfract1on than d1d women : ,_~_ L :

Tab]e 9. shows the number of setbacks in tra1n1ng from the samp]e of 386
.men and 360 women, and the redsons, for the setbacks.. More than one-third of -
all setbacks received by women: (13 of 36) were for failure to meet military -
standards. ' This proportion was significantly greater than the proportion of
mile setbacks -in this category (t = 3.70, df =89, p<.01). other
categories showed significant differences between the sexes, althou there
was a trend in the data showing that many male recruit setbacks were related

© to. academic problems. e - - oo

!
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TABLE 6. MILITARY PERFORMANCE COMPARISONS OF MALE
AND FEMALE RECRUITS :

Mean Males - Females
: (n=386)’ (n=360])
Number of Fa11ures on Academ1c Tests’ 77 A4*
Number of Recru1ts Rece1v1ng y :
No Demerits * .49 1*
Lateral.Transfers _ | 1 1
MotiVationalkTraining (MOTOUR) Assignments | - |
- Full-Touro P | o 2
“‘"Mini-Tdur | / : 6?? -12
Medical Chits " 13 31
.Recommended; i ?
';Meritofious Advancement t6 E-2 - 6 9
| To "A" School ,_,__.1 B | Y 2
Marks for Meritorious.Behavior - 2 .10
yUmbéf'of Strégtmqusﬁ_.. ' ~59v,?“ 45
 Setbacks in Training 55 36
' "%sign}fic_aht- difference, p<.0l.
0 . o
4




Technical Note 10-83

r

TABLE 7. STREETMARKS ASSIGNED TO MALE AND FEMALE RECRUITS

’ I Number of Streetmarks
Infraction- . © Males TR Females
B . .g . (n=386) : (n=360)
. Unmilitary Bearing - 9 : 8
TFailure to Double Time . & 8 g 5
| Improper Detail Formation / 12 ; .4
Talking (chowline, galley, street, 11 . 9
- in ranks, profane - - . '
1anguage)
‘Failure to Follow Instructions Jlo 9
' Othér:,lmproper Uniform, Sky]arking;
Disrespect to Chief Petty ,
Officer, Fraternization ' Q 10
Total Number of Streetmarks s 59 o - 45
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3

TABDE 8. DEMERITS ASSIGNED TO MALE AND FEMALE RECRUITS*

Number of . | Number of
Type of Infraction . .~ Infractions Demerits Assigned
Failing Inspections o 1
Men . .g78 : 1,155
_ Women 1 1,729 1,984
Not Meeting Military Requirements - | o '
~ Men , 103 143 |
Women - ‘ 62 - . - 86 ////
Discipline in Ranks ' S :

- Men
- Women ..

1 Disrespect to Staff

Men |
Women -

Other

Men_
Women

Total

Men.
Women-

'360.

*Males = 386, Females
~.

26 . ) A
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. %
TABLE 9. NUMBER OF AND REASON FOR SETBACKS IN RECRUIT TRAINING FOR f
MALE" AND FEMALE REQRUITS
Reason for Setback - Males Females |
| | (n=386)  (n=380) | |
[ , » ’J
Failure to Meet Military Standards 4 13* |
" Assigned to Academic Remedial Training 24 11 /
Failure to Meet Physical Training Standards 11 8 f’/
. Failure to Meet Academic Standards 9 1
| Legal Hold. 1 1
Unauthorized Absence 2 1 /
Assigned Military Indoctrination 0 1]
.| - Emergency Leave 3 - Q ./
Fraternizgtiog | - 1 0 / :
. Total Number of Setbacks 55 3 -
*Significant difference, p<.Ol. ' /
“y \ J
| /
|
’I'
, ,/')
P |
t S l/
/.
S~/ /
) -
- 0 | ’ / | v Q\/'/
,l .
-
|

R
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. COMPAMY RECORDS. Records of the Military Inspections Department * of RTC-
orlando were examined to determine what, if any, performance differences

between male and female compapies could be determined. The records of 55 \.-
male recruit companies and 33 female recruit companies combined in 14
training groups were analyzed. Training groups were composed of both male
and. female companies. Table- 10 summarizes the ‘type of inspection, the
competitjve period, and the inspection mean scores. Inspections are scored
on a scale of 0-4. The comparison of mean scores showed few differences
between male and female inspection performance. - Women's inspection scores
were significantly higher than menis scores for locker and infantry in the

second competitive perjod (t = 2.58, Ej(.Ol), and no other difgerences were

significant. ' Y ‘ o B . ©

)

TABLE 10. COMPARISON OF MILITARY INSPECTION-SCORES FOR MALE
: . AND FEMALE COMPANIES- -

. ” ¥
Training Inspection Male - * Female
. - B (n=55) (n=33)
. e
First Competitive Period
; . Personnel 3.600 - . 3.757.
2 Infantry - 3.304 3,367
Barracks - 3.602 3.§f9‘\'
Lockers o 3.237- . 3.182
v .y . \
‘Second Competitive Period , P N
’ - e, y .
A Personnel ‘ 3.815 3.838
b , Infantry - | 3.470 . Y a7
: . I o
Barracks . 3.744 3.790
1 Locker 3.616 3.754%
End of Training = Overall 387 ' 3.59
n = Number’of recruit tréining companies. - o
* =

Significant difference between male and female companies, p<.0l..
B . - .\\ - e .
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. Table 11 compares the number -of flags awarded to male and female -
companies in the same training groups. The number of White Flag, Torch
Flag, and Academic Flag awards during the training cycle are reported.

IABLE'll. RECRUIT COMPANY AWARDS (FLAGS) AHARDED TO MALE 5
o AND FEMALE COMPANIES, ‘ONE TRAINING CYCLE
: Company Number of Numb?r“of'
Award Gender . Companies Awards
| commanding Officer's Male 55 | 9
Award for Excellence Female 33 4
(White Flag) : .
| Physical Fitness Male 29 25
Achievement Award Female A ¥/ 13 o
(Torch Flag) ' : .
. % -
Academic Fags T Male | 29 " 28
[Ore Tor each of ' Female C17 7
three periods) ' y

The ‘Commanding Officer's Award for Excellence (White Flag) goes to the
company in each training group with the highest overall score above 3.75 in
‘personnel inspection, barracks inspection, infantry drill, and physical
training at the end of the training cycle. Of the 14 training groups, White
Flags were awarded to nine male and four female combanies. One training
group did not receive a White Flag. Female companies comprised 37.5 percent
of the sample and received 30.8 percent of the White Flags. - ‘A Chi-Square

. test showed that the proportion of White Flags received by female companies

' was not significantly- different from what would be expected,~given'their

representation in the sample. - | | | .9

Records of 7 of the 14 training groups analyzed above contained- data
related to .Torch Flag and. Academic Flag awards, The Physical Fitness
Achievement Award (Torch Flag) goes to all companies im a training group
with the minimum qualifying score.  Of 29 male companies, 25 (86.2 percent)
received Torch Flags; of 17 femalé companies, 13 (76.5 percent) received the
award.  This difference was not -significant according to a- Chi-Square
analysis. R L - S

, . , 4 \ B

V.




male and female performance in recruit training.

.activities concerning the leadership of
_identifying supervisory problems:-related to women in recruit training. .Six
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A1l companies in a training group are eligible for three Academic
Flags, one for each academic period of the training cycle, if they.have the
minimum qualifying scores. The 29 male companies in the sample received 28
of a -possible 87 Academic Fiags (32.2 percent) and the 17 female companies
received seven of a possible 52 Academic Flags (13.7 percent). - The female

. companies received proportionately fever Academ%c Flags than their male
(X

counterparts and this difference is significant = 5,79, df = 1, p<.05).

