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WOMEN IN THE COAST GUARD STUDY COMPLETED

The Coast Guard announced that the “Momen in the Coast Guard
Study” has been completed and the report is available. The study
was chartered by the Coast Guard's Chief of Staff to increase the
number of women serving in the Coast Guardf The intent of the
study was to imgrove the service by providing a better
understanding of the issues facing women in the Coast Guard and
to define the i@pact these issues have on the organization.

The study examined the policies affecting women's careers
and made appropriate recommendations. Twenty areas were
investigated including many that relate to all service mem?grs
and their families. Some of the topics examined were recrultment
and retention, training, collocation, force composition,
fraternization, education, advancement, health care, housing,
child care and sexual harassment.

The " " was conducted in
several phases. More than 2600 service members were surveyed at
various Coast Guard sites. Questionnaires were sent to every
woman in the Coast Guard and to an equal number of men. In
addition, a task force of 30 men and women conducted independent
research, presented their f£indings and made recommendations.

The 1mport£nce of this study is underscored by the
projection that;in the year 2000 approximately 50% of thae work
force will be women. Also, it is estimated that nearly two-thirds
of the new workers entering the U.S. labor force during the
1990's will be women. The study emphagsized the importance of
attracting, retaining and encouraging women to enter the non-

traditional fields.

For a copy of the study or for further information contact
CDR Lane I. McCelland G-PDP-2, 2100 2nd Street SE, Washington,

D.C. 20593.
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WICG
Chairman, Human Resources Coordinating CAPT Hollemcn
Council
Distribution

1. The Charter for the Women in the Coast Guard Study designated
RADM Polant as the team leader and directed he report to the
Human Resources Coordinating Council (HRCC). During the HRCC
briefing on 16 April, we were informed that the study report is
in final preparation. The DACOWITS briefing on 23 April is a
byproduct of the study effort, as are several other briefings
which are being requested. The study team will have completed
its task when it submits the final version of the study report to
the HRCC for forwarding to the Chief of Staff.

2. This outlines my desires for the handling of the report. I
am requesting RADM Polant deliver a draft copy of the study team
report to your affected staffs for review prior to preparation of
the final report. This review is to verify the information is
correct, determine that the recommendations can be accomplished,
and determine that the recommendations will achieve the intended
purposes as outlined in the enclosed charter. The final decision
for the content of the study report rests with RADM Polant.

3. The final study report will contain relatively broad -
recommendations. The major recommendations which require
resources or significant policy change will be accompanied by
issue papers. I request that, coincident with submission of the
final report, the HRCC provide a consolidated implementation plan
containing proposed actions and target completion dates which
implement the letter and the spirit of the study report
recommendations. For example, if the study report contains a
recommendation to raise recruiting of women to XX% of the annual
accessions, the implementation plan should list the subsidiary
actions needed to achieve that goal, including the responsible
staff element.
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3. (cont'd) The action plan should separately list the actions
which have already been undertaken, the actions which can be
undertaken without an increase in resources, and the actions .
which require resources. For those actions which require
resources, please provide a summary of the resources which are
required. Since most of the issues lie within the purview of the
Office of Personnel and Training, I am reéquesting that

RADM Passmore coordinate this step.

3. When the final study report, action plans, and resource
requirements are assembled, I will forward the report to the
Chief of staff.

Encl: (1) G-CCS(G-PWP) memo 5621B of 14 Aug 89

Dist: RADM Polant
RADM Passmore
RADM Hudgins
RADM Faigle
Mr. Somerville

Copy: G-CCs-2
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5. Please identify your points of contact to LCDR Gray at
7-0999 by May 6. Thank you for your assistance.

» U. HOLLEMONM.
By direction

Dist: RADM Passmore

G-PO G-PS
G—-PE G-PXM
G—-PRF G-PRJ

RADM Hudgins
G-KOM

Mr. Somerville
G-HME

Copy: G-CCS-2
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WOMEN IN THE COAST GUARD STUDY
Talking Paper

Background: Study convened September 89. RADM Polant team
leader. CDR Carey USNR, Ph.D. research director. LCDR Gray
USCGR study team administrator. Rest of group (29) formed on ad

hoc basis

... widest representation sought ... comprised six

issue teams. Four interviewers. Two admin/clerical. .
Phases of study: Group Interviews (2,000 individuals), Survey
(2,600 respondents), Study Team Research, Policy Formulation.

Findings/Recommendations:

a.
generally

Finding: Women in the Coast Guard are doing well and

feel good about the Service. A very high percentage of

them are high performers.

"B

it

than men.

.0 e o

d.
 technical
: channeled

-

Finding: Coast Guard can and should increase women'srr;

“representation in officer ranks and enlisted paygrades.

¢ Establish enlisted and officer recruiting mission
requirement to 20 percent of total. Result: growth of
0.5 percent per year.

¢ Coast Guard needs to spend the resources needed to
get the quality recruit (women, men, minority). Public
awareness needs to be raised.

L Starting with top management, all leadership levels
need to understand need for and manage integration of
women in the Service.

Finding: Female enlisted attrition rate is higher

v

* Some of the early (less than two years) attrition
is a result of the quality of women we recruit. Need

to tighten weight and education standards for enlisted
women.

Finding: More women are needed in operational and
enlisted specialties. Evidence exists that women are
into traditional roles in Coast Guard.

L Recruits need to be shown what ratings do in the
Coast Guard. Message must be sent that women, as well
as men, can succeed in any rating for which qualified.

) Need to put female role models out where they can
be seen -- and influence women making career choices.
Build on successes.

o Maximize operational and afloat opportunities for
women.



e. Finding: Sexual harassment is widespread in the Coast
Guard (58% of women reported they were harassed). Women do not
QK) trust the established reporting procedures.

C - ¢  Coast Guard needs to assert that this is not
tolerated, and that stopping it is a leadership issue
up and down the chain of command.

) Establish a hotline/counseling system within G-P
that can answer questions and give advice.

) More training is needed to explain what it is, what
it isn't, why it is harmful, and what to do about it.

£, Finding: Coast Guard families need child care. This
Q€5 -is an expensive benefit. .

¢ Coast Guard does not owe child care. Can provide
valuable service by helping members find local
solutions. Need a centralized clearing house of
information, advice, "lessons learned."
]ps . .g. . Finding: Single parents have difficulty being .
'f productive Coast Guard members. ‘Most single parents are divorced
?ﬁ ;men.>: Non-rated single parents are a burden to our organization."
04

L

) Evaluate individual non-rated single parents to
(Wm\ determine if they should remain.

L Ensure we do not recruit single parents.

¢ Support second-term, petty officer single parents
where possible. .

frequently choose between caring for infant and remaining in

Coast Guard. Burdens of infant care pass within one to two

g I pO " h. Finding: Women members who become pregnant must
P years..

o Adapting existing policies, permit women to leave
service for up to two years with a guaranteed return.

i. Finding: No single clearing house/point of contact

for women's issues in Coast Guard. Navy has excellent success
6’ with OP-01W under VADM Boorda.

é/// ¢ Establish similar function in G-P. This person

could also be respondent on sexual harassment hotline
described above.

- -
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US.Department
of Transportation
United States
Coast Guard
1 MAY 1990
Subject: REPORT OF THE WOMEN IN THE COAST GUARD STUDWate: 5300

Repyto G-PWP (7-2985)
from: Chief, Workforce Planning Division Aun.ol: CAPT Hollemon

To: Distribution

Ref: (a) RADM Polant memo dtd 18 APR 90
(b) G-P memo dtd 27 APR 90

1. Reference (a) requested that cognizant staffs provide a point
of contact to review a draft of the subject report. The
distribution list below lists those identified.

2. Enclosed is the first segment of the report. It is forwarded
for review. To repeat what was requested in reference {(a),
please review the report with the following objectives:

a. Verify that the information is factually correct. If
not, please provide a copy of reference material with the correct
information.

b. Determine whether the recommendations are achievable in
our organization.

c. Determine whether the recommendations will accomplish
the intended purpose; i.e., will increase the representation of
women in the Coast Guard and will increase their representation
in non-traditional specialties.

These representatives are asked to attend a meeting in room 2415
at 1300, May 14 to discuss the report and your input.

3. Reference (b) requested that yau begin preparation of an
action plan and a resource requirements list to implement the
recommendations of the study report. I am tasked with compiling
this portion of the study effort. Enclosure (2) provides the
format for presenting this information. I request that you begin
formulating the action plan and resource requirements now, and
deliver them in draft form prior to Friday, May 18. I will
compile them for submission by the HRCC.

b2



Subj: REPORT OF THE WOMEN IN THE COAST GUARD STUDY

4. The study report is being delivered to you by chapters as it
is produced to minimize the impact of having to review the entire
report with a short deadline. Your comments can be provided
either by return memo or by annotating the copy. You can provide
your comments either as you complete the review of the draft, or
in their entirety on May 14.

5. Thank you for taking the time to review the report. Your
input will help make the final report better.

K. C. HOLLEMON ‘

Encl: (1) DRAFT Chapter 4 Women in the Coast Guard Study Report
(2) Sample Action Plan and Requirements List

Dist: CAPT Staut (G-PE)
CAPT Tjerandsen (G-KOM)
LCDR Brice O'Hara (G-PO)
LCDR Swanson (G-PRF)
LCDR Hartzell (G-PRJ)
Mr. Levin (G-PS)
CWO Gitscher (G-PXM)

Copy: G-P, G-H, G-Pdp, G-Pdt
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ACTION PLAN
To Implement
Women In the Coast Guard Study Recommendations

Recommendation: From the study report.

Action: Short narrative of what would be done to implement
this recommendation.

Responsible Division:

Target Completion Date:

Resources Needed: Statement of:
a. Will be accomplished with present resources now in
b. 5i?§eﬁe accomplished with reprogrammed

present resources.
c. Additional resources needed (funds and FTE).

ENCLOSURE (2)
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ACTION PLAN
To Implement
Women In the Coast Guard Study Recpmmendations

Recommendation: From the study report.

Action: Short narrative of what would be done to implement
this recommendation.

Responsible Division:

Target Complétion Date:

Resources Needed: Statement of:
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c. Additional resources needed (funds and FTE).
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EXECUTIVE SUMMARY
Report on Women in the Coast Guard Study

I. INTRODUCTION. The Women in the Coast Guard Study (WICG) was
chartered by the Chief of Staff of the Coast Guard to study
utilization of women in the Coast Guard. Specific areas of
concern were identified by his office, the Secretary of
Transportation, the Defense Advisory Committee on Women in the
Services, and the Office of Civil Rights. More than twenty areas
were investigated under the general headings of History, Force
Composition, Recruiting, Retention, Schooling, Training,
Promotion, Advancement, Collocation, Berthing/Housing, Isolated
Duty, Pregnancy, Medical, Child Care, Husband/Wife Advisory Teanm,
Single Parents, Sexual Harassment, Fraternization, Uniforms,
Realignment, Geographic Stability, and Women's Policy.

II. HISTORY. Women have earned a place in Coast Guard history
through their numerous, and often heroic, contributions to the
Coast Guard and its forerunners. A consolidated history of their
contributions has not been written. An abbreviated history was
developed as background for this study.

IITI. METHODOLOGY. This study was conducted in several phases.
More than 2,600 service members were interviewed during 110
interviews at 20 locations. An 85-item questionnaire was sent to
every woman in the Coast Guard (approximately 2,600) and a
similar size sample of men. An IBM Decision Support Center
exercise identified 18 barriers to women in the Coast Guard. A
specially selected group of 30 Coast Guard men and women
participated in Headquarters briefings; conducted independent
research; made presentations of findings; and formulated,
debated, and proposed recommendations.

IV. FORCE COMPOSITION. By the year 2000, nearly 50 percent of
the U.S. labor force will be female. More than two-thirds of the
new worKkers entering the labor force during the 1990s will be
women. There will be increased competition for the dwindling
pool of enlistment age, eligible males from which the Coast Guard
has traditionally drawn its personnel. The DoD Services, despite
legislative and policy restrictions on utilization of women,
average 11 percent women in their workforce and have planned to
respond to the changing national demography by increasing that
figure. The Coast Guard, with approximately 7.5 percent women (4
percent of its officers and 8 percent of its enlisted) proposes
to increase accessions of women to 20 percent in order to sustain
a projected growth without disruption to the organization or to
women's careers.

ES- 1



IV. (cont'd) To sustain increasing proportions of enlisted
women, more women must be drawn into non-traditional occupational
specialties. Currently, more than 70 percent of Coast Guard
enlisted women are found in just 5 (of 26) ratings. Many women
drift, or are channeled, into their ratings, and because women
now in non-traditional ratings are generally satisfied and
positive about their occupational choices, this appears to be an
obtainable goal.

V. RECRUITING AND RETENTION. The Coast Guard strives to recruit
the best young men and women available each year. The Service
spends only $17 for advertising per recruit, compared with more
than $300 spent by DoD Services. Women are less likely than men
to consider a career in the Armed Forces, and American youth are
less likely to know about the Coast Guard than any other military
component. This, and the fact that the Coast Guard has had no
specific plan, program, or policy to specifically recruit women,
have combined to keep percentages of women in the force low.

.An added factor has been a higher attrition rate for Coast Guard

enlisted women during the first two years of their active-duty
tour. While loss rates for women officers are similar to those
for men, the rates for enlisted women are nearly double those for
men. One reason for the high enlisted loss rate appears to be
the large proportion of women recruited with a General
Equivalency Degree (GED) in lieu of a high school diploma;
completion of high school is a proven predictor of successful
completion of an enlistment contract. "“Family reasons" is also a
factor which contributes to female loss rates.

There is justifiable optimism that the Coast Guard can recruit
more high-potential women. A great majority of men and women
already in the Coast Guard are positive about their Service,
would join again if they had it to do over again, and would
recommend it to others.

VI. SCHOOLING/TRAINING. Specialized schools and training are
important to the development of Coast Guard officers and enlisted
personnel.

More than 60 percent of women officers were commissioned at the
Coast Guard Academy, which is one of the nations most selective
schools. Those who earn an appointment through the competitive
process are highly motivated and display high potential. Grade
point averages for women and men are close, but final class
standing is based not only upon grades, but also upon subjective
evaluations; women do not fare as well in these evaluations.

Voluntary disenrollment at the Academy is higher than at any of
the other service academies.

ES- 2



VI. (cont'd) Interviews with male and female cadets (both
current cadets and graduates) reveal that the Academy exhibits
the signs of a "male institution." The Academy is intentionally
a high-stress environment. This, coupled with the feeling among
some of the men that it is acceptable to reject women, can create
an environment in which sexual harassment can be expected to
flourish. While not sanctioned, sexual harassment is a
significant problem at the Academy. Over a ten-year period,
attrition rates for women were higher than for men, and the
difference between men and women is statistically higher than at
any other Service academy.

The other primary source of female officers is Officer Candidate
School (0OCS). Approximately 8 percent of its graduates are
women. Officer candidates are primarily college graduates and
are older than Academy cadets. Women appear to be generally well
accepted at OCS and seem to be doing well.

The quality of DoD Service recruits, measured by the proportion
accessed with high school diplomas, has increased steadily since
1977. Other Services recruit virtually no women without a high
school diploma, which is a key predictor for successful
completion of an active-duty service obligation. This is not the
case in the Coast Guard. In 1989, approximately 23 percent of
the women accessed were GED certificates (approximately 15
percent of the men accessed were GED holders). This is believed
to explain, in large part, the higher attrition of women during
recruit training and the two subsequent years (womens attrition
is approximately 50 percent higher than that for men).

Another cause of female attrition during recruit training is
meeting the physical demands imposed. Coast Guard weight
standards for women are substantially less stringent than than
those of the other Services. Being overweight, with the
attendant lack of physical conditioning, makes it difficult for
some to meet physical standards. Excess weight and lack of
physical fitness is suspected of contributing to a higher female
incidence of orthopedic injuries, which is also one of the major
causes of female attrition from recruit training.

Prior to 1988, a large proportion of women released during
recruit training was caused by “Class II" PAP test results and
previously-undetected pregnancies. Since that time, a more
careful pregnancy screening has been implemented and the "Class
II" PAP test result is no longer automatic cause for discharge.

On the positive side, the majority of women graduate from recruit
training, gain a seat in occupational specialty schools,
successfully complete the training in those schools, and move
into the mainstream of the Coast Guard. Reenlistment rates for
women who successfully complete their first active-duty
obligation are equal to those for men.

ES- 3



VII. PROMOTION/ADVANCEMENT. When asked about opportunities for
women in the Coast Guard, the most frequent reply was: "Great!"
The promotion and advancement rate for women is comparable to
that for Coast Guard men. .

Promotion of Coast Guard officers is governed by rules differing
from those governing promotion in the DoD Services. 1In general,
opportunity of selection for Coast Guard officers is less than
that for officers within DoD Services for 0-4 and below, and
greater for 0-5 and above. The Coast Guard officer evaluation
system is one of the most objective of all the Services. Women
in the junior officer grades do as well as, or better, than men
in most areas of evaluation. However, there are areas where they
fare poorly, and this seems to increase with rank. Coast Guard
women have been competing well for leadership opportunities such
as commanding officer.

As they gain seniority, enlisted women are moving into the
Warrant Officer ranks at a rate equal to or greater than that of
men.

A disproportionate number of enlisted women are in the non-rated
enlisted paygrades (E-1 through E-3). Once they gain a seat in
an "A" School, they generally do as well as men. Female enlisted
performance marks are generally competitive with those of men.

Women are concerned with career development. The availability of
afloat opportunities are much higher for female officers than for
enlisted, and the opportunities for enlisted women are limited to
very few classes of cutters at only a few geographic locations.

VIII. OQUALITY OF LIFE. A great variety of topics fell under
this heading. They were aggregated into the following:

A. Collocation. The Coast Guard contains a higher
percentage of married members than any of the other Services.
More than 90 percent of its members are either married or plan to
marry. Sixty percent of married Coast Guard women are married to
Coast Guard men. Approximately 65 percent of members state that
their primary satisfaction in life comes from their families.
Most felt that it was possible to have a Coast Guard career and a
family and do a good job with both. In order to accomplish this,
60 percent of the women (and 75 percent of the men) expected to
be collocated 90 percent of the time or more. The Coast Guard,
with the involvement of members, is currently able to achieve
this goal.

ES- 4



VIII.B. Housing/Afloat Berthing. Housing is one of Coast Guard
members' primary concerns. Coast Guard facilities tend to be
located in high cost areas. These costs, and the fact that more
members are married than ever before, have overwhelmed the
Service's ability to assure adequate and affordable housing for
its members. Few women-specific issues were found with regard to
housing.

There are no legal or policy restrictions on the assignment
of Coast Guard women. However, lack of privacy in berthing and
head facilities precludes assignment of women -- especially
enlisted women -- aboard some classes of cutters. Although
living conditions are spartan, there were virtually no complaints
about quality of shipboard berthing. Women did express concerns
about assignment and career constraints placed on them by
exclusion from certain cutters. Recently-purchased 110-foot
Island Class cutters and recently-renovated 210-foot cutters,
which were not made to accommodate women, were a special source
of sensitivity. Cost and manning considerations drove these
decisions, but many have taken this to be indicators of lack of
commitment to afloat opportunity and career development for
women. Nevertheless, opportunities for Coast Guard women are
still more extensive than those for women in the other Services
or most of the private sector. Moreover, the Coast Guard's new
120-foot patrol boats, buoy tenders, and icebreakers are all
being configured to accommodate women.

C. 1Isolated Duty. Assignment to isolated duty stations is
both arduous and advantageous. Living conditions may be
difficult, but members are compensated with a high priority in
choosing their subsequent assignment. The experiences of women
at these stations have varied but, from the first, there has been
a "problem with pregnancies." Research revealed that there was
little screening or training of those assigned. Discipline and
berthing arrangement were sometimes described -as "casual." 1In
addition, some women were unable to obtain more than six months
supply of birth control pills before embarking and, at some
stations, a conscious command decision was made not to stock
birth control products. Despite this, the pregnancy rate --
about 10 percent -- was about average for women of the age group
assigned. Assumption of responsibility for the stations by host
nations and new technology will eliminate some of these
assignment opportunities in the future, but Coast Guard women
should not be exempt from either the opportunities or
responsibilities inherent in assignment to the isolated duty
which remains.
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VIII.D. Pregnancy. The majority of Coast Guard women are in
their prime child bearing years. Only 15 percent want no
children and the majority want one or two. Only approximately 10
percent of women are pregnant at any one time, but many men feel
that women lose more time from work than men do and blame
pregnancy for this. The majority of women perceive general
resentment toward pregnant women. In interviews, women tended to
describe themselves as "working up until the last day," while men
tended to feel they were "picking up the slack" for pregnant
women who were not pulling their weight. Supervisors were torn
between making or allowing the woman to do her job and concerns
for the health of the mother and baby. Current Coast Guard
policy on prenatal care and childbirth and postnatal care is
similar to that of the DoD services. In interviews, however,
widespread support was voiced by both men and women for a
pregnancy leave option which would allow women unpaid leave
beginning when the woman ceased to be able to do her job and
extending up to two years.

E. Medical. Coast Guard health care is provided by a wide
variety of medical professionals: Public Health Service
physicians and dentists, Coast Guard Physician's Assistants
(PYA's), Coast Guard enlisted Health Service Technicians (HS's),
contracted doctors and nurses, and the sister service health care
system. The emphasis is on primary care. Since Coast Guard
facilities tend to be small and scattered, 38 percent of members
are located on bases with no clinic or higher level treatment
facility. When military care is not available, active duty
personnel generally must rely on contract care and dependents on
CHAMPUS. Health care is one of the dominant concerns of Coast
Guard families. Coast Guard women expressed somewhat lower
satisfaction in a variety of DoD medical survey measures than
women in the other Services. Fifty five percent of female WICG
survey respondents rated timeliness and quality of medical care
as good to excellent. Seventy percent rated geographic access as
good to excellent. Coast Guard men and women complained about
the paperwork and payment delays associated with CHAMPUS,
however, and about 30 percent of the women and 40 percent of the
men stated that they would prefer Group Insurance or an HMO to
the current Coast Guard medical care system. Women appeared to
be least satisfied with provisions for privacy and
confidentiality, type and quality of practitioner available,
counseling on gender specific issues, availability of birth
control measures, and clinic hours. The Office of Health and
Safety is instituting a health record counseling checkoff system
to help ensure counseling and has identified several other areas
it is improving. A Coast Guard medical study has just begun.
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VIII.D. (cont'd) Women in the Coast Guard Study group members
found that Coast Guard weight standards for women were more
generous than any of the other Services and concluded that this
did not contribute to women's health or promotability. It may
have been the cause of some recruit training injuries and
failures. The Office of Health and Safety has been asked to
develop a program of weight reduction assistance.

F. ¢€hild Care. There are currently 11,400 Coast Guard
dependents aged five and under. More members than ever before
are married and spouses who work outside the home are
increasingly common. It was not surprising, therefore, that
child care was identified as one of the most important concerns
of Coast Guard families. Nearly 80 percent of women planning to
leave the Coast Guard to raise families stated that Coast Guard-
provided child care would make it possible for them to stay in
the Service. Providing service-wide child care is well beyond
the scope of Coast Guard budgetary capabilities, however, and
Coast Guard policy states that this type care will be provided
only in cases where it cannot be provided by the civilian
community. In order to assist the Coast Guard in serving the
greatest number of people at the lowest cost, study group members
gathered information on a wide variety of child care
arrangements.

G. Husband/Wife Advisory Team. Nearly all quality of life
issues affect Coast Guard families and are being dealt with by

Coast Guard members as husbands and wives. In addition, some
research has shown that spouse conflicts are among the most
important reasons members leave the Services. For reasons such
as these, a suggestion was made to establish a Coast Guard
Husband/Wife Advisory Team. The study found little support for
this idea among Coast Guard members. Both Coast Guard men and
women appear to see themselves professionally as full status,
independent members. During interviews, spouses or spouse
concerns were rarely brought up unless specifically called for.

H. Single Parents. The typical Coast Guard single parent is
a white, divorced male. Although approximately 8 percent of
Coast Guard women and 3 percent of Coast Guard men are single
parents, there are approximately 1,100 male single parents as
compared to only 200 female single parents. The resulting
proportion is higher than any of the DoD services. Although many
single parents deliver outstanding performance on the job, many
are concentrated in the lower, younger officer and enlisted pay
grades and have fewer resources to fall back upon. 1In another
Coast Guard study, single parents were depicted as "the people
who are absent the most, delayed in getting to work the most,
leave early the most, and discharged the most." Some WICG
interview subjects stated bluntly that "the Coast Guard is not a
good place for single parents."
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VIII.H. (cont'd)

Some single parents perceived that their lives

were made more difficult by stereotyping, unsympathetic

coworkers.

Approximately 40 percent of .WICG survey respondents

stated that they felt that it was difficult for single parents --

male or female -- to pull their weight.
that some single parents are being recruited.
recruiting loophole would be a service to all involved.

Interview data revealed
Closing this
Non-

rated enlisted personnel who become single parents have special
needs which are very difficult to fill.

I. Sexual Harassment.
More than 50 percent of
Coast Guard women stated
that they felt that sexual
harassment was a problem in
the Coast Guard. Fifty
eight percent of Coast Guard
women and nine percent of
Coast Guard men stated that
they had been sexually
"harassed during the last two
years. The forms of
harassment are presented in
the table. These findings
were consistent with those
of other Services and with
Merit System Protection
Board (OPM) studies in that
the majority of harassment
reported was to more junior
members by peers and
superiors, was by people
known to have harassed
others (if harasser history
was known), and was of a
less threatening nature.

SEXUAL HARASSMENT
BEHAVIOR REPORTED

Question: During the past 2 years, have you been the target
of the following sexual harassment behaviors while on duty
or on a base or ship? (More than one answer permitted)

Coast Guard Affirmative Responses

Men Women

Unwanted whistles, looks,

remarks, gestures 5.7%4 51.4%
Urwanted letters, phone calls,

or materials of sexual nature 3.3%  15.2%
Unuanted touching, leaning over,

cornering, pinching 4.5% 28.7%
Unwanted pressure for dates or

sexual favors 2.1% 17.6%
Actual or attempted rape or

assault 174 3.8%
Date rape (14 1.6%
Any form 9.0 58.0%

SOURCE':
(a64)

Women in the Coast Guard Study Survey lnstrument

The incidence was inversely proportional to the severity of the
harassment and the majority of the incidents were not reported.
Reasons varied, but were consistent with those identified in

studies of other organizations.
resolution through the chain of command than were women.

Men were more optimistic about
Only 23

percent of the women (but 37 percent of the men) felt that the

harasser would be stopped and punished as a result.

Women were

more likely to respond that nothing would be done (7 percent) or

the victim would be labeled a troublemaker (27 percent).

This is

probably one reason so few formal complaints have been filed.
Despite this, Coast Guard members were generally optimistic about

the Coast Guard's commitment to fighting the problem.

Sixty two

percent of the women and 71 percent of the men felt that the
Service was taking action to stop sexual harassment.
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VIII.J. Fraternization. Approximately half of Coast Guard
members felt that fraternization in the Coast Guard was
widespread. Only about half that number saw fraternization as a
problem. 1In interviews, fraternization tended to be viewed as a
matter of personal freedom of choice until scenarios were given
showing how it could affect individuals in their workplace --
then it was seen as inappropriate. Commanders and supervisors
charged with explaining and enforcing the Coast Guard's policy
noted that "inappropriate personal relationships" were explained
in detail in the latest policy statement, but that there was no
similar detailing. of exactly what fraternization was. No
specific examples or "lessons learned" were provided. The
result, according to interview subjects, was wide variation from
time to time and place in what behavior was accepted and what was
penalized.

K. Uniforms. The Headquarters Uniform Branch works uniform
issues on a continuing basis, so no specific questions concerning
uniforms were addressed. The fact that there was a great deal of
interest in this subject was evident in the field. During nearly
every interview, someone tried to open discussion of the issue.
Concerns centered around cost (women's uniforms relative to
men's), quality, style, and availability. The main problem
identified was a widespread lack of information on how to obtain
uniform items and how to give and obtain information concerning
Uniform Board actions.

L. Realignment. During the last few years, the Coast Guard
has undergone a major reorganization which has served to
redistribute work and reduce the support structure. An
unforeseen result has been an increase in the stress level of the
organization. There were indications that this increased
sensitivity to other changes, including the integration of women.
In this time of change and scarce resources, anything that
required additional adaptation or rendered a person less capable
of pulling his or her weight could cause problems. Female-
specific issues such as physical strength, absence for medical
appointments, and pregnancy would draw attention and be resented.

