Annex 1 — 2015 Workplace and Gender
Relations Survey of the Reserve

Component

The Reserve Components of the United
States Armed Forces are named within Title
10 of the United States Code and include:

e The Army National Guard of the United
States (ARNG),

The Army Reserve,

The Navy Reserve,

The Marine Corps Reserve,

The Air National Guard of the United
States (ANG), and

e The Air Force Reserve.

Reserve Component Survey Data

The 2014 RMWS received 13,500
responses from Reserve Component
members, including members of the selected
reserve from the Army Reserve, Army
National Guard, Navy Reserve, Air Force
Reserve, Air National Guard, and Marine
Corps Reserve. The overall response rate
was 23%.

The Department conducted the 2015
WGRR to follow up and expand on 2014
RMWS findings. The 2015 WGRR aimed to
obtain a comprehensive assessment of the
experiences of Reserve Component
members. An estimated 3.2% of Reserve
Component women and 0.6% of Reserve
Component men experienced sexual assault
in in the year prior to being surveyed. There
was no statistically significant change in the
past-year sexual assault prevalence rate for
women or men between 2015 and 2014.

According to the 2015 WGRR, Army
National Guard women were more likely than
women in the other Reserve Components to
indicate experiencing a sexual assault in
FY15, whereas, Air National Guard and U.S.
Air Force Reserve women were less likely to
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indicate a sexual assault in FY15.
Additionally, Air National Guard and U.S. Air
Force Reserve men were less likely than men
in the other Reserve Components to indicate
experiencing sexual assault in FY15.

The 2015 WGRR also found that, of the
respondents who indicated experiencing a
sexual assault in the past year, 69% of
women and 78% of men indicated at least
part of the assault occurred at a military
location or while on duty status; seven
percent of victimized women and six percent
of victimized men also indicated the situation
occurred while deployed in a combat zone or
to an area where he or she drew imminent
danger pay.

Many respondents indicating past-year
sexual assault victimization also experienced
sexual harassment and/or stalking before
and/or after the situation (55% of women and
51% of men). Male victims were more likely
than female victims to indicate that their worst
incident of sexual assault in the past year
involved hazing or bullying (44% of men
compared to 20% of women). In addition, of
those indicating a sexual assault in the past
year, 38% of women and 22% of men
indicated that they had been drinking prior to
the incident. Thirty-nine percent of victimized
women and twenty-three percent of
victimized men indicated that the offender
had been drinking alcohol before the incident.

Twenty-two percent of women and
sixteen percent of men who experienced
sexual assault in 2015 indicated they
reported the situation to a military authority.
The top two reasons women indicated for
reporting the situation were: to stop the
offender(s) from hurting others (72%), and
stop the offender(s) from hurting them again
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(61%). The top reasons men indicated for
reporting the situation were not reportable,
largely due to the small numbers of men in
this category of responses.

For women who indicated experiencing a
sexual assault and chose not to make a
report, 62% indicated that it was because
they wanted to forget about it and move on,
and 59% indicated that it was because they
did not want people to know. This was higher
for women who experienced penetrative
sexual assault versus non-penetrative sexual
assault. Whereas for men, the top two
reasons they chose not to make a report
were because they thought it was not serious
enough to report (48%) and that they wanted
to forget about it and move on (46%). The
survey results showed that men and women
who experienced non-penetrative sexual
assault versus penetrative sexual assault
were more likely to indicate that they did not
think the incident was serious enough to
report.

Results from the 2015 WGRR showed
that Reserve component members who
experienced unwanted gender-related
behaviors were more likely to experience
sexual assault. More specifically, those who
experienced a sex-based military equal
opportunity (MEO) violation such as sexual
harassment (i.e., a sexually hostile work

environment and/or sexual quid pro quo)
and/or gender discrimination, were more
likely to experience sexual assault than those
who did not.

Various work climate-related factors were
also assessed in relation to sexual assault
because such factors might contribute to a
culture that is tolerant of, or increases risk for,
sexual assault. Results demonstrated that
high levels of workplace hostility, an
unhealthy unit leadership climate with respect
to sexual assault, low coworker satisfaction,
low work satisfaction, and low presence of
female coworkers were all related to
increased likelihood of sexual assault. In
particular, unit leadership climate and
workplace hostility had an especially strong
relationship with sexual assault.

Moreover, there was indication that a
healthy leadership climate had a protective
effect against sexual assault even when
sexual harassment is present, suggesting
that this may be an important area for
consideration by Reserve component
leadership.

Additional information about the 2015

WGRR follows in the full survey report from
the Defense Manpower Data Center.
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Executive Summary

Dr. Elizabeth P. Van Winkle and Dr. Lindsay Rock

To address unwanted gender-related issues in the military, each of the Services and DoD has
implemented and expanded sexual assault and sexual harassment programs to provide reporting
options and survivor care procedures. Continuing evaluation of these programs through cross-
component surveys is important to reducing instances of sexual assault and sexual harassment of
military members. This report presents findings from the 2015 Workplace and Gender Relations
Survey of Reserve Component Members (2015 WGRR), a key source of information for
evaluating these programs and for assessing the gender relations environment across the Reserve
components, including the National Guard.'

Study Background and Methodology

Study Background. The Defense Research, Surveys, and Statistics Center (RSSC), within the
Defense Manpower Data Center (DMDC), has been conducting the Congressionally-mandated
gender relations surveys of Reserve component members since 2004 as part of a quadrennial
cycle of human relations surveys outlined in Title 10 U. S. Code Section 481. Past surveys of
this population were conducted by DMDC in 2004, 2008, and 2012. At the request of Congress,
the RAND Corporation conducted a gender relations survey in 2014 of military members (both
the active duty and Reserve components) to provide an independent assessment, and their
measures for sexual assault and Military Equal Opportunity (MEO) violations will be used in
Workplace and Gender Relations (WGR) surveys hereafter. Based on the new biennial cycle of
gender relations surveys mandated by the National Defense Authorization Act (NDAA) Fiscal
Year 2013 Section 570, DMDC conducted the gender relations survey of Reserve component
members in 2015 (2015 WGRR).

The ability to estimate annual prevalence rates is a distinguishing feature of this survey. Results
are included for estimated prevalence rates of sexual assault and MEO violations pertaining to
sexual harassment and gender discrimination. Historically, to measure sexual assault, DMDC’s
WGR surveys have used a measure of Unwanted Sexual Contact (USC) on surveys conducted in
2006, 2010, and 2012 of active duty members and 2008 and 2012 of Reserve component
members. Although the term “USC” does not appear in the UCMJ, it is used to refer to a range
of activities that the UCMI prohibits, including uninvited and unwelcome completed or
attempted sexual intercourse, sodomy (oral or anal sex), penetration by an object, and the
unwanted touching of genitalia and other sexually related areas of the body. As originally
developed, the goal of the USC measure was to act as a proxy for “sexual assault” while
balancing the emotional burden to the respondent. The intention of the USC measure was not to
provide a crime victimization rate in this regard, but to provide the Department with information
about military men and women who indicated experiencing behaviors prohibited by the UCMJ
consistent with sexual assault and would qualify the individual to receive Sexual Assault
Prevention and Response (SAPR) support services.

" This report uses “Reserve component” to include National Guard members.
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In 2014, Senate leadership and an independent, Congressionally-mandated panel of DoD and
civilian experts requested that the Department update their survey metrics to be more specific
with regard to the types of crimes experienced by military members (Report of the Response
Systems to Adult Sexual Assault Crimes Panel, 2014). This new measure of sexual assault
aligns with the language used in the elements of proof required for sexual assault under Article
120, UCMJ, and meets the requirements of Congress. In 2014, the Department contracted with
RAND to conduct a large-scale survey of active duty and Reserve component members on issues
of sexual assault. RAND developed this new measure of sexual assault which incorporates
UCMIJ-prohibited behaviors and consent factors to derive estimated prevalence rates of crimes
committed against Service members.” While the terms and acts in this sexual assault measure
are anatomical and more graphic, RAND had reported the measures provide a reliable estimate
of sexual assault. To evaluate the differences between the previous USC metric and the new
sexual assault metric, researchers at RAND fielded two versions of the survey: one using the
USC question (the 2014 Workplace and Gender Relations Survey) and one using a newly
constructed crime victimization measure aligned with the specific legal definitions of sexual
assault and abusive sexual contact as delineated in the UCMIJ (2014 RAND Military Workplace
Survey [2014 RMWS]). Using both measures, and weighting up to the full population for both,
they found the estimated rate using the USC question and the estimated rate using a sexual
assault crime index were not significantly different. The new sexual assault measure was
approved by the Secretary of Defense and the Service Chiefs as the crime victimization measure
of sexual assault for DoD and was incorporated on the 2015 WGRR.> Chapter 1 of this report
provides additional information on the construction of the sexual assault metric and how follow
up questions allow for construction of an estimated crime rate.

In 2014, RAND also developed new measures of sex-based MEO experiences for the 2074
RMWS that were designed to align with criteria for a DoD-based MEO violation. RAND
developed the new measures of MEO violations that incorporate behaviors and follow-up criteria
to derive estimated prevalence rates. The new measure provides an estimated prevalence rate of
sexual harassment, which includes experiences of a sexually hostile work environment and/or
sexual quid pro quo, and gender discrimination. Chapter 1 provides additional information on
the construction of these metrics.