The number of flagé received in the first academic period accounted for

most of the male-female difference. The 17 female companies received four
flags compared to 20 for the 29, male ‘companies. The first academic

performance test covers the topics most . closely related to military.

performance: Hand Salute (3.5), Enlisted Rate Recognition (3.8). = ficer
Rank Recognition (3.3), Navy History and Traditions (2.4), Ship Organization

~and Structure (2.6).

 Records of the seven training groups used in the above. analyses also
showed which companies received the Competitive Sports Achievement Award

" (Cheerio Flag).. The award goes to the top male and top feémale company in

each training group' based on points accumulated during sports competition.
Thus, male and .female companies were not in competition with each other for

* “this award ‘and an equal number of flags were awarded to each sex:

In summary, recruit records revealed few noticeable differences between

N

Men héd more academic test failures and academic setbacks ear1y in
" recruit training, but they received more academic flag awards by
~ the*end of the training cycle: - :

Women had more setbacks and were given more demerits for failure
to meet military standards (e.g., inspections), but they recéived
higher locker .and infantry inspection scores by the end of the
training cycle.

Women had more excused absences for medical problems than.men..# |
Data from recruit records were in 'pértia1 agreement with the RTC

staff's . perceptions of recruit performance. - Female companies' poor
performance in the first academic period and superior performance in Tlocker:

~inspections agree with the-staff's perceptions that: female recruits were not -

familiar with Navy terminology but were strong in attention to detail.
However, the staff's perception of females' superior military appearance was

. not supported by the:personhe] inspection scores. - - =

LEADERSHIP OF RECRUITS =~ ©
"~ Observations made during interviews and visits to fleet and shore
of ‘Navy enlisted women were helpful in =

supervisory problem areas were identified. These are summarized below.

o
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1. Officers and petty officers at follow-on training sites and, in
particular, .operational units ashore and in the fleet, are re]uctant “to
correct opposite sex shbordinates They tend to require higher levels of
performance from same sex. ;ubordinates and are consequently less demanding
of opposite sex subordinates .

2. These supervisors also eXperience difficnlty in both performance
counseling and personal counseling ‘of opposite sex subordinates. '

3. Ma]e officers and petty officers iacx spec1f1c knowledge about

-women's uniform and grooming standards.

4. ‘Male supervisors often can not answer routine questions concerning
common problems, medical services, and treatment available to women and are
not aTert to potential medical prob]ems that might affect the performance of

._the1r fema]e subordinates

5. Male officers and petty _officers often iSe - their “female ~
counterparts as a "crutch" for dealing with female subordinates' uniform and
appearance problems, discipiine, shortcomings, and persona] problems.

6. In the working env1ronment .male officers and petty officers tend

" to call enlisted women by their f1rst ‘name. but use the forma] military title -

or Jlast name W1th en]isted _men.

On ‘the basi§’ of these findings, se]ected aspects° of 1eadership

. .practices in recruit training were analyzed for their poscible impact ~n the
- military performance of female recru1ts

RTC STAFF INTERVIEHS The RTC staff members (Divis1on Officers,, LCPOs,
Military Inspectors, and instructors) who were interviewed with the Mi]itary»'
Performance Checklist about recruit performance were also questioned about
their own job performance and that of the rest of the staff at RTC Orlando.
They were asked whether recruit training standards were the same for male
and female recruits and whether the standards were enforced in the same way
for both sexes

© The majority of respondents emphasized that recruit training standards

~ were thé same' for /both sekes, but that there were subtle differences in

enforcement and interpretation of those standards by the RTC staff. Eight
respondents stated that they were "harder" on recruits of the same sex as

,themse]ves, and/or that they saw this trait in other staff members.

Male officers and Chief Petty Officers (CPOs) admitted they used Toud,

‘strong language only with male recruits. = They tended to ignore femaie'f

recruits and were less 1likely'to make on-the- -spot ‘corrections until they
felt more comfortable around them. One respondent admitted he smiled more

~ when he addressed female recruits. o

31 EiéEV'. . | ', S L
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.0On the other hand, 1ﬁ§ﬁ§{e'officers and CPOs judged that they had higher

standards for female -recruits than the male officers and CPOs had for the

" male recruits. The female staff judged that they demanded a higher level of

- practices of _superviSors and staff in the fleet. Given that there. are -

" NAVCRUITRACOMORLINST 5370.26 which is an RTC Orlando instruction on

performance from the female recruit. :

, Staff members of both sexes also.saw this pattern among the Cfs. They
thought female CCs demanded more of the -female recruit than male CCs
demanded of the male recruit. (One female staff member had visited male
divisions and got the impression that standards were different; e.g., female
barracks were cleaner.)

When = the . respbﬁdents were questioned about the _problems . they

encountered in their jobs, the problems were found to be cross-sex. Male

staff members admitted to one or more of the following:

. They did not.thorough1y know female -regulations such as correct
wear and care of the female uniform.

.. They felt uncomfortable when- they did feﬁa]g recfuit inspections.

. They lacked knbw]edge about issues which arose when they counseled
female recruits. : '

. They tended to be less harsh -with female recruits when

_ disciplining them (e.g., treated female cases before the Navy
. Aptitude Board as trivial). :

Although the frequency was small, some problems encountered by female

staff members were -also identified. Female RTC staff members admitted they
felt they had to prove themselves, or that they had to strongly exert their
authority from the beginning with male recruits. They also had problems
with counseling male recruits. - . ' \ -

Teadership styles were "in agreement with observations of - the Tleadership

recognizable problems in-.cross-sax supervision thrdﬁghoutathe Navy, it would
be expected’that a formal orientation program would:exist for staff newly

arrived at RTC. - However, no such program exists. In the interviews, male

RTC staff reported that the only orientation they received when assigned to
the RTC Orlando ‘that concerned female recruit training - was

standards of conduct, . including . fraternization. ~The . policy of
fraternization between male officers and Petty Officers (POs) and female

* recruits was. . stressed considerably during the men's informal orientation,

. while most ~ other issues concerning female recruit training were almost
“totally ignored. ' v N ' o

;'~-To?; compound'. the  problem ~ -of.’ the - Tack of  formal
orientation/indoctrination at the RTC,. some new officers are experiencing

: (f

'STAFE TRAINING.  The self-evaluations of RTC staff concerning 'Qhe{f

* exposure to recruit training for the first time.. . These officers are usually .uﬁ
- unfamiliar with the mission of recriit training,” of major recruit training

/

32

~



Technical Note 10»83

evolutions, and of techn1ques which increase 1eadersh1p and organ1zat1onaT
effectiveness.

The cUrrent Company Conmander School also dpes not address the unique :
problems of cross-sex leadership at the RTC 0r1ando For instance, CCs’
receive inspéection tra1ning only for thdir own sex recruits. :

COMPANY COMMANDERS. The RTC staff frequent]y)ment1oned in -the interviews
that. the CCs were role models for recruits and-were responsible in -large
4,part for. their training. They commented that ‘male .CCs used more . Navy
terminclogy, talked more about ship structure and organ1zat1on and‘ gave
less emphasis to cleanliness and attenticn to detail than the female CCs.