M. Geographical Stability. It is Coast Guard tradition
that members must move frequently in order to acquire a wide
range of experience and a well-rounded career. Travel and

adventure are two reasons young people join the Service.
However, as members mature and start families, many find areas in
which they would like to spend extended amounts of time. Spouses
begin to build careers, children become involved in activities,
and the family develops links with the host community and the
support system it provides. Some may be able to move out of
Coast Guard housing into a home of their own. To many WICG study
subjects, the ability to stay in one area for an extended period
of time was seen as an answer to problems ranging from
collocation to PCS move expenses.
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VIII.M. (cont'd) Many reasoned that they could gain a wide range
of experience and have full careers with a minimum of disruption
to themselves and their families if permitted to remain in an
area for an extended period of time. Many could point to people
who had apparently done this. There was strong support for
discontinuing the practice of "flagging" a person's file for a
move after a given number of years in a given location. Many
members stated that they would like the opportunity to compete
for jobs in their area and to stay as long as they were
successful in this competition. They note that there are many
areas where they could gain experience and breadth while working
hard to remain competitive.

N. Special Assistant for Women's Policy. During the Women
in the Coast Guard study, it became apparent that there was no

central clearing house for information on women in the Coast
Guard or point of contact for women's issues. Requests for
infermation and referral came both inside and outside the
Service. At the same time, it was necessary for the study group
to contact a wide range of Coast Guard and other offices in order
to obtain historical, demographic, statistical and other
information on women in the Coast Guard. Experience in the field
interviews indicated that many of the problems perceived by Coast
Guard women can be alleviated by providing information or
referring them to the appropriate information source. 1In
addition, study group recommendations in areas such as child
care, sexual harassment and even uniforms involved providing
information, referral, and counseling. It also became apparent
that some Coast Guard women see the DACOWITS as a point of
contact for problem resolution when they have no internal point
of contact with which they feel comfortable.

The Navy has had a great deal of success with the OP-01W, Advisor
on Women's policy. Establishment of a similar Coast Guard
position in the Office of Personnel appeared to be a good way to
meet these needs while assisting with study group research follow
on and implementation projects and policy revision.

A consolidated list of all recommendations is found in Appendix I
of the report.

Epilogue. Since the Women in the Coast Guard Study was begun,
awareness of the issues being addressed spread throughout the
Coast Guard. During the course of the study, it became obvious
that, by studying an issue, changes were being caused. As the
study group gathered data, discussed issues with cognizant
program managers, and developed recommendations, changes were
begun which implemented some recommendations before they had been
formally made. Coincident with the submission of the study
report, the Chief of Staff requested an.action plan to implement
both the letter and the spirit of the recommendations.
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I. INTRODUCTION.

The Coast Guard occupies a unique position among the U.S. Armed
Forces. In time of war, or when so directed by the Presidert, it
serves under the Secretary of the Navy as part of the U.S. naval
forces. At all other times, the Coast Guard serves under the
Secretary of Transportation; among other roles, it is the
principal U.S. maritime law enforcement agency. It is a military
organization with a long and valorous war record. Its peacetime
record is striking. On an "average" day in 1989, the Coast
Guard:

o Saved 12 lives and assisted 343 people:;

o Saved $3.1 million in property:;

o Completed 143 search and rescue cases;

o Responded to 25 oil or hazardous chemical spills;

o) Conducted 83 port safety/security operations
(boardings, patrols, and inspections);

(o} Inspected 108 commercial vessels;

o Investigated 25 marine accidents;

o Serviced 131 aids to navigation;

o Seizgd 855 pounds of marijuana and 43 pounds of
cocaine.

The size of the full-time, active duty U.S. Coast Guard is about
5,500 officers, 1,400 chief warrant officers, 30,000 enlisted,
and 5,500 civilians. This small organization makes high
performance and achievement demands upon its people. Coast Guard
petty officers and officers have law-enforcement powers (arrest,
seizure of property, boarding on the high seas, etc.) which are
not vested in other military members. Relatively junior
individuals are given high responsibility and granted a latitude
of action which is unusual among other military services. It is
a close-knit organization which views itself in family terms.
Although mission demands have grown steadily, budgetary and
personnel resources have remained relatively constant. These all
contribute to a sense of being an elite community among those who
have made a career commitment to the Service.



I. (cont'd) Individual women have made noteworthy contributions
to the Coast Guard and its predecessor organizations throughout
history. Large numbers of women augmented the Coast Guard during
World War II and the Korean War, but they did not become part of
the core of the regular Coast Guard until 1974. Since then, the
Coast Guard has experienced a slow but steady growth in the
numbers of women in its ranks, which has leveled during the past
two years.

By policy, the Coast Guard places no restrictions upon the number
6f women in the Service nor upon the occupational specialties in
which they may serve. Legislatively-imposed combat exclusion
restraints do not apply to the Coast Guard. Women officers have
commanded patrol cutters which have fired upon vessels to
interdict drug traffic. They have served aboard every type of
Coast Guard cutter. They have commanded isolated stations where
the only contact with the outside world was the periodic visit by
a resupply aircraft. Theoretically, they have had the
opportunity to do anything the men in the Coast Guard do. But
the Coast Guard has not actively worked toward attracting women
into the Service, retaining those who entered the Service,
helping women meet their career goals while aboard, or
accommodating different needs which women in the Service bring.

The Coast Guard, like all the other Armed Services of the United
States, stands at the threshold of a new decade and a new century
knowing that it can chart its future clearly and wisely only when
it understands fully the present situation and knows the path
which has led it to the present. Like that of other
organizations, Coast Guard management is becoming aware of the
changing demography of the United States which shows that most
of the new workforce entrants will come from the female and
minority population segments. While the Coast Guard has an
official policy which places no restrictions on the number of
women in the Service or upon the occupational specialties they
enter, Coast Guard management is aware that the proportion of
women in the Service lags behind that of most DoD Services.
Moreover, after review of studies conducted by other military
Services concerning women at their academies and the progress of
women in their workforce, the Coast Guard determined that similar
studies would be appropriate to examine various issues of women
in the Coast Guard.

This is the report of the Women in the Coast Guard Study.



II. HISTORY

A. WOMEN IN THE U.S. ARMED FORCES. The official history of
women in the Armed Forces began in 1901 with the formatioc:a of the
Army Nurse Corps to care for the wounded of the Spanish-American
War. Prior to this, women had served in many previous conflicts
~- some spontaneously in combat roles, and some hired to nurse
the sick and the wounded. 1In 1917, the Navy authorized the
enlistment of women, other than nurses, to perform clerical
duties and free men for sea duty. Women did not serve in the
Army during World War I, but many were employed as civilians
under contract.

During World War II, opportunities for women in the military
services expanded. The Women's Army Auxiliary Corps (WAAC) was
created in May 1942; some of these women served overseas. In
September 1943, the WAAC was converted to the Women's Army Corps
and women were detailed to almost every branch of the Army.
Women participated in the Navy as Women Accepted for Voluntary
Emergency Service (WAVES), in the Marine Corps Women's Reserve,
and in the Coast Guard Women's Reserve as SPARS ("Semper Paratus
-- Always Ready"). The Women in the Air Force (WAF) was formed
in 1947, when the Air Force was created as a separate Service.

Shortly after World War II ended, in 1948, the women's Armed
Service Integration Act (Public Law 625) was passed. This
authorized women in the Regular Army, Navy, Air Force and
Marines, but imposed a ceiling of two percent of the total force
for women in the military. The most senior officer grade
permitted was 0-6, and each Service could have just one women at
this grade. The Defense Advisory Committee on Women in the
Services (DACOWITS) was formed in 1951, to advise the Secretary
of Defense on women's matters and to assist the Department of
Defense in the recruitment and retention of women in the
Services, promote public acceptance of military service as a
career field for women, and advise the Secretary of Defense on
policies relating to the effective utilization of women in the
Services.

Women made significant contributions to the wartime effort during
the Korean War and Vietnam. In 1967, Public Law 90-130 repealed
the two percent ceiling and permitted appointment of women to
flag and general officer ranks. During the 1970's, women became
fully integrated into the Armed Services when the last of the
separate branches, the Women's Army Corps, was retired.
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II.A. (cont'd) In 1980, the Defense Officer Personnel Management
Act (DOPMA) helped equalize treatment of male and female
commissioned officers in the DoD Services by removing separate
provisions for appointment, promotion, accountability,
separation, and retirement of women officers. By this time all
DoD Services had at least one woman flag officer.

B. WOMEN IN THE COAST GUARD. Women have earned a place in Coast
Guard history through their numerous -- and often heroic --
contributions to the Service and its predecessors, the Revenue
Cutter Service, the Life Saving Service, and the Lighthouse
Service. From the origins of the Revenue Cutter Service comes
the story of "Black Marie." This was the name by which Marie Lee
was known in 1791. She was also known for her brawn and
pugilistic skills. She was hired by a shipping company to
protect a consignment of swivel guns destined for placement on
the SCAMMEL, one of the first Revenue Cutters. She earned her
place in Coast Guard history by fighting off six smugglers who
attempted to steal the guns. Fully armed, the SCAMMEL sailed
into history on her maiden voyage with captain Hopley Yeaton in
“command.

The history of the Lighthouse Service is full of stories of women
who figured prominently. Appointment as lighthouse keepers was a
matter of political patronage in the early days. The post went
to a man, but most lighthouses had family dwellings attached, and
many lighthouse keepers were accompanied by their families. Duty
at many isolated lighthouses was lonely. Stories abound of
keepers who fell ill or who were stranded while going for
supplies. Nevertheless, the light had to be kept lighted, and
the wives and daughters of the keepers made sure they were. In
time, the position of lighthouse keeper or assistant lighthouse
keeper was passed from husband to wife, or father to daughter, as
a form of pension. Having proven their capabilities, women were
ultimately appointed keepers. This became one of the few
occupations open to women during the 19th century. Records
reveal the names of more than 80 women who served in this
capacity. There are stories of heroism of the highest order
associated with women who risked their lives to save those in
peril near their lighthouses. The story of Ida Lewis, keeper of
Lime Rock Lighthouse in Rhode Island, stands out. She was
awarded many honors for her daring rescues during her 32-year
tenure, including the Gold Lifesaving Medal. The last woman
keeper was Fannie M. Salter, keeper of the Turkey Point

Lighthouse in Upper Chesapeake Bay, who retired on January 31,
1948, after 23 years of service.

Two unique women made their contribution to the history of women
in the Coast Guard during World War I. Genevieve and Lucille
Baker, nineteen-year-old twins from Brooklyn, New York, became
"Yeomanettes" and served as bookkeepers.
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II.B. (cont'd) On November 23, 1942, the Coast Guard's Women's
Reserve (SPARs) was created. LCDR Dorothy Stratton was sworn in
as Director of the Women's Reserve. Women from the Navy formed
the nucleus of the SPARs, but by December 1944, more than 10,000
enlisted and 1,000 officers had joined the Service, and Captain
Stratton was the senior officer. SPARs served in many roles in
addition to administrative and clerical billets. By 1945, there
were SPAR Boatswain's Mates, Coxswains, Gunners Mates, Machinist
Mates, Parachute Riggers, and Carpenters. The first SPAR to
receive the Pacific Theater Ribbon was Florence Ebersole Smith.
Before coming to. this country and enlisting in the Coast Guard,
she had spent five months in a Japanese prison camp as punishment
for aiding Americans though the Philippine underground.

SPARS were separated from the Service at the close of the World
War II, to be re-established in 1949 as the Women's Reserve. Two
ratings were open to them: Yeoman and Storekeeper. They
continued to participate in the Reserve Training Program through
the 1960's. 1In 1972, a committee was formed to study women's
roles in the Coast Guard. This opened the door for recruiting
Reserve enlisted women in the Yeoman, Storekeeper, Radioman, and
Hospital Corpsman ratings. The first Reserve Enlisted Basic
Indoctrination class, with 32 women, was held in 1972, in
Yorktown, Virginia.

February 1973, the Coast Guard became the first Service to
conduct a co-educational Officer Candidate School class;: of 30
graduates, 5 were women. On December 3, 1973, legislation

(14 USC 762) was passed, ending the Women's Reserve as a separate
branch within the Coast Guard Reserve and permitting women to
serve in the Regular Coast Guard and the Reserve as integral
parts of the Coast Guard. The first co-educational basic
training class began in January 1974. 1In 1976, the first 36
women began the four year curriculum at the Coast Guard Academy;
14 were graduated in 1980.

In 1980, the DACOWITS amended its regulations to include the
concerns of Coast Guard women.
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C. A CHRONOLOGY OF WOMEN IN THE COAST GUARD

1790 (August 4) -- The present day U. S. Coast Guard.had its
beginning.

1791 (October) -- Maria Lee (better known as "Black Maria"),
employed by the shipping company to guard a shipment of swivel
guns, fought off six hijackers, saved the cargo, and enabled
Captain Hopley Yeaton to take command as the first holder of a
seagoing commission in the Revenue Cutter Service of the United
States. '

1830's -- First women assigned in official capacities as
keepers and assistant keepers of lights in the Lighthouse
Service.

.. 1849 -- The first women's rights convention was held in
Seneca Falls, New York.

1870 -- The Fifteenth Amendment was ratified, extending the
right to vote to certain minorities (including blacks) but
omitting women.

1901 -- The Army Nurse Corps was formed, marking the first
uniformed military women in the United States.

1920 -- The Nineteenth Amendment was ratified, giving women
the right to vote.

1923 -- The Equal Rights Amendment was introduced in
Congress.

1941 -- The Coast Guard Auxiliary.and Reserve Act was
passed, establishing the Coast Guard Reserve and limiting
membership to male citizens.

1942 (November 23) -- Public Law 773 established the Women's
Reserve as a separate operating branch of the Coast Guard Reserve
(originally called WARCOGS -~ Women Accepted for Reserve Coast
Guard Service -- and subsequently called SPARs -- Semper Paratus/
Always Ready). :

1943 -- LT(jg) Vera Hamerschlag ordered to duty as
commanding officer of the LORAN Monitoring Station at Chatham,
Massachusetts.

1943 (June) -- The Coast Guard Academy assumed complete
responsibility for training SPAR officers.
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II.C. (cont'd)

1944 (September 27) -- Legislative approval given permitting
SPARs to serve overseas. o

1944 (November 23) -- Recruitment of women, except for
replacements, was stopped.

1945 (January) =-- Although intended primarily to f£ill
administrative billets of the Coast Guard, by this time women
were serving as: Boatswain Mates (36); Coxswains (44);
Gunner's Mates (2); Carpenter's Mates (2):; and Machinist Mates

(4).
1945 (January) -- First SPARs ordered to duty in Hawaii.
1945 (May) -- First SPARs ordered to duty in Alaska.

1973 (Spring) -- First co-educational 0OCS class, with five
women, graduated.

1973 (December) -- Title 14 U. S. Code Section 762 was
repealed, removing distinction between men and women's reserve.
Women were allowed to serve in the Regular Coast Guard for the
first time. 1Intentionally or not, this change removed combat
exclusion provisions from women in the Coast Guard.

1975 (December) -- First Coast Guard woman assigned to
flight training.

1976 (June) -~ First co-educational Academy class is sworn
in.

1977 (May 25) -- At the 1977 Academy graduation, the

Secretary of Transportation announced that women would be

assigned permanent duty afloat for the first time in Coast Guard
history.

1977 (September 23) -- USCGC MORGANTHAU became the first
cutter to operate with women assigned as permanent crew. Also,
the USCGC GALLANTIN was assigned a mixed crew. Each had 2 female
officers and 10 female enlisted members in the crew.
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II.C. (cont'd)

1978 (August 30) -- The Commandant of the Coast Guard,
Admiral Hayes, announced that "all action remaining withiu the
power of my office has been taken to assure that henceforth there
will be absolutely no arbitrary restrictions based solely upon
sex in the way the Coast Guard uses its people". As a result:

o All graduates of the U.S. Coast Guard Academy, women as
well as men, were to be assigned to sea duty for their
initial tours as commissioned officers.

o Mixed~sex crews could be assigned to any Coast Guard
unit, afloat or ashore, which could provide reasonable
privacy for each sex in berthing and personal hygiene.

o Numerical ceilings based on sex were removed from
recruiting quotas.

o Administrative restrictions based on sex were removed
in relation to training, advancement and specific job
assignments. (Women previously had been excluded from the
Fire Control Technician, Gunner's Mate, and Sonar Technician
ratings.)

o All officers' career fields and all enlisted ratings
were opened to military personnel of either sex.

1979 (January) -- First women officers were assigned as
commanding officers afloat, and first female commanding officer
of an isolated unit was assigned.

1979 -- First female Regimental Commander of the Corps of
Cadets at the U.S. Coast Guard Academy.

1980 -- First women graduated from U.S. Coast Guard Acadeny.

1981 -- Enlisted women were assigned to isolated duty
billets.

1982 -- LT Colleen Cain was the first Coast Guard woman
killed during an operational mission while serving as co-pilot of
an HH-52A helicopter which crashed into a mountain in severe
weather while on a SAR case.

1984 -- A female LCDR was assigned duties as aide to the
President of the United States.

1985 -- Woman graduated first in her class at the U.S. Coast
Guard Academy.
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II.C. (cont'qd)

1987 -- First enlisted woman assigned to a command ashore
billet.

1988 -- First enlisted woman assigned to a command afloat
billet.

1989 -- First woman promoted in the chief warrant officer-

to-lieutenant program.

1989 -- First woman graduated from the rescue swimmer
program. Later that year, she saved the life of an Air National
Guard pilot entangled in his parachute in heavy seas off the
coast of Oregon.

1989 -- First female Coast Guard Flight Officer (CGFO) was
appointed.
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III. METHODOLOGY.

A. OVERVIEW. In August of 1989, a team was established at the
direction of the Chief of Staff to study utilization of wciaen in
the Coast Guard. The charter is presented as Appendix A.
Members of the study team were carefully selected, taking into
consideration rank/rate, officer/ enlisted/civilian, age, race,
sex, marital status, parental status, geographic representation,
commissioning source, experience, and expertise. The team was
composed of both males and females, and contained a substantial
proportion of members with operational backgrounds. (A list of
team members is attached in Appendix B.)

B. TASKING. The team was tasked with addressing questions in
four major areas: force composition, recruiting and retention,
non-traditional roles, and policy. Specifically, it was to
answer questions concerning the appropriate number of women in
the Coast Guard and factors which affect that number. The team
was also asked to address several areas of concern identified by
the Secretary of Transportation. These areas included:
‘collocation, day care, husband-wife advisory committees,
advancement, career planning, the officer candidate program, and
uniforms. In addition, the Defense Advisory Committee on Women
in the Services (DACOWITS) requested that the study address
schooling/training, pregnancy, recruiting, sexual harassment,
medical care, collocation, attrition, child care, realignment,
and berthing. Finally, the Office of Civil Rights generated a

list of more than 50 questions related to these and similar
issues.

C. IMPLEMENTATION. The study itself was conducted in five
phases: an IBM groupware decision making process exercise, field
interviews, a Coast Guard-wide survey, task force research, and
policy formulation.

1. 1IBM Groupware. This phase was conducted at the IBM
Decision Support Center at Baltimore, Maryland. Thirteen
specially-selected Coast Guard members, male and female,
with the assistance of an IBM facilitator, identified major
barriers to increased women's representation in the Coast
Guard. This process is similar to the classic "Delphi"
technique used in economic forecasting. This facility has
the added advantages, however, of providing anonymity
because all interaction is through computers, and it
provides almost immediate feedback of results. The barriers
which this group identified are listed in Appendix C.

III-1



III.C. (cont'qd)

( 2. Field Interviews. Teams interviewed more than 2,600
members during 110 interviews at 18 locations throughout the
Coast Guard. Interviews were conducted using 7 interview
questionnaires pretested in interviewer training at Coast
Guard Headquarters and the Coast Guard Yard.

Interview teams received assistance and cooperation from all
commands, and thoughtful participation by interviewees. At
each interview site, subjects were divided into small groups
-- usually five to 20 women and 20 to 40 men -- and were
usually interviewed by a same sex interviewer. Interviews
lasted from one and one-half hours to two and one-half
hours.

Both male and female Coast Guard members stated that they
were pleased to be asked their opinions and wished that they
could have the opportunity more often. Many of the women
stated they appreciated the rare opportunity to get together
and interact with other women in a geographic area.

3. Coast Guard Survey. To obtain a broad base of
statistical data, an 80-item questionnaire was mailed to all
Coast Guard women (approximately 2600) and an equal number
of randomly-selected Coast Guard men. More than 50 percent
of the questionnaires were returned: approximately 50
percent from males and 50 percent from females. The
paygrade distribution of enlisted respondents from each
group, compared with the distribution within the Coast
Guard, is shown in Figures III-1 and III-2. A copy of this
instrument is provided in Appendix D.

Questionnaire responses were analyzed using the Statistical
Package for the Social Sciences (SPSS) program. The
"written in" comments were read and noted for background
information.
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IV. FORCE COMPOSITION

A. BACKGROUND. In the Charter for the Women in the Coast Guard
Study, the Chief of Staff directed the study group to identify
"the appropriate number of women in the Coast Guard," as well as
methods of raising accessions, lowering attrition, and increasing
representation of women in non-traditional fields. Despite
having the least restrictive policies of all the Services, the
Coast Guard has one of the lowest proportions of women. The
changing nature of the U.S. labor force, as well as equal
opportunity considerations, indicate that it is unlikely that the
current force composition can be -- or should be -- maintained.

B. DEMOGRAPHIC PICTURE OF THE U.S. COAST GUARD. Figures Iv-1
and IV-2 show the current force structure of the Coast Guard
active duty and Reserve components.

THR COAST GUARD RRSERVE FORCE

THE COAST CUARD ACTIVE DUTY FORCE BY GENDER
BY CENDER

BSOURCE: DEGNI Daia (SEP BO)
SOURCE: DEOM! Data (SEP 80)

Fig. IV-1 Fig. IV-2
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IV.B. (cont'd) Coast Guard women make up a similar proportion of
the reserve officer and enlisted communities. (See Table IV-1
for comparison.)

Figures IV-6 and IV-7 show the distribution of women officers and
enlisted in all Services by pay grade. As indicated, the
population of women in all the Services is young and junior. The
figures indicate the Coast Guard and the other sea services are
doing well in providing career opportunities to those at the very
lowest levels.

WOMEN IN THE WOMEN OFFICERS
RESERVE AND GUARD FORCES RANK DISTRIBUTION

PERCENT OF TOTAL FORCE
26 Peroent of Women In Rank

Percent
Component of Force
20
Army Reserves 19.5% .
Air Force Reserves 18.7% sl
Wavy Reserve 146.3% 2 F
Air Guard 12.7% 5 A
Coast Guard Reserves 11.3% 10 ; ~m-BH % g
Army Guard 6.6% U K %i
Marine Reserves 4.0 s i W Z:l- M %3
i 75 g
SOURCE: DEOMI (Sep 89) % N B
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IV.E. INTERVIEW AND SURVEY RESPONSES. The fact that the Coast
Guard and the DoD Services -- as well as the civilian sector --
will be accessing greater numbers of women appears to be a
demographic inevitability. The question of how many more,
however, is less clear. When interview subjects were asked,
"Could the Coast Guard use more women?" groups almost invariably
responded that the Coast Guard could use more people -- more
"quality people." Survey results indicated that only about 12
percent of Coast Guard members felt that the number of women in
the Coast Guard was "about right." Fifty percent stated that
.they felt the Coast Guard needed more people and 28 percent
indicated that the Coast Guard specifically needed more women.

~ About Right i
S iNeed Hore Women
- ;1__4Need Hore Peopt

Source: uomen 1nl"COast Guard s;:rvey Instrument (022)

Tab T —————

Women who responded to the survey were much more supportive of
increasing numbers of women, and nearly 20 percent of the men
agreed. (See Table IV-2) Support may actually be somewhat
stronger because, when the question was asked, the stated
percentage of women in the Coast Guard (actually less than 8
percent) was rounded to 10 percent. Moreover, it can be assumed
that some of the people who stated that the Coast Guard needs

more people were thinking in terms of "female people" as well as
"male people."

Iv- 8



IV.E. (cont'd)

“How -wets

-Question: 1d'you rate the ‘quatit
"Coast Guard? o e TR

Percent :Cum.

~ Good

"Source: . Wome

Table iVljh

Additional strength for this assumption is provided in

Table IV-3. As indicated, the majority of respondents felt that
the .quality of Coast Guard women was excellent or good. Only
about 5 percent of respondents indicated that they thought the
quality of Coast Guard women was "poor." During discussion of
whether or not the Coast Guard needs more women, certain themes
continued to appear:

0 People interviewed generally felt that the work of the
Coast Guard had been increasing at the same time A-76 and
reorganization had cut the number of personnel available to
do the work. Their frequently-stated perception was that
the result was a heavy work load and many collateral duties.

o Interviewees were sensitive to the implications of any
personnel policy changes. They were receptive to bringing
in more women to provide "more bodies" to share the load.

© During interviews, women were optimistic that the
presence of more women would provide not only more bodies
but also more support for the women currently in the
Service. They felt that increasing the number of women
would provide role models and alleviate some of the problems
of female minority group status.

o During interviews, men were more likely to cite possible
problem areas and express apprehension that bringing in more
women might further add to the men's load. Frequently cited
potential problem areas included constraints placed upon
full utilization of women by the combat exclusion, berthing
limitations, physical strength, and pregnancy.
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IV.F. (cont'd)

i Managerial/Professi
‘:,.Service T
Precision Prod.lct raft R‘
. Operators, Fabricators ‘~Labor"
"Technicians -
‘ Sales < .
: Admn Support 'including cterical

:j:’Farm, Forestry, and” Flshm £xcluded
22 Bureau of  Labor Statistics

As is shown in Table IV-4, U.S. Department of Labor (USDL)
statistics for the c1v111an labor force indicate that, in 1987,
women represented 80 percent of the personnel in category
"Administrative Support (including clerical)" occupational
specialties (which includes supervisors, computer equipment
operators, and secretary/ typists).

ﬂveragé Ehi-ol lment

;;Averege t:red|ts in ‘Subject:

:'ﬁTypmg RSN
" Home Economics
;_Busme,ss Sl.pppr_t

First lnterim Report from ‘the Hat\onal Assessment ‘of Vocationat

_Education CIAN 1988)

Table IV-5
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IV.F. (cont'd) This compares closely to 1989 Coast Guard data
which shows 77 percent of active duty enlisted women in support
and clerical ratings. In the civilian labor force, only about 9
percent of precision production, craft, and repair workers were
women; only 6 percent of all apprentices were women. Female high
school students enroll in vocational subjects at a somewhat
higher rate than males, but are concentrated in "traditional
skills" courses. (See Table IV-5) By comparison, 23 percent of
active duty Coast Guard women were found in deck, ordnance,
engineering, or aviation ("non-traditional") ratings.

Some would say a woman in a military uniform is, in our society,
non-traditional. Clearly, even with high concentrations of its
women in several traditional skills areas, the Coast Guard has
had more success in interesting women in non-traditional
occupations than the workforce as a whole. Reasons for the
successes to date are speculative; either women who are attracted
to military service initially are more inclined to choose
non-traditional jobs, or recruitment enticements have encouraged
a greater number to venture outside of traditional civilian
roles. Nevertheless, the Coast Guard will have to do better if
it is to absorb more women without taking away career
opportunities for men. The indications are that the Coast Guard
can do better.

When interviewers asked Coast Guard members why they decided to
join the Coast Guard, members rarely replied in terms of specific
job objectives. The interview data indicate that women usually
join with some general idea of what they might be doing: e.qg.,
"saving lives," "humanitarian service," or "helping the
environment." Men were more likely than women to join with
specific occupational objectives. Once in, it appeared that men
are more likely to actually choose an occupation. Women were
more likely to appear to have the choice made for them. When
asked, "How did you choose your rating?" men frequently gave
responses such as, "I wanted to work with my hands." Women were
more likely to say "I didn't know the choices," “the school list
was shorter," "we were 'sorted' on our test scores," or the job
was "consistent with family responsibilities." Others reported
having been actively channeled into traditional ratings, "I was
blackmailed -- I could either go Yeoman or chip paint, so I gave
up becoming a Marine Science Technician," "my rating was easiest
to advance in ... easiest to strike to get off the ship," "we
were pushed (into the rating) by the company commander at boot
camp," "I was pushed by my recruiter," or "I was shamed out (of
my non-traditional choice) by my company commander." Many women
seemed to have ended up in traditional ratings either by default
or by a people processing system which assumed that they were
best suited to, and would want, traditional ratings.
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IV.F. (cont'd) When women who were already in ngn-traditiqnal
ratings were asked why they made the rating choice they d;d, they
responded in terms of career aspirations and personal choice. "It
was preparation for the police academy," "a Boatswains Mate does
it all," "to fight pollution," "it is rewarding," "I didn't want
to be in an admin job," "I didn't want a desk job," "it was a
challenge to make it," "I liked being underway," "I have sailed
since I was small," and "I am mechanically inclined."

When asked if any effort was made to attract or force them into
-their ratings, women said such things as they were not encouraged
to be a Fire Control Technician because "females don't belong,"
or "women can't do the job safely," or someone had said "don't
send me any women," or "you are a Yeoman type." There appears to
have been an assumption made that women could not, or did not
want to, work in non-traditional ratings.