Survey Methodology. DMDC conducts DoD cross-component surveys that provide
leadership with assessments of attitudes, opinions, and experiences of the entire population of
interest using standard scientific methods. DMDC’s survey methodology meets industry
standards that are used by government statistical agencies (e.g., the Census Bureau and Bureau
of Labor Statistics), private survey organizations, and well-known polling organizations. DMDC

? In developing its new sexual assault measure, RAND conducted a pretest of the new measures. The pretest
included 24 individuals recruited via convenience sampling, including military Service members. These individuals
were diverse with respect to gender, Service/component, and rank. RAND used cognitive interviewing techniques
(Sirken et al., 1999) to gauge readability, reliability, and distress of the items. The survey was modified based on
results from the pretest. Further information on the pretest can be found in RAND’s report (Morral, Gore, & Schell,
2014).

3 As a new sexual assault measure was used in 2014 and 2015, direct comparisons between survey years prior to
2014 are not possible. Although direct comparisons are not possible, the top-line estimates between the new
measure and the old USC measure are statistically similar as found by the RAND Corporation in their 2014 bridge
study.
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adheres to the survey methodology best practices promoted by the American Association for
Public Opinion Research (AAPOR) for all scientifically constructed surveys.*

Although DMDC has used industry standard scientific survey methodology for many years, it is
important to clarify how scientific practices employed by large survey organizations control for
bias and allow for generalizability to populations. Appendix E contains frequently asked
questions (FAQs) on the methods employed by government and private survey agencies,
including DMDC. The survey methodology used on prior WGRR surveys has remained largely
consistent across time, which allows for comparisons across survey administrations. In addition,
the scientific methods used by DMDC have been validated by independent organizations (e.g.,
RAND, GAO).” The methodology for selecting the 2015 WGRR sample, based on a stratified
random sampling, is the same as in prior years. However, the methodology used for weighting
the respondents to the population is different. To maintain comparability, DMDC used the
generalized boosted models (GBM) used by RAND for this administration, which adjusts for
nonresponse by predicting responses to key survey measures (e.g. sexual assault) on the survey
as well as predicting survey response. DMDC, in collaboration with statisticians from Westat,
developed estimated GBM models to create the final statistical weights. Additional details about
the complex weighting can be found in Chapter 2 of the report and in the 2015 Workplace and
Gender Relations Survey of Reserve Component Members: Statistical Methods Report (DMDC,
2016a).

Data were collected between August 10 and October 19, 2015. The survey procedures were
reviewed by a DoD Human Subjects Protection Officer as part of the DoD survey approval and
licensing process. Additionally, DMDC received a certificate of confidentiality from the Health
Resources and Services Administration (HRSA) at the Department of Health and Human
Services to ensure the respondent data are protected.’

The target population for the 2015 WGRR consisted of members from the Selected Reserve in
Reserve Unit, Active Guard/Reserve (AGR/FTS/AR; Title 10 and Title 32), or Individual
Mobilization Augmentee (IMA), programs from the Army National Guard (ARNG), U.S. Army
Reserve (USAR), U.S. Navy Reserve (USNR), U.S. Marine Corps Reserve (USMCR), Air
National Guard (ANG), and U.S. Air Force Reserve (USAFR), who were below flag rank.
Single-stage, nonproportional stratified random sampling procedures were used in the 2015
WGRR.

* AAPOR’s “Best Practices” state that, “virtually all surveys taken seriously by social scientists, policy makers, and
the informed media use some form of random or probability sampling, the methods of which are well grounded in
statistical theory and the theory of probability” (http://aapor.org/Best Practices1/4081.htm#best3). DMDC has
conducted surveys of the military and DoD community using these “Best Practices” for over 25 years, tailored as
appropriate for the unique design needs of specific surveys, such as the census of women in the 2015 WGRR.

> In 2014 an independent analysis of the methods used for a 2012 survey on gender relations in the active duty force,
which aligns with methods used in the 2015 WGRR, determined that “[DMDC] relied on standard, well accepted,
and scientifically justified approaches to survey sampling and derivation of survey results as reported for the 2012
WGRA.” (Morral, Gore, & Schell, 2014, p. 3). In 2010, GAO conducted an evaluation of DMDC’s methods. While
they found the sampling and weighting procedures aligned with industry standards and were reliable for constructing
estimates, recommendations on conducting non-response bias analyses were accepted by DMDC and are now
standard products for DMDC surveys (GAO-10-751R Human Capital).

% This Certificate of Confidentiality means that DMDC cannot be forced to disclose information that may identify
study participants in any federal, state, or local civil, criminal, administrative, legislative or other proceedings.
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DMDC sampled 50% of Reserve component men and 100% of Reserve component women,
across all military Reserve components, consisting of 485,774 Reserve component members.
Surveys were completed by 87,127 Reserve component members (34,706 Reserve component
women and 52,421 Reserve component men). The weighted Total DoD response rate for the
2015 WGRR was 20%, which is typical for large DoD-wide surveys. This response rate was
similar to the 22% Reserve response rate for the 2074 RMWS and the 23% response rate in 2012
Workplace and Gender Relations Survey of Reserve Component Members.

DMDC scientifically weights the survey data so findings can be generalized to the full
population of Reserve and National Guard members. Within this process, statistical adjustments
are made so that the sample more accurately reflects the characteristics of the population from
which it was drawn. This ensures that the oversampling within any one subgroup does not result
in overrepresentation in the total force estimates, and also properly adjusts to account for survey
nonresponse. DMDC typically weights the data based on an industry standard process that
includes 1) assigning a base weight based on a selection probability, 2) adjusting for nonresponse
which includes eligibility to the survey and completion of the survey, and 3) adjusting for
poststratification to known population totals. Further information on this process can be found in
Chapter 2.

The remainder of this Executive Summary details the top-line results from the overview report.
The full overview report is not an exhaustive summary of all data points in the survey. Rather, it
provides an overview of the primary prevalence metrics and supporting data to help inform
sexual assault prevention and response within the Department. References to
perpetrator/offender throughout this report should be interpreted as “alleged perpetrator” or
“alleged offender” because without knowing the specific outcomes of particular allegations, the
presumption of innocence applies unless there is an adjudication of guilt. References to “sexual
assault” throughout the report do not imply legal definitions for sexual assault. Additionally,
references to “retaliation,” “reprisal,” “ostracism” or “maltreatment,” or perceptions thereof, are
based on the negative behaviors as reported by the survey respondents; without knowing more
about the specifics of particular cases or reports, this data should not be construed as
substantiated allegations of reprisal, ostracism, or maltreatment.

Sexual Assault Among Reserve Component Members

Sexual Assault Prevalence. On the survey, Reserve component members were asked to
think about events that happened in the past 12 months and were asked specifically about the
following types of unwanted experiences in which someone:

e Put his penis into their vagina, anus, or mouth

e Put any object or any body part other than a penis into their vagina, anus, or mouth

e Made them put any part of their body or any object into someone’s mouth, vagina, or
anus when they did not want to

e Intentionally touched private areas of their body (either directly or through clothing)




2015 Workplace and Gender Relations Survey of Reserve

2016
Component Members

e Made them touch private areas of their body or someone else’s body (either directly or
through clothing)

e Attempted to put a penis, an object, or any body part into their vagina, anus, or mouth,
but no penetration actually occurred.

This section provides the estimated overall roll up prevalence rates for members who indicated
experiencing these behaviors, who met the UCMIJ-based criteria for experiencing a sexual
assault, and who indicated the sexual assault happened within the past 12 months.

Overall, 1.1% of Reserve component members indicated experiencing sexual assault in the past
12 months. This represents about 1 in 31 women (3.2%) and about 1 in 167 men (0.6%). Based
on the 87,127 eligible respondents from an estimated eligible population of 792,528 members, a
constructed 95 percent confidence interval ranges from 7,636 to 9,137, with an estimated total of
8,386 Reserve component members who indicated experiencing a sexual assault in the past 12
months. Of note, the approved sexual assault metric does not require the assault to occur within
a military location or at the hands of a military member. Therefore, estimates provided may
reflect assaults which occurred off-duty hours and/or by civilian perpetrators.

For Reserve component women, the estimated prevalence rate of sexual assault has remained
unchanged since 2014 (both 3.2%). Similarly, the estimated sexual assault rate for men has also
remained statistically unchanged (0.4% in 2014 and 0.6% in 2015). Rates prior to 2014 used the
measure of unwanted sexual contact and therefore trends prior to 2014 are not possible.

Similar to findings in the active duty, junior enlisted Reserve component members were more
likely than members in the other paygrades to indicate experiencing sexual assault, for both men
and women. Specifically, 4.1% of E1-E4 women indicated experiencing a sexual assault in the
past year compared to 2.8% for E5-E6, 2.4% for O1-O3/W1-WS5, and 1.2% for 04-06.
Similarly, 0.9% of E1-E4 men indicated experiencing a sexual assault in the past year compared
to 0.5% for ES-E6, 0.1% for O1-O3/W1-WS5, and 0.2% for O4-06.

Type of Sexual Assault. Ofall Reserve component women, 1.4% indicated experiencing a
penetrative sexual assault while 1.7% indicated it was a non-penetrative sexual assault. For
Reserve component men, 0.2% indicated experiencing a penetrative sexual assault while 0.4%
indicated it was non-penetrative.

Details of the Most Serious Assault. As survivors of sexual assault often experience more
than one assault, the 2075 WGRR asked the 3.2% of Reserve component women and the 0.6% of
Reserve component men who indicated experiencing a sexual assault in the past 12 months to
consider the assault that had the greatest effect on them. They were then asked specific
questions on the circumstances surrounding this experience. In limiting responses to this one
situation, overall burden on the respondent is minimized. The following details are of this most
serious assault.