Three male -respondents remarked that more ma)e CCs came from ships which
gave them a perspective different from that of most female CCs.  One
conjectured that many female CCs came from/off1ce jobs where neatness_and
attention to detail were required behaV1ors., .
. Furthermore, the "hardcard" analyses 1nd1cated that female CCs gave out

~ twice as many demerits to recruits for failing inspections and more often
set back recruits in training for failuré to meet military standards than
did male CCs. (See tables 8 and 9.)  These data suggest female CCs are
emphasizing attention to detail more than ‘male CCs.

The staff's analysis of CCs der1ved/from the interviews is in agreement ,
with data on the experience d1fference§ of male and female CCs presented in -
table 12 (Hughes, et al., 1983). The table describes characteristics of
male and female company commanders (CCs) at the RTC Orlando in 1981.

- Male and- female CCs d1ffered/- almost every category. These
d1fferences showed the male CC to be an older, more experienced sailor.
Over half {57 percent): of the male CCs were CPOs, compared to 8.5 percent of
the female CCs. More than 70 percent of the males were: over 30 years old,

while only 26.3 percent of. the fema]es were beyond that age. -A c]ear
majority of. the females had 8 yedrs or less in service (69.8 percent) and
had no. sea duty (73.6 percent)”/ Most of the males (79 6 percent) had 8 -
years or more in service and had at least 3 years sea duty (98.8 percent).
W1th his greater Navy exper1ence the male CC probably has a greater career
: itment and. has a more so]1d 1dent1f1cation with the Navy than does the

fema1e cC. o B o P

" | 4

Both gender groups had been at the RTC Orlando about the same amount of

.- time and had lead close to. the same number of companies.. However, the

females began their duties ‘as CC with less previous supervisory exper1ence
"Over half (62.4 percent) had supervised six persons or fewer, while over
haif the males (59 3 percent) had superv1sed 21 or more persons. '

A majority of the female CC: (65.1+ percent) came from. one rat1ng
group—-Adm1nistrat1on--wh1le the’ ma]e CCs were distributed fair]y evenly -
- - throughout a]] ratings. ' _ , .
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DESCRIPTION OF MALE AND FEMALE COMPANY COMMANDERS
AT RECRUIT TRAINING COMMAND, ORLANDO * '

P _ I
!
i

Relative Frequencies (%)

Total

Characteristic Male - Female
' (n=172) (n=106)
| Rate
PO 11.0 44.3
POl - 31.4 45.3
CPO 32.6 8.5
SCPO 17.4 0.0
-1 McPC 7.0 0.0
C Missing/Unknown: 0.6 1.9
Total < 100.0% O 100.0%
Rat{hg‘Groub -
Deck’ 18.6 2.8
Ordnance 8.7 £ 1.9
Electronics 0.6 1.9
Administration 9.9 65.1
Engineering - 30.8 , 2.7
Construction 3.5 A
Aviation 16.9 13.2
Missing/Unknown 11.0 12.3
Total 100.0% 160.0%
25 or younger 9.3 22.6
26-30 .. ' 20.4 48.1
31-35 27.3 ' 18.9
. 36-40 31.4 7.5
41 or older 11.6 _ 2.8
100.0% g ' 100.0%

Souree: Hughes, et al., 1983." o .-

g
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TABLE 12. DESCRIPTION OF MALE AND FEMALE COMPANY COMMANDERS
AT RECRUIT TRAINING COMMAND ORLANDO (continued)

Relative Frequencies (%)

Characteristic | Male Female
| (n=172) - (n=106)

Years Sea Duty

0 0.6 73.6
- 1-2 0.6 14.2
3-4 15.7 10.4
. 5-6 - 18.0 - 0.9
7-8 15.7 6.0
9-10 17.4 0.0
11-12 - 11.6 0.0
13-14 14.0 0.0
15 or more 6.4 0.0
Missing/Unknown _0.0 0.9
{ - Total 100.0% 100.0%

Years in Service

4 or less. . 0.6 3:8
5-8 19.8 67.0
9-12 18.0 16.0.
13-16 17.5 - . 5.7
17-20 26.7 . - 6.6
21 or more 17.4 | 0.9
~ Total J : 100.0% ' 100.0%:
'3
P ‘ f'
R - . : ﬁ'
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TABLE 12.. DESCRIPTION:OF MALE AND FEMALE COMPANY .COMMANDERS
""" AT RECRUIT TRAINING COMMAND ORLANDO (continued) —

::T Relative Ffequenciéﬁ (%)
Male. : | - " Female
(n=172)v” ' (n=106) -

Characteristic

—+—

n

‘Months at RTC Orlando

4 or less®
. 71-12
-13-18

19-24

25-30

31=36 - -

N W
—_OoO RO WNLY
L ] * L ] ..
OOV PROON

. e

N A RS ON LD (D 00D
N .
WWWWOWRN oD D .

O

b

37-82 | 9 .
43-48 . - . ) . 3
) - 49 or more N 2.

b
(=]
o
o
IR
e
[
o
(=]
3R

TotaT

Highest Number of Persoh§ _ : N

Previously Supervised ) <
0o © 1.7 14.2
1-2 0.0 7.5
3-6 . 7.6 40,7 N

"7-10 9.9 -13.2

- 11-15. 12.8 \ 7.5
1620 . v 8.7 g 7.5
21-30 15.7 . 5.7
31-50:" L . 18.6 s 0.9
51 or more - 3.0 o 2.8
Total - . loo.

(=]
(=)
(=}
R
-
L
GO
o
(=}
3%

Number of Companies Lead Co L o

0 R B
1-2 ' 7.6 %
34 40.1

5-6 '32.6

7"‘8 X " . 8 .\]."\~

9-10. - 8.7

11 or more 1.7

; ) Lty »

-
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TABLE 12. DESCRIPTION OF MALE ANDfFEMALE COMPANY COMMANDERS.
AT RECRUIT TRAINING.COMMAND .ORLANDG {(continued) -

Relative Frequencies (%)

’ v
.Characteristic Male : ~ Female 5
(n=172) (n=105)
Lo
Family Status
' Married, living w/family ) '76;7 30.2
Married, not living w/family 9.3 8.5 -
Single, not living w/dep. - 12.8 50.9
~ Single, living w/dependents 1.2 10.4
Total' | 100.08 . T 100.0%
Number of Children - - | K . e T
0 " 19.7 66.0
1 15.7 , 207
2 34.9 X 10.4
3 ‘ 16.3 . 1.9
4 9.9 0.0
5 or more 3.5 0.0
Total ' 100.0% ©100.0%
Level of Education 'f
* Less Than High School 7.5 3 0.0
High School Diploma 57.0 41.5
.Some College &2 31.4 49.1
Associate Degree 2.9 9.4
Bachelor Degree . - 0.0 ¢ 0.0,
‘Some Graduate School 1.2 c.0 .
Total " 100.0% '~ 100.0% ‘
LMET Course* o S
Yes 21.5 - 20,7 -
No 72.1 Ly 77.4
Missing/Unknown 6.4 o 1.9 -
o o | e . B
CTetal - 100.0% G v 100,08
*Lea&ership Ménagempnt.Edﬁcation and‘Traininggﬁéurse.
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. GiVén these pronounced differences 1in supervisory. potential and
. experience, 77.4 percent of the female CCs had never taken"the Leadership
_ Management Education and Training (LMET) Course.. e o

A number of other characteristics distinguished .male and female CCs
which may directly relate to their ability to ~counsel recruits about

"personal matters. Most of the males (86 percent) were married and had one

or more children: (80.3 percent), while only 38.7 percent of the females were

married and only 34 percent had-one .er more children. .The female CCs had

. more formal education than the males: Over half (58.5 percent) .of the

females. had -some college credits, ‘compared to only 35.5. percent of the

males. - The typical role.model -for the. female recruit is a young, -single,

educated woman. with no family responsibilities, “uyrobably - not adept at

~ counseling her recruits about pregnancy- and child care concerns. .