Most women in non-traditional ratings had encountered some
resistance. When these women were asked "What kind of a woman
does well in your rating?" they gave such answers as "a non-
conformist," "someone who likes a challenge," "someone who feels
things need to be changed and I am the one to do it," "someone
who is flexible, tough, and has stamina," "someone who has
brains, is self-assured and can work independently," and "someone
who is tenacious, aggressive, physically strong, and has a sense
of humor." The person should also be "outgoing, knowledgeable,
self confident and assertive." Again and again, women stated

that a woman going into a non-traditional rating needs to be
"tough."

When these women where asked what the Coast Guard could do to
bring more women into their ratings, the women appeared to make
the assumption that woman would choose these jobs if they were
told about them and were given the opportunity. Suggestions
included the following: "show operations at sea," "let male
recruiters know women can do these jobs," "have more female
recruiters," and "reinstate personal interviews (during recruit
training)." There was a fair degree of unanimity that, once the
women were in the Coast Guard, sending them to operational units
rather than administrative units would increase the probability
that they would strike for non-traditional ratings. 1In providing
information about these ratings, however, the women stressed the
importance of "telling it like it is." The recruit who is lead
to believe that she will be given her own cigarette boat and
machine gun will not make a happy Service member.
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IV.F. (cont'd) While the Coast Guard can do a better job of not
channeling women into traditional roles, current societal trends
may also act to increase the availability of women interested in
non-traditional jobs. All else being equal, being in a
female-headed household at age 14 decreases the traditionality of
girls' occupational choices by 6 percentage points and increases
the chances of choosing a traditionally-male occupation by 8
percentage points. According to a 1985 RAND Corporation study,
societal norms which influence propensity to join the military
are likely to change dramatically during the next decade.

G. COMBAT EXCLUSION. The DoD Services are constrained in their
utilization of women by prohibitions against women serving in
combat. U.S. law excludes Navy and Air force women from combat
and Army women are constrained by Army policy. During peace
time, the assignment of Coast Guard women is restricted by
neither legislation or written policy. However, since the Coast
Guard becomes a part of the Navy when war is declared, Coast
Guard women operate under the shadow of combat exclusion.

The key sections of the legislative code are Title 10, U.S. Code
Section 6015, revised December 12, 1980, and Title 14, U.S. Code
Section 3, revised October 18, 1976. Title 10 U.S. Code Section
6015 provides that: " ... Women may not be assigned duty on
vessels or in aircraft that are engaged in combat missions, nor
may they be assigned to other than temporary duty on vessels of
the Navy except hospital ships, transports, and vessels of
similar classification not expected to be assigned to combat
missions." A combat mission is defined as a mission "that has
one of its primary objectives to seek out, reconnoiter or engage
the enemy."

Title 14, U.S. Code Section 3 provides:

...While operating as a service in the Navy, the Coast
Guard shall be subject to the orders of the Secretary of the
Navy who may order changes in Coast Guard operations to
render them uniform, to the extent he deems advisable with
Navy operations.

Although Title 10 U.S. Code Section 6015 precludes women from
serving full time in combatants, and the Coast Guard has women
assigned in what the Navy would consider combatants, the Navy has
not taken a strong position concerning whether Coast Guard women
will be reassigned when the Coast Guard comes under the Navy.
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IV.G. (cont'd) When Coast Guard members were asked to evaluate
the statement "Women should serve in all jobs even those that
might take them into combat," 72 percent agreed or agreed
strongly, while only about 18 percent disagreed strongly.

Women were more likely to agree or agree strongly than were men,
but approximately 68 percent of the men agreed strongly that
women should not be precluded from combat roles (See Table IV-6)

Agree Strongly
Agree

Tabie iV;é

Indicators are, therefore, that the Coast Guard force composition
should not be severely constrained by lack of assignment
opportunity for women. There appears to be no reason the Coast
Guard, with no sea-shore rotation or organizational combat
exclusion law or policy, should employ a smaller proportion of
women than most of the services laboring under these constraints.
Further, the Coast Guard should re-emphasize its policy that
women are full and equal participants in all Coast Guard

activities and operations and will not be removed from sea duty
assignments.

H. ESTIMATING A FEASIBLE FORCE MIX OF MEN AND WOMEN. The Coast
Guard is a large, relatively homogeneous, traditional
organization. Although extremely flexible in its operational
capabilities, it has been somewhat conservative in integrating
social change. Coast Guard women have proven themselves
competent, capable members, and the Service is coming to accept
women as equal participants. Many in the Coast CGuard are
beginning to accept the fact that, because of demographic changes
and because of the low representation of women in the Coast Guard

compared to other Armed Forces, more women should be brought into
the Service.
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IV.H. (cont'd) In order to integrate women more fully into the
Service, women are needed at all pay grades and ranks and in all
occupational specialties. Time is required to "grow" females
into senior positions, however. A significant increase in the
number of women recruits in any one year would present a
situation where a large number of non-rated women would be
working without senior women supervisors and role models. It is
preferable to have a progressive increase in the number of women
so that the organization can integrate them with the least
disruption to the Coast Guard and the least resistance to the

-women.

1. Officers. An increase in the number of women in
the officer ranks can be accomplished with relatively little
organizational impact. Approximately half (150 - 160) of
the Coast Guard officer annual accessions in any year comes
from the Academy. The composition of the Academy classes is
already set for the next five years. The women who will
graduate from the Academy are either already at the Academy
or have appointments. Because the number of women entering
the Academy classes cannot be affected for five years, a
goal of 20 percent female Academy graduates by the year 2000
is proposed.

The remainder of the officers come primarily from Officer
Candidate School (0CS). Of OCS graduates, about one-third
are prior Coast Guard enlisted members who receive temporary
commissions. The remainder receive Reserve commissions. A
goal of 20 percent women OCS Reserve commission graduates
would approximately double the percentage of women
graduates, but would not burden the training or assignment
process. Similarly, a goal of 20 percent OCS temporary
commission graduates should be achieved. However, 1995 is a
more reasonable target date because of the need to generate
a larger base of more senior women petty officers to support
this growth, and the number of senior enlisted women should
not be depleted by sending all of the most qualified to OCS.
These combined increases would yield an approximate growth
of women officer representation of less than one-half of one
percent per year. Although additional resources will be
needed to raise accession of women officers to these levels,
this rate is believed to be attainable. The projected rate
of growth can be sustained, and should result in female
officers progressing at normal rates throughout the officer
structure without incurring disruptions in career paths or
how officer personnel are managed.’
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IV.H.2. Enlisted. The acceptable rate of change of
representation for enlisted women in the Coast Guard depends
upon successful implementation of many of the other
recommendations contained in this study. The question of
what percentage of the Coast Guard should be women -- or can
be women -- depends upon this as well. The Air Force, using
a very complex model, determined that 15 percent was an
acceptable figure in today's environment. The Navy has
projected that it could absorb 20 percent by the year 2000,
and Army studies indicated that up to 13 percent of that
Service could be female. As stated earlier, when Coast
Guard members were asked "What percentage of the Coast Guard
could be female?" respondents reacted against the idea of
"quotas." The study group concluded that the percentage of
women in the Coast Guard could grow steadily for the next
decade without undue organizational disruption.

Expanding upon the existing goal of 20 percent for minority
enlisted recruits, the study group concluded that the same
goal should be adopted for women recruits. This percentage -
-~ assuming current (total) recruiting rates and current
attrition rates for women -- would result in an increase of
approximately 700 women in four years, or approximately 2
percent. This increase is not predicted to be disruptive.
(Between 1974 and 1980, the percentage of women in the Navy
nearly doubled, growing at an annual rate of more than 11
percent.) The proposed rate is one that permits women to
"grow" in experience as they increase in numbers. As was
the case for female officers, this will require additional
resources to raise recruitment of women to these levels, but
this rate is believed to be attainable. Also, the projected
rate of growth can be sustained, and should result in female
petty officers progressing at normal rates throughout the
enlisted structure without incurring disruptions in career
paths or how enlisted personnel are managed.

I. CONCLUSIONS. The demography of the United States is changing.
The proportion of minorities and women in the U.S. workforce is
increasing. The proportion of enlistment-aged white males, the
pool from which Coast Guard has traditionally recruited, is
shrinking. In order to "man" their forces with qualified,
capable members, all Services are investigating increasing their
percentages of women. Even in the face of significant force
reductions, they are committed to not reducing the proportion of
women in their ranks. Since the percentage of women in the Coast
Guard is substantially lower than that of any of the other
Services except the Marine Corps, and has increased slowly, this
issue must be addressed if the Coast Guard is to maintain or
increase its strength.
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IV.I. (cont'd) 1In peacetime, the Coast Guard is not constrained
in recruiting or assignment of women by combat exclusionary
legislation or formal policy which limits women in the other
services. Utilization of women is hindered by the fact that
women are disproportionatly aggregated in certain "traditional"
ratings, and there are indications that women are being channeled
into these areas when they could be channeled into other areas.
However, the study group concluded that, even though the Coast
Guard has no nurses, with no combat exclusion constraints it
could not justify maintaining a lower percentage of women than
‘any other Armed Force except the Marine Corps. All the Services
have faced similar demographic projections, recruiting problems,
funding constraints, and "ghettoization" of women in traditional
ratings. The Navy must also juggle sea-shore rotation and combat
exclusion constraints. In some cases, the Services have found
that many "women problems" may actually be "minority status"®
problems which will fade as the numbers of women in the services
reach a certain "critical mass."

J. RECOMMENDATIONS:

1. Proportion of women in the Coast Guard.

a. Set a recruiting goal of 20 percent women for both
officer and enlisted women's recruiting.

b. Set a goal that, by 1992, 20 percent of the 0OCS
Reserve commission graduates be female.

c. Set a goal that, by 1995, 20 percent of the 0OCS
temporary-commission personnel be women.

d. The Coast Guard Academy should develop a plan to
achieve and sustain graduating classes of 20 percent
female before the year 2000.

2. Women in "non-traditional ratings."

a. Facilitate entry of women into non-traditional
jobs. Provide remediation where needed to qualify
women for entry into these occupational specialties.

b. Monitor assignment of female non-rated personnel to
ensure a higher distribution into field operating
units.

c. Encourage initial assignments of women to
operational units to achieve maximum exposure of women
to operations and to make maximum use of women in
operations.
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IV.J.2. (cont'd)

d. Make maximum assignment of senior enlisted women to
field units as role models for both men and women.

(The number of senior enlisted women in staff
assignments is a point of concern.)

e. Make maximum assignment of senior female officers
in the field where they can provide role models and
support for junior women.
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V. RECRUITING AND RETENTION.x

As described in the Force Composition chapter, the decade of the
'90's and the beginning of the twenty-first century will see a
decrease in the number of enlistment age, eligible, white males
available for recruiting. This is predicted to be offset by
increased female and minority labor force participation. There
will be, nevertheless, strong competition for high-guality entry-
level personnel from private-sector employers and the other
military Services. 1If the Coast Guard is to maintain a high-
.quality force, it will have to compete aggressively for these
women and men and to strive to retain them.

A. RECRUITING. The Coast Guard strives to recruit the best
young men and women available each year. The statutory minimum
age for enlistment in the regular Coast Guard is seventeen. The
maximum age varies, depending upon the situation. Persons
without prior military service must not have reached their
twenty-eighth birthday on the date of enlistment. The enlistment
of those with prior active military Service in any of the Armed
Forces is also authorized under certain circumstances.

1. OQuality. According to DoD data, the Services are indeed
attracting quality applicants. For example;

o The proportion of new
recruits who are high school
graduates greatly exceeds the
rate in the civilian youth
population as a whole. In
1986, 95 percent of the active
enlisted force were high
school graduates (including
General Educational
Development certificate
holders), compared with 80
percent in the civilian labor
force.

0 New recruits scored
significantly higher on the
Armed Services Vocational i
Aptitude Battery (ASVAB) than —

did a nationally-represen- Table V.A-1
tative sample of young people

18 to 23 years of age. Military Services now accept
only high-school graduates who score in the top
fiftieth percentile of this standardized test battery.




V.A.1l. (cont'd) One of the reasons the T ——
T DoD Services have been able to keep : AR
( the educational quality of recruits
high has been by increasing the
number of women recruited. Table
V.A-1 shows Coast Guard officer and
enlisted educational levels. As
indicated, the education levels of
women are higher than that of men
in 5 of the 7 categories. Table
V.A-2 shows- Coast Guard and DoD
figures for recruits. This table
shows the proportion of General
Educational Development (GED)
certificate as well as high school
graduate diploma holders.
Individuals not finishing high
school may obtain a GED certificate
by taking some high school courses
and taking standardized exams. In
the Coast Guard, GED certificate
holders may »be recruited only if
they have AFQT
scores which show
they have a higher
aptitude than
high-school AFQT CATEGORY (Percenttlas)

1988 RECRUIT AFQT SCORES
Coast Guard Men compared with Women

G@@“ graduates.
1 {93-00) 5% §u
As indicated in
Figure V-1, Coast . S N
Guard men's and "“”’“é%%é%§§§>$“
women's distri-

: U NN
bution on m so-0 | 308 277 NN 20+
standardized AFQT '4/é%§§\\'ﬁ
examinations is % N
similar, although 8 (a+-49) X A\\ 20%
women make up more
than their share I (0-30) T
of the lower
categories. In _ €0% 40% 20% O% PO% 40% BO%
most cases, the - SOURCE: U.8. Coast Guard Dala Men (n2,828)  Women (m380)

percentage point Fig. V-1

difference is not

great, however. .

The AFQT is a subset of the standardized Armed Services
Vocational Aptitude Battery (ASVAB) tests used to determine
mental aptitude and trainability. Although Coast Guard
women do well in general, if more women are to be brought

into non-traditional ratings, these differences must be
addressed.
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V.A.l. (cont'd) Table V.A-3 shows the average scores on the

sections of the ASVAB for all men and women who took the
tests. There are only two areas where men and women differ
greatly -- "Auto & Shop Information" and "Mechanical
Comprehension." "Average" male scores in these areas would
qualify a person for four "non-traditional" (technical)
Coast Guard enlisted ratings; "average" female scores would
qualify them for only one.

Two points are
important here.
First, there is no
assumption that
"average women" will
be interested in, or
aspire to, the
non-traditional
ratings. It may well
be that the Coast ‘. paragraph Conprehension:’(PC)
Guard can attain the - 2:?”%‘2f$g"§‘w?”'. L
desired goal of hl.'gher Aut::ng sﬁeop Information ‘(AS) f'}::‘: SR
numbers of women in " Mathematics Knowledge (MK) = ~°- . . iy
non-traditional . ‘Mechanical Comprehension HC) REREE- - PRUENESY > B
ratings from that ;.- -Electronics Informati 149 -
proportion of women

who scored higher than
average on the ASVAB,
but who initially are
not particularly
inclined to try
working in a non-
traditional
occupational St

specialty. 1In Table V.A-3

addition, there is

some suspic1on that

lack of experience and other cultural factors downwardly
bias these scores for women. It has been suggested that,
with a relatively small and economical amount of
remediation, women are capable of doing much better on the
tests and succeeding in the ratings. Currently, some
private sector firms are addressing the issue of women in
non-traditional jobs and are attempting to develop and

provide training which would enable women to compete
successfully.

‘Arlthmet:c Reasomng (A
Mord Knowledge  (WK) i

2. Physical Capability. In discussions of the 1ntegrat10n
of women in the Coast Guard, DOD Services, and civilian
occupations such as pollce work the question of physical
capability invariably arises.



V.A.2. (cont'd) No specific "physical qualifications" questions

were asked in the interviews, but occasional comments were
volunteered by both men and women. Women expressed pride in
their abilities: "I can pack chain with the best of 'em."
Many tried to keep the standards high: "don't recruit any
'twerps' who can't pull their weight."” A few men continued
to express reservations: “what good is she if she can't pull
a man out of the water?®" and "if I'm in trouble, and she's
not strong enough, I'm gonna die." The DoD Services have
addressed this issue somewhat by adapting jobs, redesigning
tools, and éncouraging women to work together. It is
interesting to note that, in both the Coast Guard and the
DOD Services, there is a perception by the women that a lot
of this goes on among the men -- one man voluntarily helping
another do an especially heavy job -- but when women are
involved and they have to ask for help, then it becomes "“a
big deal."

Studies of women in public
safety occupations have -
alleviated the perception that
only men have the physical
strength for these occupations
and demonstrated that women
have been found to be as
capable as men in performing
their jobs. .

3. Propensity of Women to
Join the Services. From

information provided in
Chapter IV and this chapter,
it can be seen that women are
a source of good recruits.
But are women interested in - Young Males (16:21)
the Coast Guard? The Youth Older Males (22-24)
Attitude Tracking Study (YATS) ..:' Young'Females (16-21) -
provides periodic data on Ow”FwMWSQZZU
young American men and women's S e
awareness of military adver-
tising, knowledge of enlist-
ment benefits, contact with
recruiters, and propensity to
enlist in the active and
reserve military components.
Although the Coast Guard has
only recently been added to
the YATS tracking system, it Table V.A-4

is evident that propensity to

join the Coast Guard is, in

general, quite low compared to the other Services. (See
Tables V.A-4 and V.A-5)

Older Males (22:24)
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V.A.3. (cont'd) Reasons for this can be found in the study

interviews. When asked “what is the image of the Coast
Guard in your community?" answers ranged from "Miami Vice"
to "drug enforcement cowboys," "law enforcement," and
"fishing area bad guys." Also heard was "environmental
specialists," "elite rescue service," "towing help," and
"life savers." Coast Guard people were very much aware,
however, that in many cases there was no image; i.e., people
in general have no idea of what the Coast Guard is or what
it does. The questions of "name recognition" and "product
differentiation" arise and it can be assumed that young
American women currently know little about the Coast Guard
or how it differs from other Services.

Perhaps because of lack
of overall knowledge and
awareness about the
military Services, YATS
reported that about . jon: kely ar . ‘
one-fourth of those . ., l-duty in the Coast guard? . (Given that respondent :
surveyed -- males and £ positive propensity.to serve in any mititary
female -- had considered %
joining any military
Service. Armed Forces TR :
advertising is having j"“éeii'(}‘:'f‘?
some impact, however. o e“"-eY
Approximately 66 percent
of the men and 57 percent
of the women reported
awareness of military
advertising. Awareness
of the various Services
ranged from a high of 83
percent to 86 percent for
the Army to a low of 31
percent to 44 percent for
the Coast Guard. About
45 percent of women
surveyed stated that they
had seriously considered
joining the military.
Favorable attitudes about
serving in the active
military were expressed
by 14 percent to 32
percent of males and 5
percent to 13 percent of
females.

Table V.A-5
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V.A.3. (cont'd) Approximately 5 to 8 percent of the males and one
Cﬂw\ to two percent of females have a "strong positive propensity
to enlist." Young men and women who have friends and
relatives who have enlisted recently are more likely to be
interested in the military. About four-fifths of the young
men and women with a positive propensity to enlist reported
recent enlistments by close friends or relatives.

Consistently, data indicates that women are less likely than
men to choose or be chosen by the military at each stage of
the enlistmént process. In addition, women who are
interested in military service tend to view the Service in a
broader context than men. Their interest is more likely to
be limited and qualified by interest in other areas such as
family or education. Women, especially the age 22 to 24
group, are more likely than men to be interested in the
National Guard/Reserve. The Coast Guard Reserve is the
least often mentioned.

The military's toughest
competition for the
sixteen-to-twenty-four
Year age group appears to
be education. When asked
what they would most
likely be doing in the
next few years, between
{ﬁm\ 40 and 80 percent of all
. YATS respondents replied
"attending college."
More than 60 percent of
high school seniors and
graduates desired more
education.

Given the importance of
education, it would
appear that military
educational benefits
would be a recruiting
incentive. YATS revealed
that these are not widely
known, however. Nearly
two~-fifths of all  —
prospective recruits have Table V.A-6
incorrect information.

This is unfortunate since, as indicated in Table V.A-6,
educational opportunity was one of the primary reasons
people joined the Coast Guard. It was especially important
for women. While men gave several similar other reasons,

education was by far the most important reason women gave
for joining.
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V.A. 4. Coast Guard Advertising. Given the fact that public
awareness of the military in general is limited, awareness
of the Coast Guard is even more limited, and women are less
likely than men to be exposed to role models in uniform,
public affairs and advertising are very important in
reaching women. Unfortunately, "The inability of the Coast
Guard to attract the right women" and "Not sending a
recruiting message that really attracts women" were two of
the key "barriers" to integration of women in the Service
which were identified in the groupware effort.

Coast Guard recruiting, however, operates on only a fraction
of the budget of the
other Services. (See
Table V.A~7) The result
is that the Coast Guard
spends approximately $17
in advertising per
recruit, while the other
Services spend more than,
$300. The Coast Guard's
strategy is to implement
a balanced media program :
via a combination of - Joint 0.:6 $29.7%
targeted, yet cost- R e SR
effective, vehicles to e
reach the broadest
potential market. The
ﬁ@m\ primary target audience
N segments are high school
juniors and seniors and
junior college students
for active enlisted
recruits, and four-year ' e
college students for Table V.A-7
officer candidates.

AirForce -

The secondary targeted area is comprised of family, friends,
role models and peers of these students. This "influencer
group" is important in supporting and influencing the career
decisions of the primary prospects. On this limited budget,
the Coast Guard attempts to utilize all available forms of
print and electronic media, get its share of no- or low-cost
public service advertising, make special efforts on college
campuses, and participate in DoD advertising.
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V.A.4.(cont'd) 1In addition, promotional activities provide an

important, cost-effective form of advertising. News
coverage of drug interdiction successes and pollution
cleanup efforts shows the Coast Guard at work; and
appearances by the Honor Guard, Coast Guard Band, and the
CGC Eagle port visits frequently attract favorable
publicity. Nevertheless, the visibility of the Coast Guard
throughout the general population remains low and among
females remains even lower. An analogous problem in
minority communities is being addressed by a series of
initiatives:.

o The Coast Guard has re-established the minority
recruiting branch at Headquarters and placed a minority
recruiting officer at each of the three regional
recruiting commands.

o Recruiting has set marketing to and recruiting of
minorities as one of its FY-90 goals.

o The Minority Officer Recruiting Effort (MORE)
program was established which, in effect, provides two-
year college scholarships to high-potential minority
students and prepares them for appointment to 0OCS.

o A direct mail campaign to minorities is in
development.

© A video featuring minority role models is in
development.

© A Minority Officer Recruiting Effort (MORE) video
tape is being developed.

o The Coast Guard Academy sponsors a summer program
called Minority Introduction to Engineering (MITE) to
introduce minority high school students with an
interest in engineering to the opportunities at the
Acadeny.



V.A.4. (cont'd) Efforts such as these are not being specifically
made to recruit women into the Coast Guard's officer and
enlisted programs. The study group could find no plan,
program, or policy to recruit women into the Coast Guard.

During the study group interviews, subjects were asked if
they had ever served on recruiting duty. If they had, they
were given a special questionnaire to complete. These
questionnaires, and subsequent discussions with Coast Guard
people who had worked in recruiting, underscored the need to
target women -- especially women who might do well in non-
traditional roles.

Another issue which surfaced was that of hair length. &
small percentage of women is lost to recruiters because for
religious, cultural, or personal reasons they refuse to have
their hair cut during recruit training. While the men's
hair regrows to acceptable length in a short period of time,
the women's may take much longer -- and pass through a
"difficult" stage during-the transition. Some Coast Guard
recruiters say that the existing policy has minimal effect
on Coast Guard recruiting -- fewer than 10 women were lost
from all recruiting offices for this reason in the past
fiscal year. Several Coast Guard women stated the
preference that they be taught how to put up their hair in
an acceptable style during recruit training rather than cut
it off. Some prior-enlisted officers thought it unfair that
their hair was cut short when they went to recruit training
and again when they went to 0CS. Some of the other Services
are considering changes in their haircut policy for women.

5. Additional Recruiting Efforts. During the interview
phase, people were asked "what type of women do well in the

Coast Guard?" Representative replies include:

Male ETCS: "I believe that the type of women who do
well in the Coast Guard are the same type of ambitious women
who do well in any type of situation. Are we successful in
attracting them? I believe so."

Female RD1: "Since the Coast Guard is a predominantly-
male organization, women who are attracted to the Coast
Guard know, up front, what the obstacles will be.

Therefore, the majority of the women will be hard chargers."

Male Captain: "The women who will do well in the Coast
Guard are those who have no restricted boundaries or

hangups. They are the goal setters who stick to their road
maps to success"



V.A.5. (cont'd)

Gﬂ" Male CWO: "I believe that women who do well in the
Coast Guard are the ones who get good solid advice and
counselling from their recruiters. They were able to get a
good perspective on their career goals in the beginning,
which ultimately led to excellent performance."

Study group members also investigated ways of recruiting
these women into the Coast Guard. The Coast Guard has
approximately 270 recruiters. Eleven, or approximately 4
percent, are female. Three of these women are in
non-traditional ratings. According to "diffusion of
innovations" research, people are more likely to be
successful in influencing people who are similar to them. It
follows that women recruiters would be especially valuable
in serving as role models and recruiting more women. The
Coast Guard can obviously use more recruiters in general,
and more women recruiters in particular. Budget
limitations, women's career considerations, and lack of
availability of women may make this difficult to achieve,
however. Therefore, the study group investigated methods to
increase the number of women involved in the recruiting
process without actually increasing the number of women
assigned to recruiting duty. Three possibilities were
discussed:

(ww\ a. Expanding the Home Town Recruiting Progranm,

b. Identifying women who will be willing to act as
counselors for potential recruits, and

c. Encouraging more Coast Guard people to become
individual, informal recruiters.

The Home Town Recruiter Program is an inexpensive program
with great potential. Procedures for its implementation
have already been established. However, it is seldom used.
Under this program, people who have just graduated from
recruit training are given permissive orders in conjunction
with leave enroute to their new duty stations to travel to
their home towns to participate in recruiting activities and
to talk to young people from their area. At these
transition points, people are extremely proud of their
accomplishment and excited about the Coast Guard. With
proper instruction and guidance, they can serve as good
representatives and "recruiters" for the Coast Guard.

ﬁh V- 10



V.A.5. (cont'd)

To a certain
extent, each
Coast Guard man
and women
realizes that
they are
potential Coast
Guard
recruiters. .
Most know of
the "72-hour Sl
program" under N V'Dlsagree
which a person :

.D:sagree Strongly »

who recruits ":Statement' “For mostyoung ke

someone gets ‘ .9Mdenxnﬂw&,‘

72-hour
liberty. Most
Coast Guard
members agreed
or agreed
strongly that
the Coast Guard
was a good
place for men
and a good

place som — ,8 A e

women. (See
Table V.A-8)

As indicated in Table V.A-9,
most Coast Guard members would
join again if they had it to
do over, and most would
recommend it to others. (See
Table V.A-10) This positive
feeling within the Service
serves as a good basis for
informal recruiting, and this
energy can be targeted toward
recruiting more women.

V-11
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V.A.5. (cont'd)
Women are as
likely as men
to say that
they would join
the Coast Guard
again, and they
are more likely
than men to say
that the Coast
Guard is a good
place for
women. They
are potential
role models for
young women
with similar
aspirations. '
For this reason, in the Coast Guard especially, women should
be encouraged to assist with informal recruiting of young
women.

Table V.A-10

It also might be possible to solicit and screen women
members throughout the Coast Guard as "Collateral Duty
Recruiters." These women would be available to assist the
closest recruiting office or answer phone calls or letters
from women wanting information about the Coast Guard. They
would also be able to discuss the Coast Guard with families
of potential female recruits. When the Coast Guard women
interviewed were asked "What did your family and friends
think about your decision to join the Coast Guard?" they
frequently said that their fathers were supportive, but
their mothers were very apprehensive. Having a Coast Guard
woman to talk to might allay the fears of both prospective
recruits and their families.

B. RETENTION/ATTRITION. Table V.B-1 shows that Coast Guard
women contribute a disproportional amount to Coast Guard
attrition. The losses of Coast Guard women officers are not
greatly different from those of male officers, but the numbers
are approximately equal to the number accessed each year. The
percentage of enlisted women lost is significantly higher than
the loss rates for enlisted men.

V=12



V.B.

1. Introduction.
Recruiting plays an
important role in
manning the force
but, in terms of
cost-effectiveness,
the effect of
managing retention
and attrition is
probably even more
important.

Retention generally
means the people
who, at any given
decision point,
choose to stay in
the Coast Guard. It
includes those who
reenlist or extend
their active duty
commitment and those
officers who do not
leave the Service
upon the expiration
of their obligated
active-duty service.
The term attrition

Male

"iLoss rate Is for all ‘causes and is caleulsted as nuiber of
. losses for entirs year divided by on-board strength.as of
‘Septenber 30 of the year. = RN TSN

: .sq:ﬁcg: Coast Guard data

is used to describe the loss of people prior to the
expiration of their active duty service obligation. 1In any
year, the sum of those who are not retained and those who
attrite is the loss rate. The Services have to replace a
certain percentage of the workforce during any given year in
order to maintain a youthful force and a properly-balanced
experience pyramid over time. Loss of valuable, trained
people in whom the Coast Guard has a significant investment
is costly, however, and must be kept under control for the
health of the organization. If the entry-level screening
process is working properly, and if the Coast Guard's
people-processing system is working well, retention should
be high and attrition should be low. For Coast Guard
planning, a desired first-term retention rate of between 35
and 45 percent is used, with a subsequent-retention rate of
between 90 and 95 percent.