Overall, of those Reserve component members who indicated experiencing a sexual assault in
the past year, 69% of women and 78% of men indicated at least part of the assault occurred at a
military location and/or while on duty status. Forty-eight percent of women and 27% of men
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indicated alcohol and/or drugs were involved during the event. There was a significant
difference between men and women on use of alcohol/drugs with female Reserve component
members significantly more likely to indicate alcohol and/or drugs were involved in the assault
as opposed to male Reserve component members.

About one-fifth (20%) of women indicated the event could be described as hazing (e.g., things
done to humiliate or "toughen up" people prior to accepting them into a group) and/or bullying
(repeated verbally or physically abusive behaviors that are threatening, humiliating, or
intimidating). In comparison, 44% of men indicated the assault could be described as hazing
and/or bullying. This is a statistically significant difference with male survivors more likely to
indicate the sexual offense involved hazing and/or bullying compared to women.’

Sexual assault is often not experienced in isolation and behaviors may be present both prior to,
and after, the assault. The 2075 WGRR asked survivors about whether the alleged offender
sexually harassed and/or stalked them prior to, or after, the assault. Overall, about half (55%) of
Reserve component women and men (51%) who indicated experiencing a sexual assault reported
that the alleged offender sexually harassed or stalked them before and/or after the assault. About
one-third (31% of Reserve component women who indicated experiencing a sexual assault in the
past year and 36% of Reserve component men) indicated they were sexually harassed and/or
stalked both before and after the assault. These findings support the Department’s emphasis on
reporting as a potential way to stop the alleged offender from continuing or escalating behaviors.

Characteristics of the Alleged Offender in the One Situation. Reserve component
women and men who indicated experiencing a sexual assault in the past 12 months most
commonly indicated the alleged offender was a male. However, there were some gender
differences. Whereas the vast majority of female Reserve component survivors (95%) indicated
a male, male Reserve component survivors were more likely to indicate the alleged offender was
a female (38% of male Reserve component survivors compared to 2% of female survivors) or
both males and females (10% of male Reserve component survivors compared to 2% of female
Survivors).

While the majority of Reserve component members who indicated experiencing a sexual assault
indicated only one person was involved (74% of female Reserve component survivors and 61%
of male survivors), male Reserve component survivors were less likely to indicate only one
alleged offender. Nearly one-third of male Reserve component survivors (31%) and nearly one-
quarter of female Reserve component survivors (24%) indicated there was more than one alleged
offender.

The majority of Reserve component members who indicated experiencing a sexual assault (75%
of women and 76% of men) indicated at least one of the alleged offenders was a military
member. Conversely, about one-quarter (25% of women and 24% of men) indicated the alleged
offender was not a military member.

Reporting Behaviors of the One Situation. Most survivors of sexual assault do not report
their assault to the authorities. Results of the 2075 WGRR support this finding. Specifically,

7 Additional details on gender differences can be found in Chapter 9.
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22% of Reserve component women who indicated experiencing a sexual assault chose to report
their assault to a military authority. For Reserve component men who indicated experiencing a
sexual assault, 16% reported their assault to a military authority.

Reserve component members who indicated experiencing a sexual assault and opted to not report
their assault were asked for reasons why they made this decision.® For Reserve component
women, the top five reasons they indicated they did not report the assault were: they wanted to
forget about it and move on (62%), they did not want more people to know (59%), they did not
want to hurt the person's career or family (41%), they felt partially to blame (39%), and they
thought it was not serious enough to report (40%).

For Reserve component men, the top five reasons they indicated they did not report the assault
were: they thought it was not serious enough to report (48%), they wanted to forget about it and
move on (46%), they did not want people to know (35%), they did not want people to see them as
weak (35%), and they thought it might hurt their career (35%).

There were statistically significant differences between Reserve component women and men for
reasons for not reporting the assault. Reserve component women who indicated experiencing a
sexual assault were more likely than men to indicate they did not report the most serious
situation because: they wanted to forget about it and move on (62% for women and 46% for
men), did not want more people to know (59% for women and 33% for men), felt partially to
blame (39% for women and 14% for men), did not think your report would be kept confidential
(33% for women and 17% for men), and/or thought other people would blame you (32% for
women and 16% for men).

There were also differences among reasons for not reporting by the type of assault experienced.
For Reserve component women who indicated experiencing a penetrative sexual assault,
concerns about not wanting people to know, feeling partially to blame for the assault, and
wanting to forget about it and move on, were endorsed at higher rates compared to those who did
not indicated experiencing a penetrative sexual assault. Conversely, for Reserve component
members (both men and women) who indicated experiencing a non-penetrative sexual assault,
believing the assault was not serious enough to report was endorsed at a higher rate than for
those members who did not indicate experiencing a non-penetrative sexual assault.

Reserve component members who indicated experiencing a sexual assault and reported it to a
military authority were also asked for reasons they chose to report the assault. Due to the small
number of Reserve component men who indicated experiencing a sexual assault and chose to
report it, male estimates for this data point are not reportable.

Of the 22% of Reserve component women who indicated experiencing a sexual assault and who
reported the one situation to a military authority, the top five reasons for reporting the most
serious assault were fo stop the offender(s) from hurting others (72%), to stop the offender(s)
from hurting them again (61%), it was their civic/military duty to report it (51%), someone they
told encouraged them to report (49%) and/or to get mental health assistance (34%).

¥ Descriptive analysis of how endorsement of these reasons have changed over time can be found in Chapter 9.
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Similar to the above results, there were also differences among reasons by the type of assault
indicated. Specifically, for Reserve component women who indicated experiencing a penetrative
sexual assault, reporting in order to get medical and/or mental health assistance were endorsed at
higher rates compared to those who indicated experiencing a non-penetrative sexual assault.

Perceived Professional Reprisal, Ostracism, and Maltreatment as a Result of
Reporting a Sexual Assault

The Department strives to create an environment where military members feel comfortable and
safe reporting a potential sexual assault to a military authority. Since 2005, DoD has established
a number of policies to encourage more survivors to come forward including multiple reporting
options, the creation of the DoD Safe HelpLine, and the Special Victims’ Counsel, Victims’
Legal Counsel program.

To further ensure a safe environment for reporting, the Department has been monitoring
repercussions, i.e., retaliatory behavior, as a result of reporting a sexual assault. Specifically,
two forms of retaliatory behaviors have been outlined: professional reprisal and ostracism/
maltreatment. Professional reprisal, as defined in law and policy, is a personnel or other
unfavorable action taken by the chain of command against an individual for engaging in a
protected activity. Ostracism and maltreatment, however, can be negative behaviors, such as
actions of social exclusion or misconduct against the military member taken by peers or an
individual in a position of authority, because the member reported, or intends to report a criminal
offense.

Until 2014, the Department used a general climate measure of “retaliation” to capture these
potential experiences. Survey results on estimated rates of perceived experiences of both types
of retaliatory behaviors by sexual assault survivors have been relatively constant since first
measured in 2006. Specifically, survey findings have consistently shown that more than half of
female military members’ who made an unrestricted report perceived some amount of retaliatory
behavior.'” Using this general measure, the Department was able to gauge perceptions of
retaliatory behaviors, but this prior measure did not necessarily align with the specific
requirements of policy to allow for an investigation. In 2015, the Secretary of Defense
determined that more detailed information was needed on the circumstances of these perceived
experiences. As a result, the Secretary of Defense directed the Department to “develop a DoD-
wide comprehensive strategy to prevent retaliation against Service members who report or
intervene on behalf of victims of sexual assault and other crimes.”"!

This increased focus led to a number of new initiatives, including the revision of survey
measures to be more consistent with the directives prohibiting retaliation.'> To develop a more
comprehensive measure, which was more consistent with law, but still allowed for measurement

? Data for men were not reportable due to the small number of male respondents in this category.

" DMDC (2012), Van Winkle, Rock, Coffey & Hurley (2014), Morral, Gore, & Schell (2014).

' Secretary of Defense (2015, May 1)

"2 The implementation of Section 1709(a) of the NDAA for FY 2014 requires the Secretary of Defense to prescribe
regulations, or require the Secretaries of the military departments to prescribe regulations, that prohibit retaliation
against an alleged victim or other member of the Armed Forces who reports a criminal offense. The section further
requires that violation of those regulations be punishable under Article 92 of the UCMJ, 10 U.S.C. § 892 (2012).



2015 Workplace and Gender Relations Survey of Reserve

2016
Component Members

of general negative behaviors, SAPRO assembled a Retaliation Roundtable which included
subject matter experts from across the Department along with other DoD stakeholders. The goal
was to create a detailed set of survey items that more carefully measure ostracism/maltreatment
and professional reprisal so that these outcomes associated with reporting a sexual assault could
be better addressed by the Department.

The new metric constructed by this group no longer refers to general “retaliation” and instead
uses the terms explained previously for professional reprisal, ostracism, and maltreatment.
Questions were designed to measure negative behaviors a respondent may have experienced as a
result of making a sexual assault report and to account for additional motivating factors as
indicated by the member that may be consistent with prohibited actions of professional reprisal,
ostracism, and maltreatment in the Uniform Code of Military Justice (UCMJ) and military
policies and regulations. This includes the alleged perpetrator having knowledge about the
report and that the actions were perceived to be taken with a specific intent (i.e., to discourage
the military member from moving forward with the report of sexual assault or to exclude them).