_The Hughes; et al. (1983) study further eélaborated on leadership styles
of male.and female CCs by asking the CCs: to comment-on what criteria they
used to evaluate their own leadership performance. Company commanders were .
. —asked-to-choosefive_important "sources of feedback on their own performance
from a list. of sources. They did not rank the ~sources—in—order—of-—
- importance. Table 13 1ists the source$ of feedhack cited-by CCs in the -
order of frequency of citation. o . e . ‘ '

>

Both male and female CCs reported u$ing the same five'primary sources

of feedback.. Statistical t-tests.reveal a few significant aifferences (at
the p = .01 level) in theé percentage of CCs of each sex who.viewed a source .

- as important. More female CCs than maie CCs looked at the general attitude

"of the company for feedback. More male CCs than female CCs Tooked at

feedback from other CCs and from academic| test results. JThe Hughés,

et al. (1983) finding-that -more male CCs-emphasize academic-test-results-may

explain the project study's.. finding “that .,male recruit. companies win

" significantly more ac demic flags than the female.recruit companies.

. : — , ] .
ONSITE OBSERVATIONS.  Cbservation of daily. activities at +RTC . OrTando~—
revealed a number of instances where staff were not. providing a good role

... model for_recruits.__For _instance, at a graduation_ceremony the following
was noted: ' ‘ ' BN '

. Some staff members participated in- the official function and
supported the graduation wearing dark glasses, while recruits were
required to do without. o o

vy

» Salyting by some staff members was not in “accordance with
---------------- e o -regulationse —— e

. e

. - Some female staff members were observed wearing bright nail polish
- . and nonregulation earrings. Y -

v . Occasionally, staff members failed to salute during the national
anthem and passing. of ‘colors. ' :
R

4 Y-
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'Jk" TABLE 13. IMPORTANT SOURCES-OF . FEEDBACK ON THEIR OWN PERFORMANCE =~ e
- CITED BY MALE AND FEMALE COMPANY COMMANDERS (CC) - '
- Ki;r/
' . % Male CCs % Female CCs
. , Frequency = (n=172) " (n=106)
Source of Feedback , - Cited | - th\ng . Citing
Company Mora]e o ue 87.%", ©90.6
| General Attitude of Company 5 - 240 - 80.2 o 96,2
,_M1\1tary Inspert1on Results o B4 75.0 77.4 of
Company Appearance _' f - 69.2 ‘ él.l
Division Staff Feedback ;,, | '_129', 5.2 38.7f: )
Feedback from Other CCs | 102 . 43.0 26. 4% |
HagAwaﬁsfﬁﬁT"ff  ‘*“““"“"’“?82“*v-w293¢~m-5m3dzu+mﬁ: .....
Academic Test Results" . . ‘ 81 : 36.6 i 17.0%
‘Feedback ‘from Partner © - . 3% 105 16.1
\Verbal Reports from Individual Recruits 30 9.9 ~ 123
Verbal Reports. from RCPOS S T- S 3% A X B |
"Stand Tall Inspect1ons** | s R T A 1.9
_ Source: Hughes et al., 1983. g "
*S1gn1f1cant difference, g< 0l1. R S
‘ **No 1onge) used. | .
- \_\
. 42 . \
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other visits to the recruit training (aci]ities. .

'RECRUIT TRAINING COMMAND/NAVAL ADWINISTRATIVE COMMAND PRACTICES

Similar observations of poor irole modeling.were médéfon a number of

: Management - practices of the RTC and NAC which may contribute to .a
failure to adequately prepare female recruits for the reality of Navy life
were observed. ' T ' " ' : o
" STAFF GROOMING STANDARDS. Staff 'grooming standards at the RTC Orlando. do-
not always reflect the - quality .necessary in a training. environment.
Personnel of -the RTC staff and NAC support functions were observed with .
uniform and grooming violations that: were uncorrected -by supervisory
personnel. Female staff members were observed. with-longer than regulation
. haircuts, hanging or wispy hair _arrangements, and uniforms improperly
fitted. . Some NAC support personnel were observed wearing brightly colored
nail polish, having fingernails so-long they were unable to perform routine
‘office tasks, and wearing cosmetics that were more appropriate for evening.
than & daytiie working environment. Yet, male and female supervisors seemed
_unaware of these violations. . Recruits -build their initial concepts of .
military appearance and military bearing from the role models they observe;
- yet, 1ittle -emphasis is'-given to the function of ' the staff_ and suppor

personnel as role models. : -
- . ‘' I'a .

WORK WEEK JOB ASSIGNMENTS. During the interviews at RTC Orlando, some staff.
members questioned whether or not sex discrimination occurred during the
assignment of recruit jobs during Work Week. It was reported that female -
recruits ' are more often assigned to desk jobs or Quarterdeck watch where
they will "look good" and be "on display." Women recruits, it was reported,
" are not assigned by NAC.to the -garbage detail or scullery in the galley.
Female recruits are 1ikely .to be unprepared to take on the "dirty" jobs that’
are part of their Navy assignment. e '
RECRUIT UNIFORM AND GROOMING STANDARDS. Uniform and grooming  standards
contained in Navy Uniform Regulations (NAVPERS 156650, 1981) as presently’
written are more-ambiguous. for. women than men. ° ' _ o -

_ Male personnel are -told more exactly what standards must be met  to

achieve the desired military appearance. The male sailor is not allowed a

7 variable trouser length, is given guidelines on how his jumper.is to fit,
and knows exactly what are the grooming standards. .He knows the exact

“ allowable length of sideburns, top, and back hair. He -knows the. exact
standard if he desires to maintain a beard or mustache. The guidelines °

allow men to present a military appearance that is standard throughout the

Navy. ' :

In contrast; women—do—not--present—a—uniform_military_appearance because .
uniform and grooming “standards for female personnel are ambiguous and -open-
to individual interpretation allowing for more variability. Regulations are

~written to allow a 3-inch variability in the length of uniform skirts. ~No
guidelines are given on the fit of the blouse or jacket. And while a few
specific hairstyles are prohibited, the guidelines”on hair are very general,

.40




———*conservative"or—"good-t

r e

- (NAVPERS 15665D, 1981) on female h 25 S
“of the hair may Youch but .iot fall below the lower edges of] the  collar."
‘Regulations do ngt prohibit-long: hair for women, but it must be.pinned up to -

/
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But even these levels of|inexactness are better than the ambiguity of the
standard (NAVPERS 156650, 1981) covering cosmgtic use.  That standard
states, "Cosmetics shall|be conservative and in good taste," but neither
ste"—are—definedi—T ese—are—interpretative-termss
open to highly subjectivé judgment and are foo vague to be useful. - The
major emphasis of grooming and uniform Atandards seems to be fashion
accommodation rather thap support for a
- Consequently, female grooming and unifor
-ambiguous and instructign is limited. 7/

7

standards in recruit [training are

Hair. RTC policies fequire'hew!y ep{isted kecruits,’both'ma]é and fema]é;
to have their hair fut during the first week of training. Navy regulations
égrstyles state "when in uniform, the back

chform‘to the standard. In pecruit training, however,® Tong ﬁair"is not an
option. * For those women whg/opt.for'lbng hair after recruit training, there

- is no opportunity to.prat@jce pinning ‘up their hair and no training on how

)

. to do it.