V=13



V.B.1. (cont'd) Female officefs are slightly more likely to

resign their commissions than male officers (16.9 percent as
compared to 13.4 percent) and have the same rate of
dismissal or severance. When a person decides to get out of
the Coast Guard, it is probably due to a variety of factors.
With existing data, it is impossible to tell exactly why
each person is leaving. There certainly are times when the
people themselves are not really sure what the major reasons
are. Currently, upon written request for separation,
officers may state their reasons for wanting to leave the
Service. However, this type of data, for other Services as
well as the Coast Guard, has been of notably-poor quality.
Reasons for this include:

a. Some officers did not desire to disclose specific
reasons for leaving. Other officers provide reasons so
general as to be essentially meaningless.

b. Some list too many reasons to permit identification
of their primary motivation.

c. Rescive officers on active duty can allow their
contract to expire and be released to inactive duty without
specifying a reason.

d. Many officers give socially-acceptable reasons
which may mask their real purpose.

The Coast Guard makes an effort to improve this information
by making telephone contact with each officer who resigns,
but the data is not recorded.

In the survey, questions were asked about collocation and
child care responsibilities. Family responsibilities were
usually cited as a major reason women leave the Service.
Very few women (about 4 percent) agreed with the statement
"It is more important for a wife to help her husband's
career than to have one herself." However, most Coast Guard
women reported they do want to marry and have children and
many stated that this can be incompatible with a Coast Guard
career. This was especially true when the woman was married
to a fellow Coast Guard member. In the survey, the majority
(69 percent) of women stated that they expected to be
collocated more than 90 percent of the time. Although this
is now feasible, it may become even more and more difficult
to achieve if more women enter the Coast Guard and marry
servicemen. This may be a negative indicator for women's
retention. Child care is probably another negative
indicator. When asked what would make it possible for them
to stay, many women said that assistance with providing or
finding child care would be helpful or somewhat helpful.
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V.B.2. (cont'd) 1In addition, women are more likely to attrite
ﬁ@“\ (59.9 percent as compared to 41.5 percent) for reasons coded
, as "separated, not recommended for reenlistment," and ,
"separated, not eligible for reenlistment due to family
situation, obesity, medical condition, etc."

s

During the period 1985 through 1989, 46.1 percent of the
women's losses were from the lowest two pay grades (E-1 and
E-2), compared with 29.3 percent for men. Since an
individual normally remains at these pay grades less than
two years (graduates of recruit training are promoted to E-
2, and after six months in service are eligible for
promotion to E-3), this represents an enormous loss of
enlisted women before they ever really get integrated into
the Service. Fifty-seven percent of the women losses were
at E-1, meaning that they never completed recruit training.
Of these, 43 percent were separated with the code
identifying family situation, medical condition, etc. At
paygrade E-3, the loss rates for men and women are nearly
equal. Once the first two-year period of early losses of
enlisted women is past, those remaining tend to stay in the
Coast Guard. At the first re-enlistment point (typically,
four years after being recruited), 43.1 percent of the men
and 43.4 percent of the women re-enlist. At subsequent re-
enlistment points, 84.9 percent of the men and 94.2 percent
of the women re-enlist.

é ‘ The higher rate of first-term
losses is not wholly unexpected.

It is commonly known that the best
predictor of a successful
completion of a first-term
enlistment is completion of high
school. For this reason, military
Services seek the highest number of
high-school graduates they can
find. GED certificate holders are
less likely to complete their
first-term enlistment. This is
illustrated by looking at the
number of enlistees recruited
during FY-89 with high school
diplomas and GED certificates, and
comparing their loss rates. (See
Table V.B-4)

. COAST ' GUARD

_ Table V.B-4

(« . V=16



fwwﬁ

V.B.2. (cont'd) In interviews

and the study group survey,
Coast Guard members were
asked several questions to
help identify additional
reasons for attrition. They
were asked such questions as
"Is the Coast Guard a good
place for men and women,"
and "Knowing what you know
now, if you had it to do all
over again would you join
the Coast Guard?" and "Would
you recommend the Coast
Guard to others?" Replies
to these questions were
overwhelmingly positive.
When asked, in person, "What Table V.B-5

do you think of oppor- ‘

tunities in the Coast Guard for women?" the most frequent
response was "great!" It was surprising, therefore, that
when asked "If you could trade your Coast fnard position for
a civilian job without losing time in grade, pay, or
retirement would you stay or leave? More than 50 percent
replied "leave." Only about 25 percent said that they would
stay. The responses were similar for men and for women.
(See Table V.B-5)

These apparent inconsistencies may be explained by looking
at other aspects of the interviews. First, the "leave"
response to the survey question probably represents an
initial reaction to the question. 1In the interviews, when
asked a similar question, respondents frequently began by
saying "get out." As they discussed the question in depth,
however, two things seemed to happen. First, many admitted
that when they talked theoretically about getting out, they
were assuming some sort of an ideal alternative. On further
discussion, many acknowledged that there were problems
everywvhere and maybe it wasn't all that much better
"outside," and maybe they weren't that serious about getting
out. Frequently, someone would inject an "I know what it's
like out there" comment which would bring things into :
perspective.

There were indications that saying they would get out was
not so much a statement of intention as a kind of protest.
People appeared to generally feel positively about the Coast
Guard, but have many specific complaints about things that
are happening in the Coast Guard right now. The last few
years have been a time of change, hard work, and stress for
the Coast Guard. The nature of the organization has
changed.

V=17



V.B.2. (cont'd) The Service has undergone major reorganization

and the mission emphasis changed. New missions have been
added without commensurate resources. The contracting. out
of various functions under OMB Circular A-76 initiatives has
also taken a toll in many areas. Fundamental changes in the
way the Coast Guard does its job have occurred. Respondents
indicated that the work has increased while the funding,
equipment, and personnel resources to do that job have
decreased.

When asked to describe their working environment,
respondents almost invariably said positive things about
Coast Guard people but negative things about people
programs, ranging from the effects of A-76 upon their work
environment and occupational specialty, to lack of
leadership training. They recited a litany of needs: more
people, more money ("we're washing out the coffee grounds
so we can use them again"), newer equipment, and better
equipment and maintenance. Collateral duties were a
frequent source of complaints in the interviews (but not in
the survey results). 1In the midst of this stressful
situation, the women may be seen as'part of the changes
which have made things more difficult and they may be
functioning as a lightning rod for some of the stress these
changes have caused.

When asked what is the state of the women's morale and the
men's morale, it became apparent that "doing more with less"
ceases to be fun after a while. Some of the problems seemed
to be summed up by the statement of one of the respondents
"it's a job ... it's not fun anymore. It used to be like a
family taking care of each other. Now we're too busy." The
problem for women may be more acute. As one respondent
stated "morale is not a priority and it is even worse for
the women ... women have to put up with more."

Some of the women, on the other hand, showed what motivated
them, saying "I fought to get here, and I'm going to stay."
Coast Guard people, in general, appeared to like their jobs

and like the Coast Guard. They just didn't like some of the
things that were happening. '

Other reasons for enlisted women getting out are probably
similar to those of women in other Services. Navy studies
of enlisted women's attrition found that women were leaving
because of job-related factors (but not because they were in
non-traditional roles), quality of life issues,
dissatisfaction with military life, perceived lack of
opportunity, and role conflict stress.
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V.C. CONCLUSIONS. Both the quality and quantity of female
recruits may be increased by specifically directing recruiting
efforts toward this population. In general, the Services have
not expended much time, energy, or resources recruiting women,
since they have been able to access the desired total numbers of
people without expending the effort. Under these circumstances,
the quality of female recruits is probably surprisingly high. As
competition for human resources accelerates, however, this may
not be expected to continue. This is especially true since, in
general, the propensity of women to enlist in the Armed Force has
been low. . ’

It should be noted that the data presented in this section
parallels Navy experience described in the "Navy Study Group's
Report on Progress of Women in the Navy," in which it was found
that, for the period FY 85-87, enlisted women's attrition rates
were higher than men's during their first term of enlistment,
then declined sharply for second term and third term and beyond.
Nearly one-third of Navy women's attrition was attributable to
pregnancy and parenthood. If-these factors were removed from the
causes for discharge, the attrition rate for Navy women,
including first term attrition, would have been lower than Navy
men's attrition. If Coast Guard women remain through the first
two years of active-duty service, their re-enlistment rates are
the same or higher than those for Coast Guard men. Early losses
may be reduced by tightening the weight and education standards
for women to those used by other Services. After that, it might
well be that policies and programs which will make it easier for
women to juggle their home, family, and career will result in
long~-term payoffs in terms of retention.

D. RECOMMENDATIONS.
1. Recruiting:

a. Recruiting of women be emphasized as a Coast Guard
goal.

b. The Coast Guard should target vocational and
technical high schools for sources of women for
non-traditional ratings. Prospects interested in non-
traditional ratings should be gquaranteed school quotas.

€c. Parallel existing programs directed toward
increased minority representation (MITE, MORE, NAPS)
with programs directed toward women.

d. Seek women for recruiting duty, both as formal and
informal recruiters.
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Vv.D.1l. (cont'd)

ﬁ“" e. Expand the home town recruiting program for women
and open it to "AY school graduates as well. .

f. Ask the Coast Guard Auxiliary to help in recruiting
women; emphasize women in Academy Introduction Mission
(AIM) program.

g. Recruiting and public affairs should spotlight
Coast Guard women in non-traditional roles.

h. Revise policy so that recruiting and graduation
statistics for women will be monitored as well as
statistics for minorities.

i Encourage women to make themselves available for
informal recruiting and resource as local recruiters,
Academy recruiting assistants, and advisors to
recruits.

j. Produce a new recruit trainiiig f£film showing women

as well as men and emphasizing women in non-traditional
roles.

2. Retention.

a. The Coast Guard should collect data on reasons for
leaving the Service by some objective method, e.g.
anonymous check off list, which may be quantified.
Maintain a centralized file of this data, and track the
results to determine long-term trends.

b. Recruit only women who have a high school diploma
or higher education. Individuals holding only a GED
certificate are more likely to leave the Service, and
this attrition is making women's loss rates higher.

Addressing the issues discussed in the Training and
Quality of Life chapters should also help alleviate
some of the factors that contribute to higher attrition
and lower retention rates for women.
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VI. SCHOOLING/TRAINING.

Each schooling/training opportunity is important and has a
potentially important impact on the careers of Coast Guard
people. In this chapter, primary emphasis will be on schooling
for women officers at the United States Coast Guard Academy and
Officer Candidate School (0CS). Emphasis will also be placed on
training for enlisted women at the Coast Guard Recruit Training
Center, and on specialized "A" and "C" schools.

A. OFFICER SCHOOLING. Officers are
accessed through three sources: the USCG
Academy, OCS, and various programs such
as the direct commissioning program and
inter-service transfers. Until the mid
1970's, Academy graduates comprised the
majority of officer accessions. At that
time, a policy change shifted the =
composition of year groups to 50 percent
Academy and 50 percent non-Acadenmy.
-After the 1973 legislation permitting
women to serve on an equal basis in the
Coast Guard, women were appointed from
non-Academy sources until 1980, when the
first women graduated from the Academy.
By 1988, 61.3 percent of the women
commissioned were Academy graduates;
27.5 percent were OCS graduates. Table

gwm‘ VI.A-1l shows the commissioning sources
of the current Coast Guard officer
corps.

1. The United States Coast Guard
Academy.

a. Admissions. The Coast
Guard Academy is one of five United
States service academies. The
educational objective of the
Academy is to provide:

(1) A broad-based
undergraduate degree in a
field of interest to the Coast maple VI.A-1
Guard (3 of the 7 majors are

engineering, but other

specialty fields are offered). -

(2) The professional knowledge, skills, and experience
needed by Coast Guard junior officers (navigation,
seamanship, etc.).
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VI.A.l.a. (cont'd)
é“" (3) An environment which encourages integrity.

The Coast Guard Academy is one of the nation's most
selective colleges. Last year it accepted only 9 percent of
applicants and had a freshman class with average Scholastic
Aptitude Test (SAT) scores of at least 1200. Appointments
are administered by the Coast Guard on a competitive basis;
no Congressional nominations or appointments are made.

Women were first admitted to the Coast
Guard Academy in 1976. Table VI.A-2
shows the proportion of women in each
graduating class from 1980 to 1989.
Although the proportion of women
admitted has remained rather stable,
there is no pre-determined admissions
quota for women. Interested high
school students begin the pre-
application process between their
junior and senior years by forwarding
SAT scores, class rank, transcripts,
and recommendations. Students who
receive a sufficient number of points
for these must write a series of
essays and may submit additional other
ﬁwm personal information. Applicants are

then reviewed by a three-member
officer panel and rated according to
general guidelines issued by the
Superintendent of the Academy. These
evaluations are figured in with the
applicant's pre-applicant phase point score. Candidates are
then ranked-ordered and appointments are offered to the best
qualified.

Table VI.A-2
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3VIi.A.l.a.(cont'd) As
indicated in Table
VI.A-3, entering Coast
Guard Academy students
are significantly
different from their
peers at highly-selective
public colleges in
several key areas.

Females of the class of
1993 also differ
substantially from their
male counterparts. Women
were more likely than the
men to state that the
military was their
probable career
occupation. They were
also much less likely
than the men to state
that they had selected
the Coast Guard Academy
for some reason such as
low tuition or financial
assistance. They were
more likely to have
higher high school
grades, reported spending
more time studying and
less time partying, and
to have spent less time
on sports. (See Table
VI.A-4)

COAST GUARD.ACADEMY FRESHMEN:

: Leadershtp ablj
'S‘Hath abllity !

AST ‘GUARD ACADEMY FRESHMEN
'MEN ‘COMPARED WITH WOMEN

emale fourth classmen (Class of '93) differ from.
¢ male’fourth classmé the USCG ‘Acadenmy.

Table VI.A-4
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VI.A.1l.b. Performance. The women who enter the Coast Guard

Academy have been carefully screened and, with possible
exceptions of academic subjects taken in high school and
athletic ability, appear
well suited to compete
with their male
counterparts. Table
VI.A-5 shows the
difference between male
and female high school
grade point averages.

Table VI.A-6 compares
involuntary academnic
disenrollment rates for
the service academy
classes of 1980 to 1989.
Although the differences
between disenrollment
rates for Coast Guard
Academy men and women is  maple VI.A-5
erratic, academic

disenrollments for both

men and
women are
relatively
low.

There have
been a few
times when

rates for

women have .

actually "

been lower 3%

than those -g

for men. o
6%

PR PSSP
N

aray

¥3

‘Note: _Cadets may leave'

Table VI.A-6
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VIiI.A.l1l.b. (cont'd) As

indicated in Table
VI.A-7, Coast Guard
Academy men and
women are generally
more likely than
students from the
other academies to
disenroll for
Yenvironmental
adjustment.® -

The Coast Guard
Academy has a
mandate to train
male and female
Cadets for missions
which, prior to the
entry of women into
the Services,
society
traditionally
"defined" as
masculine. Although rr————rrex
they do well Table VI.A-7
academically, women

have not scored as well as men in leadership. One possible
reason is the cadet evaluation system, which includes
performance evaluations (30 percent), adaptability skills
and company officer evaluations (30 percent), conduct (20
percent) and leadership class scores (20 percent). This
evaluation serves as part of the score which determines
assignment of leadership positions within the cadet corps as
well as final class standing. During interviews with Coast
Guard Academy women, they expressed disappointment in the
"peer review" aspect of their evaluations. They noted that
not only was the "peer review" highly competitive, but that
it was highly subjective. Even if the characteristics upon
which they were being graded were not ones typically
associated with the "male role," women felt they were
competing at a severe disadvantage. Even women who had
generally professed to feeling “part of the teanm" expressed
disappointment that men appeared to feel pressure to rate
males above females regardless of merit. Some women cited
incorrect information that had been used to "mark them down"
by people they felt they hardly knew.

- USEG Acodemy dota
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VI.A.1.b. (cont'd)
Although this may or
ﬁ'wf may not have been a
S common occurrence,
it is consistent
with psychological
literature
indicating that, in
the absence of
objective infor-
mation, people tend
to fall back on
stereotypes which,
in cases such as
this, act to the
women's dis-
advantage. As
indicated in Table
VI.A~-8, there is
objective support
for their per-
ception. Grage -
point averages for
men and women did
not differ
significantly (men:
2.86, women: 2.80 on
b a 4.0 point scale).
(' However, men
consistently were o
ranked higher on the Table VI.A-8
Military Precedence
List (MPL). Unlike most universities who compute class
standing on GPA alone, the Academy uses a formula combining
GPA (75 percent) and MPL (25 percent). Since the MPL for
women is consistently lower, this systematically acts to
lower female class standing.

Coast Guard Academy applicants are screened for physical
fitness, and participation in high school sports is
considered an asset. Interviews with Academy graduates
indicated that women who participated in sports benefited
from their involvement. There has been evidence at the
other academies and in other areas of the Coast Guarad
(especially during recruit training) that women who are not
physically fit do not thrive. In the Naval Academy Study,
it was noted that almost 50 percent of the women who never
participated in an Academy varsity sport dropped out.

(W\ VI- 6
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VI.A.1.b. (cont'd) On the other hand, women athletes at the

Naval Academy had a relatively low attrition rate. Athletic
ability is respected by the men, provides a source of self
confidence for the women and, in most cases, provides
important teamwork experience. It also provides the women
with a strong support system which may include males as well
as females.

c. Acceptance. During Coast Guard Academy interviews,
male cadets stated openly that a large proportion of the men
did not want women in the Coast Guard in general, and at the
Academy in particular. Male cadets stated this frankly,
apparently oblivious to the impact this would have had if
the same statements had been made about ethnic or religious
groups. Although some men were supportive of women, other
men stated that to make it through, women have to be "half
men." They felt women had to submerge their identity as
women and that some of the upper class female role models
exacerbated this.

The women interviewed were very articulate about how they
felt. They were aware .ihuc many of the men did not want
them there. Some said that they felt the men saw them as
"female mutant cadets," a sort of "third sex" as opposed to
the "real girls" brought in for Academy dances. They saw
the men in some year groups as worse than others, joking
that "they must have tried some experimental drug on that
class." They also mentioned openly-sexist comments by some
members of the faculty and staff. They noted how the sexist
imprints of some classes were allowed to persist, especially
in the last all-male class of 1979. In the opinion of many
women who have been there, the Academy is a bastion of male
chauvinism fueled by an o0ld boy network reaching far beyond
the Academy itself.

This kind of atmosphere is conducive to sexual harassment.
Indeed, women cadets and alumnae reported having some severe
problems with sexual harassment while at the Coast Guard
Academy. They felt that there seemed to be little they
could do to protect themselves. They felt that they were
fair game, and if they tried to report sexual harassment,
they would be labeled a troublemaker or accused of causing
it. 1In addition, they would be blamed for breaking the
informal bond of class cohesion against all outsiders. They
cited examples of men being kicked out of the Academy and
women being blamed for "ruining their careers," of both
harasser and victim being dismissed, and of victims leaving
because they felt the incident had tarnished their careers.

VIi- 7



(@@\

VI.A.l.c. (cont'd) 1In an atmosphere where men feel "you don't

belong here," there is bred the hostility which leads to
sexual harassment and the institutional victim focus which
stifles reporting. The situation at the Coast Guard Academy
is probably exacerbated by its stressful environment.
Extensive sociological research reveals that in high-duress
situations, groups who cannot release their frustrations
elsewhere release it on weaker members of the group. This
"scapegoating" falls upon members of the group who are
"different" from the majority. The fact that women are very
different, coupled with a general lack of acceptance, may
well put them in the position to serve as "lightning rods"
for some of the tension, anger, and free-floating anxiety of
the men. This is similar to the regular Coast Guard
experience where extra work creates pressure and stress (see
Section V.B.2)

Although Cadets are subject to the UCMJ, most conduct
infractions are almost always dealt with in administrative
proceedings such as demerits, Executive Board action, etc.
(The approximate parallel to this in the Coast Guard is
Article 15 or non-judicial punisument proceedings). In
addition, the Academy desires to protect the privacy of
individuals involved in sexual harassment incidents, as it
does in any other case which might harm a Cadet's
reputation. Therefore, although Academy officials may begin
investigating an alleged felony (assault, theft, rape) using
UCMJ procedures, the investigation may reveal that the
incident does not .meet the UCMJ definitions for the alleged
felony. 1In civil law, this situation might be described as
one in which the "grand jury failed to indict." In this
case, the Academy would continue the investigation and
resolve the incident under administrative procedures.

Unfortunately, these two processes, administrative
proceedings in most Cadet infraction cases, and the desire
to protect individual privacy, have led female Cadets (past
and present) to be seriously concerned about the resolution
of sexual harassment cases. They believe that the handling
of sexual harassment cases at the Academy shows that "men
are getting away with it" while women are deprived of
"lessons learned" which they could use to protect themselves
or avoid future incidents. Further, they believe that
Academy officials have defined rape very narrowly and have
decided to treat alleged rape cases as "misconduct" instead
of as a potential felony. Their perception is that, all too
frequently, the perceived victim is also found guilty of
"misconduct," and this has unsettling consequences for the
women. Because of these perceptions, there is a real need
for Cadets to know how the "system" works and what its
outcomes are.
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VI.A.l.d. (cont'd) Table

VI.A-9 shows the five-
year-point (end of
obligated service)
attrition for Coast Guard
Academy graduates.
Although these rates
appear to be high,
according to Bureau of
Labor Statistics data
more than 8 percent of
the college-educated
labor force over 25 years
of age changes
occupations annually.
Moreover, the fiqures for
Coast Guard are equal to
or less than the combined
rates for males and

females from the other . Table VI.A-9
service academies for the

graduating classes 1980 and 1981 (25 percent for male
officers and 28 percent for females). Direct comparison was
not possible because raw data from the other academies were
not available. However, it appears that if Coast Guard
people do make it through the Academy, they are more likely
to stay in the Coast Guard.

2. Officer cCandidate School. The other major source of
Coast Guard officers is Officer Candidate school (0CS). 0CS
is a 17-week school primarily for reserve commission
candidates who have obtained their baccalaureate degrees
from civilian colleges and universities. Coast Guard
enlisted members (E-5 and above) with over four year's
active duty and at least two years of college may also
become officers through the 0OCS temporary commissioning
program.

a. Admissions. Since 1973, more than 220 women have
enrolled in OCS (figures through December 1989). Nearly 8
percent of all candidates have been women. Applicants for
reserve commissions compete separately from those for

temporary commissions, although the criteria for acceptance
are similar.
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Vi.2.a. (cont'd) Reservist applicants are evaluated on their

score on the standardized Officer Aptitude Rating test
(OAR), their college GPA, recommendations, and their OCS
interview. Temporary commission applicants are evaluataed on
their enlisted evaluations, number of credit hours of
college they have earned, their OAR score, recommendations,
and the 0OCS interview.

The OAR may be a barrier to increasing the number of women
in the officer ranks. This standardized exam consists of
two parts, the Academic Qualification Test (AQT) and the
Mechanical Comprehension Test (MCT). Candidates for flight
training may also take tests which specifically measure
their aptitude for this occupation. Each subtest is scored
separately, and the combined OAR score is derived from the
scores on the AQT and MCT. The cutoff score for Coast Guard
officers is 36.0, and selection for OCS usually considers
the OAR score as a discriminator. According to DoD files,
the mean OAR score for white males is 43.5. The average for
Black males is 30.2. The average for white females is 36.2.
The average for Black females is 25.8. Data for scores on
the subtests was not available. During interviews, women
frequently stated that they found it very difficult to pass
the Mechanical Comprehension Test -- some had taken it
numerous times. The average OAR scores strongly suggest
that the tests are biased, and the result is that fewer
otherwise~qualified females are eligible for selection to
0CS. Moreover, there has been no correlation of scores on
these tests and qualification for -- or success as -- Coast
Guard officers.

b. Performance. The Officer Candidate School does not
compile statistics on the academic performance of officer
candidates. However, disenrollment statistics for the years
1985 through 1989, indicate that 5.8 percent of the women
and 1.6 percent of the men enrolled left due to academic
difficulty (3 women and 8 men). The differences in
percentages may be insignificant due to the small numbers of
women involved. Academic failure ocdcurs when an individual
scores below 70 percent in any of the four departments. The

women who complete the course generally perform as well as
the men in academics.
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VI.2.b. (cont'd) The OCS program rotates officer candidates

among leadership positions every two weeks. Officer
candidates who fill these positions are assigned by the OCS
staff, except that the final assignments are chosen by .
classmates. With the extreme subjectivity of these
selections, the staff ensures that women are assigned at the
same rate as their male counterparts into the prestigious
positions. The OCS staff officers write an evaluation of
performance in leadership positions and have not detected
any difference between the performance of women and men.
Women have, during the past several years, been chosen by
their classmates to serve in high positions, although less
frequently and at relatively lower levels than men. During
the past five years, no woman was selected as the Honor
Company Commander by her class-mates, and only one received
the coveted Rea Award for the best overall officer candidate
in academics and leadership. During the entire 1l6-year
period that women have been admitted to OCS, only two have
received the Rea Award and two have received the
commandant's Award for Outstanding Leadership, which does
not include academic performance.

c. Acceptance. Women are reported by the OCS staff and
graduates to be generally well accepted at OCS. Probably
the best objective indicators of this are their peer
evaluations. Twice during each OCS course, officer
candidates rank order the 28 to 31 members of their platoon.
They also write full evaluations on the top and bottom five.
Most women rank in the middle group. One officer observed
that this may place them in a "safe" area where they are not
threatening and in a position where they are neither
patronized nor criticized. However, staff officers who
review the evaluations and counsel the officer candidates
concerning their performance state that they have not
noticed sex-related bias or stereotyping by either officer
candidates or the staff. This perception appears to be
shared by the women who graduated from OCS, because no
complaints to the contrary were received.

There are several possible reasons for the apparent
acceptance of women at OCS. First, the mean age of officer
candidates is 27. They are much more mature, and may have
life experience with women including attending a co-
educational college, working with or for women, and being
married to wives who have raised their awareness levels.

Second, there are very few women in any given officer
candidate class (normally 4 to 6). Some studies, as well as
OCS staff experience, indicates that this makes stereotyping
less likely because each candidate is known and evaluated as
an individual.
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VI.A.2.c. (cont'd) The third reason for women's acceptance is

that the 0CS staff works very closely with officer
candidates and are very intolerant of prejudice against any
group. For example, they do not permit jokes, inapprorcriate
behavior, or any other manifestation of bias. The OCS
Leadership Course includes several classes on expectations,
values, and fraternization, as well as an eight-hour civil
rights course. The school stresses that the role of officer
candidates will be to uphold the Commandant's Equal
Opportunity Policy when they graduate. The staff, from the
School Chief down, serves as role models and acts quickly to
halt any inappropriate behavior.

d. Attrition. Since 1978, approximately 8 percent of
the male and approximately 12 percent of female reserve
commission candidates have voluntarily disenrolled from OCS.
The reasons given are similar and include (1n descending
order of frequency): no desire for a career in the Coast
Guard, marital/family separation, inability to adapt to
m111tary life, and mlscellaneous (financial trouble, lack of
desired jobs). Specific reasons given by women include:
did not meet personal goals, marrlage/relatlonshlp does not
support military career, service life too rigid, and
inability to adapt to military life.

It should be noted that the men gave family reasons as
frequently as the women -- most stated that they couldn't
handle the separation from their families while at OCS and,
therefore, did not anticipate being able to handle
geographic separations in the future.

The last woman to voluntarily disenroll did so in 1987.
Study group researchers concluded that OCS is working hard
to retain women. They also concluded that most women who

earn acceptance to 0CS are committed to completing the
program.

The OCS temporary commissioning program has been similarly
successful. There have been 415 males since 1978 and 11
females since 1983 in this program. During that period,
only 5.8 percent of the men have disenrolled. None of the
women have disenrolled for any reason.
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VI.B.

ENLISTED TRAINING.
1. Coast Guard Basic HIGH QUALITY RECRUIT ACCESSIONS
Training. A recent AFQT CATEGORIES I - IlIA
RAND Corporation study DoD SERVICES
demonstrated how the Petcent of All Raorults
quality of DoD ' 100 - }
accessions has ,,a_~*__3:;;:zﬁf§§§§5§352553535
increased steadily 00 [ty
since 1977 (see Figure - ,//r

VI-4). However, in ”,,—\\\\\J//
interviews, as well as w

in the BAH Study, unit
commanding officers and P— P
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concern about recruits' —— ARMY ——NA/Y % MARINES -9 AIR FORCE

training and the
quality of Coast Guard
recruits.