Survey questions are only able to provide a general understanding of the self-reported outcomes
that may constitute reprisal, ostracism, or maltreatment and therefore we refer to such outcomes
as “perceived.” Ultimately, only the results of an investigation (which takes into account all
legal aspects, such as the intent of the alleged perpetrator) can determine whether self-reported
negative behaviors meet the requirements of prohibited retaliation. The estimates presented in
this section reflect the Reserve component members' perceptions about a negative experience
associated with their reporting of a sexual assault and not necessarily a reported or legally
substantiated incident of retaliation. As such, rates for these items are caveated as “perceived.”

Prior to categorizing members as experiencing “perceived” reprisal, ostracism, and/or
maltreatment, members had to indicate experiencing a “potential” retaliatory action and/or
behavior. Specifically, the member had to indicate experiencing any behavior consistent with
professional reprisal or ostracism/maltreatment which would precede the questions to ascertain
the member’s perception of the motivating factors of those perceived retaliatory behaviors.
Therefore, there may be higher percentages of members who experience “potential” behaviors,
but they do not, on their own reflect a “rate.” “Perceived” actions and/or behaviors are those
retaliatory behaviors where potential behaviors were experienced and additional motivating
factors, as indicated by the member, were present. Details about the construction of this new
metric are included in Chapter 1.

Due to the small number of Reserve component men who indicated experiencing a sexual assault
and chose to report it, male estimates are not reportable. Therefore, data presented in this section
is of all Reserve component members.

Perceived Professional Reprisal Among Reserve Component Members. To be
included in the estimated rate of perceived professional reprisal, a Reserve component member
must have met the following criteria:

e Experienced a sexual assault in the past 12 months and

e Reported the assault to a military authority and
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e [Experienced at least one behavior consistent with professional reprisal perpetrated by
someone in leadership (e.g., was demoted, denied promotion, rated lower than deserved,
reassigned, made to perform additional duties, disciplined, etc.) and

e Indicated the actions experienced were based only on their report of sexual assault (i.e.,
not based on conduct or performance) and

e Indicated leadership took these actions to get back at them for making a report, to
discourage them from moving forward with the report, and/or because they were mad at
them for causing problems.

Of the Reserve component members who indicated experiencing a sexual assault in the past year
(1.1% of Reserve component members) and reported it to a military authority, one in five (20%)
indicated they experienced perceived professional reprisal from leadership as a result of
reporting the sexual assault. Of note, an additional 12% of Reserve component members who
indicated experiencing a sexual assault and reported it experienced some behaviors consistent
with professional reprisal, but did not meet the additional motivating factors consistent with
prohibited actions to get into the official rate.

Perceived Ostracism/Maltreatment Among Reserve Component Members. To be
included in the estimated rate of perceived ostracism/maltreatment, a Reserve component
member must have indicated that the event met the following criteria:

e Experienced a sexual assault in the past 12 months and
e Reported the assault to a military authority and

e Experienced at least one behavior consistent with ostracism and/or maltreatment
allegedly perpetrated by a peer or someone in a position of authority (e.g., made insulting
or disrespectful remarks/jokes at your expense, excluded or threatened to exclude them
from social activities/interactions, ignored them, showed or threatened to show private
images/photos/video to others, bullied them, was physically violent to them etc.) and

¢ Indicated the alleged perpetrator(s) of the actions knew, or suspected, they had made a
report of sexual assault and

e Indicated the alleged perpetrators(s) took these actions to discourage them from moving
forward with the report, discourage others from reporting, in order to exclude them,
and/or to abuse/humiliate them.

Of the Reserve component members who indicated experiencing a sexual assault in the past year
(1.1% of Reserve component members) and reported it to a military authority, nearly one in three
(29%) indicated they experienced perceived ostracism/maltreatment as a result of reporting the
sexual assault. An additional 29% of Reserve component members who indicated experiencing a
sexual assault and reported it experienced some behaviors consistent with
ostracism/maltreatment, but did not meet the additional motivating factors consistent with
prohibited actions to get into the official rate.
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Perceived Professional Reprisal/Ostracism/Maltreatment Among Reserve
Component Members. To be included in the estimated roll up rate of perceived professional
reprisal/ostracism/maltreatment, a Reserve component member must have indicated that the
event met the following criteria:

e Met the above criteria for perceived professional reprisal or
e Met the above criteria for perceived ostracism/maltreatment.

Of the Reserve component members who indicated experiencing a sexual assault in the past year
(1.1% of Reserve component members) and reported it to a military authority, a little more than
one-third (36%) indicated they experienced perceived professional
reprisal/ostracism/maltreatment as a result of reporting the sexual assault. An additional 23% of
Reserve component members who indicated experiencing a sexual assault and reported it
experienced some behaviors consistent with professional reprisal, ostracism, and/or
maltreatment, but did not meet the additional motivating factors consistent with prohibited
actions to get into the official rate.

There were differences for this estimated roll up rate of professional
reprisal/ostracism/maltreatment depending on the type of assault experienced. Specifically,
Reserve component members who reported a penetrative sexual assault, had lower rates of
perceived professional reprisal/ostracism/maltreatment (23% for penetrative sexual assaults)
compared to Reserve component members who reported a non-penetrative sexual assault (48%
for non-penetrative sexual assaults).

Differences Between the New Metric of Professional Reprisal, Ostracism, and
Maltreatment and the Prior Metric on General Retaliation. As noted, prior to 2015
these behaviors were measured using a general “retaliation” climate measure. This question
measured negative outcomes experienced by survivors of sexual assault as a result of making a
report. Using this climate measure, estimated rates of retaliation have been relatively consistent
at about 60% across years.

The 2015 WGRR, using the new metric, found that about 59% of respondents indicated
experiencing at least one of the negative behaviors that could be perceived by the Reserve
component member as potential professional reprisal, ostracism, and/or maltreatment. This is
very similar to estimated rates of general retaliation found in prior military surveys. However, as
noted, this climate measure did not capture specific actions or intent regarding these actions or
behaviors. To better align with these indicators, the new metric further accounts for additional
motivating factors that are consistent with prohibited actions, as indicated above. Once these
additional factors were overlaid, the 2015 WGRR found 36% of Reserve component members
indicated experiencing perceived professional reprisal, ostracism, and/or maltreatment.

Prior Experiences of Sexual Assault

On the 2015 WGRR, all Reserve component members were asked about sexual assaults they may
have experienced prior to joining the military. In addition, they were asked about events that
occurred while in the military, but not in the past 12 months. These estimated rates were then
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combined, using the estimated past-year prevalence rate, to provide out data on lifetime
prevalence of sexual assault for Reserve component members as well as sexual assault
prevalence during their military career (i.e., since joining the military, including the last 12
months).

Overall, about 1 in 17 women (6%) and 1% of men indicated experiencing sexual assault prior to
joining the military. These estimated rates are statistically unchanged from 2014. Overall, about
one in eight women (12%) and 2% of men indicated experiencing sexual assault since joining the
military, including in the last 12 months. These estimated rates are also statistically unchanged
from 2014. Combining these estimated rates to include all members who indicated experiencing
a sexual assault at any point in their lifetime, nearly one in seven women (15%) and 2% of men
indicated experiencing a sexual assault at some point in their lifetime, including during their
military Service."> Similar to the prior estimated prevalence rates, these estimates are
statistically unchanged from 2014. Chapter 3 provides more details about these rates.

Sexual Harassment and Gender Discrimination Among Reserve Component
Members

Sex-based MEO violations are defined as having at least one experience that meets the criteria
for a DoD-based MEO violation of sexual harassment or gender discrimination. To obtain an
estimated prevalence rate for sex-based MEO violations, two requirements must be met:

e Experience of sexual harassment (which includes sexually hostile work environment
or sexual quid pro quo) and/or gender discrimination behavior(s) by someone in their
military workplace in the 12 months prior to the survey, and

e Meet at least one of the follow-up legal criteria required for an MEO violation.

Data in this section includes overall estimated prevalence rates for sexually hostile work
environment, sexual quid pro quo, sexual harassment, gender discrimination, and the estimated
overall sex-based MEO prevalence rate. Details on the construction of the sex-based MEO
metrics can be found in Chapter 1.

Sexual Harassment Prevalence. Sexual harassment includes: sexually hostile work
environment or sexual quid pro quo. The estimated prevalence rate for sexual harassment is a
“roll up” of those who met criteria for the estimated sexually hostile work environment
prevalence rate and/or those who met criteria for the estimated sexual quid pro quo prevalence
rate.

Overall, nearly 1 in 6 Reserve component women (18%) and 1 in 25 Reserve component men
(4%) indicated experiencing a sexually hostile work environment in the past year. One percent of
Reserve component women and less than 1% of Reserve component men indicated experiencing
sexual quid pro quo in the past year.

1 Estimated lifetime prevalence of sexual assault includes members who indicated experiencing a sexual assault
prior to joining the military and/or since joining the military. Some members may have experienced a sexual assault
both prior to and since joining the military. The estimated lifetime prevalence rate accounts for this overlap.
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If a Reserve component member indicated they met criteria for either sexually hostile work
environment or sexual quid pro quo, they are combined into the full estimated rate of sexual
harassment. As estimated rates for sexually hostile work environment are typically higher than
sexual quid pro quo, the latter construct often drives the estimated sexual harassment rates (i.e.,
estimated sexual harassment rates typically align with rates for sexually hostile work
environment).