Female recruits are prohibited from using hair dryers, curling irons:or

- other styling aids wpd]e at RTC. However, they may have th%ir hair styled

during Work Week it/time is available. N |

C e . . . | :
Cosmetics. Female recruits at RTC Orlando} are prohibited from using
cosmetics except for. special occasions which include the taking of
individual and company pictures,- visitation lnight, and Jcontrol1ed and
uncontrolled /1iberty. - On those occasions,- the recruits ar inspected by
either the /.CC or the petty officer- on watch duty and that| person makes a

~ personal judgment as to whether or not the recruit conforms.|to. regulations.

Recruits do not wear makeup during personnel inspection.

~ Female recruits receive limited instruction on wearing cosmetics and
hairstyling.

S e o _ .
Uniform Fit. Uniform issue and fitting procedures for recruits are not

//controiled by RTC but are supplied as a support function by NAC Orlando.

Clothing is issued in two phases and three fittings occur. Recruit measure-

ments which are Used for "all clothing issues are taken at thé initial- issue,-
‘even though it is very common for many recruits to trim uP considerably, -

1

losing both pounds and inches as a result of the training program, balanced
diets, and controlled eating habits. N : \ . / —

’ ’ . !
| The first issue and fitting is for the work uniforms, ‘all-weather
coats, jackets, and shoes. The problems females experiente%at this issue
are related primarily to the service oxford and the steel-toed boots. When

fecruits would seek information or help on proper fit, the Issue Personnel -
—ere either unprepared-or-unable-to—assist-them.

tandard of military appearance.

The second 5ssue and fitting is for"the service blues| aﬁd whites.

Recruits are required to try on each item of the uniform and |each item is .

fitted before proceeding to the next item. The third fitting is done in the
: ' . ’ . Vo

" o
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recru1t compartment This 1is the final check of items issued. - Each

component is tried on individually and the entire company is checked, then

¥ the next jtem, -and .so on until all components have been final f1tted
—_Recruits—stand—throughout—the—process: Fhey—do—not—sit;—bend—or—stretch—to—

check the ,fit nor do they put on a complete uniform at any time. Tight

fitting uniforms are "acceptable. No recruit was observed to use the full-
1ength mirror in the compartment to check the uniform fit or appearance. = -

Observation of instruction ‘in the compartments showed that CCs often do
“not use good examples of ‘proper uniform wear. The CC usually randomly
- selects a recruit and has her stand up while she explains proper un1form}
wear. The recry1t is -often wearing an improper uniform and so.recruits are’
instructed to ¥magine what the correct uniform would look like. There are
" no pictures, posters, or examples other than RTC- personnel for. the recru1t
“to use for gu1dance in learning correct un1form appearance, .
Recruats wear the service dress un1forms on five occasions at RTC:
'.contro11ed liberty, uncontrolled Tiberty, personne] inspection near the end
of traiping, visitation night, "and pass in review. These are the -only
occas1o 'S -where recru1ts are permitted to practice the military appearance
;they are expected to present throughout their Navy career.

CLASSROOM INSTPUCTION/CURRICULUM

The . Curr1cu1um 0ut11ne for U.S. Navy Recruit Tra1n1ng (September 1983)
.is 1identical for male and female recruits except for portions of physical
training. Womer are required to run!2 25 miles in 23 minutes and men must
finish the run in 18 minutes. The sit-reach requ1rement is -1.5 inches for
male recruits -and -0.5 inches for female. recruits. ‘Also, there is a male
-and -female type of pushup. Indepth examination of the-recruit training
curriculum and direct observation of the classroom  instruction helped to
identify several lesson top1cs devoted to miTitary performance which needed”
jmprovement. Deficient instruction in these classes is related to some of
the m111tary perfbrmance problem areas of both men and women. The problem

areas and the related. lesson top1cs‘are presented b&low.

RATE/RANK RECOGNITION.  The recruit 1is -instructed on how to  visually. .
- discriminate the various 1ns1gn1as, sleeve markings, collar and hat devices -
by color, désign, and size. - Yet, the teaching aids are limited to
"transparenc1es either drawn in black and white or those so faded that colors
cannot be discriminated. Illustrations, in some cases, are not drawn to -
scale and often are almost impossible to read. It is almost impossible from
the back of the classroom to tell an oak leaf from a silver star. The Chief
Warrant Officer shoulder board and sleeve insignia are particularly
difficult to distinguish. Most examples are of male uniform’ components, few
female hats etc., are used. : )

The two_.chuﬁﬁﬁb _Officer Rank Recognition (3 3) ‘and 'En1isted Rate

Recogn1tion (3.4), are scheduled back to back with large - amounts of -
1nstruct1ona1 data being dumped on the recruit Recruits have no reference
source with them such as the . Basic M111tary Requirements (BMRY or

A
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: B]OeJackets' Manual which 'wou1d' illustrate the material covered. The
content in 1ts present format is overwhe1m1ng to the students. - -

——m-SHlP BOARDlNG~PROCEDUREST~wThe~currrcu]um ofﬂreeru1t'tra1n1ng—as~structured———~~—
" to transfer the newly enlisted recruit from the civilian to Navy
environment. - To give ‘the ‘recruit an accurate picture .of Navy life, -
continuity must be maintained from classroom to classroom aﬂd there must be
frequent reference to Navy situations in the course of teach1ng Yet, this
is not commonly done. Observations in the classroom revea] few. anp11cat1ons
-of topics to the fleet or work group environments. The ‘instructors tend to
use’ many RTC. examples, “few of the Navy outside RTC. Instructors do.not
bridge learning; that is, associate what they are -teaching to other topics
taught so that learning is increased. This ‘is well illustrated in ‘the
following exanple. Fleet supervisors reported that newly assigned sailors
have a problem with proper ship boarding procedures. Several RTC learning

topics address these procedures “including Naval. Customs and Courtesies -
(2.1), Ship and.Aircraft Familiarization \(2.2); Naval History and -Tradition
(2.4}, Basic Deck” Seamanship (2.11), and Hagd Salute and Greeting (3.5).  In
each case, the information taught about quarterdeck. procedures is a small
segment of -the total. The instructor teaches %the Tesson topic as written
and does not associate by reference what is being taught with what has been
previously taught. The recruit, lacking sufficient. experience, is unlikely
- to assoc1ate the’ 1nformat1on, and a 1earn1ng opportunity is d1m1n1shed

BIRTH CONTROL. . This information is included in Lesson Top1c 3.9, Personal
Hygiene and. - Venereal Diseases. - The lesson topi¢ is structured to cover
general health practices, hygiene practices necessary in_.communal living
env1ronments, venereal diseases, birtly/ control, and cancer detection. - Two

training < periods - are allottéed for this top1c . Two-thirds: of the
instructional time is on venereal -diseases,  their causes,’and .preventive
pract1ces P . o - .