SOURCE DASD {Foroes Mgmt & Pera)
Fig. VI-4

a. Admissions. Women currently comprise about 15
percent of Coast Guard's annual enlistment. As described in
Chapter V, approximately 23 percent of the women recruited
into the Coast Guard in 1989 hold a General Educational
Development (GED) certificate instead of a high school
diploma. This is much higher than the percent of men with
this certificate. The DoD Services' experience with GED
holders led them to restrict the number recruited
(generally, no women GED holders were accepted, but some men
with needed skills or aptitudes were). In the face of a
force reduction, they have decided to stop recruiting them
at all. High school graduation is the single best predictor
of successful completion of an enlistment. As a whole, high
school graduates perform better, adapt better, and attrite
at a lower rate. The fact that the Coast Guard has not
restricted recruiting of GED holders may explain not only
the negative comments about recruits in general, but the
higher attrition rate for women as well.

b. Performance. The women's discharge rate for
orthopedic problems is very much higher than men's. The
President's Council on Physical Fitness data indicates that,
although increases in national physical fitness have
occurred in the last few years, many young Americans are not

physically active enough to prepare them for the rigors of
recruit training.
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VI.B.1.b. (cont'd) Young women, as a result of personal

conditioning, cultural conditioning, and the nature of the
physical fitness tests themselves, consistently perform less
well on a variety of commonly-used physical fitness
indicators than do young men. The problem is exacerbated by
existing Coast Guard weight standards which allow young
women to enter the Coast Guard weighing more than the other
Services allow or life insurance standards (men's standards
are the same as life insurance standards). This sets then
up for injury and for failure.

During the interviews, frequent derogatory comments were
made about "fat" Coast Guard women. Although it was not
immediately obvious to interviewers that the Coast Guard
women looked much heavier than did the Coast Guard men, some
survey respondents noted this as well. When they were asked
to describe junior and senior officer and enlisted Coast
Guard men and women (choosing from a list of thirty
adjectives) 5 percent of men characterized Coast Guard women
as "“fat.”

The U.S. Army Institute of Environmental Medicine noted a
relationship between greater body fat and lower endurance
capacity. They noted that the women who dropped out of
recruit training also reported
lower levels of previous physical
activity. Since recent studies
indicate that most people begin to
gain weight in their early twenties
and have a great deal of difficulty
losing it thereafter, assisting
female recruits to get into and
stay in shape may not only help
women succeed during recruit
training, but save them from
disparaging remarks as well.
According to a National Institutes
of Health Conference Statement,
overweight people as young as 15
run increased risk of physical
problems. Table VI.B-1 shows the
relationship between obesity and
mortality.

Table VI.B-1
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VI.B.1.b. (cont'd) Another proﬁinent reason for female attrition

from recruit training is orthopedic problems. These
injuries may be related to weight as well, but athletic
footwear may also play a role. The Coast Guard no longer
issues the old "boat shoes" to recruits, but the athletic
shoes issued are designed for running rather than lateral
movements. Since they give no lateral support (and are
reported to "break down" after a few weeks), it might well
be that better shoes might reduce the injury rate for both
men and women.

c. Acceptance. It was somewhat difficult for
interviewers to sort out basic boot camp apprehension and
unhappiness from gender-specific issues. However, several
women commented on gender-debasing activities enforced as a
part of training or discipline. The military has a long
history of coarse, sometimes sexually-orientated language
associated with training and discipline. It has not been
uncommon to disparage male recruits by calling them women or
referring to them in female terms. Continuing to use
sexually-oriented or female-disparaging speech or physical
activities.in an integrated training situation is at best
inappropriate and at worse divisive and offensive. No good
purpose can be served by making women the negative standard
in a time when the Coast Guard is attempting to integrate
females into the team.
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VI.B.2. "a" and “C" Schools.

(“” a. Admission. The basic entry level job skill

\ training for enlisted members in the Coast Guard is provided
at "A" School classes conducted at Coast Guard training
commands. In many cases, it is augmented by immediate
enrollment in a "C" School (advanced). Nearly 80 percent of
Coast Guard survey respondents agreed or agreed strongly
that "women are as 'likely as men to get the training they
need to advance in the Coast Guard" (see Table VI.B-3).

In interviews conducted during the BAH Study, however,
participants observed that funds and personnel for both
formal and informal training have been reduced significantly
in recent years. They see these reductions as causing
difficulties in obtaining school quotas, long waiting
periods, discontinued courses, transfer of funding
responsibility for some courses to the districts and
operating units, inadequate numbers of instructors, and lack
of billet or manning allowances to cover personnel away from
their unit on
TAD for
training.
Furthermore,
they perceive
these cuts to
reflect

- decreased

g@“x emphasis on the

‘ part of Coast
Guard
leadership in
high-quality
training. They
observed
repeatedly that
there were not
enough
resources to
accomplish all
the training that should be done. Almost all unit
representatives expressed a great deal of concern about the
dependence upon on-the-job training for needed training.
This adds to the workload of the unit. In addition, job
requirements are increasing in complexity and it takes
longer to qualify untrained personnel. Commanding officers
also expressed concerns about lack of sufficient new
technical ratings to meet the increasingly complex demands

of new missions, new operating equipment, and new computers
systems.
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VI.B.2.a. (cont'd) Coast Guard ﬁembers, both men and women, also

expressed concerns about training. They want the right kind
of training provided without long delays and in sufficient
amounts to allow them to be advanced or promoted. Thic is
especially important to members assigned to units where on-
the-job training is not available. Respondents also stated
that they had serious concerns about the efficiency and
effectiveness of the management systems used to administer
the Coast Guard training programs. They expressed concern
that the qualifications of members are not kept up to date,
and are of limited use in making training and assignment
decisions.

The guaranteed-school program is used as a means of filling
schools quotas where critical shortages are developing.
Until recently, only the Subsistence Specialist (SS) school
was guaranteed. Now, several other ratings have been added
to the list and it might be used as an incentive to shift
women into critical "non-traditional® ratings. Women have
traditionally attended "A" and "C" Schools in traditionally-
female ratings. Their lower ASVAB scores preclude some
women from going into some non-trudicional ratings.
Individual knowledge and preference, coupled with a people-
processing system which at each decision point appears to
incline women toward "women's areas," probably plays a
greater part, however, in channeling women to traditional
ratings.

b. Performance. Women appear to be doing quite well
in these schools. On data-capture letters sent to each of
the Coast Guard's major "A" and "C" School Training
commands, commanding officers indicated that:

(1) Success rates for men and women are
essentially equal,

(2) Women are disenrolled substantially less
often for academic reasons,

(3) Women are disenrolled at their own request
substantially less frequently than men, and

(4) The female disenrollment rate was equal to or
less than that for men in nearly all disenrollment
categories.

In general, women had equal success in achieving
performance-based training goals.
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VI.B.2. c. Acceptance. Nine of the more than two dozen "A"

schools have a disenrollment rate of 10 percent or greater
(which is considered "high"). The low attrition rate for
Coast Guard women enrolled in Coast Guard "A" and “C"
schools is impressive, however. With the exception of
Subsistence Specialist School and Emergency Medical
Technician School, attrition rates of men and women are
within 5 percentage points. 1In addition, there are areas
where women routinely outperform men. According to the
Radioman School records, "The majority of academic
disenrollments are directly related to the ability of the
students to copy Morse Code ... Females had less difficulty
achieving this psycho-motor skill (than males)." (Remember
that women's score on the coding skills section of the ASVAB
are normally higher than the men's.) The number of women
attending "A" schools is small and not all schools keep
gender-specific data. For the most part, however, school
chiefs at the various schools and the commanding officers of
the training commands have a very positive attitude toward
training enlisted female members and believe women function
as well as men in "A" and "C" school training.

RECOMMENDATIONS.

1. Coast Guard Acadeny.

a. The Coast Guard should make a deliberate effort to
provide male role models for cadets who show the proper way
to integrate and accept females into the Coast Guard and who
are aggressive in extinguishing sexism. The faculty, staff,
and administration should be held accountable for behavior
which supports or engenders these attitudes.

b. The Coast Guard should provide more female role
models in positions of leadership at the Academy, including
instructors, administrators, company officers, etc.

c. The Coast Guard should set a goal that Academy
administrative and staff personnel should be at least 10
percent female by the year 2000.

q. The Academy should examine the computation of class
standing and the peer review systems to ensure they are not
biased against females.
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VI.C.1. (cont'd)

e. The Coast Guard should conduct a study to
determine, in depth, the reasons for women's high attrition
rates and to determine methods to eliminate sexual
harassment at the Academy.

f. In the interim, the Academy should take immediate
steps to reduce the incidence of sexual harassment in the
Cadet corps including awareness training and counseling
sessions for all population groups and a restatement that
sexual harassment behavior will not be tolerated.

g. Carry out the recommendations of the Sexual
Harassment Section of Chapter VIII as they apply to the
Academy, including "sanitizing" sexual harassment incidents
for use as "lessons learned" in preventing further
occurrences. '

2. Officer Candidate School.
a. Examine the computation of class standing and the

peer review systems to ensure they are not biased against
females.

3. Recruit Training.
a. Require constant female representation in the

recruit training environment (at least one female company
commander at all times). ’

b. Prepare a new film for recruit training showing
women as well as men in various roles and positions of
leadership.

4., MA"™ and "C" Schools.

a. "A" and "C" Schools must keep sex-specific data
concerning enrollments, completions, and achievements.
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VI.C.

(cont'd)
5. General.

a. Recommendations concerning weight standards are
presented in Chapter VIII (Section E).

b. Request that the Officer Aptitude Rating
examination be evaluated to determine if it is biased in
favor of white males. If so, determine if another
examination would be more suitable for Coast Guard use.
Alternatively, use combinations of scores from the Academic
Qualifications Test and Mechanical Comprehension Test to
screen applicants (i.e., a high AQT score would offset a low
MCT score) rather than the raw OAR score.

c. When evaluating applicants for Coast Guard officer
programs, use the OAR only as an initial pass/fail screening
(i.e., must have a score of 36 to be qualified). Do not use
it as a rank-ordering mechanism.

d. Develop a remediation program to prepare women to
score better on the OAR. This test is a major hurdle to
women now in the Service who desire to become officers under
the temporary commission program.
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VII. PROMOTION AND ADVANCEMENT.

A. OVERVIEW. In 1974, women were integrated into the regular
Coast Guard and their separate status was removed. Starting with
the OCS class of 1973 and the Academy class of 1980, women were
granted career opportunities nearly identical to those of men and
began to compete directly with men for promotlon. In 1978, duty
afloat was opened to them, removing the last major dlfference
between men's and women's career opportunities. Under this
system, 5 women have progressed to the rank of commander, 13 to
chief Warrant Officer, and 1 to Senior Chief Petty Officer (E-8).
Since promotlon and advancement are the keys to staylng and
succeeding in the Coast Guard, an analysis of women's promotlon
and advancement within the COast Guard will provide an important
insight into how well
women are doing in the
Coast Guard today. Four
progress indicators will SR

be used: peer SER PERCEPTIONS OF QUALITY
evaluation, self R COAST GUARD PERSONNEL
evaluation, perceptions R SN

of equal opportunity, and
the promotion/advancement
process. (In Coast Guard
terminology, once
appointed, officers are
promoted in rank and
enlisted personnel are
advanced in pay grade.)

B. PEER EVALUATIONS. i
Coast Guard personnel ' SOURCE: © Wemen in-the G
were asked a series of R
questions, both in
interviews and on the
Coast Guard survey, to
determine how they felt
about the competency and
capacity of women in the
Coast Guard.

Two-thirds of the
respondents felt that the
"quality of Coast Guard
women" was either
excellent or good (See
Table VII-1), and nearly
60 percent stated that
both men and women are
expected to do the same
amount of work. Table VII-1
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VII.B. (cont'd) Respondents felt that, for the most part, women
had earned their positions, although some had received some
preferential treatment. (See Table VII-2) Few stated that most
women are promoted or advanced just because they are women. .

C. SELF REPORTING. When
asked how they felt about
themselves or opportunities
for women in the Coast Guard,
women were generally positive.
Nearly 50 percent agreed or
agreed strongly that
opportunities in the Coast
Guard for women were "Great."
Men generally saw opportunity
for women as better than women
did. (See Table VII-3)

Junior enlisted and officers
were generally somewhat less
optimistic than senior .
officers and enlisted. Nearly
40 percent of the women stated
that they planned to stay in
the Coast Guard for twenty
years or more.

D. EQUAL OPPORTUNITY.

, Several survey questions

( provided indications of the "

degree of perceived equal Table VII-2
opportunity for women in the
Coast Guard. Respondents were asked if they believed that women
had to work harder to get promoted/advanced than men do; if they
felt they received recognition
for their work and specific
efforts; and if they had
received at least one
evaluation which seemed to be
inappropriately low (a
possible indicator of
discrimination). During
interviews, they were asked
"do you feel men and women are
being held to the same
standards?" and "do you
believe you have been
discriminated against?"

Table VII-3
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VII.D. (cont'd) As indicated in Table VII-4, half the men felt
. tht they had to work harder than women for promotion/advancement,

f“' whereas nearly two-thirds of the women and more than half of the
men felt that both men and
women work equally hard.
Equal percentages of males and
females felt appropriately
recognized for their work.
(See Table VII-5)

There was some concern that
women might be penalized at
some point during their career
by having to work for someone
who simply does not believe
that women belong in the Coast
Guard or does not like having
them there. If this were
true, a woman might well have
a history of good performance -
‘suddenly marred by an
uncharacteristically-low
performance evaluation.
Slightly more than 50 percent
of women reported having had
this experience. However, :
nearly the same percentage of Table VII-4
; men reported having the same

( experience! The problem appears,
therefore, to be one of superior/
subordinate compatibility rather
than male/female discrimination.

fable'ﬁfiiéh
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VII.D. (cont'd)
Equal opportunity
only translates into
achievement in
advancement and
promotion when women
or men work hard and
do a good job.

There were several
indications that the
women were working-
hard and doing a
good job. As shown
in Table VII-6,
about 80 percent of
Coast Guard people
believe that women
are promoted on
their merits. Only
about seven percent of the men and about two percent of the women
believe that most women are promoted/advanced just because they

" 'Disagree
“Disngree Strong

Table VII-6

' are women.

Most Coast Guard survey respondents stated they believed men and
women are expected to perform equally. But, about a third of the
women felt that women are expected to do more. Frequently,
during interviews of women, the comment was made that "women have
to work twice as hard as men." (See Table VII-7) Nearly three-
fourths of the men rejected the idea that women have to work
harder.

Both Coast Guard
women and Coast
Guard men are
committed and hard
working. As
indicated in Table
VII-8, about 28
percent of the women
and about 32 percent
of the men agreed or
agree strongly that
their main
satisfaction in life
comes from their
work. Approximately
three-fourths of -
both the men and the Table VII-7
women agree strongly

or agree that they put extra effort into their work.
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VII.D. (cont'd)

The indications are
that the female
Coast Guard labor
force is as
committed and hard
working as the male
labor force. 1In
order for this to
translate into
promotability,
however, they must
also be able to take
advantage of
opportunities to
advance their
careers.

As indicated in
Table VII-9, it is

“commonly accepted

throughcut the Coast
Guard that afloat
duty is important
and assists not only
in career
development but also
promotion/advance-
ment. For this
reason, several
questions were asked
about availability
for sea duty.

Statement: Af(pat tours are impor;ant_to

Table VII-9
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VII.D. (cont'd)
Fifty percent of the
men agreed or agreed
strongly with the
importance of duty
afloat. Women were
less likely to see
this as important.
This may reflect not
only the reality of
their opportunity
for assignment, but
also the fact that
the traditionally-
female ratings are
less likely to
require afloat tours
for career
progression. On the
other hand, one of the major complaints Coast Guard women have
had, in general, is lack of afloat opportunities. Some
assignment personnel have countered that, with womern concentrated
in the traditional ratings, there have not been enough women
available for afloat duty, and many women who express concern
about lack of afloat opportunities really mean to add “when and
where I want to go."

Table VII-10

Tables VII-10,
VII-1ll1l, and VII-12
provide an indi-
cation of women's
commitment to duty
afloat. As indi-
cated, women are
somewhat less likely
than men to agree or
agree strongly that
if they were not
already afloat and
their detailers
offered them an
afloat tour in 90
days, they would
take it. The
difference may be Table VII-11
partially explained

by the fact that

somé women are constrained by family concerns. Thirty percent of
the women, as compared to about 25 percent of the men, stated
that they would not be able to take this duty because of family
concerns (that is, they may have been deterred by the "90 days"
rather than lack of interest in the afloat opportunity).
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VII.D. (cont'd)

Some evidence of
this comes from the
fact that women were
more likely than men
to state that they
would take duty in
any vessel offered.

During the in-person
interviews, Coast .
Guard women and men
were also asked a © Disagree 348X
variety of questions : ' pissgree Strongly 15.9%
which dealt with R ‘
their perceptions of
career opportunity A

in the Coast Guard. Table VII-12.
In general, when

asked "what do you ‘
think of opportunities in the Coast Guard for women?" both Coast
Guard men and women said ‘great." This initial respuwise appears
to be in reaction to the Coast Guard's policy that every job is
open to every person. When interviewed further, however,
specific concerns emerged. The primary focal point for concern
was the perceived lack of afloat opportunities for women. “A-76"
was seen as taking some flexibility out of Coast Guard manning
and having a potential negative impact on females. The combat
exclusionary law under which the Navy functions was seen as
casting a shadow over career opportunity for Coast Guard women in
areas such as law enforcement. Here the Coast Guard works
closely with the Navy and women are generally excluded from the
law enforcement detachments (LEDETs) serving aboard Navy ships.
Women also expressed concern that they had a greater opportunity
for failure since "they look at women harder." In addition, even
though such things as enlisted advancement examinations are "sex
neutral," some women stated that they felt the men thought of
them as "gimme" sailors who were "taking his spot" on the
advancement ladder.

When asked "do you feel men and women are being held to the same
standards?" both men and women gave responses which indicated
that women are seldom treated the same as men. Either more is
expected, "we have to do twice as well" or less, “"the women are
all pregnant and we have to do all their work." Women frequently
stated that men still complained about women's "lack of physical
strength." They also observed that it was routinely assumed that
"the male way (of doing things) is the right way."

VII- 7



VII.D. (cont'd) Women admitted that some women do not pull their
weight, but added that neither do some men. In the case of the
women, however, the perception is that "males stereotype, and one
bad apple can ruin it for all of us." That is, if a woman does
well, she gets the credit as an individual. If a woman does
poorly, it is taken as a black mark against all of the women.

For this reason, some of the women noted that some of the
pressure the women are under is self-inflicted and that women are
very hard on each other. On the other hand, some of the problems
the men perceived were, admittedly, caused by men who did not
know rules and regulations as they pertained to women, who let
women get away with things they would not let men get away with,
or who made job assignments based upon gender.

Women commented that discrimination is sometimes inadvertent and
invisible. On the other hand, the fact that many men still feel
comfortable openly expressing feelings that women don't belong,
or laugh when women's issues come up provides evidence that overt
discrimination is still a problenm.

Being able to succeed in the Coast Guard involves many other
factors in addition to those already discussed. For this reason,
both Coast Guard men and women were asked "What do you feel it
takes to get ahead in the Coast Guard?" One of the interesting
findings was the number of times both women and men said
"politics." This was supported by the fact that, when
respondents were asked to choose adjectives to describe junior
and senior officers, one of the descriptors frequently chosen was
"political." Women were more likely than men to say that it was
important for females to "be tough," "patient," and have
"perseverance." Men were more likely to say "performance,"
"personal pride," and such things as "someone dying so there's a
slot". Both sexes listed such things as teamwork, good attitude,
being at the right place at the right time, prayer, and luck.
Some women also added "making opportunities for yourself and
taking opportunities," and "knowing your resources and how to get
things done." Both groups felt that "you get out of something
what you put in to it." "sStudy and goal setting" and doing one's
best were said to be important, as well as the ability to work
with others. Some women also felt that "having the right

plumbing” (i.e., being male), and "the old boy's network" played
a role.
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VII.D. (cont'd) When asked if there was anything standing in
their way toward advancement or promotion, women answered such
things as "small minds," "A-76," and "the combat exclusion." Men
were more likely to say things such as "affirmative action aud
quotas,"™ "the Coast Guard's new roles and missions," and
"collateral duties.” Women also frequently mentioned "the
dinosaurs," referring to men who still refuse to accept women.
When asked about their support system and if there was anything
that helped them to get ahead or survive in the Coast Guard both
men and women listed friends and shipmates, "the person just
above you," family, and networks of friends. Chiefs and senior
enlisted were frequently mentioned as well. Some of the women
stated, "DACOWITS."

When describing traits necessary to be successful in the Coast
Guard, women were more likely to rate personal characteristics,
especially ones having to do with strength, ability to "take it,"
or tenacity. Men were more likely to list general traits
typically associated with getting ahead such as hard work and
self discipline. The important indication here is that men
appeared to be free to concentrate on the job while the women had
two jobs tc do, the task at hand and "stiecking it out or
surviving."

As indicated in Tables
VII-13 and VII-14, the
United States Armed
Forces are doing better
then some elements of
society in providing top
level opportunity for
women and recognizing the
status of those who reach
the top positions.
However, the percentages
of women in top
management in the
military are still quite
small, and there are no
Coast Guard women in
these ranks.

Table VII-13
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VII.D. (cont'd)

@W“‘

¥ Have had the inpression ‘tha
i much 8s 1f they uere male

;' Have felt that they hed been
- they were female. e

Have felt sexually I\arassed

 SOURCE: Government Executwe .(.NOV 1989)

Table VII-15 shows the "opportunity of selection™ for Coast
Guard officers as compared to
officers in the other
services. The promotion rates
for Coast Guard female
officers compare favorably
with that of the other
Services, but small percentage
differentials in promotion
rates at each level act to
provide an increasingly small
pool of eligibles from which
to promote.

Table VII-15
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VII.E. (cont'd)

olesk
 Lieutenant’
considered .
. Selected

Lieutenant .
. -Considered i
. Selected - ;- iin
-Lieut. Commander
- Considered ‘
Selected | =
Commander -~~~ .
“Considered " - - 77
Selected ' 49.2%

‘Selected .- ::;f'.vv' 761%

“Lieut. Commander’ "¢
‘Considered 233
‘ Selected. °. . 56.2%

. Commander < -
_Considered -
.~ Selected -~

Table VII-16

The analysis of the numeric marks showed that women generally did
better than their male counterparts as junior officers and
competed equitably with males at the Lieutenant level. At this
point the trend changed and "... female officers above Lieutenant
received equal overall scores to their male counterparts, [but])
they got smaller proportions of certain crucial high scores than
would be expected." There was an unusual tendency for women's
OER scores to decline with increasing numbers of OER's at ranks
above the rank of Lieutenant. There was also some evidence that
Lieutenant Commanders and Commanders did not share

proportionately in the higher scores in the areas of "Personal
Qualities" and "Performance of Duty."
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VII.E. (cont'd) There was strong evidence that these same women
did not get an equal share of the high "Comparison Scale" scores,
in which the officer is compared with all others in the
evaluator's experience. While these results are not conclucive,
the implications are quite serious for successful women junior
officers as they begin moving into the senior ranks.

There are many possible reasons for the downward trend in women's
scores. As women progress in the Service, they are also, in most
cases, taking on increased family responsibilities which may
leave them with less time and energy to devote to their careers.
On the other hand, women in civilian jobs have discovered the
presence of a "glass ceiling," or invisible barrier, which keeps
them out of higher-level positions.

It may be that performance evaluations for women are more
stringent because of higher standards imposed and closer scrutiny
of their behavior. During discussions with female Academy
graduates and other women, they complained that there is no right
answer for women in many circumstances. For example "women who
go out with men are labeled sluts, women who go out with women
are labeled lesbians." They frequently complained about the ease
with which women were "labeled" and the role of gossip ~- some of
it virulent -- in the small, closely-knit Coast Guard community.
Some felt that there was no way a woman could protect herself
against sometimes-intentional character defamation or
assassination. In addition, our interview information, as well
as the sex roles literature, indicates that women traditionally
have been held to higher standards of conduct than are men.

Other reasons for differences between men's and women's OER's
have been identified in a variety of other studies. In a 1982
Coast Guard study of gender and racial differences in the
narrative content of Officer Performance Reports, 10 of 42
statistically significant differences between males and females
were identified. Differences large enough to have practical
impact were identified in the areas of "Accomplishments,™
"Reporting Officer Comments," and "Leadership and Potential."®
Specifically, female officers' fitness reports tended to have
fewer accomplishments cited overall, fewer operations-related
accomplishments cited, and fewer lines of text describing the
accomplishments. Women had fewer cases in which the Reporting
Officer (supervisor's supervisor) concurred with the supervisor
(resulting in the negation of a good report by the supervisor).
In the block used to describe the officer's leadership and

potential, women had a higher number of negative comments on
performance.

VII- 13



Cﬁﬁ\

VII.E. (cont'd) Researchers at the Naval Personnel Research and
Development Center conducted a series of studies of the narrative
sections of officer fitness reports and made a series of
conclusions which may provide insight into differences in thz way
women are evaluated which may will shed additional light on
difference in promotion potential of Coast Guard women.
Researchers concluded that:

o Men's evaluations were significantly longer and contained
more comments about their impact on the Service and
recommendations for future assignments.

o Different words were used to describe men's and women's
performance. Men were more often described as qualified,
logical, dynamic, mature, and aggressive. Women were more
often described as supporting equal opportunity, having a
good appearance in uniform, and being an asset to their
commands. ‘

0o Men officers were more often described as effective in
training others, improving their commands, possessing the
"Service image," being physically fit, and having supportive
spouses.

In the most recent study of Coast Guard officer evaluation
reports narratives, it was noted that:

o Overall, junior female officers tend to get higher scores
than their male counterparts. The two groups are basically
equal at the grade of Lieutenant. Above Lieutenant, the
male officers get higher scores than female officers.

o Male Ensigns get significantly-lower scores than females
in Interpersonal Relations, Communications, and Personal
Qualities. They start catching up in Personal Qualities
(initiative, judgement, responsibility, stamina) at the
Lieutenant (jg) grade.

o Female Lieutenants score higher in the block labeled
Representing the Coast Guard (military bearing,
professionalism, dealing with the public).

o At the Lieutenant Commander rank, males get higher scores
in Performance of Duties and Personal Qualities.

o At Lieutenant Commander and Commander, males get higher
scores than females on the Comparison Scale (compared to all
officers at this grade you have known, this officer is cse)e
The difference is statistically significant.
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VII.E. (cont'd)

o Proportionately fewer female officers than white male
officers received any promotion recommendation. The .
difference was statistically significant at the Lieutenant
grade level.

o Minority and white male officers received more specific
assignment recommendations.

o Overall, female officers had fewer specific duty
accomplishments listed.

o When describing Performance of Duties, females at the
Lieutenant Commander grade had fewer accomplishments listed
and fewer lines of text describing performance. Moreover,
they had more negative comments.

o In the Reporting Officer Conhcurrence block, the reporting
officer concurred with the female's supervisor fewer times.
Female officers had fewer accomplishments listed here, and
had more negative comments both at the Lieutenant and
Lieutenant Commander grades.

o Although female officers got higher numerical scores in

the Representing the Coast Guard block, their achievements

got fewer lines of text, and they had fewer accomplishments
cited and more negative comments than male officers.

It should also be noted that female officers were not assigned to
operational duty afloat prior to 1978, although they began
graduating from OCS in 1973. The result is that the more senior
female officers did not have the same operational background as
many of the male officers in the promotion zone.

In an attempt to minimize the effect of gender on the promotion
process, the Coast Guard has revised the precept provided to
promotion boards when they are convened. The precept now states:
"Equality of treatment and opportunity for all personnel without
regard to race, creed, color, sex, or national origin is the
official policy of the Coast Guard. Commitment to equal
opportunity is critical. Officers who are specifically assigned
to billets outside their primary occupational field in order to
benefit the service (e.g. recruiting, civil rights, etc.), may
end up having career patterns different from those who serve
primarily in their occupational specialty. Such assignments
positively benefit the Coast Guard and performance in them should
be given equal weight to the performance of officers serving in
occupational specialty career paths." Since this precept was
only adopted in 1989, impact remains to be seen.
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VII.E. (cont'd) As indicated above, performance is the key to
career advancement and promotability, but it has been widely
believed that getting ones' "ticket punched" by getting a certain
series of assignments is important. Currently, all Academy
graduates go to sea for their initial assignment. The Officer
Personnel Division has made a concerted effort to provide OCS
graduates, both male and female, opportunltles afloat (an average
of 15 percent per class received initial a551gnments afloat--
women were not assigned prior to 1978). If this cannot be done
on the initial tour, approximately 90 percent of OCS graduates
who desire to go to sea are assigned afloat after 18 to 24 months
at their initial units. A551gnments afloat to positions of
respon51b111ty (Commanding Officer, Executive Officer, Operations
Officer, Engineering Officer) are carefully screened. Women are
competitive for these assignments.