Overall, in 2015, about 1 in 5 Reserve component women (19%) and about 1 in 25 Reserve
component men (4%) indicated experiencing sexual harassment in the past 12 months. This
represents about 7% of all Reserve component members. Based on the 87,127 eligible
respondents from estimated eligible population of 792,528 members, a constructed 95 percent
confidence interval ranges from 48,894 to 52,355, with an estimated total of 50,624 Reserve
component members who indicated experiencing sexual harassment in the past 12 months.

Compared to 2014, the percentage of Reserve component women who indicated experiencing
sexual harassment was higher in 2015 (5 percentage points higher than 2014). The estimated
rates remained statistically unchanged for men compared to 2014.

Gender Discrimination Prevalence. Gender discrimination is defined as experiencing
behaviors or comments directed at someone because of their gender that harmed or limited their
career. To get into the estimated prevalence rate for gender discrimination, Reserve component
members must have indicated experiencing one of these behaviors and endorse a corresponding
follow-up item that indicated the actions and/or beliefs harmed or limited their career.

Overall, about 1 in 9 Reserve component women (11%) and about 1 in 50 Reserve component
men (2%) indicated experiencing gender discrimination in the past 12 months. This represents
about 3% of all Reserve component members. Based on the 87,127 eligible respondents from
estimated eligible population of 792,528 members, a constructed 95 percent confidence interval
ranges from 25,107 to 27,271, with an estimated total of 26,189 Reserve component members
who indicated experiencing gender discrimination in the past 12 months.

Compared to 2014, the percentage of Reserve component women who indicated experiencing
gender discrimination was higher in 2015 (2 percentage points higher than 2014). The estimated
rates remained statistically unchanged for men compared to 2014.

Details of the Most Serious Sex-Based MEO Violation. As members who experience a
sex-based MEO violation may often experience more than one violation, the 2075 WGRR asked
the 19% of Reserve component women and the 4% of Reserve component men who indicated
experiencing a sex-based MEO violation in the past 12 months to consider the situation that had
the greatest effect on them. They were then asked specific questions on the circumstances
surrounding this experience. Similar to the sexual assault section, in limiting responses to this
one situation, overall burden on the respondent is minimized. The following details are of this
most serious sex-based MEO violation.

As opposed to the sexual assault measure which allows for non-military sexual assault
experiences to be included in the prevalence rate, the sex-based MEO measure requires the
respondent to specifically consider their military workplace. However, there are often civilian

DMDC | xix



2015 Workplace and Gender Relations Survey of Reserve
2016
Component Members

personnel working in these environments. Not surprisingly, the vast majority of Reserve
component women and men who indicated experiencing a sex-based MEO violation indicated
that the situation occurred at a military location or on military status (94% of Reserve component
women and 90% of Reserve component men). Specifically, 90% of Reserve component women
and 85% of Reserve component men who indicated experiencing a sex-based MEO violation
indicated the situation occurred on a military installation/ship, armory, Guard, or Reserve unit
site.

The 2015 WGRR also asked members who indicated experiencing a sex-based MEO violation to
indicate how long the situation continued. About three-quarters of both Reserve component
women and men who indicated experiencing a sex-based MEO violation indicated the situation
went on for more than one day (76% of women and 74% of men). About one-quarter of Reserve
component women (27%) and nearly one-third of Reserve component men (30%) who indicated
experiencing a sex-based MEO violation indicated the situation lasted for more than one year.

Characteristics of the Alleged Offender in the One Situation. The 2015 WGRR also
asked members who indicated experiencing a sex-based MEO violation to discuss who the
alleged offender(s) were. Similar to what was found for sexual assault, Reserve component
women who indicated experiencing a sex-based MEO violation most commonly indicated one
alleged offender (64%) who was male (84%). For Reserve component men who indicated
experiencing a sex-based MEO violation, there was somewhat more variation, with 54%
indicating a male offender and 20% indicating a female offender. Twenty-five percent of
Reserve component men who indicated experiencing a sex-based MEO violation indicated there
was a combination of both men and women.

The vast majority of Reserve component women and men who indicated experiencing a sex-
based MEO violation indicated at least one alleged offender was a military member (95% of
women and 89% of men). Further, 72% of Reserve component women and 61% of Reserve
component men who indicated experiencing a sex-based MEQO violation indicated the at least
one alleged offender was a military member of a higher rank than them. About a half of Reserve
component women and Reserve component men who indicated experiencing a sex-based MEO
violation indicated the at least one alleged offender was a military member of the same rank than
them (53% for both women and men).

Reporting Behaviors of the One Situation. Similar to sexual assault, the majority of
Reserve component members who indicated experiencing a sex-based MEO violation chose not
to make an official report or to discuss the situation with their supervisor and/or chain of
command. However, rates of reporting to a supervisor or member of their chain of command
were higher, potentially due to the ability to handle a sex-based MEO violation at the lowest
level. Of those Reserve component women who indicated experiencing a sex-based MEO
violation, 45% indicated they made an official report and/or discussed the situation with their
supervisor/someone in their chain of command. For Reserve component men who indicated
experiencing a sex-based MEO violation, 34% indicated they made an official report and/or
discussed the situation with their supervisor/someone in their chain of command. Additional
information about the actions taken as a result of the report can be found in Chapter 6.
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Bystander Intervention

Prevention of sexual assault is a major line of effort for SAPRO. Part of this prevention effort
places the onus on each member to uphold the values of dignity and respect and to confront
appropriately those who do not maintain these values. To measure this aspect of prevention, the
2015 WGRR asked Reserve component members whether they witnessed a potential sexual
assault situation in the past year and their actions in response.

The 2015 WGRR found that while few Reserve component members directly observed a
situation they believed might lead to a sexual assault (4% of all Reserve component members),
the vast majority of members who did observe such a situation actively intervened using a
variety of methods to prevent the potential assault. Specifically, 89% of Reserve component
members actively intervened in some way if they observed a situation that they believed might
have led to a sexual assault. The top three ways Reserve component members chose to intervene
were to ask the person who appeared to be at risk if they needed help (24%), step in and
separate the people involved in the situation (21%), or create a distraction to cause one or more
of the people to disengage from the situation (18%).

Additional information on this data and how training may impact a Reserve component
member’s decision to intervene can be found in Chapter 9.

Additional Analyses: The Continuum of Harm

Scientific survey data provides the Department with force-wide estimated prevalence rates on a
variety of critical measures and allows for data-driven decisions for policies and resources
impacting military members. However, survey data alone may sometimes fail to detect
important patterns and interrelationships within the data. As such, additional analyses can
identify additional findings to help better understand the top-line survey results. For the 2015
WGRR, DMDC conducted a number of additional analyses. One of which examined the
continuum of harm among Reserve component members who indicated experiencing a sexual
assault. This full analysis can be found in Chapter 8.

In the realm of sexual assault, the continuum of harm describes “inappropriate actions, such as
sexist jokes, hazing, and cyber bullying that are used before or after the assault and or supports
an environment which tolerates these actions” (Department of Defense, 2014a). Results from the
2015 WGRR showed that Reserve component members who indicated experiencing unwanted
gender-related behaviors were more likely to indicate experiencing a sexual assault. More
specifically, those who indicated experiencing a sex-based MEO violation such as sexual
harassment (i.e., a sexually hostile work environment and/or sexual quid pro quo) and/or gender
discrimination were more likely to indicate experiencing sexual assault than those who did not.

Various work climate-related factors were also assessed in relation to sexual assault because
such factors might contribute to a culture that is tolerant of, or increases risk for, sexual assault.
Results from this analysis demonstrated that high levels of workplace hostility, an unhealthy unit
leadership climate with respect to sexual assault, low coworker satisfaction, low work
satisfaction, and low presence of female coworkers were all related to increased likelihood of
sexual assault. Of note, unit leadership climate and workplace hostility had a strong association
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with sexual assault. While unhealthy leadership climate was predictive of higher rates of sexual
assault/harassment, a healthy leadership climate had a protective effect against sexual assault,
even when sexual harassment was present. Findings from this analysis support the Department’s
increased emphasis on leadership engagement when addressing these issues.
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Chapter 1:
Introduction

Dr. Lindsay Rock, Ms. Natalie Namrow, and Ms. Margaret Coffey

“As leaders of the Department of Defense, we share a commitment to an environment
free from sexual violence and sexual harassment. In order to retain and attract the
best people with the best skills, everyone must know that these closely related
behaviors have no place in the military. The force of the future is one that leverages
our culture of dignity and respect to prevent crime and other improper behaviors, as
well as support those who make the difficult choice to report them.” (Honorable Ash
Carter, Secretary of Defense, DoD, 2015a).