The subJects df/;}rth control, abortion and sterilization are covered
“in approximately 10 minutes. The various metheds are merely listed on a
transparency. - The instructor definés' the methods and tells how they work.
~ There is little comparison of methods and: little information- on the
‘effect1veness or disadvantages of each. Recruits are not. told that they may
receive counseling and prescr1pt1ve contraceptive devices at Navy health
facilities unless they ask.-- Nor are -they told that some methods; e.g.,
birth control pills and IUDs, must be used for varying periods- of time
before they are effective. Persona] problems associated with single parent
. and/or unplanned pregnanc1es early in the Navy career are not addressed
The lesson topic is presented in the fourth week of training which may
not allow the female recruit enough time to establish herse1f on “"the pill""
(if she chooses to do so) before graduat1on

SUMMARY

1. From the compar1sons of male and female recruit tra1n1ng* at—the--RTC———
Orlando discussed in this section, the following findings are listed:

A
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- o The Navy recruit training curricu1um i ident1ca1 for men “and
/ -7 women. ' |
. The RTC Orlando— off1cia11y requires the- same- 1eve1 -of- performance—ﬁ~
- of male and female reqruits and uses identica] ‘'standards for each.

. Many staff members -begin the1r duties at the RTC Orlando -
unprepared for leading opposite .SeX recruits.

f. ‘The RTC does not . have a formal training proqram. for new
officers wh1ch addresees cross-sex training and .1eadership.
- .. The Company Commander School lacks instruction. i in tthe ’
' training of oppos1te sex recru1ts. : '

. l D1fferences in the backgrounds of ma]e and fema]e CCs result in}
different ro]e models: for the recruits. - . o
z ..- L e 'Malﬁ CCs are 11ke1y to have/been in tre Navy 1onger and have
: o more sea experience. - / .

L Most fema\e CCs come from a 1imited number of ratings in’ the} |
Administration - rating .group and have Tless 1eadersh1p ‘
experience. - ' ' .

R Recruits have exten51ve contact with the1r CC and less with

"~ officers. There is Ttittle interaction with officers and petty

officers of ‘the oppos1te SEX. .

. . Demerits and rewards g)ven to recruits reflect recrU1t performance~
as well as what CCs emphasize in tra1n1ng
. . / i
e Fema1e recruits receive : twice as many demer1ts as ma]eﬂ
recruits for fa111ng inspections, and femalecompanies tend
- to have bett;re1nspection scores. .

o .. More male recru1ts receive setbacks in tra1ning for academ1c
° problems, and more male companies receive academic flags for

nthe f1rst/academ1c period. » //

/

. Performance/ fendback from schoo]s and the f1eet a]ong with
e observations of recruit tra1n1ng suggest poor 1nstructxon of both
: male and fema]e recruits in severa] areas.

v . Fema]e recruits receive insufficient tra1n1ng in the compart-
ments 1n,groom1ng and wearing of the un1form. :

l; .o Both male and female recruits  receive insufficient
E /instruction in hand saluting and greeting, officer rank and
- o // enlisted - rate recognit1on, b1rth ~control, and sh1pboard
B ___orJentat1on. - :

~F
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. 5, SECTION ¥ o ..,://
- nzmmmus

. ,

The RTC Orlando ¢ making-a sincere effort to graduate male and female
. recruits with the same set of military performance skills by providing the
same training to each sex. - Subtle variations in .training practices leading
‘to different performance outcomes for -men ‘and women emerge most often when -
_ personal. leadership characteristics of naie and female members of the RTC
-‘.staff are a significant factor 4 ‘

‘As women become more fuiiy 1ntegrated “into the ‘Navy and: as career

) opportunities for women are expanded, women will assume more nontraditionai‘
_roles ‘and their military experiences will -be more in line with men's, Then

~ leadership differences ‘at the RTC based on sex will tikely be decreased. In
+ the .meantime, howeye~, the RTC must. take specjal steps to minimize .those

_differences “through sonscientious monitoring of training practices and
careful training and direction of the RTC staff.

In an effort to create a Navy environment where women and men act as'
~ Navy team members working toward common goals, the foiiow1ng changes in
recruit training are suggested. (Other recommendations are suggested for
the general 1mprovement of military performance of all reéru1ts.)
Begin training program for 01V1510n Officers at RTC Oriando to
include the foiiow1ng tOpics as they appiy to both men and women
recru1ts
uniforn regulations ‘. 'n
personai hygiene and grooming standards
e physioiogy and fitness for duty |
basic military subjects and Navy terminoiogyi
fpspection training
. .. administration of disciplinary practices

officer's personal experience of major recruit training
evolutions S o . -

.« EEO Workshop on WOmen in the Navy |
. | stress, counseiingt ‘and professionai standards of behavior.-
Expand use of mixed gender 1eadersh1p of companies a\g/div1S1ons

utiiize oppos1te gender CCs for 1nfantry drill practice and
‘other dr111 deck evaiuations as much as possibie.

?'.
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Include ’he fo]]ow1ng top1cs in the .CC school curr1cu1um as they '
app]y to hoth sexes:

s . s

e T TG as~ro*e_mode}~for~the recruitf
basic military subJects and Navy"terminoTOgy

:1nspect1on training for both ma]e and female recruits for CCs
~ of both sexes -

\

. extra 1eadersh1p tra1n1ng for CCs 1f necessary.

- Standard1ze and increase time spent on compartment 1nstruct10€’§n
wear1ng of dress un1form for female recruits.

. __prOV1de more, fu11 1ength m1rrors and more pract1ce t1me-‘ ’
wearing. the dress un1form ' : . .

provide good examp]es of ‘the proper wear1ng of the dress :
un1form through such means as large posters -

train female recru1 to sa]ute wear1ng the comb1nation cap

prov1de practice wear1ng both the in-season and ocut-of- season
,-un1forms (a]so applies to male recruits). -

Rev1ew work Week Jjob ass1gnments to men and women recru1ts..
\\\\ g .o h use duty roster concept for JOb ass1gnments |
X . Mainta1n qua11ty contro] of fema]e unlform fitt1ng procedurest
f | m.i\\\\ tu requ1re “RTC personnel to conduct more frequent observat1onsf

of -fitting procedures and give feedback to appropr1ate
personnel - : : . .

.>\\ use fitting standards;_not recruit judgment of fit
»require hair to be sty]ed'prior to-fttting,of combination cap

require complete ensemble to be worn during fitting to ensure
4 complete fit and match of -uniform items.

Provide instruction on hairstyling and wearing makeup for female
recvu1ts :

deve]op fesson topic gu1de on grooming for fema]e recruits

require/train female recruits to use - cosmetics and ‘good
grooming practices for all training evolutions for which 1t,
.would not 1nterfere or be d1sadvantageous .

Q e o " 46
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make&groom1ng, including use’ of cosmetics and ha1rsty11ng, a |
part“of the personne] 1nspect1ons e \ :

e ;elaminate~haincui~requj' ment for female recru1ts and prOV1de ,

training on how to we r Tlong . ha1r to conform to Navy
regu1ations .

Rev1se 1nstruct1on on binth c ntro1 'and' oiher,'hea1fh-re1ated
1nformat1on : ' ' B ,\\ ' .
revise the current Lesson Topic 3 9, Persona1 Hyg1ene and
‘Venereal Diseases, to include moke deta11ed 1nformat1on about‘ v
‘birth control (see Thompson, 1983). - , . -

.o request regular reV1ew of Lesson Top1c 3. 9 by. the cogn1zant_w~f
Navy medical authority (e.g., the Health Service- Educat1on"
and Training Command)” to ‘ensure that the : latest health'
-information and medical eduoatlon _resources are be1ng ‘
uti]ized — .

revise RTC policy so that female recru1ts |nay be informed
that birth control devices or information are ava11ab1e free
of charge from Navy medical fac111t1es

schedule 1esson topic 3.9 by the end of the second week of

training to provide fema]e recruits with- needed time to make

and implement pregnancy prevention - -decisions prior to

transfer to follow-on training sites.