Of those junior officers requesting such assignments, the
percentage of women selected is about the same as the percentage
of men. There is no 51ngle career path to success as an officer.
While a perception exists that "operations is the only way to
go," many officers in narrow technical specialties have
successful careers. It is important for officers to plan their
careers, taking into consideration personal issues, assignment
preferences, and personal career history. Officers should seek
opportunities to broaden their career outside a single
occupational specialty at the Lieutenant Commander grade and
above, and seek opportunities which demonstrate increasing
management and leadership abilities. This guidance is equally
applicable to men and women.

There is no special schooling which is absolutely necessary for
promotion or a successful career in the Coast Guard. Post-
graduate school provides officers with advanced technical or
managerial skills, or prepares them with necessary training for
specific billets. While there are no statistics on women in the
post-graduate school selection process, detailers report that
women have been selected and have competed across the broad
spectrum of available graduate-level programs. Women are just
now becoming senior enough to be considered for senior service
schools. Many of the officers in the upper echelons and officers
seen as "on the fast track" have attended these schools. How
competitive women will be for these schools will remain an issue
for women in the years ahead.
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VII.F. CHIEF WARRANT OFFICERS. 'As they have galned time in
service and become competitive, women have been moving into the
warrant officer ranks. 1In September 1989, women comprised 0.7
percent of the approx1mate1y-1 400-person warrant officer coups.
They are found in the personnel, finance and supply,
communications, and electronics specialties. With the current
opportunltles of selection, women may be expected to continue to
do well in the warrant officer corps and the percentage of women
should continue to increase. There were no studies or additional
data available on how women fare in the Chief Warrant Officer
selection process or in their performance as Chief Warrant
officers at the time of this research. The indications are that
women may be doing somewhat better than men.

G. ENLISTED ADVANCEMENT. The Personnel Manual states that "the
objective of the enlisted advancement system is to provide for an
orderly progression of enlisted personnel in the ratlng
structure, to ensure the required degree of proficiency at the
various grade levels within each specialty, and to promote those
best qualified to fill vacancies which occur." Advancement or

-change in rating is generally accomplished through a servicewide

system of competition in all petty officer pay grades and is
based upon demonstrated proficiency in assigned duties,
performance on the job, the evaluation and recommendation of the
commanding officer, and performance on written examinations.

Servicewide examinations are administered by examining boards
located at various units where Coast Guard personnel are
stationed. There is a "pass/fail" section to the examination
which the candidate much pass in order to establish minimum
qualifications for advancement. Rank ordering is achieved by
scores on additional test items. The score on the entire
examination gives the enlisted member points which are combined
with time in service, time in rate, performance marks, awards,
and bonus points to compute the final multiple and establish a
precedence list for advancement. This objective point system
helps to ensure fair and impartial opportunity for advancement in
rate. It appears that success within the rating is totally
dependent on the individual. However, there are a number of
factors which shape opportunities within the rating (e.g.,
changes in service requirements in the Storekeeper rating),
reorganlzatlon, and contracting out of Coast Guard support
functions under Circular A-76. The impact of these factors
generally apply equally to men and women. However, since women
are heavily concentrated in certain ratings, any impact on
ratings such as Yeoman (YN) or Storekeeper (SK) has a
d1sproport1onately-negat1ve effect upon women. The Subsistence
Specialist (SS) rating, for example, which involves a
traditionally-female skill and contains a large proportion of
women, has been heavily affected by A-76.
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VII.G. (cont'd) In "A"™ Schools, -women do as well as men.
Subsequently, women are competitive for advancement and
assignments. Their evaluation marks are also competitive. A
review of the administrative ratings, which have the highest
percentage of women, shows that women have held their own and
progressed to senior enlisted grades as well as to warrant
officer. The pyramid for women in these ratings is similar to
that for men, except in the most senior grades. This may be
attributed to the relatively-short length of time women have been
in the service and the fact that some of the strongest performers
are drawn off into Officer Candidate School or the Warrant
Officer Program.

Enlisted women have also done well in the non-traditional
ratings. Women have made E-6 and E-7 with ten to twenty five
percent less time in service than is average for men. As they
have made grade, women are moving into positions of higher
responsibility. Women are now serving as enlisted Officers in
Charge, Executive Petty Officers, and Engineering Petty Officer.
Currently, however, there are .very few women at these levels, and
those found in these key assignments are the exception.

H. CONCLUSIONS. Women have made progress in the Coast Guard.
They can now be found in positions of responsibility throughout
the Service. Women are among the senior enlisted in both
traditional and non-traditional ratings, as Chief Warrant
Officers, and up to the grade of Commander in the commissioned
officer corps. However, there are indications of what appear to
be barriers to the continued progress of women. Issues are being
raised which the Coast Guard must address if it is to attract and
retain women and "grow" senior female leadership.

I. RECOMMENDATIONS.

1. Afloat Duty.

a. The Coast Guard has made good progress to date and
should continue to make sea duty available for women and
monitor afloat opportunities for enlisted women.

b. The Coast Guard should open more sea duty for women
and maximize the number of women at sea. The perception
that this is not being done should be addressed.
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VII.I. (cont'd)
(M"\ 2. Performance Evaluations.

a. Results of the Coast Guard officer evaluation study
should be disseminated to Coast Guard officers as soon as
possible.

b. At selection boards for officers 0-3 and above,
performance in assigned duties should be emphasized rather
than assignments, noting the differing assignment
opportunities available for males and females.

c. Everyone completing fitness reports or evaluations
should receive officer evaluation system/enlisted personnel
evaluation system training which includes information on
male/female differences noted in fitness report and
evaluation report studies. '
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VIII.A. (cont'd) Their marriages are important to them. More
than 65 percent
of respondents
agree or agree
strongly with
the statement
"my main
satisfaction
comes from my
family." Most
felt that it
was possible to
have a Coast
Guard career
and a family
and do a good
job with both
(see Table
VIII.A-2) This
requires
considerable
effort and
planning,

however, and R —
time together. Table VIII.A-1

Well over half of the married respondents to the Coast Guard
survey stated expected to be
collocated 90 percent of the
time or more (see Table
VIII.A-3). Nearly of the
women, and even more of the
men, expected to be collocated
"every tour."

Table VIII.A-2
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VIII.A. (cont'd) All members .
compete equally for billets
regardless of their marital
status or other personal
qualifications. Nevertheless,
the Coast Guard is doing well
in meeting collocation
expectations. Approximately
90 percent of the time, the
Service is able to station
military spouses within
commuting distance.

The collocation process works
as follows: needs of the
service come first; the best-
qualified individuals are
sought for each position; and
member preferences are
considered.

Table VIII.A-3

Members' previous assignments

are also taken into

consideration. Priority is given to: those returning from
isolated duty, those returning from overseas afloat tours, those
returning from overseas ashore tours, those transferring from
INCONUS afloat units, and finally those transferring from INCONUS
ashore duty.

The collocation process involves considerable effort on the part
of Coast Guard detailers. They work under these guidelines:

o Collocation of service couples is effected on a case-by-
case basis. Detailers deal directly with the couple and
other detailers to attempt to keep the members together.

© Although many junior members may not be aware of it, both
officer and enlisted couples have the opportunity to speak
to their detailers about their assignments.

o When possible, couples have the opportunity to decide
between more challenging career assignments without
collocation and collocation in less-career-enhancing
billets.

© In most reassignments, one member's career takes
predominance. The couple generally decides which, but when
it does not, detailers look at previous experience and

performance and attempt to place each where they are best
suited.
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VIII.A. (cont'd)

o Detailers attempt to ensure that assignments are made on
a "fully cqualified," needs-of-the-Service basis. Under this
system, it is possible that a technically-more-qualified
member may be preempted by a somewhat-less-qualified
“collo."

o It is more difficult to collocate couples who are more
senior or who are in more specialized ratings. Moreover,
some enlisted ratings or officer occupational specialties
are "incompatible" in that there are extremely few places
where both members can be assigned within their specialty.

o0 Unless they request it, both members are not assigned
afloat, even if collocated.

-~ 0 Couples are not placed in a junior/senior position within
one chain of command.

o Detailers work with sister Service detailers to collocate
joint Service couples. Detailers work together, but Coast
Guard detailers feel that the Coast Guard is more often
placed in the position of accommodating the other Services!'
transfer decisions.

During interviews, Coast Guard personnel indicated that they were
generally aware of the 'way the system works. However, the BAH
Study found that "most (military) members surveyed have serious
concerns about not having enough say in their assignment
decisions." Members appeared to be aware that it might be
necessary to be separated at some time during their careers.
Several stated that "That's why my husband got out." They were
also aware of some resentment. Some singles felt that "collos
get all the plum assignments." Some Service couples felt they
were treated by detailers "as though collo were a disease." Some
women felt that they were expected to place their career
secondary to their husband's careers, and some even expressed the
opinion that, "It is stupid to marry a Coastie."

Members need to be counseled about career planning and
collocation policies with both member and non-member spouses.
However, some observed that all these problems could be lessened
if the number of Coast Guard moves were minimized. The BAH Study
also found that "the majority of members are generally
dissatisfied by policies that force them to relocate frequently."

Some members married to other members recounted horror stories
they had heard; e.g., couples receiving word in the mail that one
of them was being transferred. But many stated that, working

with their detailers, they had been able to make the system work
well for them so far.
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VIII.A. (cont'd) The key to success appears to be member
involvement. Those expressing greatest satisfaction with the
collocation process were those who appeared to have put the
greatest effort into it. Successful couples worked to find
places where both could be assigned, set their priorities, and
worked with their detailers. They were realistic about the long-
term career potential of both members, and had reached an
understanding about whose career was to take precedence at what
time.

In light of needs of the Coast Guard and other necessary
considerations, the Coast Guard is making great efforts to
collocate Coast Guard personnel. Planned computerization of some
records and informing and encouraging members to become more
involved in the process may make this system work even better.
The process is difficult, however, and may be expected to become
more so as larger proportions of women enter the Coast Guard and
more non-military spouses pursue civilian careers.

Recommendations.

1. Section 4-A-11 of the Personnel Manual should be
rewritten to better explain the Coast Guard's philosophy on
collocation, as well as the obligations of both the service
and the service member. Members are responsible for setting
priorities and for taking an active part in locating billets
which best satisfy both career and collocation needs.
Detailers should continue to work with couples, taking into
consideration careers of non-member spouses, where possible.
Detailers should also remain open to alternatives such as
out-of-specialty assignments in order to collocate members
who wish to be collocated whenever possible.

2. The policy concerning collocation should be specifically
provided for in the Personnel Manual as are isolated and
overseas tours.

3. The Coast Guard should make an effort to track records
of success and provide "lessons learned" information to
members who are concerned about collocation.

4. Upon submission of their new BAQ/Dependency Form, all
members who marry service members (DoD or Coast Guard)
should be counselled and a Page 7 entry should be made
documenting this counselling. Counselling should explain
the Coast Guard's philosophy on collocation and the
obligations of both service members and the Service.
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VIII.A. (cont'd)

5. Commands should take more active advisory roles in
counselling members on career planning and collocation.
Commanding officers should educate themselves on the
assignment process and provide all hands instruction on
career planning and the collocation process.

6. Commands and individuals should be provided with an
updated version of the Charting Your Life in the U. S. Coast
Guard pamphlet to assist them in counselling. The revised
pamphlet should include a section on collocation which
describes how the process works and outlines member
responsibilities.

7. Couples who are to be involuntarily separated
geographically should be called by their detailers. A phone
interview with members will ensure that they have a chance
to voice their concerns and receive an explanation for the
separation.

8. A geographically-separated couple should be allowed to
elect an "all others" tour similar to the unaccompanied
overseas tours. This is an adaptation of existing policy
concerning overseas assignments. The effect would be to
increase tour length and, therefore, time separated.
Members could elect only one "all others" tour between them
with a subsequent transfer into the area of the full-tour
member within a two year period as a vacancy occurs.

9. Liaison should be conducted with sister services to
encourage them to use their larger size as a source of
flexibility to enable them to adjust their members:
assignments to those of Coast Guard member spouses.

10. Detailers should be added as necessary to allow for
maintenance of personal contact between detailers and
members and to maintain a high quality detailing service as
the percentage of member married to member couples
increases.

11. Geographic stability should be increased by insuring
completion of full duty tours whenever possible, and by
allowing members to compete for successive jobs in a given
geographic area. Members should be allowed to serve 8 to 12
years in one location rather than the customary 6 or fewer.
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VIII.B. HOUSING/AFLOAT BERTHING.

Because of the nature of its operational missions, Coast Guard
units are scattered along the entire coastline of the United
States, including Hawaii and Alaska. Major cutters and bases are
located in major port cities. Smaller cutters and small boat
stations are located in smaller towns and cities -- usually in
areas where there is recreational boating or a fishing industry.
These are areas which have been experiencing a rapid increase in
the cost of housing.

Concerns with afloat berthing encompass not only high cost of
living, but also ship configuration. Not all vessels are
designed to provide the privacy in berthing and head facilities
necessary for a mixed-gender crew and, where accommodations for
women have been made, they are sometimes strained.

The Coast Guard has published a statement affirming its policy to
provide gender-neutral housing and berthing. Basically, ashore
berthing is to be gender neutral, standardized, and the same for
men and women. Whenever a new barracks is built or an older one
is rehabilitated, it is to be constructed to accommodate both
males or females. New ship construction is also to accommodate
both men and women, but this policy is not specifically stated in
naval engineering doctrine or planning guidance.

1. Housing. Housing costs in areas where Coast Guard
members live have grown much faster than average. This, and
the fact that more service members are married, has
overwhelmed the Service's ability to provide suitable
housing for its members. Many Coast Guard people can find
adequate civilian housing during the off-season months but,
durlng summer seasons, local housing is not available at a
price they can afford to pay. Some Coast Guard members
stated during interviews that they had to work two jobs in
order to afford their apartments.

The BAH Study found that housing was the dominant issue of
concern to both military personnel and their supervisors.
In general, the concerns expressed were:

a. There is not enough government housing.

b. The existing government hou51ng is not in desirable
locations.

c. Housing allowances are inadequate to meet members
needs when government housing is not provided.
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VIII.B. (cont'd)

2. Berthing. The Coast
Guard has no constraints
on the utilization of
women. However, privacy
in berthing and head
facilities precludes them
from holding some
assignments aboard some
classes of cutters. This
limits them to certain
geographical areas and
excludes them from some
career-enhancing or
personally-desirable
duties.

The problem is minimal
for women officers
because two can share a
stateroom. Every class
of cutter can accommodate
women officers except the
82-foot patrol boat

(WPB) .

The assignment of
enlisted women afloat is
somewhat more difficult,
however. Coast Guard
policy requires that
sufficient women must be
assigned to fill a
berthing compartment
which has its own head
facilities. On a 378-foot high endurance cutter (WHEC),
this is a ten- to, fourteen-person compartment.

(Approximately half the women must be petty officers.)

Table VIII.B-1 shows the cutters which currently have
enlisted women billets and billet allowances requlred. Once
a cutter gets women aboard, they must be maintained; i.e.,
enlisted women who leave cannot be replaced by enlisted men.

Table VIII.B-1
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VIII.B.2. (cont'd) Obtaining assignments afloat is only the

beginning. Coast Guard recruits are likely to come from
homes in which they not only have their own rooms, but also
their own bathrooms. It has frequently been said thet
conditions aboard ship provide for less privacy than many
minimum security prisons. 1In addition, current policies
force junior single enlisted assigned to ships to live
aboard when berthing is available. Conditions are cramped
and crowded. They may not only fail to meet members'
expectations, they are not conducive to relieving the
special stresses associated with afloat duty. Women
interviewed also noted that the berthing available is
sometimes of a lesser quality then that available for men:
e.g., that male first class petty officers usually have
separate berthing areas, while women in this pay grade are
routinely berthed with non-rated personnel. In general,
however, there were remarkably few complaints made during
interviews about the quality of berthing. Some commands
have been able to provide leased housing to members assigned
afloat. Coast Guard women's primary concern was with the
constraints placed by the berthing and head facilities on
their assignment to ships.

Interviews with women in sea-intensive ratings
(Quartermaster and Subsistence Specialists), in particular,
suggested a resentment of the limited classes of vessels
(primarily 378-foot high endurance cutter (WHEC), 270-foot
medium endurance cutter (WMEC), modernized 180-foot buoy
tenders and a few other vessels) that they can be assigned
to compared with their male counterparts. Next in line to
receive women are polar class icebreakers and a limited
number of 110-foot patrol boats (WPBs). The resentment
focused on the belief that limited availability of vessels
curtails career opportunities and women are precluded from
the full range of shipboard experience. Several of the
Coast Guard enlisted ratings require a prescribed amount of
sea experience to qualify members for advancement. When a
female Boatswain's Mate (BM) or Machinist Technician (MK)
needs a sea tour for advancement and there is not a ship
available that can accommodate her, she loses that
advancement opportunity until her next assignment. Men are
much less likely to experience this. Furthermore, when
women in sea-intensive ratings are offered only back-to-back
tours aboard 378' or 270' cutters while their male
counterparts have the opportunity to serve aboard 210's,
patrol boats, and buoy tenders, they experience lessened
professional development and decreased job satisfaction.
Anyone assigned to a 378-foot WHEC or 270-foot WMEC cutter
is also more likely to be stationed in one of the higher
cost-of-living areas and suffer financial hardship.
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VIII.B.2. (cont'd) Limiting the number of ships aboard which

women may serve has also created resentment among Coast
Guard men in sea-intensive ratings. Men see the women
assigned to shore duty more often and resent the fact that
they do not bear equally the hardships of duty afloat. Men
also voiced resentment that some of the creative efforts to
provide more opportunity afloat for junior enlisted women
give the women preferential treatment and have a
potentially-negative impact on good order and discipline.
Optimal utilization of existing berthing would require more
senior enlisted women and more women in non-traditional
ratings. As it is, a female second class petty officer may
be assigned to a vacant officer's stateroom or share space
with a female chief petty officer or a female junior
officer. While this allows for greater afloat
opportunities, the perception of preferential treatment
creates resentment among the men and the women.

A persistent source of disappointment for women interviewed
was the fact that the Coast Guard's new 110-foot
Island-class patrol boats were not made to accommodate
enlisted women. Most women are aware that this "off-the-
shelf" design was used to save money, but feel that
exclusion from this class of cutters restricts them from
especially good training and operational opportunities.
Some also were concerned that the fact that 210-foot medium
endurance cutters are coming out of their mid-life
maintenance availabilities (MMA) without being altered to
accommodate mixed crews is an indication of lack of
commitment to integrating women fully into the Coast Guard.

There are presently insufficient numbers of women in non-
traditional enlisted ratings, or others who seek sea duty,
to sustain maximum utilization of existing ships where
berthing could be made available. The ability to expand the
numbers and types of cutters where women may be assigned
depends on having sufficient women available to sustain
replacements and keep berthing areas utilized. If both male
and female berthing areas are full, a transferred woman
cannot be replaced by a man. Similarly, assigning an extra
woman cannot be assigned to replace a man.

Compared to women in other walks of life and in the other
Services, however, the Coast Guard still provides superior
opportunity for women. Although there is currently no
written engineering policy requiring it, one of the Coast
Guard's military affirmative action plan objectives is to
deal with the privacy and berthing needs of mixed crews in

order to achieve full integration of women in the Coast
Guard.
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VIII.B.2. (cont'd) Because of‘this, and because sponsors of the

vessels have recognized the need, the new 120-foot patrol
boats, the new buoy tenders, and new icebreakers are all
being designed to accommodate women crew members. Ir.
addition, according to the Chief, Office of Engineering,
Logistics and Development, mixed crew requirements have been
incorporated in designs and renovations of the following
naval engineering projects in CY 89: buoy tender
replacement, polar icebreaker replacement, 180' SLEP, 378°'
WHEC FRAM, 270' WMEC, 75' WLR replacement, polar icebreaker
science upgrade, and the new Heritage Class patrol boat
(110' WPBs can accommodate women, but with difficulty).

3. Conclusions. While the lack of berthing and head
facilities for women is perceived as a barrier to the full
utilization and full equal opportunity for Coast Guard
women, those constraints do not now severely limit the
number of opportunities to serve afloat. They do limit
choice of vessel type and geographic location. The
constraints also result in more women being detailed to high
cost home ports, and to cutters which spend longer-than-
average times away from home port. This sends negative
signals about the Coast Guard's commitment to integration of
women. Several positive steps have been taken, but other
than a goal stated in the Coast Guard's Military Affirmative
Action Plan, there is no written policy requiring that new
design and major rehabilitations provide accommodations for
mixed crews.

4. Recommendations.

a. The Coast Guard Office of Engineering, Logistics
and Development should establish written planning guidance
that the accommodation of mixed crews be a design priority
in all major rehabilitations of existing shipboard spaces
and new construction.

b. Continue to make more different ships available to
women through creative techniques such as TAD assignment,
the sharing of head facilities by use of locking doors,
male/female signs, etc.

c. Enlisted assignment officers should continue to

attempt to ensure maximum utilization of existing afloat
billets for women.
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VIII.C. ISOLATED DUTY.

The Coast Guard has several duty stations which are designated as
isolated duty. For the most part, these are so remote that they
are resupplied only by periodic visits by cargo aircraft.

Several are in Far East locations with no U.S. personnel nearby.
Existing directives mandate that personnel assigned to isolated
duty are required to be screened by their (current) commanding
officers to ensure that they are suited for this assignment.
General policy is that, upon completion of an arduous isolated
tour, the member is given his or her first choice of subsequent
assignments. ’

Female enlisted personnel were assigned to isolated LORAN (lLOng
Range Aids to Navigation) stations in the late 1970s. A female
commanding officer was first assigned to an isolated LORAN
station in 1979. Berthing and head alterations had been made to
the facilities, but no training or counseling was provided either
men or women. At some stations, the decision was made to remove
birth control products from the exchange.

i Kure 1stand .
“:.St. Paut Isyoo
. 'Port Clarence Is,
" Lampedusa

.. Estartit

. : . * Comanding Officer - -
“. . 1. No women assigned to Lampedusa aft
#7422, Women assigned to Kure lIsland transf

S 3. 1989 women: 1 commissioned, ‘tws:

Table VIIToo

As shown in Table VIIIC-1, 89 women, including 6 who were
commanding officers, have been assigned to isolated duty since
1981. Experiences of the women varied, but almost from the
first, there was a "problem with pPregnancies" at these stations.
.Apprgximately 10 of the 89 women assigned to isolated LORAN
stations became pregnant during their tour of duty.
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VIII.C. (cont'd) In 1987, it was decided that women at LORAN
Station Kure Island (U.S. Territory near Midway Island) would be
relocated to Gesashi Station (Japan) and no more women would be
assigned to Kure Island. Interviews with people who had been
assigned and visited some of these remote locations indicdte
that:

o Although policy states that personnel destined for
isolated duty are to be screened, the psychological/
suitability screening process is frequently quite casual and
superficial. At times, the person doing the screening may
have had a vested interest in "passing" the candidate for
isolated duty and on to another command.

0 Generally, little or no training or counseling concerning
mixed-gender crews has been done for either men or women.

o In some cases, the decision has been made not to make
birth control products available in station exchanges or
pharmacies.

o Some stations have been managed more like families than
military units and discipline at times has been described as
Ycasual."

© Some billeting arrangements have been set up conducive to
"playing house."

o There has, in some cases, been a preoccupation with
female morality vice personal (male and female)
responsibility. Birth control products have been removed
from exchanges to discourage female promiscuity. However,
in one example frequently given to show the "unsuitability
of women" for duty as isolated units, three women became
pregnant and had to be removed from the same station. The
fact that one man had fathered all three of the children was

not given particular importance and he was not removed from
the station.

The pregnancy rate of approximately ten percent is not out of
line with what might be expected for women of this age. As a
matter of fact, it is probably low considering the fact that few

of the steps commonly used in pregnancy prevention appeared to
have been taken.
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VIII.C. (cont'd) 1Isolated duty is both arduous and
advantageous. It is less desirable because of the living .
conditions and more desirable because incumbents are given a high
priority in choosing their subsequent assignments. It would be
unfortunate to exempt women from either the responsibility-or the
opportunity. Men would resent it because they would feel that
they were having to carry more than their fair share of the
undesirable assignments, and women would resent it because it
would deprive them of an opportunity to earn their choice of
assignment.

As a result of restructuring and new technology, the Coast Guard
is reducing billets at many OUTCONUS LORAN stations over the next
two years. Many of the more isolated stations will revert to
host nation control. However, several isolated duty
opportunities will remain and Coast Guard women should be able to
take advantage of these assignments. '

Recommendations.

1. Coast Guard women should not be denied the opportunity
or be released from the responsibility of serving in remote
duty stations.

2. The probability of successfully integrating women into
these stations should be enhanced by:

- rigorous enforcement of the screening regulations,
screening for suitability as well as technical
expertise and experience,

- providing counseling and training to both men and
women deploying to isolated duty stations. This
training should include "lessons learned," "do's and
don'ts," and assurance that members will be held
accountable for their behavior. It should also include
responsible adult decision making and reasons for, and
the mechanics of, birth control.

- ensuring that birth control products are available
(e.g., one-year refills of birth control prescriptions
and condoms made available).

3. The policy of assigning female commanding officers to
isolated duty stations should be continued.

4. yilitary order and discipline, as well as common sense,
in billet and housing arrangements should be ensured.
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VIII.D. (cont'd) Fewer than
10 percent of Coast Guard
women are pregnant at any one
time, and the effect of
pregnancy on overall readiness
may be assumed to be minimal
overall. The effect on
mission accomplishment differs
according to the type of unit,
whether afloat or ashore, rank
and rating of the member,
specific duties performed by
the woman, and accessibility
to medical facilities.
According to a Navy study,
women lose an average of 7.6
hours per month (one working
day) during the period of an Table VIII.D-4

enlistment. In this study, it

was found that men actually ,

lost more time from work. Perceptions are important, however.
The fact that men perceive that women lose a lot of time (see
Table VIII.D-4), has important implications not only for mission
accomplishment but also for acceptance of women into the Coast
Guard. In surveys, as well as interview discussions, the men
indicated that they felt the women lost a lot of time due to
pregnancy. When asked "What do you think of women in the Coast
Guard?" one may responded "I don't know. We never see then.
They're all pregnant." On the other hand, women indicated that
they felt there was a lot of resentment toward pregnant women
(see Table VIII.D-5).

A Navy survey of commanding
officers concerning command
readiness found that, ashore,
65 percent said pregnancy had
no impact on their readiness.
Afloat, 69 percent indicated
it did have an impact on their
readiness. Coast Guard
officers stated similar
beliefs during interviews.

Generally, however, male
enlisted members expressed the
concern that many of the
pregnant women were not
pulling their weight, and some
of the men felt that this made
more work for them. Table VIII.D-S
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VIII.D. (cont'd)

Table VIII.D-6 summarizes
DoD policies on leave
associated with
pregnancy. In reviewing
the policies of the
different services, many
similarities are noted.
All Services may require
the member to remain on
active duty, grant at
least 42 days '
convalescence leave,
require full duty during
the prenatal period (if
capable), allow leave in
conjunction with
convalescent leave,
consider voluntary
separation for reasons of
pregnancy, and require
continuance of duty at
OUTCONUS station (unless a medical facility is not available).

In addition, the Navy and Coast Guard transfer pregnant members
serving on ship prior to their 20th week of gestation, and may
reassign members to sea duty 6 months after childbirth.

The Coast Guard's policy concerning pregnancy leave is presented
in the Personnel Manual:

"Sick leave may be granted by district commanders and
commanding officers without approval of the Commandant to
female members for prenatal periods not to exceed a
cumulative total of 30 days. All periods of sick leave
shall be certified as necessary by a medical officer/
practicing physician. 1In addition, postnatal sick leave not
to exceed a culmulative total of 42 days will normally be
granted without referral to the Commandant. ... Requests

for approval of sick leave beyond these limits shall be
forwarded ...."

VIII- 20



—~

VIII.D. (cont'd)

2. Reasons _to Refuse Separation. The Coast Gugrd,
Army, and Air Force place no stipulations on requesting a

discharge for reason of pregnancy. The Navy and Marine
Corps, however, will not release a member (unless there are
overriding and compelling circumstances) in the following
situations:

a. The member has additional obligated seryice for
school (i.e., Academy, OCS, graduate school, enlisted
schools).

b. The member has received a re-enlistment bonus
during the current enlistment.

c. The member is serving in an occupational specialty
where there is a shortage.

d. The member has executed orders or entered into a
training program while pregnant.

e. Officers must complete the minimum tour length and
obligated service requirements.