To address unwanted gender-related issues in the military, each of the Services and DoD has
implemented and expanded sexual assault and sexual harassment programs to provide reporting
options and survivor care procedures. Continuing evaluation of these programs through cross-
component surveys is important to reducing instances of sexual assault and sexual harassment of
military members. This report presents findings from the 2015 Workplace and Gender Relations
Survey of Reserve Component Members (2015 WGRR), a source of information for evaluating
these programs and for assessing the gender relations environment across the Reserve
components, including the National Guard."* This introductory chapter provides background on
why this survey was conducted, a summary of recent Department of Defense (DoD) policies and
programs associated with gender-relations issues, a review of the survey measures, and an
overview of the report chapters. References to perpetrator/offender throughout this report should
be interpreted as “alleged perpetrator” or “alleged offender” because without knowing the
specific outcomes of particular allegations, the presumption of innocence applies unless there is
an adjudication of guilt. References to “sexual assault” throughout the report do not imply legal
definitions for sexual assault. Additionally, references to “retaliation,” “reprisal”, “ostracism” or
“maltreatment”, or perceptions thereof, are based on the negative behaviors as reported by the
survey respondents; without knowing more about the specifics of particular cases or reports, this
data should not be construed as substantiated allegations of reprisal, ostracism, or maltreatment

DoD Sexual Assault and Equal Opportunity Programs and Policies

The Defense Research, Surveys, and Statistics Center (RSSC), within the Defense Manpower
Data Center (DMDC), has been conducting the Congressionally-mandated gender relations
surveys of Reserve component members since 2004 as part of a quadrennial cycle of human
relations surveys outlined in Title 10 U. S. Code Section 481. Past surveys of this population
were conducted by DMDC in 2004, 2008, and 2012. At the request of Congress, the RAND
Corporation conducted a gender-relations survey in 2014 of military members (both the active
duty and Reserve components) to provide an independent assessment and their measures for
sexual assault and Military Equal Opportunity violations will be used in WGR surveys hereafter.
With the new biennial cycle of human relations surveys mandated by the National Defense
Authorization Act (NDAA) Fiscal Year 2013 Section 570, DMDC conducted the gender
relations survey of Reserve component members in 2015 (2015 WGRR). This section provides a

' This report references “Reserve component” to include National Guard members.
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review of DoD sexual assault and sexual harassment policies and programs, which act as a
foundation for the establishment and requirements of the 20/5 WGRR, as well as a description of
how results are presented in this report.

DoD Sexual Assault Prevention and Response Policies

Program Oversight. In February 2004, the Undersecretary of Defense for Personnel and
Readiness (USD[P&R]) testified before the Senate Armed Services Committee on the prevalence
of sexual assault in DoD and the programs and policies planned to address this issue. In
accordance with legislative requirements (Ronald W. Reagan National Defense Authorization
Act [NDAA] for Fiscal Year 2005), the USD(P&R) issued memoranda to the Services in
November and December 2004 that provided DoD policy guidance on sexual assault that
included a new standard definition, response capability, training requirements, response actions,
and reporting guidance throughout the Department. The DoD Sexual Assault and Prevention
Response Office (SAPRO) supported implementation of this new policy and required data to
continually assess the prevalence of sexual assault in the Department and the effectiveness of the
programs and resources they have implemented.

DoD refined and codified the policy on sexual assault prevention and response through a series
of directives issued in late 2004 and early 2005, and these policies were further revised in 2012,
2013, and 2015 by the Deputy Secretary of Defense and the USD (P&R). DoD Directive
(DoDD) 6495.01, “Sexual Assault Prevention and Response (SAPR) Program,” was reissued in
January 2012, and then updated again in April 2013 and January 2015, to implement DoD policy
and assign responsibilities for the SAPR program on prevention of and response to sexual assault
and the oversight of these efforts. DoDD 6495.01 established a comprehensive DoD policy on
the prevention and response to sexual assault (Department of Defense, 2015b). The policy
states:

“The DoD goal is a culture free of sexual assault, through an environment of prevention,
education and training, response capability (defined in Reference C), victim support,
reporting procedures, and appropriate accountability that enhances the safety and wellbeing
of all persons covered by this directive and Reference C.”"

In addition, this 2015 DoD directive mandated standardized requirements and documents; an
immediate, trained response capability at all permanent and deployed locations; effective
awareness and prevention programs for the chain-of-command; and options for both restricted
and unrestricted reporting of sexual assaults.'® It also prohibited the enlistment or
commissioning of people convicted of sexual assault.

Finally, DoDD 6495.01 charged the USD(P&R) with implementing the SAPR program and
monitoring compliance with the directive through data collection and performance metrics. It

13 «“Reference C” is Department of Defense. (2008). Sexual assault prevention and response program procedures.
(DoD Instruction 6495.02). Washington, DC: Author.

' Restricted reporting allows a sexual assault victim to confidentially disclose the details of the assault to specified
individuals and receive medical treatment and counseling without prompting an official investigation. Unrestricted
reporting is for sexual assault victims who want medical treatment, counseling, command notification, and an
official investigation of the assault.
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established the DoD SAPRO within the Office of the USD(P&R) to address all DoD sexual
assault policy matters except criminal investigations and legal processes that are within the
responsibility of the Offices’ of the Judge Advocates General of the Military Departments.

DoDD 6495.01 defines sexual assault as any “intentional sexual contact characterized by use of
force, threats, intimidation, or abuse of authority or when the victim does not or cannot consent”
(Department of Defense, 2015). Under this definition, sexual assault includes rape, aggravated
sexual contact, abusive sexual contact, forcible sodomy (forced oral or anal sex), or attempts to
commit these acts. The directive states that sexual assault can occur without regard to gender,
spousal relationship, or the age of the victim, and “consent” shall not be deemed or construed to
mean the failure by the victim to offer physical resistance. DoDD 6495.01 defines “consent” as:

“A freely given agreement to the conduct at issue by a competent person. An expression of
lack of consent through words or conduct means there is no consent. Lack of verbal or
physical resistance or submission resulting from the use of force, threat of force, or placing
another person in fear does not constitute consent. A current or previous dating or social or
sexual relationship by itself or the manner of dress of the person involved with the accused in
the sexual conduct at issue shall not constitute consent. A sleeping, unconscious, or
incompetent person cannot consent” (Department of Defense, 2015b).

Uniform Code of Military Justice Provisions Regarding Sexual Assault. In Section 522 of the
NDAA for FY 2006, Congress amended the Uniform Code of Military Justice (UCM)J) to
consolidate and reorganize the array of military sex offenses. These revised provisions took
effect October 1, 2007.

As amended, Article 120, UCMJ, “Rape, Sexual Assault, and Other Sexual Misconduct,” defines
rape as “a situation where any person causes another person of any age to engage in a sexual act
by: (1) using force; (2) causing grievous bodily harm; (3) threatening or placing that other
person in fear that any person will be subjected to death, grievous bodily harm, or kidnapping;
(4) rendering the person unconscious; or (5) administering a substance, drug, intoxicant or
similar substance that substantially impairs the ability of that person to appraise or control
conduct” (Title 10 U.S. Code Section 920, Article 120). Article 120 of the UCMIJ defines
“consent” as “words or overt acts indicating a freely given agreement to the sexual act at issue by
a competent person.” The term is further explained as:

e An expression of lack of consent through words or conduct means there is no consent.

e Lack of verbal or physical resistance or submission resulting from the accused’s use of
force, threat of force, or placing another person in fear does not constitute consent.

e A current or previous dating relationship by itself or the manner of dress of the person
involved with the accused in the sexual conduct at issue shall not constitute consent.

e A person cannot consent to sexual activity if he or she is “substantially incapable of
appraising the nature of the sexual conduct at issue” due to mental impairment or
unconsciousness resulting from consumption of alcohol, drugs, a similar substance, or
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otherwise, as well as when the person is unable to understand the nature of the sexual
conduct at issue due to a mental disease or defect.

e Similarly, a lack of consent includes situations where a person is “substantially incapable
of physically declining participation” or “physically communicating unwillingness” to
engage in the sexual conduct at issue.

As described above, the DoDD 6495.01 was revised on October 1, 2007 to be consistent with
these changes.

Professional Staff. DoDD 6495.01 also defines the roles and responsibilities of personnel who
implement the SAPR program at DoD installations and deployed locations. The Sexual Assault
Response Coordinator (SARC) serves as the central point of contact to oversee sexual assault
awareness, prevention and response training, as well as the care of sexual assault survivors.
Victims’ Advocates (VAs) or Uniformed Victims’ Advocates (UVAs) report to the SARC and
facilitate care for sexual assault survivors by providing liaison assistance. Health Care Providers
(HCP) offer health care services to sexual assault survivors.

DoD Equal Opportunity Sexual Harassment and Gender Discrimination Policies

Program Oversight. The Office of Diversity Management and Equal Opportunity (ODMEO) is
the primary office within DoD that sets and oversees equal opportunity policies. ODMEO
monitors the prevention and response of sexual harassment and gender discrimination. The
overall goal of ODMEQO is to provide an “environment in which Service members are ensured an
opportunity to rise to the highest level of responsibility possible in the military profession,
dependent only on merit, fitness, and capability” (DoDD1350.2).

DoD Directives for Equal Opportunity Policy. The DoD military sexual harassment policy was
defined in 1995 and refined in 2015 in DoDD 1350.2 as:

“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:

e Submission to such conduct is made either explicitly or implicitly a term or
condition of a person’s job, pay, or career, or

e Submission to or rejection of such conduct by a person is used as a basis for career
or employment decisions affecting that person, or

¢ Such conduct has the purpose or effect of unreasonably interfering with an
individual’s work performance or creates an intimidating, hostile, or offensive
working environment.

Workplace conduct, to be actionable as ‘abusive work environment’ harassment, need not
result in concrete psychological harm to the victim, but rather need only be so severe or
pervasive that a reasonable person would perceive, and the victim does perceive, the work
environment as hostile or offensive” (Department of Defense, 2015c¢).
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Gender discrimination is defined in DoDD 1350.2 as “unlawful discrimination” where there is
discrimination based on “sex that is not otherwise authorized by law or regulation” (Department
of Defense, 2015c¢).