! ‘ : N

Improve| technical training in" topics related to military
performance--rank/rate recogn1t1on, hand ~ salute and greeting,
sh1pboard orientation. . I

~ .

'1mprove or replace with 35mm s]1des all transparenc1es and

chalkboard’ draw1ngs used in the c]assrooms

utilize color wherever requ1red on s11des eXp1a1ning un1form :
1tems for accurate recognition of devices and insignia
\ .
- 'ma1nta1n and pr0per1y display clothing 1tems in the classroom
' for 1nstruction in rank/rate recognition { , -

.~ improve the cont1nu1ty of classroom 1nstruct1on by’ relat1ng
topics where apprOpriate :

use - more examp1e< of Navy life outside, the RTC during ‘
classroom instruction. . :
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APPENDIX A -

" ACTIVITIES AND COMMANDS REPORTING ON THE
MILITARY PERFORMANCE OF ENLISTED NAVY WOMEN
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LocATions?;} ON-SITE_INTERVIEWS
 COMMND/ACTIVITY © o . N e teED
T CONTRALANT NORFOLK VA -~ . 7~ ¢
_ COMNAVBASE NORFOLK VA e 2
'f.._ P o | -
| | 10
 NAVTECHTRACEN MERIPIAN'MS j]; T
PERSUPPDET MAS NORFOLK VA . .° : 4
USS' YELLOWSTONE (AD-41) . ! 12
USS.L.Y. SPEAR (AS-36) B L D
© FCTCLANT DAM NECK VA . | |
" NAS OCEANA VA o
‘NAVPHIBASE LITTLE CREEK VA
SEPYSCOL COM ORLANDO FL :
1SERVSCOLCOM GREAT LAKES 1L
FLEASHTRACENLANT NORFOLK VA ’
 HS-1 NAS JACKSONVILLE FL = '
NAVREGMEDCEN ORLANDO FL " - R
.NAVCRUITRAQQM‘ORLANDOUFL";%;gfw o 6
S P 133
: {
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ACQUfRED COMMAND REPORTS ON THE WOMEN AT SEA PROGRAM

Atlantic Fleet

USS VULCAN (AR-5)
USS YOSEMITE (AD-19)
USS YELLONSTONE (AD-41)
USS EMORY S.-LAND (AS-39)
USS L. Y. SPEAR - (AS-36)
USS FRANK CABLE ‘(AS-40)

Pacific Fleet

" USS ACADIA (AD-42)
USS ‘CAPE 'COD (AD-43)
USS AJAX (AR-6) -
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APPENDIX B
MILITARY PERFORMANCE CHECKLIST
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. MILITARY PERFORMANCE CHECKLIST

1. Use of chain of command (observes regu]ations:and persons in‘authority)

2. Wear aﬁd care of uniform (in accordance with regu1ations)

3. Use of Navy customs (e.g., sa]utipg; wearing cover)

4, Use of Navy terminé]ogy T(,/” o ’ | ’

5. Cooperation (with superviéors, peers, and subordinates)

6. Initiative (seekihg of progressive responsibility and Jeadership positions

7. Ability to manage personal affairs (includes personal relationships,
financial affairs, drugs/alcohol)

8. Use of. proper safety precautions

9. ~ Proper grooming and:persona1 hygiéne,

10. Understands ship's (of unit's) orgahization and structure
11. Respect for rights of shipmates and subordinates

12. Follows okdérs ) |

13. Accepts full responsibijity fokihjs/her-aCtiohs

14, Ma?hten;nce of physica]'fﬁtness'stg§9ards

15. Acts .as a leader

16. Truthful

17. Pays attenfion to details

 1§; Uses bfopékffbrh'o?'addfess With Senior officers

19. Pride in self, the Navy, and the nation

20. Adaptability in coping with hardships and sacrifices demanded by Navy» ﬁa
life , ~ ' ' ' , '

" 21. Continued effort to improve skills and knowledge to increase individual
- capability and contribution to the Navy ' -

22, Willingness to put team needs above personal needs

. 23, “Proper military bearing (hands in pockets, chewing gum, displaying of
~ affection in public, foul language) - : ,
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24, Appropriate display of emotions
25. Dependability '

26. Ability to make a decision and follow through.
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MOMER IN THE MAVY LITERATURE REVIEW

Since 1978, women in the Navy may be assigned to sea duty, on a
sustainig basis, aboard auxiliary and noncombatant ships. A provision of
the law'~ also allows women to serve temperary additional duty (TAD) on any
surface ship or squadron ~ot expected to be assigned a combat mission during
the TAD period. '
o 4 o
, ‘Entrance of women into previously- all-male sea duty has opened up more
previously all-male ratings to women. At the end of fiscal year (FY) 1981,
nine percent of all Navy women were serving aboard ship and in FY 1982, 40
percent of all technical school seats reserved for female personhel were in T
nontraditional areas (Thomas, Monda, Mills, ‘and Mathis, 1982).

To date, very.few studies have directly examined the performance of -
Navy women. Instead, the research has focused on attitudes. The topics of
female attitudes toward the Navy and male attitudes toward women in the Navy
- encompass most of the research. A number of studies have investigated these
topics in the context of the integration of women on ships.. This literature
review examines the research findings. C ’ ‘

ATTITUDES TOWARD HAVY . ' ' .

y -
To discover why women enlist in the Navy, questionnaires were
administered during 1975 to 1,000 women and men in recruit training (Thomas,
1977).  The study showed that both sexes joined the Navy for the same
‘reasons: to make something of their life, to acquire more education and .
training, and to travel and meet people. The popularly held belief that
women join. the military to escape from'their families and home life was not
supported-by the data. ‘ ‘

The ‘sexes had some occupational values in common, but differed on
others. Over 50 percent of the men thought it was essential or important
that their job provide the opportunity to advance to a supervisory position
and that it reward those who work harder than others. Ovér 50 percent of
the women wanted a job that helps others and makes the world a better place.
These values were, in part, based on perceived opportunities in the work-
place. In 1975, the majority of women in ‘the Navy were utilized in°
administrative/clerical ratings, and they had less opportunity for advance-
ment because of restrictions on ship duty. T

A méjority of hoth sexes wanted a job that provides & cheerful, clean
work environment, a feeling of doing something important, and open
communication between supervisor and worker. - ‘

i
i
‘)

10ysC Title 10, Section 6015, amended by Public Law 95-485, Section 808,
October 20, 1978. : _
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A majority of the men- (83 percent) had first-hand information from a
relative or friend in the Navy about what military 1ife entails for a member
of their sex, compared to only 33 percent-of the women. '

These same men and women were studied again in 1976 and 1979, using
surveys and -the Enlisted Survival Tracking File, to measure job satisfaction-
according to whether they were assigned to rat1ngs traditional or nontradi- .
tional for females and according to gender mix of the work group (Thomas,
Monda, Mills, and Mathis, 1982)., * ! :

- The study found that approx1mate1y equal proportions of women and men

" left the Navy prematurely, were advanced to petty officer, and migrated “to

another type of job during their first enlistment. However, women were less
apt to reenlist for a Second term than were men. Gender compos1tion of the
work group and traditionality of the occupation were not related to women's
attrition, satisfaction, advancement or reenlistment,

Durning (1982) provided information ~on the perceptions ‘of Navy
organizational climate held by enlisted women and men. Enlistees from ajr-
,'re1ated units, tra1n1ng commands and shore units were surveyed in 1978, -2

Beyond E-4, women typically were less optimistic as they advanced in

paygrade than were men. Women did not show the steady improvement in o

perception with promotion that men did until they reached the chief petty
‘officer (CPO) Tevel. Only .8 percent -of the females in the sample were CPOs

compared to 15.2 percent of the males.