When asked how we can make things work better for pregnant women
and their commands, suggestions ranged from assigning women in
excess (to provide full staffing despite time lost due to
pregnancy) to discharging them. Some suggested that the Coast
Guard policy be evaluated to ensure that Coast Guard women --
especially young, single women -- were not being given incentives
(relief from shipboard duty, preferential housing status) to get
pregnant. Vice Admiral Costello's (now retired) proposed
parental leave policy was frequently cited as a possible solution
to both the needs of pregnant women for time off for pregnancy
and child rearing and the needs of commands for full-strength
manning with full-time workers. (The intent of this proposal is
incorporated in the recommendations which follow.)

Two other areas of concern for pregnant women were expressed.
Depending upon duties assigned, Coast Guard personnel face a ,
variety of occupational hazards. Some handle fuels, solvents and
other chemicals. Some fire small arms. Some serve as
crewmembers on cutters, small boats, and aircraft. Women who are
pPregnant and who want to continue performing their regular duties
are sometimes concerned about the risks to their fetus associated
with these duties. When prenatal care is provided by a contract
physician who is unfamiliar with Coast Guard activities, the
female member may not think to question the physician about risks
associated with activities she views as "normal," and may
unknowingly expose her fetus to undesired risk.
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VIII.D. (cont'd) They need education and guidelines concerning
fetal care in their working environment. A second area of
concern comes from commanding officers who are unfamiliar with
needs of pregnant women. They expressed concern for women from
two poles -- the ones who wanted to work at their normal duties
up to the very last day before delivery, and the ones who wanted
to be placed on limited duty the day they discovered they were
pregnant. Their questions revolved around the issues of "what is
right" and "what is normal?" Xnowing that every pregnancy is
different, they would like to have some guidelines or rules of
thumb similar to the policy of removing women from ships before
the twentieth week. They need guidelines to more intelligently
manage women in their particular working environment (e.g., don't
assign women to small boat crew duties after the first
trimester).

Discussion. When discussing pregnancy policy recommendations,
the..study group addressed the needs of the Coast Guard and the
needs of the command, as well as needs of the pregnant members
and their families. The group also considered existing policies
and policy proposals. A great deal of thought was given to
developing recommendations which would allow women time with
their babies without terminating their Coast Guard careers. The
potential savings to the Coast Guard in terms of trained assets
and more senior female leadership merited the effort.

The option of an extended leave of absence was considered. This
was rejected for three reasons. First, in a dynamic Coast Guard,
the officer would "lose touch" and would not be as effective upon
return. Second, male and female officers who had stayed in the
Service would resent the absence-without-penalty status afforded
the woman. Third, an officer who left for two years might return
to find herself facing a promotion board with a two-year gap in
her service file. This would reduce her chances for promotion.

The proposed policy recommendations were arrived at by adapting
and extending existing policies to cover pregnant service
members. This approach facilitates Service implementation
because it causes no great change to the organization. The
existing policies on which the proposed pregnancy leave policy is
modeled are already in place and have proven to be workable.
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VIII.D. (cont'd)

Recomnendations.

1. Female officers who have completed existing active-duty
service obligations and who desire time off for pregnancy,
child-birth, and child care should be allowed to resign
their commission on a one-time-only basis for a period of up
to two years with a quarantee of a direct commission at the
same rank at the end of this period. These officers would
take a place in the officer precedence list as newly-
commissioned officers accessed under the direct commission
policies of the Coast Guard.

2. Rated enlisted
members without active-
duty service
obligations who desire
time off for pregnancy,
childbirth and child
care should be allowed
to be released for a
period up to two years
with a guaranteed
reenlisted at the same
rate under a procedure
similar to the existing
weight standards ‘
policy. (See Table uard recruiting offic
VIII.D-7).

k Y
xceedmg ‘the moxfmum’ al(ouable weigh
17 appearance’ “shortcomings tnay request reenli
‘i to their former rate provrded they are uithm the
: ':maxmun allouable uevght, meet appearance standards

. equ v
2 vhluated by Comandant ‘(G-PE) based on'‘th
e iof the Serwce and the mecrber's past perfonmnce, o

Table VIII.D-7

3. Chief warrant

officers who have

completed military obligations who desire time off for
pregnancy, childbirth and child care should be allowed
pPregnancy/parental leave for a period of up to two years
with guaranteed return at the end of this period.

4. Written guidance concerning the risks to pregnant women
caused by occupational hazards (i.e., small arms training,
small boat operations, flight operations, handling solvents,
etc.) should be promulgated.

5. Written guidance concerning the expected "normal"
progress of a pregnancy should be promulgated. This should
contain guidelines on when to reduce workload, operational
activity, exposure to chemicals, etc. should be promulgated.

6. Recommendations regarding training in birth control,
family, and career planning are included in the Medical
Section (Chapter VIII.E).
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VIII.E.1. (cont'd) The 1989 DoD Women's Health Survey indicated
that Coast Guard women were generally less satisfied with
e their health care services than were women of any of the
(" other services except the Army. (See Figure VIII.E-1)

.dTIMELINESS‘

S'ta't‘éﬁae'nt: .1 rate the'

‘v Excellent
Very Good
Fair ) i
Poor . 16 1% 100 0%

szCE. ~Women in the Coast Guard Study Survey'lnstruaent 71

Table VIII.E;iH““

The DoD study concluded that Coast Guard women experienced

much less difficulty contacting appointment clerks than

other service women. However, as indicated in

Table VIII.E-1, about 43 percent of Coast Guard members rate
(@wx their timeliness of access to medical care as fair or poor.

Statement:

t rate

. Excellent

Table VIIT Bog
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VIII.E. (cont'd)

VIII.E-4

About 30
percent of
Coast Guard
respondents
rated their
geographic
access to
medical care as
fair or poor.
(See Table
VIII.E~-2)
Approximately
16 percent of
Coast Guard
women live more
than 40 miles
awvay from a
treatment
facility.

Coast Guard
women are less
satisfied than Table VIII.E-3

women in any of

the DoD services with the amount of time it takes them to
get to the medical treatment facility. On the other hand,
they were generally more satisfied with timeliness of
follow-on care. (See Table VIII.E-3)

Coast Guard women were less likely than women in the other

services to report that they were satisfied with the type of
medical professional seen.

- OF MEDICAL CARE
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VIII.E.1. (cont'd) As indicated in Table VIII.E-4, about 42

percent of Coast Guard personnel, and about 45 pergent of
Coast Guard women, stated that they rated the quality of
their medical care as fair or poor. The Coast Guard women
also show the greatest :
preference for civilian
health care providers
among all the military
servicewomen. As shown
in Table VIII.E-5, more
Coast Guard members would
prefer contract medical
care than any other type
of care. Women were more
likely to prefer contract
care than were men. It
should be noted here that
they were not advocating
going outside the Coast
Guard care system, since
contract civilian care is
a part of that system.
More than a third of the
men (but only about a
fourth of the women) were ready to try an alternative -- a
Health Maintenance Organization (HMO) or Group Health
Insurance.

Table VIII.E-5

In an attempt to more fully identify and address Coast Guard
needs, the Coast Guard Office of Health and Safety used DoD
data to identify a number of problem areas within the Coast
Guard Health care system. Problems were identified in the
following areas:

o Variety of services and types of practitioners,
o Timely communication of test results,

o Clinic waiting time,

o Priority of medical services,

o Timeliness of follow-up care,

o PAP and pelvic exam frequency,
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VIII.E.l. (cont'd)

o Counselling on gender specific health issues such as
mammography, o

o Care for urgent gynecological problems,

o Pre-natal care appointments,

o Care for workplace hazards,

o Pregnancy care, and

o Privacy, respect, and clinic confidentiality.

The Office of Health and Safety is currently taking steps to
improve health care. Moreover, the Chief of Staff has begun
- a special study of Coast Guard health care issues.

The Women in the Coast Guard Study research identified
similar areas of concern. Since the Coast Guard is already
taking steps to address these issues, most will not be
addressed here. In interviews and discussions with study
group members, however, additional information emerged. As
Coast Guard health care administrators found in analyzing
the DoD survey data, the percentage responses generally tell
you "what" people are feeling or thinking. They do not
provide an in-depth picture or explain "why." 1In our face-
to~-face interviews and study group discussions we found the
following:

a. There was a pervasive feeling that Public Health
Service doctors were overworked and underpaid to the point
that quality of care had declined. A-76 and reorganization
were seen as contributing factors. The consolidation of the
Dental Technician (DT) and Hospital Corpsman (HM) enlisted
ratings into the Health Services Technician (HS) rating has
lead some Coast Guard members to believe they are being
treated by unqualified health care. practitioners. There
were stories -- real or imagined -- of HSs looking things up
in a book as patients awaited diagnosis. Coast Guard
personnel expressed concern about quality as well as
quantity. When asked, "what has been your experience with
Coast Guard medical care," it was not uncommon to hear
negative evaluations. One member stated bluntly, “there
isn't any --if I have a problem I just hope it goes away."
When Coast Guard personnel were asked, how could medical
care be improved, they gave a wide range of suggestions.
They ranged from "get back real HM's" to "just give us an
HMO or Blue Cross like the police and firemen have."
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VIII.E.1l. (cont'd)

fmm\ b. CHAMPUS is seen by many as being too complicated
and unresponsive. Complicated procedures and paperwork make
- it easier for many members to just pay for care themselves.
Slow payment from CHAMPUS has allegedly caused some members
to fear for their credit ratings.

c. The lack of anonymity, usually seen as one of the
benefits of a small Service, causes or exacerbates problems
of privacy and confidentiality. Women noted, "It's
embarrassing to have your OB/GYN evaluation done by somebody
you play volleyball with." Lack of sound-proofed partitions
between examining rooms is a problem at stations where
"everybody knows everybody" and an off-hand remark made in
the hall by a care provider may make someone's medical
condition public knowledge. Women were also concerned about
the confidentiality of medical prescriptions ("Everyone
knows who's on birth control") and medical tests. They
noted that files are routinely handled by Yeomen rather than
health care providers. It is hoped that the "structured
patient relations training" currently being provided to
health care professionals throughout the Coast Guard will
address these issues and will be shared with administrative
personnel.

d. Women at recruit training evidenced unnecessary
. anxiety about their dental care. All boots knew that they

(g“‘ could not refuse dental care, but when "pink slips" were

s routinely sent to boots requiring this care, the slips
contained no statement of what kind of medical care they
were to receive. ' This lead to high anxiety, since the boot
had to wait until the actual appointment to find out if they
were "going to get their teeth cleaned or to have dental
surgery.” It is hoped that patient relations training will
address the issue of not causing unnecessary patient
distress by explaining as much as possible to the patient.

. e. There is a perception in the field that women
taking birth control pills must have a PAP test on an annual
basis in order to receive new birth control medication

prescriptions. The policy of the Office of Health and
Safety is:
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VIII.E.l.e. (cont'd)

ﬁww\ v...Experts disagree on how often the PAP smear should

" be done. Guidelines vary from 1 to 3 years. Our new
policy is based on a 1989 Report of the U.S. Preventive
Services Task Force and requires active duty females
over the age of 18 who have a history of sexual
activity to get a PAP smear every two years. A
decision by individual practitioners to do PAP tests
more frequently may be based upon the patient's history
or the recommendations of a professional group."

Women -- especially those deployed afloat -- sometimes need
the pills before they are able to get in for an exam. Some
practitioners have linked the reissue of birth control pills
with an annual PAP test. This is not written Coast Guard
policy. Strict adherence to this common practice, while
serving the purpose of ensuring frequent screening, may
result in an unwanted pregnancy. Under these circumstances,
an "emergency one or two month refill" might prevent an
unwanted pregnancy. Of more concern when refilling birth
control prescriptions are the patients' smoking habits and
blood pressure.

f. There is also a perception in the field that a
pelvic exam portion of the physical exam must be completed
by the medical officer approving the physical (e.g., flight

. surgeon). This also is not Coast Guard policy. So long as
ﬁ o the pelvic exam is conducted and properly documented by a
qualified medical professional within one year, it should be
accepted. There are a number of civilian health clinics
which perform such exams at low or no cost. This may be a
desirable option for some women.

Coast Guard women are significantly more likely to visit
civilian doctors and medical treatment facilities than women
of the DoD Services. [Civilian (contract) care is part of
the Coast Guard health care system.] However, there are
some indications that Coast Guard women are using civilian
facilities and paying for the services themselves because of
lack of comfort with Coast Guard health care system or
concerns about privacy and confidentiality.
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VIII.E.l.g. (cont'd) Women stated that another reason that they

-

may seek non-Coast Guard care is the guilt they feel about
taking time off from work. Coast Guard services are
generally available only at the same time the women are
supposed to be working. Many pregnant women, in particular,
felt very susceptible to criticism from fellow workers that
they would not be pulling their share because of their
pregnancy.

The DoD study also revealed that a majority of Coast Guard
women were dissatisfied with the information they received
on contraception options, effectiveness, and risks, and that
nearly 10 percent of women feel that they have been harassed
when requesting assistance in obtaining contraceptives or
birth control devices.

This is investigated at greater depth in the pregnancy
section, but it is important to note here that, according to
the statement made in the Coast Guard final report on
wonmen's health care to DACOWITS, "the Coast Guard medical
program has no specific requirement that our practitioners
routinely counsel females, as patients, on breast self
examination, sexually transmitted diseases, and
contraception. Standards of good

Inquire with Counseling 8s Appropriate medical practice dictate that

appropriate counselling be given, when

[ ooarce use: medically indicated or requested."
edentary life style: Since some patients feel uncomfortable
ipid problems: requesting this information, the
therogenic diet: Office of Health and Safety is

SE/TSE training:
ontraceptive concerns: venti edici t3i £
Fig. VIII.E-2 preventive medlcine questions for

developing a set of "wellness"

Coast Guard practitioners to use as an

adjunct to physical exam screening.
Responses are to be recorded in the remarks section of the
medical form. The box will be stamped as indicated in
Figure VIII.E-2. The senior medical officer at larger
clinics will designate a suitable counselor, preferably a
female HS or nurse where the practitioners are exclusively
male. In addition, the 9/89 revision of the Health Services
Quality Assurance Checklist recommends that educational
materials for female patients concerning gender related
health issues (PAP smears, cervical cancer, mammography, and
breast disease) be made readily available. The latest
revision of the MLC Atlantic Standard Operating Procedure
will require that gender-related educational materials be
made readily available to patients in Coast Guard clinics.
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VIII.E.2. Weight Standards. While not a specifically a medical
issue in the Coast Guard, there is a widespread perception
that the weight standards for women allow them to be
"fatter" than they should be. When asked to describe the
"typical Coast Guard women," five percent of survey
respondents chose "fat" from a list of 30 adjectives they
could use. During our interviews, it was not uncommon for
one of our survey respondents, when asked about women in the
Coast Guard, to describe them first as "fat." The current
women's standards are not the result of any scientific
findings. They are more relaxed than those of other
military services and many life insurance companies. These
generous standards have been blamed for orthopedic injuries
during recruit training, and obesity is linked to a wide
range of medical and acceptance problems. What the proper
standards are is a matter of some disagreement; each of the
Services uses a different standard. The concern is more
with appearance than health, and, within the Coast Guard,
there is not total agreement concerning what the "right"
standards are -- or who should be responsible for setting
and enforcing them. That the women's weight standards are
more lenient than those of other Services, and that they are
in excess of what is considered healthy by the insurance
standards, there is no doubt. New standards are needed.
These should be enforced for recruits, and women now in the
Service who do not meet the standards should be assisted in
their efforts to comply with the more stringent standards.

fﬁm\ 3. Conclusions. The literature research, interview data,
and sample survey results, generally complement and help
explain DoD and Coast Guard medical study findings. 1In
light of the additional information found during this study,
the following recommendations are made.

4. Recommendations.

a. The efforts being initiated by the Office of Health
and safety in response to issues and concerns raised by the
DoD study should be continued.

b. The Navy Health Care Booklet containing information
on self examinations, sexually-transmitted diseases,
contraception, and career and life planning information
should be placed in clinic waiting rooms and made generally
available to Coast Guard personnel. This booklet is
presented as Appendix G.

€. Personnel trained in birth control, family
Planning, career and life planning should provide training
in these topics at entry levels as appropriate, and at all
Coast Guard medical facilities.
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VIII.E. (cont'd)

d. oQualification standards for the HS rating above E-6
should be modified to require petty officers to develop and
deliver birth control and family planning training. -This
will increase their knowledge of these topics and help in
the distribution of information.

e. The Office of Health and Safety requirements for
privacy/confidentiality training of medical professionals
should include administrative personnel who process patient
information or files.

f. Personnel who release private medical information
without authorization should be held strictly accountable.

g. A Coast Guard policy making one year supplies of
birth control pills available independent of PAP tests
should be promulgated to medical care providers and
patients. "Emergency" one or two month birth control
prescriptions should be made available for women at
isolated, remote, or afloat units or other women having
difficulty getting in for refill appointments.

h. A patients "bill of rights" including a reference
to confidentiality and privacy should be posted at all Coast
Guard clinics. This bill of rights -- and what it means --
should be the topic of an article in the Commandant's
Bulletin.

i. It should be made clear to all persons entering the
Service at each accession point (recruit training, ocCs,
Academy, etc.) what they can expect in terms of medical care
at various operational units. )

j. Coast Guard weight standards should be revised to
those recommended by the life insurance industry. In no
instance should they be less stringent than those of other
military Services.

k. Women now in the Service .who do not meet the more
stringent weight standards should obtain guidance and
assistance from Coast Guard medical personnel to achieve
their target weight.

VIII- 33



VIII.F. CHILD CARE.

There are currently more than
11,400 Coast Guard dependents
aged five years old and : NUMBER Yo HILDRLN
younger. Nearly 92 percent of TARD
Coast Guard personnel surveyed
reported they either have
children or plan to have
children. More than 40
percent said they had children
living with them now. (See
Table VIII.F-1) It was not
surprising, therefore, that
the BAH Study found that 11
percent of respondents stated
child care was their most
important need and 12 percent
stated that it was their
second most important need.

An increasing proportion of
women with preschool children
are working outside the home.
In 1960, only about 20 percent
of married women with children under the age of six worked
outside the home. Today, that figure is nearly 57 percent, and
by the year 2000 it is expected to be more than 60 percent.
However, there appears to be a significant question in the minds
of many female Coast Guard members whether or not they can have
children and "work" in the Coast Guard. Long hours, deployments,
heavy work loads, problems with collocation, and lack of
geographic stability are some of the problems faced by Coast
Guard women and men with children. About 22 percent of these
women say that their spouses do about half of the house work,
only about 6 percent say they do more. When asked "If you are
planning to leave the Coast Guard to have a family, which of the
following would make it possible for you to stay?" 89 percent of
the women indicated that child care would be helpful or somewhat
helpful. Seventy eight percent said child care information and
referral would be helpful or somewhat helpful, 82 percent said
flexible hours would be helpful or somewhat helpful and 65

percent stated they would be interested in part time work. (See
Table VIII.F-2)

Table VIII.F-1
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VIII.F. (cont'd) Although a great deal has been written about
child care in private industry, Bureau of Labor Statistics data
indicates that only 3 percent of large private companies provide
child care, while 13 percent of large government offices (those
employing more than 250 employees) sponsor child care cencers.
The DoD has been struggling to provide child care, but according
to former Defense Secretary Frank Carlucci, Pentagon spending for
child care will have to double by 1994 to meet military family
needs. In the spring of 1989, 81,000 military children were on
waiting lists for DoD child care facilities.

The need for child care
and the gap between need
and employer-provided
care is, therefore, well
documented. In addition,
Commandant Instruction
1754.1 of 15 August 1988,
states "It is Coast Guard
policy to provide its
personnel and their
dependents with child
development services and
facilities when this
service cannot be met by
the civilian economy. ...
However, child
development services and
facilities are a
supplement to, and not a
substitute for, the
family which must provide
for the care and
development of the
child." The Coast Guard
currently operates seven
child development
centers. The study group
additional care the Coast

Child Cere - - -
- . Provided by CG
Chitd Care Referral -
“Provided by €6
rental ‘Leave :
CiUp to TRy
More Flexible Working
“’Hours/Days
Part Time Work™ 8

SOURCE: Women in the Cosst Guard Stddy”Surveyrinstrunentv '
Q18) . . L

Table VIII.F-2

discussed the question of how much
Guard should provide. The interview

and study group discussions, as well as information provided by
the Office of Personnel Management and other sources centered

around certain key issues:
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VIII.F.1. Cost. Many Coast Guard units are not large enough to

support a child development center. Child care in child
development centers is more expensive to provide than other
alternatives. Properly-equipped facilities are expersive to
build and maintain, and they are expensive to operate.
Salaries are a large part of center budgets. Nevertheless,
parents interviewed, as well as child care workers,
routinely complained that pay for child care workers is
generally "inadequate." Census data indicate that the
average family spends $50 per week on child care. The BAH
Study indicated that costs to parents sometimes amount to
one-third of a Coast Guard junior enlisted member's salary,
and commands report members being forced to use mutual
assistance as well as morale, welfare, and recreation funds
for child care. On the other hand, some commanders involved
in these cases have questioned the spending priorities of
some members and noted that "some people seem to think a new
car has a higher claim on disposable income than quality
child care."

Interviews over a wide geographic area indicated that there
might not be any such thing as "affordable child care."
Regardless of the cost of child care in the given area,
respondents were likely to categorize it as "expensive." It
may be that parents are comparing the cost of child care to
the cost of that provided by stay-at-home mothers or public
schools, which appear to be free.

2. Access and Client Priority. Establishing and providing
care are only the first step. Interview subjects also
discussed the question of who should have access and
priority to these centers. Since centers almost always have
waiting lists, some sort of priority system must be
established. Good cases could be made for giving priority
in centers to Coast Guard-married-to-Coast Guard members
because of needs of the service; to single parents because
of their special needs; or to infants of Coast Guard women
because Coast Guard women are required to go back to work
after six weeks and many civilian child care centers do not
take babies until they are six months old. A case could
even be made for setting aside a certain percentage for
child care capacity for non-working wives of military
members who are willing to devote some of their time to
Coast Guard volunteer work if they are provided child care.
Since the Coast Guard relies heavily on sister service
support services, children of sister service members may be
difficult to exclude. A Commandant directive sets
eligibility requirements for the use of Coast Guard child
development centers but permits each command to set
priorities to meet the needs of the members assigned.
Determining "fair" access and priority, and maintaining the
perception of fairness is difficult.
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VIII.F.3. OQuality Care. Coast Guard child development centers
generally received high marks during interviews. However,
because "child development" is technically a higher standard

( A of care demanding a more highly-trained and highly-paid

X professional staff, costs for these services are usually
greater than for child care provided by "baby sitters." The
fact that some people interviewed referred to some care
givers as "glorified baby sitters" is an indication that
parents' expectations are high.

4. OQuantity of Care. Some of the DoD services have made a
conscious decision not to offer 24 hour care or care to
infants on a day-to-day basis. They feel this full service
care would blur the distinction between family and
government responsibilities and send out an inappropriate
signal as to who is the primary care giver. On the other
hand, during our interviews, the point was made that if the
Coast Guard expects it's people to work 12-hour days or
begin their day at 7:00 in the morning, it would make sense
to have child care centers open before 7:00 and remain open
for longer than 12 hours.
Since military members are
technically in a 24-hour duty
status and many have watches
to stand, calls for 24-hour
care and care on holidays and
weekends, would not seem
unreasonable. Ideally, care
PN would be provided for children
{ ‘ of all ages and during times
of work-related need.
However, only 4 Coast Guard
child development centers
accept infants at six weeks of
age. The staffing ratio for RS
infants is nearly the same as LR
that for children over 12 Table VIII.F-3
months of age (see Table
VIII.F-3), but the perception persists that it is more
economical to exclude children under six months of age.
Several Coast Guard care providers said that, with the same
funding and physical plant, they can provide more services
to more people by excluding infants under six months. This
appears to be the folk wisdom of the industry as well, since

many child care centers do not provide care for infants
under six months.
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VIII.F.5. Equity. Finally, there is the issue of equity. The
problem of child care is one which affects most families for
fewer than 10 years. Infant care affects most families for
less than two years. About a third of Coast Guard members
are single without children, and about 27 percent of Coast
Guard men are married to wives who do not work outside the
home. These groups, combined with the large proportion of
parents whose children are already in school, may not be
receptive to diverting Coast Guard assets from programs such
as housing and medical care which benefit everyone.

Coast Guard self help may provide some answers. A group from
Headquarters is organizing to establish a day care center at
Coast Guard Headquarters. A similar group at Coast Guard Air
Station Houston is working with the USO and Kindercare -- a
private sector child care provider -- to provide child care for
Coast Guard personnel. Coast Guard wives are starting family
child care services in their homes, and members have taken
advantage of "au pair" programs to bring care givers into their
homes. Other Coast Guard members have worked with university
early childhood development programs to establish child
development centers. There is currently a wealth of child care
information and knowledge in the Coast Guard. Members must be
made aware of how to access this information.

Conclusions. There is an enormous need for child care for Coast
Guard as well as other federal government employees. Child care
can be expensive to provide and both costs and demands for
additional kinds of services may be expected to continue to
increase. The provision of services at child development centers
for all Coast Guard families -- or even a substantial portion of
those families -- appears to be well beyond the scope of Coast
Guard financial capabilities. Some members expressed concern
about competition with private industry and some stated flatly,
“"the Coast Guard does not belong in the child care business." On
the other hand, the increasing proportion of spouses in the labor
force and in the Coast Guard who are working, even though they
have preschool children, indicates that child care services are a
persistent need. Since Coast Guard people are traditionally
resourceful and self-sufficient, and there is little funding
available, one cost effective way of addressing the problem is to
implement family child care at local units. Another is to assist

members by providing information concerning locating or setting
up child care arrangements.
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VIII.F. (cont'd) The National Association for the Education of
Young Children set up a 1-800 number for information and referral
for child care. Tapping into this service, or providing a
similar service, might be one effective way of assisting Coast
Guard members who need services without disproportionally.
targeting funds toward a relatively small group of Coast Guard
members.

Recommendations.

1. Commands should inform families that Family Program
Administrators, Family Advocacy Representatives, and child
development center directors have resource and referral
information about the availability of child care in the
area. They can also maintain current information on child
care facilities (such items as waiting lists, capacity,
costs, center requirements, ratio of children to care
givers). This information should be made available to
parents in such publications as the welcome aboard packets
and through such means as sponsors and ombudsmen.

2. The fact that a source of "how to" advice, lessons
learned, and information and referral data is available at
Headquarters within the Personnel Services Division (G-PS)
should be made more widely known. This would assist Coast
Guard members who wish to set up their own centers, in-home
care facilities, or alternative methods of child care.

3. The Coast Guard should continue to seek resources and
provide seed moneys to support child care needs in locations
where lack of community alternatives imposes hardship on
Coast Guard families.
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VIII.G. HUSBAND/WIFE ADVISORY TEAM.

A higher proportion of Coast Guard people are married today than
every before. Nearly all quality-of-life issues affect Coast
Guard families, and are being dealt with by Coast Guard meabers
as husbands and wives. In addition, the Committee for Employer
Support of the Guard and Reserve has found that spouse conflicts
are among the most important reasons members leave the (DoD
service) Reserves. For reasons such as these, an innovative
suggestion was made that a Coast Guard Husband/Wife Advisory Team
be established.

The study found little support for this idea from Coast Guard
members. Married Coast Guard women undoubtedly define themselves
as part of a husband/wife team, and one Coast Guard male even
went so far as to bring his wife's list of discussion points to
his interview. However, both Coast Guard men and Coast Guard
women appear to see themselves professionally as full status,
independent members. In discussions, they rarely brought up
spouses or spouse concerns unless specifically questioned about
an issue specifically relating to them and their spouse. Women
may be especially sensitive, since they have traditionally borne
the brunt of the "team issue." While married men have
traditionally been seen as people with additional assets to bring
to a job, married women have been seen as people with additional
demands on their time and attention. Many professional women are
also wary of appearing to ask for special treatment or advocacy.
Collocation and child care concerns are directing considerable
attention to Coast Guard husbands and wives. A large proportion
of Coast Guard people are not married, however, and some argue
that the Coast Guard couple may be placing demands upon the Coast
Guard disproportionate to its contributions or the ability of the
Coast Guard to address without depriving other members.
Establishment of a husband/wife advisory team could be construed
as placing undue emphasis on one group of Coast Guard personnel.
In another section of this report, a recommendation is made to
augment detailer staffing to better cope with the specific
concerns of married Coast Guard members.

Recommendation. No further action should be taken on this issue
at this time.
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VIII.H. (cont'd) Although the unwed mother stereotype of the
single parent is incorrect, a small percentage of Coast Guard
women are unwed mothers. Some of them, and some of the divorced,
widowed, or separated single parents, had their children vhen
they enlisted in the Coast Guard. It is currently against Coast
Guard policy to enlist single parents. However, during the
interviews, it became apparent that some single parents had been
told how to get around this regulation by signing custody of
their child over to someone else when they enlisted. Once they
have been in the Service one year, they can reclaim the child.
Utilization of this "loophole" appears to set up a situation
where everybody-loses.