Measurement of Constructs

The ability to estimate annual prevalence rates is a distinguishing feature of this survey. Results
are included for estimated prevalence rates of sexual assault and Military Equal Opportunity
violations pertaining to sexual harassment and gender discrimination. Throughout the report, use
of terms such as “offender,” “perpetrator,” “victim,” or “survivor” are not intended to convey
any presumption concerning sexual assault allegations.

99 ¢¢

Sexual Assault

Historically, DMDC’s Workplace and Gender Relations surveys (WGRs) have used a measure
of Unwanted Sexual Contact (USC) on its surveys conducted in 2006, 2010, and 2012 of active
duty members and 2008 and 2012 of Reserve component members. Although this term does not
appear in the UCM], it is used to refer to a range of activities that the UCMIJ prohibits, including
uninvited and unwelcome completed or attempted sexual intercourse, sodomy (oral or anal sex),
penetration by an object, and the unwanted touching of genitalia and other sexually related areas
of the body. As originally developed, the goal of the unwanted sexual contact measure was to
act as a proxy for “sexual assault” while balancing the emotional burden to the respondent. The
intention of the unwanted sexual contact measure was not to provide a crime victimization rate in
this regard, but to provide the Department with information about Service men and women who
indicated experiencing behaviors prohibited by the UCMJ consistent with sexual assault and
would qualify the individual to receive SAPR support services.

This “behaviorally-based” USC measure captured specific behaviors experienced and does not
assume the respondent had expert knowledge of the UCMJ or the UCMJ definition of sexual
assault. The term “unwanted sexual contact” and its definition were developed to help
respondents better relate their experience(s) to the types of sexual assault behaviors addressed by
military law and the DoD SAPR program. The measure was developed with the understanding
that the vast majority of respondents would not know the differences among the UCMJ offenses
of “sexual assault,” “aggravated sexual contact,” and “forcible sodomy” described in Articles
120 and 125, UCMI. As a result, the term “unwanted sexual contact” was used so that
respondents could read the definition provided and readily understand the kinds of behavior
covered by the survey (Lipari, Shaw, & Rock, 2005).

There are three broad categories of USC: penetration of any orifice, attempted penetration, and
unwanted sexual touching (without penetration). While these unwanted behaviors are analogous
to UCMIJ offenses, they were not meant to be exact matches. Additionally, many respondents
cannot and do not consider the complex legal elements of a crime when being victimized by an
offender. Consequently, forcing a respondent to accurately categorize which offense they
experienced would not be productive.

In 2014, Senate leadership and an independent, Congressionally-mandated panel of DoD and
civilian experts requested that the Department update its survey metrics to be more specific with
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regard to the types of crimes experienced by military members (Report of the Response Systems
to Adult Sexual Assault Crimes Panel, 2014). This new measure of sexual assault aligns with the
language used in the elements of proof required for sexual assault under Article 120, UCMJ, and
meets the requirements of Congress. In 2014, the Department contracted with the RAND
Corporation to conduct a large-scale survey of active duty and Reserve component members on
issues of sexual assault. RAND developed this new measure of sexual assault that incorporates
UCMIJ-prohibited behaviors and consent factors to derive estimated prevalence rates of crimes
committed against Service members.'” While the terms and acts in this sexual assault measure
are anatomical and more graphic, RAND has reported the measures provide a reliable estimate of
sexual assault. To evaluate the differences between the previous USC metric and the new sexual
assault metric, researchers at RAND fielded two versions of the survey: one using the USC
question (the 2014 Workplace and Gender Relations Survey) and one using a newly constructed
crime victimization item aligned with the specific legal definitions of sexual assault and abusive
sexual contact as delineated in the UCMIJ (the 2014 RAND Military Workplace Survey [2014
RMWS]). Using both measures, and weighting up to the full population for both, they found the
estimated rate using the USC question and the estimated rate using a sexual assault crime index
were not statistically significantly different. The new sexual assault measure was approved by
the Secretary of Defense and the Service Chiefs as the crime victimization measure of sexual
assault for DoD. The new measure was incorporated on the 2015 WGRR."®

Behavioral Definition

Following the guidelines set forth in the 2074 RMWS, DMDC used a two-step process to
determine the UCMIJ-based sexual assault rate. First, we asked questions about whether
members experienced sexual assault behaviors and the circumstances of those experiences.
Second, we categorized those behaviors into three types of assault—penetrative sexual assault,
non-penetrative sexual assault, and attempted penetrative sexual assault— to produce estimated
prevalence rates for each of the three categories.

In the first step, there is a multi-faceted requirement to meet the elements of proof for sexual
assault within the UCMJ. First, sexual assault offenses refer to a range of behaviors prohibited
by the UCMJ and include: penetrative sexual assault (completed sexual intercourse, sodomy
[oral or anal sex], and penetration by an object); non-penetrative sexual assault (unwanted
touching of genitalia and other sexually related areas of the body); and attempted penetrative
sexual assault (attempted sexual intercourse, sodomy [oral or anal sex], and penetration by an
object). Second, these behaviors must be done with the intent to either gratify a sexual desire or
to abuse, humiliate, or degrade (with the exception of penetration with a penis where intent is not

' In developing its new sexual assault measure, RAND conducted a pretest of the new measures. The pretest
included 24 individuals recruited via convenience sampling, including military Service members. These individuals
were diverse with respect to gender, Service/component, and rank. RAND used cognitive interviewing techniques
(Sirken et al., 1999) to gauge readability, reliability, and distress of the items. The survey was modified based on
results from the pretest. Further information on the pretest can be found in RAND’s report (Morral, Gore, & Schell,
2014).

'8 As a new sexual assault measure was used in 2014 and 2015, direct comparisons between survey years prior to
2014 are not possible. Although direct comparisons are not possible, the top-line estimates between the new
measure and the old USC measure are statistically similar as found by the RAND Corporation in their 2014 bridge
study.
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required to meet the criminal elements of proof). Finally, the UCMJ requires that a mechanism
such as force or threats must be used or, in instances where the assault happened while the victim
was unconscious or drugged, the offender behaved fraudulently, or the victim was unable to
provide consent. As shown in Figure 1, within the 2015 WGRR, the sexual assault measure
contains these three requirements—1) the member must experience at least one of the six UCMJ-
based sexual assault behaviors, 2) at least one UCMIJ-based intent behavior where required,19
and 3) at least one UCMJ-based coercive mechanism that indicated consent was not freely
given. Additionally, the member must also indicate in a separate survey item that the sexual
assault was experienced in the past 12 months (Q160). This additional item was a
recommendation from the 2074 RMWS to better account for the tendency of respondents to
include experiences that may fall outside of the requested 12-month frame. References to past-
year sexual assault prevalence rates in this report all require the members to have indicated this
time frame.

Figure 1.
Three-Part Sexual Assault Measure

—

1 Sexual Assault Behaviors 5 Mechanisms

¥ Someone put his penis into your vagina, » Experience was » Continued even when you told/showed them
anus, or mouth intended to be abusive that you were unwilling
¥ Someone put any object or any body or humiliating % Used physical force OR physically injured
part other than a penis into your vagina, > Experience was you
anus, or mouth intended for sexual » Threatened you OR threatened to physically
3 Someone made you put any part of your gratification hurt you OR threatened to seriously injure,
body or any object into someone’s kill, or kidnap you OR threatened you in
mouth, vagina, or anus when you did some other way
not want to 3 Did it when you were passed out, asleep,
¥» Someone intentionally touched private unconscious OR when you were so drunk,
areas of your body (either directly or high, or drugged that you cold not
through clothing) understand what was happening OR did it
» Someone made you touch private areas after you had consumed so much alcohol
of their body or someone else’s body that the next day you could not remember
(either directly or through clothing) what happened
> Somecne attempted to put a penis, an > Tricked you into thinking that they were
object, or any body part into your someone else or t_hat they were allowed to
vagina, anus, or mouth, but no do it for a professional purpose
penetration actually occumred » Made you so afraid that you froze and could
not tell/show them that you were unwilling
% It happened without your consent
=

*Questions to determine intent were not asked of respondents who indicated “Someone put his penis into your
vagina, anus, or mouth.”

Estimated Prevalence Rates

Using the three-part stepwise criteria listed in Figure 1, the 2015 WGRR produced estimated
prevalence rates for three categories of sexual assault using a hierarchical system—penetrative

' The intent measure was not a requirement for members who indicated “Someone put his penis into your vagina,
anus, or mouth.”
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sexual assault, non-penetrative sexual assault, and attempted penetrative sexual assault. These
three categories are shown in Figure 2. Penetrative sexual assault includes members who
indicated “yes” to any of the items that assess penetration of the vagina, anus, or mouth. Non-
penetrative sexual assault includes members who indicated “yes” to either of the screener items
that assess unwanted sexual touching and were not previously counted as penetrative sexual
assault. Attempted penetrative sexual assault includes members who indicated “yes” to the item
that assesses attempted sexual assault and were not previously counted as having experienced
either penetrative sexual assault or non-penetrative sexual assault. Since the 2075 WGRR and
the 2014 RMWS used the same hierarchical measure, this allows DMDC to provide DoD with
comparable estimated sexual assault prevalence rates between these points in time (2014 vs.
2015). However, using this hierarchical structure, it is difficult to capture a “pure” rate of
attempted penetrative sexual assault as distinct from non-penetrative sexual assault.”’