" Women were less pos1t1ve than men about the adequacy of their
supervisors and command climate.  They were typ1ca11y less optimistic than
men -about work group discipline and working with peers. They perceived less
“lower-level influence and were less conf1dent that their command would make
best use of their.indivii:u]l effectiveness to obtain its objectives, and
they had less’ posrt1ve pe =pt1ons of eqLa1 opportunity in the Navy than
_men.

ACCEPTANCE OF HOMEN

Thomas (1976) presented preliminary data from a study investigating
some of the probiems that arise when women are assigned to formerly all-male
work groups. Case histories from  two air squadron§“‘*an'—amﬁﬁ1b1ous

battalion, a harbor craft unit, and 2 submar1ne ~support facility revealed
certa1n patterns. . ‘

When a command received its first nondes1gnated women, 1t'ass1gned as
many women as” possible to traditional jobs; i.e., administrative office or
galley. When these options were exhausted, women were integrated into male
work ups. : .
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Men in these groups typically }esponded in Ewo ways: (1) they tried to
attract” the attention of the women by whistling, staring, or making sexist
comments and (2) they assumed the women were incompetent..

Competition between men and women often developed. Methods developed
by women to compensate for their limited physical strength were adopted by
the men. However, at one command, competition was thwarted by unequal. job
assignments. Women did not stand watches after hours and were restricted _
from handling dangerous equipments, so men got the heavier work load. These
practices produced resentment from both sexes.

—ﬂfBehavior*"off~én1istéd~fSUpefv1sory~;personne1~wdiffefédfwwm~Some CPOs .- -

developed paternalistic attitudes, some treated men and women unequivocally
equal, some thought females on the job were a temporary phenomenon and did
not . concern themselves with the special considerations of supervising
females, others practiced good leadership with both sexes.

A1l commands experienced three definite problems: (1) sex-blind
equality was generally acknowledged to be unrealistic because of the
physiological differences between men and women and the legal restrictions
on che utilization of women, (2) after-hour duty watches were not possible
for .women where no berthing areas were available, and (3) there were
difficulties with disciplining women. ‘Supervisors admitted that “with
unauthorized absences, they were more lenient with women than.with men.

A more recent study was conducted in 1979, after the Federal Code was
amended to permit the assignment of women -to noncombatant ships (Greebler,
Thomas, and Duczynski, 1982). Personnel assigned to ships having enlisted
women in their crews!were asked about their expectations before. and after
the women reporied aboard. The women were better educated, less likely to -

~be married, had fewer children, were more apt to volunteer for sea duty than

were men at their paygrade. A greater proportion of nonrated women were
still in their teens and had been in the Navy fewer years than nonrated men.

Although generally optimistic, women were concerned with profanity,
having to prove themselves, and resentment from men. Female petty officers
(POs) were more pessimistic than were the nonrated women regarding- equal
treatment and acceptance of women officers. The women were concerned about
learning ship terminology and ship design, and general quarter drills, but
thought they wou}d learn qu1ck1y. They were. Teast concerned with crowded,
quarters

‘Almost one-third of the women (one-half of the POs) stated they had
experienced sexual harassment while the Navy. However, the women did not
feel they would experience more sexfal harassment aboard ship than they had
in shore establishments. ' ,

Men. had a variety of preconceptions regarding integration. The .
majority of men felt that integration would have a positive. effect on crew
morale .and a negative impact on discipline and .on relations between Navy men
and. spouses ashore. They also felt it- would create Jjealousy and conflicts
among the men. The greatest concern of -the Tower-ranking men was that women
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would receive preferential treatment, particularly in Job assignments,
physically demanding work, and\disciplinary actions.

. The most egalitarian attitudes toward women and favorable expectations

 about inteyration came from men in the medical/dental and administration

departments where women are traditionally found ashore. More traditional
attitudes and opposition came from men in the  aviation, weapons, and
engineering departments where women have not worked and where the work is
often physically ~strenuous. . Although men in supply departments held

‘traditional attitudes, they were optimistic -toward integration.

The  lower-rank ing. men, more. than the commissioned officers and chief
petty cfficers, were in favor of .a mixed-gender cr?w.

A pre1iminaryvfeport (Thomas, 1981) containing post-integration surVey

results from one ship (8 percent women) discussed attitude changes .and
problems nine months after integration. : ‘

A majofity of the nonrated men favored having men and women working

Atogether on their ship and judged the integration as successful.  Petty
officers were the least positive of any group about the success of -

integration.

The women were positive about working and interacting. with the opposite
sex. Less than one-third of the women were experiencing pressure to prove
themselves from subordinates and superiors.  However, a majority of women
expressed problems with crowded quarters and loss of an allowance paid to
those living ashore (BAQ). .

PERFORMANCE OF WOMEN . .. ‘ - :

One of the‘major issues involving the performance of women in the Navy
concerns the impact of pregnancy. A thorough study of the. ‘impact of
pregnancy on attrition, ibsenteeism, -and work group morale was conducted by
Olson and Stumpf in 1978. The Navy's pregnancy policy at that time gave
Navy women who. became pregnant the option to request a discharge, and the
discharge was granted r‘outine]y.11 The study found: that about 10 percent of
the women in their sample became pregnant.during the term of their first

Olson and Stumpf (1978) reported that the .amount of lost time for the
women in their ‘sample (pregnancy leave included) was less than for ‘men,
largely because men had _considerably more lost days due to unauthorized
absences. than women. . Furthermore, attrition rates for women and men at the

N end of the first two years were equal. Pregnancy accounted for gbe greatest

%

amount of female discharges (41 percent), and unsuitability for “the highest

11The Navy's current pregnancy pd]icy,-imp]eﬁented in 1982, does not

routinely grant-women discharge from the Navy on the basis of pregnancy
alone. The impact of this policy in the Navy is not yet known.
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' percentage of male discharges (36 percent). Over two thirds of respondents
to a questionnaire who had worked with a pregnant woman reported 1ittle or
- no impairment of group productivity. (Members of the group of respondents
included members of an aviation squadron.)

Muckler (1977) reports that - strength and stamina are conS1derab1y
overrated as a critical requirement of .most Navy jobs, and that forecasts
for job design in the future suggest that strength and stamina will become
_ increasingly unimportant. As an example, he has studied the FF 1052 class

fleet frigate with 30 enlisted ratings in its crew.  Of these: 30, 22 of the
ratings appeared to require no particular job changes for women to perform
these tasks. In the remaining ratings, the problems were basically of two
kinds: (1) 1ifting and carrying heavy objects were sometimes required and
(2) the job often had to be performed in pocr environmental conditions.
However, it was often the case that mechanical aids were not used but were
available for heavy lifting, and the adverse environmental conditions often
exceeded tolerance levels for men as well as women.

: Muckler suggests that team performance is a more essential aspect of
- modern Navy work. Attitudes toward women in the military and Navy women's
attitudes toward the Navy organization are important variables affecting
team performance. Most of the Navy-sponsored research to date suggests that
attitudes of both sexes are favorable toward integration of women into the
Navy and will not impede the Navy's operational readiness.

e
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