These separations appear to place considerable stress upon the
women and their children during recruit training (a time which is
already inherently very stressful). If the women are able to
survive this, they face negative feelings from fellow Coast Guard
members for "signing their children away" and from commands who
have not expected single parents.

In 1987, the House Armed Services Committee directed the Pentagon
to study the effect of single parents on the military. There
were concerns about implications for readiness, morale and the
fact that single parents may "inadvertently create problems in
their units and extra work for their fellow service members
because of their parental responsibilities.®

In the BAH Study, it was found that single parents are seen as
“the people who are absent the most, delayed in getting to work
the most, leave early the most, and are discharged the most."
Commanding officers said that single parent care issues often
take up an inordinate amount of their time. They believe that
other members think that single parents are given special
treatment and assistance. The BAH Study found a fair amount of
support for not letting single parents into the Coast Guard or
for kicking them out. The Women in the Coast Guard interviews
obtained similar responses. During interviews, Coast Guard
members said such things as "the Coast Guard is not a good place
for single parents," "they make other work for others," and "they
bring sick kids to work." Interviewers also gave single parents

an opportunity to voice their opinions. Responses indicated that
the resentment goes both ways:

"Ninety nine percent of the time you're there and take off
one time and its a single parent issue"

"You have to rely on your friends a lot"
"Latch key kids are common"

“"Supervisors are jerks unsympathetic to child care"
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VIII.H. (cont'd) Some commands feel that single parents are an
administrative problem and the only cure is to implement a strict
policy to relieve the commands from having to deal with them.
Other commands feel that they can make the present system work to
balance the needs of single parents and commands. <!

Detailers note that, with today's new complex custody
arrangements and things such as "joint custody," it is sometimes
difficult to determine who a single parent is. They are aware of
the problems caused by assigning single parents to ships, but are
also aware that if special preference is given to single parents,
it will be at the expense of other parents and single members.

In addition, everyone is concerned about the safety and well
being of the children. Members from other services have been
quoted as saying that there were times when they were forced to
leave their children at home alone or in their cars when there
were problems with baby sitters, sick children or extra duty. A
recent Washington Post poll indicated that 20 percent of parents
of children under 13 years of age and younger leave them at home
alone and unattended for a half hour or more at least one day a
week.

On the
questionnaire,
respondents were
also asked if they
felt single parents
could pull their
weight in the Coast
Guard. Responses are
summarized in Tables
VIII.H-2 and
VIII.H-3. In light
of the strong
feelings indicated
in interviews and
secondary research,
one finding was
somewhat surprising.
Approximately 35 to
40 percent of the .
respondents stated that they had "no opinion." On the other
hand, only about a fourth of the respohdents disagreed that it
was difficult for either male or for female single parent. About
forty percent of respondents stated that they felt it was
difficult for male or female single parents to pull their weight.
Women were generally slightly more optimistic about the
difficulties faced by both male and female single parents.

Table VIII.H-2
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VIII.H. (cont'd)
Since the typical
Coast Guard single
parent is not (as
has been commonly
assumed) an unwed
mother, sex
education may have
limited utility in
helping address the
problems of single
parents and their
commands. Our
analysis showed,
however, that a
disproportionate
number of single Table VIII.H-3

parents are junior

officers and

enlisted. For this population, life planning counseling and
assistance may be of considerable value. Their lack of
knowledge, capabilities, and resources may also be one of the
reasons this small proportion of people appears to be such a
problem. Moving from a community where they have established a
support network is a hardship on them. From interviews and
secondary research, several suggestions were derived might would
help single parents and assist them in not becoming a burden to
their commands.

To help themselves, single parents should:
o Get information from other single and married parents,

o Ask the command for information and referral to Coast
Guard and community support services,

o Consider joining a single parent support group such as
"Parents Without Partners" not only for emotional support
but also for the information and networking a group of this
sort provides,

© Learn from the experience of others. Try to organize and
plan ahead, and

o Not use their single parent status as a crutch, and not
expect sympathy or special treatment, but be aware that even
married parents and single people have emergencies and have
to take time off occasionally.
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VIII.H. (cont'd) To help their people, commanders and
supervisors can: '

O Counsel single parents. Let them know about available
support services and other single parents who have naviggted
the course successfully. Stress the importance of planning.

o Encourage single parents to network, share information,
and support each other,

o Let single parents know exactly what is expected of thenm,
and )

© Support both formal and informal single parent support
groups.

The Coast Guard can assist single parents by modifying some

current policies.

Recommendations.

1. Coast Guard policy against recruiting/enlisting single
parents should be reaffirmed and custody waiver loopholes
should be closed. No single parents should be recruited.

2. Non-rated personnel who become single parents should be
evaluated on a case-by-case basis to determine whether they
should remain in the Service.

3. As much geographic stability as possible should be
provided to single parents who are rated petty officers and
officers so that they have adequate time to learn about,
develop, and benefit from local support services.
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VIII.I. SEXUAL HARASSMENT.

Like discrimination
based on race,
religion, color, and
national origin,
discrimination based
on sex is contrary
to Coast Guard
Policy and may be a
violation of the
Uniform Code of
Military Justice and
state and federal
law. In Chapter 4
of the Coast Guard
Military civil
Rights Manual, the
Coast Guard defines
sexual harassment as
follows:

Table VIII.I-1

Sexual harassment is a form of sex discrimination that
involves unwelcome sexual advances, requests for sexual

favors, and other verbal or physical conduct of a sexual
nature when:

1. Submission to such conduct is made either

explicitly or implicitly a term or condition of a person's
job, pay, or career, or

2. Submission to or rejection of such conduct by a

person is used as a basis for career or employment decisions
effecting that person, or

3. Such conduct interferes with an individual's
performance or creates an intimidating, hostile, or
offensive environment.

Any person in a supervisory or command position who uses or
condones implicit or explicit sexual behavior to control,
influence or effect the career, pay, or job of a military .
member or civilian employee is engaging in sexual
harassment. Similarly, any military member or civilian
employee who makes deliberate or repeated unwelcome verbal
comments, gestures, or physical contact of a sexual nature
is also engaging in sexual harassment.
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VIII.I. (cont'd) 1In the
Women in the Coast Guard
Study survey, about half
of the women reported
that they believed sexual
harassment was a problem
(see Table VIII.I-1).
These findings are
similar to an Army survey
conducted in FY-83, in
which over 60 percent of
the women reported
"sexual harassment in my
unit." (See Table
VIII.I-4)

The 1987 Progress of
Women in the Navy Study
reported that half the
women had been victims of
sexual harassment. The
interview process did not Table.VIII.I-4

allow for computation of

specific percentages, but nearly every one of the women
interviewed had either been sexually harassed or knew about
someone who had been.

As indicated in these tables, men tend to view sexual harassment
differently than women. During the interviews, women indicated
that they saw sexual
harassment as
something pervasive,
threatening, and
against which they
had little defense.
Many women indicated
that they routinely
put up with more
than they thought
they should have to
on a day-to-day
basis. Men, on the
other hand, tended
to see sexual
harassment as less
serious and less e

focused in on the

fact some women make sexual harassment claims which are not true.
As indicated in Table VIII.I-5, survey responses reiterated this.
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VIII.I. (cont'd) About one-third of the men agreed or agreed
strongly that "Many women make sexual harassment claims that
aren't true." Nearly one-third of the women disagreed or
disagreed strongly with the statement. In the interviews, men
expressed concern that the threat of sexual harassment
accusations was something women did or could use against them.
When surveyed, a substantial proportion of both men and women
agree or agreed strongly that "men feel that they are being
harassed by women's threats to report them as sexual harassers"
(see Table VIII.I-6).

Some over-reporting
may be the result of
deliberate
maliciousness.
However, in earlier
studies, there were
indications that
some over-reporting
occurred because it
people did not have * Agree .Strongly’
a clear idea of what ‘ S
sexual harassment
was. This appeared
to be a problem in
this study as well.
During interviews,
many women responded
to a sexual
harassment question
with an example which was really sex discrimination. Many men
responded with examples that were really sexual politics.
Although related, sex discrimination and sexual politics are not
the same as sexual harassment. (Sex discrimination involves
treating someocne differently because of their gender; sexual
politics involves using sex, sexuality, or sexual attractiveness
in order to get money, power, status, or other rewards.) There
were also times when it appeared that something which was labeled
sexual harassment was actually just an unpleasant situation or
conflict between a man and a woman. Because of this confusion,
survey respondents were not asked if they had been sexually
harassed. They were provided a list of sexual harassment
behaviors and asked if they had experienced any of these things
during the past two years. When the data were analyzed, a
computer program was run of these responses and people responding
Yes to any one of these sexual harassment behaviors were
categorized as having been sexually harassed. This allowed us to
ascertain not only the amount of sexual harassment but also the
type experienced.

Table VIII.I-6
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VIII.I. (cont'd) Sexual
harassment is obviously a
women's issue in the Coast
Guard (as in most places); it
is also a serious issue. As
indicated in Table VIII.I-8,
and found in MSPB data, the
harassers of women are almost
always men and the harassers
of men almost always women.

Table VIII.I-9 provides a
breakout by pay grade of Coast
Guard who said they had been
harassed. In the Coast Guard,
as other organizations, sexual
harassment is more likely to
be .suffered by junior enlisted
and officers.

The harasser is most likely to
be a co-worker or other
employee, although there is
evidence that the more serious
forms of harassment may well
be perpetrated by superiors.
(See Table VIII.I-10) Coast
Guard data supports this
conclusion. The Coast Guard
sexual harasser was usually
someone who had sexually
harassed others (more than 48
percent of the female victims:;
about the same percentage
answered "don't know").
Interviews confirmed these
conclusions. Study group
interviews also provided
information about the nature
and dynamics of the sexual
harassment. When asked "have
you encountered any sexual
harassment?" women told of
“"filthy jokes," men breaking
in on them in showers, offers
of money for sex, comments
about their anatomy, fondling,
"porn flicks," and even date
rape and rape. A woman
reported being asked for a key
to her room and told "never
mind, I have a key any way."

VIII.I-10
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VIII.I. (cont'd)
There appears to be
an implicit conflict
of interest in using
the same chain of
command responsible
for making sure
these things do not
happen to report the
fact that they have.
For this reason,
survey respondents
were asked if "the
chain of command is ictin ‘labéled 8
an effective way to '
resolve sexual
harassment
problems." As
indicated in Table
VIII.I-12, fewer
than half the women
stated that they
felt that it was.

Table VIII.I-13

This disparity may be a result of the women's different
experience with the chain of command. As indicated in the Army
survey (Table VIII.I-4) and an Office of Civil Rights informal
survey (1986), women feel that leadership is aware of sexual
harassment, but allows it to continue. Corrective action is not
a serious issue to male service members, and the women report
that supervisors only take action in about half the cases, and
about one-fourth of the time these actions are inappropriate,
ineffective or inadequate. 1In the Army Study, the majority of
the women also reported that they felt that "when male soldiers

commit these acts, the abuser is often defended instead of the
victim."

For this reason, Coast Guard women interviewed were asked, "what

happens to people who lodge formal complaints or use the formal
grievance procedure?"

Approximately one-third of the women surveyed had said they did
not believe the chain of command was an effective way to resolve
their sexual harassment problems. The interviews provided an
opportunity to discuss the reasons for this. Many women
preferred to handle things themselves -- especially if the
harassment was less serious. Other women had reasons similar to
those listed in Table VIII.I-11.
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VIII.I. (cont'd) Some had had bad experiences trying to resolve
problems within the chain of command. The women stated that
"there is a risk assessment you have to go through." There is a
chance that things will be resolved, the behavior will be
stopped, and the perpetrator punished. On the other hand, there
may be a greater risk of negative consequences for the victim.
Anticipated outcomes reported on the survey are summarized in
Table VIII.I-13. The most frequently cited negative consequences
mentioned during the interviews fell into three general
scenarios:

© The woman would be labeled a trouble maker, complainer,
or disloyal.

0 There would be retribution.

© She would "divide the ship" and people would chose up
sides. Even if some people "took her side," she and her
command would probably be hurt.

o The chain of command would not be responsive. The
grievance would not be taken seriously and would be diverted
or stopped from going up the chain. The perpetrator might
be in the chain and the chain would "take his side.®

Someone in the chain would not want to look bad or to make
someone else look bad and would stop the complaint from
going up the chain of command. If action were taken, it
would not necessarily be what the victim saw as appropriate;
i.e., she might be transferred, he might be allowed to
retire.

There was a strange ambivalence about the chain of command. Men
and women felt that people were routinely labeled and
confidentiality was almost impossible to preserve. On the other
hand they felt that they did not get enough information and
feedback from the resolution of grievances and problems to
provide them with "lessons learned" and guides to avoid similar
problems. Men were much more optimistic than women about
appropriate resolution of complaints. As indicated in Table
VIII.I-13, the women were more than four times as likely as men
to anticipate that the victim would be labeled a trouble maker.
They were twice as likely to anticipate that nothing would
happen. And they were less than half as likely to state that the
harassment would be stopped or that the harasser would be
punished.

In their comments, the men were more likely to feel that women
used sexual harassment’ claims to manipulate the system and even
entrap men. Women are more likely to cite examples where they
had complained about sexual harassment and been given "crummy
jobs" to teach them to keep their mouths shut.
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VIII.I. (cont'd) When interview respondents were asked what the
Coast Guard could do better to combat sexual harassment,
suggestions included "provide more aggressive leadership in.the
top ranks," "provide information on lessons learned and action
taken," and "enforce the policy and let's get on with it.¥
Interviewees also stated that the Coast Guard should "get serious
and stop blaming the women," "keep the CEA's from squelching the
problem,”" “provide counseling," "let women know what to do about
it," "adopt the same zero tolerance policy as for drugs," "“get
female investigators on investigation panels," and "clear up the
confusion on what it is." It was also suggested that the Coast
Guard should:

o Promote rights and responsibilities awareness training
for all service members especially junior personnel.

o Require unit commanders to be decisive in taking action
to eliminate sexual harassment.

o Provide information to unit commanders on what to look
out for and how to handle these situations.

Conclusions. This is a complicated and important issue, and an
area in which most organizations can do better.

Recommendations.

1. The Commandant must affirm the value of women in the
Coast Guard and must issue a strong statement against sexual
harassment. This statement must be reiterated and enforced
by all members of the chain of command.

2. Ensure that sexual assault, attempted rape, and rape,
criminal acts under the UCMJ, are treated as such.

3. Hold accountable those who inflict or tolerate sexual
harassment.

4. When disciplinary actions are taken, the reason for and
nature of those actions should be sanitized, grouped with
results of other sexual harassment cases, and publicized.
This will "set the record straight" where there have been
gossip and rumors and will provide lessons learned for both
Coast Guard personnel and their leadership.

5. Reevaluate Coast Guard sexual harassment training. Make
sure the distinction between discrimination, sexual
harassment, and sexual politics is clear. It should include
the concern of men being unjustly accused of sexual
harassment. Ensure that training covers what these things
are, how to deal with them, how to keep them from happening,
and what to do if they occur. '
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VIII.I. (cont'd)

6. Provide sexual harassment training at all oinC, XPO,
LAMS, "A"™ Schools, 0CS, Coast Guard Academy, CPO/XPO
Academy, PCO/PXO, and recruit training in addition t¢ the
present every-third-year cycle. ’

7. Investigate and implement methods of providing better
quality control by providing such things as self-contained
lesson packages and training, video-tapes, behavioral
objectives, study manuals, and operational instructions.

8. Include sexual harassment information in the Military
Requirements courses at every paygrade, and include
questions about sexual harassment in the servicewide exams.
Make knowledge about sexual harassment a testable item
during all training.

9. Expand and improve recording of data specifically
concerning sexual harassment. Wherever data are kept,
sexual harassment statistics should be kept in addition to -
- and separate from -- general statistics on
"discrimination."

10. Institute a "Hot Line," a centralized information and
referral service staffed by women, to provide counseling
information, referral, and rumor control for Coast Guard
personnel, and to provide a continuous source of data on the
numbers and types of sexual harassment problems throughout
the Coast Guard and progress being made to combat them.
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VIII.J. FRATERNIZATION.

In both the interviews and the Coast Guard wide survey, there was
strong evidence that "fraternization in the Coast Guard is
widespread." Only about 20 to 25 percent of survey respondents
disagree with this
statement. (See
Table VIII.J-1)

When interview
participants were
asked about
fraternization, the
usual first response
was laughter. In
almost every female
interview group,
someone would admit
to having married or
dated someone in 7 et T o ERRInS
their chain of SOURC "Women in' thé Coast Guard Study Survey Instrument’ (058)

- command. There was ; iv i :
much less agreement
as to whether or not
it was a problem.
(See Table VIII.J-2) Only about 20 percent of Coast Guard survey
respondents stated that they felt it was. Nearly half disagreed
or disagreed strongly.

”’,'Dlsagree Strongly 3. 9%

Te T —

The general

conclusion, which 7 FRATERNIZATION IN‘THE OAST: UARD -

may be derived from 'IS. NOT  CONSIDERED A PROBLEM = .
interview data, is

that most people
felt it is "none of
the Coast Guard's
business whom I date
or socialize with."
Although a few
people stated that
fraternization
"hurts the Coast
Guard" and "once you
join the Coast
Guard, you don't
have a personal
llfe," the first
1mpre551on in interviews was that it was a trivial issue or was
an issue involving personal rights.

" Table VIII.J-2
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VIII.J. (cont'd) Since this reaction was predictable, after the
pretest and first few interviews, interviewers subsequently
probed for information using "worst case scenarios." "What if
someone in your work group is dating your boss ... how does that
make you feel ... what happens when they break up?" Given this
specific scenario, the reaction changed dramatically -- those
interviewed were unanimously against fraternization in situations
where they perceived they could be hurt by it.

It appears, therefore, that the ambiguous reactions and findings
obtained in some of the fraternization research is the result of
the fact that there are various kinds of fraternization, and
people react differently depending upon which kind they have in
mind when answering. When respondents see it as a question of
social or dating rights, they do not support prohibitions against
fraternization. When they see it as something which may
interfere with their job or career opportunities, they think
these prohibitions are important. Some are aware that it is a
complicated, hard to define, "gray area" issue. Some are
sensitive to the fact that there is differential enforcement and
differential support for those who enforce the policy. One man
said that "it was the most difficult thing he had handled as a
commanding officer." The existing Coast Guard policy contains
enough ambiguity that commanding officers and officers in charge
find it difficult to interpret consistently and fairly. They
also expressed concern that if they "come down on someone" for
fraternization, they felt they may or may not be supported by
those above them. .

With its small size and community feeling, as well as frequent
long hours and isolated and remote duty stations, the Coast Guard
work place may be conducive to the blurring of work and social
life in which fraternization could be expected to thrive. 1In
addition, minority members and women are, at times, part of such
small working groups that strict enforcement of the more general
kinds of “fraternization" regulations would deprive them of any
semblance of a normal social life. On the other hand,
fraternization carries with it the implication of advantage or
preferential treatment which can erode trust in leadership and
morale. It also carries with it an informality that erodes the
chain of command and leads to a breakdown in "good order and
discipline." For these reasons, Coast Guard policy against
fraternization is necessary. The nature and enforcement of this
policy must be general enough and carefully enough applied,
however, that it only addresses those relationships which really
are a threat to good order and discipline and mission
accomplishment. It must allow for those relationships which

build support, morale, and esprit de corps as well as a healthy
working relationship.
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VIII.J. (cont'd) With this in mind, the current Coast Guard
policy on fraternization was formulated. The policy describes
relationships between senior and junior members and acknowledges
that "... appropriate types of relationships are essential to the
quality of service life and to the effective accomplishment of
demanding missions ... as well as to enhancement of “esprit de
corps within the Service and [perpetuation of] traditional
service norms and values ... customs and traditions."

Conversely, the Coast Guard acknowledges that inappropriate
personal relationships between senior and junior service members
may "... adversely effect discipline and morale and negatively
impact mission performance." While fraternization appears to
have been defined more narrowly in the past, personal
relationships between male and female officers and enlisted male
and female members are covered in the revised policy. (It should
be noted that fraternization may be between same sex members as
well as between males and females.)

"Inappropriate personal relationships" are explained in detail in
the policy. However, there is no identification of actions that
categorize "“fraternization" nor are examples of this behavior
provided. Nevertheless, commanding officers and officers in
charge are made responsible for ensuring that all members of
their commands are aware of "... what constitutes fraternization
and other inappropriate personal relationships." They are also
held responsible for ensuring that the provisions of the policy
are observed and for taking appropriate action when violations
occur. In addition, all service members are admonished to
conduct themselves in such a way as to be consistent with "...
traditional and customary standards of good order and dicipline
... in conformity with the policy." Seniors are advised to set
high standards of conduct as an example for juniors and to take
responsibility for ensuring that any relationship with a junior
remains within the boundaries of appropriate behavior.

It may be unfair to suggest amendment to the new fraternization
policy since, although it has been widely promulgated, few people
in the field stated that they had actually read it. However,
from the survey data and discussions in the field, it is apparent
that some issues need to be addressed. These include:

o the absence of a clear understanding of what
fraternization is,

o the fact that there is no clear statement as to how

inappropriate personal relationships become fraternization
or whether or not they are, de facto, fraternization,

VIII- 63



VIII.J. (cont'd)

0 an absence of mandated-awarenesg training beyond the
Academy and the training commands, and

o enough substantive evaluation of how the behavior ‘can
hurt the Coast Guard and why it must be stopped to assure
that those charged with enforcement are supported.

Coast Guard managers state that they would appreciate a clear
statement of:

o what fraternization is,
o how it harms the Coast Guard, and
o what to do about it.

Coast Guard personnel evidence a need more training in the area,
examples of what fraternization is, and "lessons learned" in real
life Coast Guard situations.

Recommendations.

1. The Coast Guard policy on fraternization should be
augmented with more specific guidance on what constitutes
fraternization and how it harms the Coast Guard.

2. Training should be provided on the issue: what
fraternization is, why it is wrong, and why it hurts the
Coast Guard. This training should be provided during
recruit training, "A" school, Coast Guard Academy, Officer
Candidate School, instructor training, Leadership and
Management Schools, and included in the Military
Requirements for advancement through the petty officer pay
grades.

3. When disciplinary actions are taken, the reason for and
nature of those actions should be sanitized, grouped with
results of other fraternization cases, and publicized. This
will "set the record straight" where there have been gossip
and rumors and will provide lessons learned for both Coast
Guard personnel and their leadership.
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VIII.K. UNIFORMS.

Briefings by Headquarters Uniform Branch representatives
indicated that they already had uniform issues under
investigation, so no specific questions concerning uniforrs were
asked in either the survey or the interviews. The fact that
there was a great deal of interest in this issue was evident in
the field, however. During nearly every interview, someone tried
to open discussion of uniform issues. There was concern that
women's uniforms are more expensive than men's. (These costs are
offset by the difference in uniform allowance for enlisted women,
but female officers must pay more than male officers.) There was
also concern that uniform items are difficult to obtain. There
were the ever-present questions of style and quality. For the
most part, people in the field were not aware of the efforts
being made to improve uniforms, not aware of how they could make
suggestions for improvement, and in some cases not aware of how
to obtain uniform items from remote locations. The study group,
in discussing uniform issues, looked into and endorsed Uniform
Branch policy, discussed the importance of providing information
to the field, and made the following recommendations.

Recommendations.

1. The Uniform Branch should provide information to the
field on:

- Procedures for obtaining uniform items.
- The distribution system.

- Availability and use of ordering forms.
- Uniform Board recommendations.

2. The Uniform Branch should investigate the feasibility of
establishing ordering systems utilizing E-mail, 1-800
numbers, and FAX. To facilitate ordering, these systems
should be implemented where possible.

3. Differential costs should be one of the factors
considered by the Uniform Board when evaluating proposed
changes to uniforms.

4. A person familiar with women's sizing in Coast Guard
uniforms should always be assigned to the Uniform
Distribution Center.
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VIII.L. REALIGNMENT.

During the past four

years, the Coast “OAST .GUARD

Guard has undergone COLIATERAL DUTY 'WORKLOAD
two significant

reorganizations.

The objective of the
realignments was to
streamline the
support
infrastructure so
that as many billets
as possible could be
reallocated to
operations. The
first realignment OURCE :
involved a :

substantial Table VIII.L-1

reorganization of

Coast Guard

districts. Two districts were absorbed into neighboring ones and
most of the support functions performed by the district offices
were consolidated into two Maintenance and Logistics Commands
(MLCs). In the second realignment, Coast Guard Headquarters was
reorganized.

Realignment was an issue requested by DACOWITS which initially
did not appear to have a direct bearing on women in the Coast
Guard. In group interviews, however, it rapidly became apparent
that reorganization was an intervening variable which increased
the stress on many Coast Guard members and increased sensitivity
among co-workers and supervisors to "the problems inherent in the
integration of women." Many of those interviewed -- male as well
as female -- voiced the opinion that their work load had
increased as a result of billet cuts related to realignment.
Table VIII.L-1 shows that more than 25 percent of the men
surveyed feel they have too many collateral duties to do their
jobs well even though more than 77 percent of them put in extra
time. In addition, privatization of billets under an aggressive
A-76 implementation effort replaced "24 hour duty status®
military members with "nine to five" contract workers. This
limited the number of people available for "surge" periods,
collateral duties, or "taking up the slack."™ In this lean
organization, anything which appears to render a person less
capable of "pulling their weight" is likely to cause ill
feelings.
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VIII.L. (cont'd) Female-specific issues such as physical
strength, absence due to medical appointments, or time off for
pregnancy are more likely to draw attention and to be resented.
Change is stressful in itself and the thinning out of personnel
resources probably increases both the visibility of, and demands
on, each member. Realignment and the A-76 program, therefore,
have both made integration of women somewhat more difficult.

Recommendations. Investigation of this issue provided helpful

background for the study, but no recommendations are made in this
area.
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VIII.M. GEOGRAPHIC STABILITY

Geographic stability is not specifically mentioned in the
Personnel Manual. However, the manual does state that all )
personnel must be capable of performing all necessary tasks in
order for the Coast Guard to carry out its missions and that
members must be available for world wide assignment at all times.
There are two major factors which drive transfers in the Coast
Guard. The first is losses, each of which sets into motion a
train of advancements and moves to fill the vacancy. The second
is undesirable duty. The Coast Guard attempts to guarantee a
specific tour length at undesirable duty stations, including
afloat, isolated, and certain areas of the country. As an
enticement to members assigned there, assignment officers
frequently give the member priority in his or her next
assignment. .

The implication and the tradition is that it is necessary for a
Coast Guard person to move frequently to obtain a well-rounded
experience base and career in the Coast Guard. When people move
from one area go to another, they learn new ways to do their
jobs, and they bring a change in view which may be beneficial.
To ensure this mobility, the files of members who have been in
one location for six years or longer are flagged for transfer to
a different geographic locality. In many areas of the country,
however, it is possible to work in several mission areas and
several types of units without changing locations. A member can
continue to develop professionally while remaining in one
geographic area through two to three tours (5 to 12 years).

Increased geographic stability is desirable from both the
member's perspective and from the Coast Guard's perspective.
Many people join the Coast Guard to travel and see new places.
When they acquire a family, the majority of Coast Guard members
desire more stability. Previous surveys which asked why members
were leaving the Service revealed a strong desire to sink roots
in a community, get control over their lives, and avoid the costs
and turmoil of moving. Stability becomes more desirable as
issues such as dual-income families, child care, and rapidly-
escalating housing prices become predominant in the lives of
Coast Guard members. Collocation of service couples would
probably become easier if moves were decreased. Increased job
and advancement opportunities for non-military spouses would
probably result as well. Geographic stability would increase
family stability and allow families to tap into local support
networks, conceivably reducing dependence upon Coast Guard
support services. It would provide no-cost (to the Coast Guard)
child care assistance by enabling members time to locate good
child care and work their way up on waiting lists.
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VIII.M. (cont'd) From the Coast Guard's perspective, mission
effectiveness increases as members become more proficient in
their assignments. Funding for PCS moves will continue to remain
tight, and increased stability could reduce PCS costs to the
government and out-of-pocket moving expenses for members..
Geographic stability could encourage members to invest and build
equity in homes and decrease losses incurred when selling
decisions are dictated by transfers rather than the housing
market; a reduction in Coast Guard-owned and leased housing needs
could result. The Coast Guard might also benefit from the
continuity which "homesteaders" would provide and the links they
would build to the host community.

During the study, it was noted that some people have been able to
diversify their skills and training, remain competitive, and earn
promotion despite remaining in a geographic area for an extended
period of time. Moreover, there seems to be a group of people
who desire to remain in almost every geographic locality. For
example, some want to serve in the New England area because it is
close to family. Others want to serve in Alaska because of the
outdoor activities.

At issue is the policy that geographic stability is, in itself,
bad. There is no question that a member who desires to stay in
an area should not assume that continuity is guaranteed, but
should compete for the assignment with someone else who has
earned it and is asking for it. There is a given location that
prolonged service in a geographic area may be detrimental to a
member's career or promotion<ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>