Figure 2.
Hierarchy of Estimated Sexual Assault Prevalence Rates

» Someone put his penis into your vagina, anus, ar mouth

. » Someone put any abject or any body part other than a penis
Penetrative into your vagina, anus, or mouth

Sexual Assault » Someone made you put any part of your body or any object into

someone's mouth, vagina, or anus when you did not want to

»> Someone intentionally touched private areas of your body

. {either directly or through clothing)

Non-Penetrative » Someone made you touch private areas of their body or
Sexual Assault someane else’s body (either directly or through clothing)

Attempted > Someone attempted to put a penis, an object, or any body part
Penetrative into your vagina, anus, or mouth, but no penetration actually

pccurred
Sexual Assault -

Sex-Based Military Equal Opportunity (MEO) Violations

Historically, the DMDC gender relations surveys have measured perceived unwanted gender-
related experiences, which included two types of behaviors: sexist behavior and sexual
harassment. The measurement of these behaviors was derived from the Sexual Experiences
Questionnaire (SEQ); Fitzgerald et al., 1988; Fitzgerald, Gelfand, & Drasgow, 1995), which was
adapted for a military population (referred to as the SEQ-DoD). The SEQ-DoD consists of 12
behaviorally-based items measuring sexual harassment (e.g., crude/offensive behavior [verbal/
nonverbal behaviors of a sexual nature that were offensive or embarrassing], unwanted sexual

% In 2015, DMDC began discussions with the Department to modify the hierarchical coding strategy to allow for a
“pure” rate of attempted penetrative sexual assault while maintaining comparability across time. This new coding
strategy will be employed on future Gender Relations surveys, beginning in 2016.
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attention [unwanted attempts to establish a sexual relationship], and sexual coercion [quid pro
quo instances of specific treatment or favoritism conditioned on sexual cooperation]) and four
behaviorally-based items measuring sexist behavior (verbal/nonverbal behaviors that convey
insulting, offensive, or condescending attitudes based on the gender of the military member).

The SEQ-DoD was designed to gather information on perceived experiences of these behaviors
rather than as a “crime index” of violations of DoD regulations regarding prohibited workplace
behaviors. Perceived sexual harassment is by definition a subjective assessment of behaviors.
The U.S. Code, Title 10, Armed Forces (10 U.S.C. § 1561) emphasizes that conduct constituting
sexual harassment is unwelcome and dependent upon a “reasonable person” perception that the
behavior constitutes a hostile or offensive working environment. The wording of the items in the
SEQ-DoD captured whether the behaviors were unwelcome (e.g., made unwanted attempts to
establish a romantic sexual relationship with you despite your efforts to discourage it), but did
not capture the member’s perception of the harassing nature of the behavior or whether the
behavior was severe and/or pervasive (i.e., creating a hostile or offensive working environment).
However, this measure had been the DoD-approved means of gathering information on sexual
harassment and sexist behaviors since 2002 per USD(P&R) directive.' In 2014, RAND
developed new measures of sex-based MEO experiences for the 20714 RMWS that were designed
to align with criteria for a DoD-based MEO violation. RAND developed the new measures of
MEUO violations that incorporate behaviors and follow-up criteria to derive prevalence rates.

Behavioral Definition

Following the 2014 RMWS guidelines, DMDC used a two-step process to determine sex-based
MEO violation prevalence rates. First, we ask questions about whether members experienced
behaviors, prohibited by MEO policy, by someone from their military workplace and the
circumstances of those experiences. Second, we categorized those behaviors into two types of
MEDO violations—sexual harassment and gender discrimination—to produce estimated
prevalence rates for these two categories.

Similar to the multi-faceted requirements of the new UCMJ-based criminal measure of sexual
assault, there are two requirements needed in the MEO measure for it to reach the level of being
in violation of DoD policy (DoDD 1350.2). First, MEO offenses refers to a range of Sex-Based
MEO Violations specified by DoDD 1350.2 and include indicating experiencing either sexual
harassment (sexually hostile work environment or sexual quid pro quo) and/or gender
discriminatory behaviors by someone from their military work. Second, the member also had to
have indicated “yes” to one of the follow-up items that assess persistence and severity of the
behavior. As shown in Figure 3, within the 2015 WGRR, the MEO measure fulfills the following
two criteria—the member must experience one of the 15 behaviors and indicate “yes” to at least
one follow-up probe.

21 On 12 March, 2002, USD(P&R) approved the “DoD Sexual Harassment Core Measure” and directed it be used in
all Service-wide and DoD-wide surveys that measure sexual harassment. Using classical test theory, item response
theory, and factor analysis, the measure has been found to provide reliable estimates of gender-related experiences
(Fitzgerald, Magley, Drasgow, & Waldo, 1999; Stark, Chernyshenko, Lancaster, Drasgow, & Fitzgerald, 2002).
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Figure 3.
Two-Part Sex-Based MEO Violation Measure?

"i‘ Sex-Based MEO Violations E Follow-Up Items

¥ Repeatedly told sexual “jokes” that made you uncomfortable, angry, or
upset
» Embarnrassed, angered, or upset you by repeatedly suggesting that you
do not act like 2 man/woman is supposed to
» Repeatedly made sexual gestures or sexual body movements that
made you uncomfortable , angry, or upset
¥ Displayed, showed, or send sexually explicit materials like pictures or
videos that made you uncomfertable, angry, or upset
¥ Repeatedly told you about their sexual activities in a way that made you * They continued this unwanted behavior even

uncomfortable, angry, or upset after they knewthat you or someone else
» Repeatedly asked you questions about your sex life or sexual interests wanted them to stop

that made you uncomfortable, angry, or upset ¥ This was severe enough that most menfwomen
¥ Made repeated sexual comments about your appearance or body that in the military would have been offended

made you uncomfortable, angry, or upset
¥ Took or shared sexually suggestive pictures or videos of you when you
did not want them to and it made you uncomfortable, angry, or upset
¥ Made repeated attempts to establish an unwanted romantic or sexual
relationship with you and it made you uncomfortable, angry, or upset
> Intentionally touched you in a sexual way when you did not want them
to
¥ Repeatedly touched you in any otherway that made you
uncomfortable, angry, or upset

> Said that menAvomen are not as good as menfwomen at your particular . Thair peliefs about menAvomen harmed or

military job, or that menfwomen should be prevented frem having your limited your military job/career
job . b .

% Mistreated, ignored, excluded, or insulted you because you are a - Jf[,rg’sc;r;aet:nent RS giitediyeur military
manfwoman

¥ They told you that they would give you a reward
or benefit for doing something sexual.

¥ They hinted that you would get a reward or
benefit for doing something sexual.

¥ Someone else told you they got benefits from
this person by doing sexual things.

* Made you feel as if you would get some military workplace benefitin
exchange for doing something sexual

» Made you feel like you would get punished or treated unfairly in the
military workplace if you did not do something sexual

Estimated Prevalence Rates

Using the stepwise criteria shown in Figure 3, the 2015 WGRR breaks down the Sex-Based
MEO Violations into two categories which are discussed in this report—Sexual Harassment
and Gender Discrimination. These categories are shown in Figure 4. Sexual Harassment
includes individuals who indicated “yes” to any of the items assessing Sexually Hostile Work
Environment or items that assess Sexual Quid Pro Quo behaviors. Gender Discrimination
includes individuals who indicated “yes” to either of the items that assess discriminatory
behaviors. Estimated prevalence rates for all of these gender-based MEO violations are
presented in this report. Additionally, since the 2075 WGRR uses comparable MEO measures as
the 2014 RMWS, DMDC is able to provide DoD with comparisons between these points in time
(2014 vs. 2015).

2 The 2015 WGRR survey tailored question stems and survey responses to each respondent based on his/her gender.
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Figure 4.
Estimated Sex-Based MEO Violation Prevalence Rates

¥ Baid that menMwomen are not as good as menAwvomen at your particular military job, or that menMwomen should be
prevented from having your job
» Mistreated, ignored, excluded, or insulted you because you are a maniwoman

O ¥ Repeatedly told sexual “jokes”that made you uncomfortable, angry, or upset
» Embarrassed, angered, or upset you by repeatedly suggesting thal you do not act like a manivoman is
supposed to
- » Repeatedly made sexual gestures or sexual body movementis that made you uncomfortable , angry, or
upset
» Displayed, show, or send sexually explicit materials like pictures or videos that made you
- Sexually uncomforiable, angry, or upset
. Hostile » Repeatedly told you about their sexual activities in a way that made you uncomfortable, angry, or upset
. ¥ Repeatedly asked you questions about your sex life or sexual interests thal made you uncomfortable,
" Work angry, or upset
Environment | » Made repeated sexual comments about your appearance or body thal made you uncomfortable, angry,
or upset
¥ Took or shared sexually suggestive pictures or videos of you when you did not want them to that made
you uncomfortable, angry, or upset
¥ Made repeated attempts to establish an unwanted romantic or sexual relationship with you that made
you uncomfortable, angry, or upset
¥ Intentionally touched vou in a sexual way when you did not want them to
» Repeatedly touch you in any other way that made you uncomfortable, angry, or upset
o > Made you feel as if you would get some military workplace benefil in exchange for doing somethin
Sexual Quid sexuar - . 2L ¢ . .
Pro Quo » Made you feel like you would get punished or treated unfairly in the military workplace if you did not do

something sexual

Outcomes Associated With Reporting a Sexual Assault

The Department strives to create an environment where military members feel comfortable and
safe reporting a potential sexual assault to a military authority. One area the Department has
been monitoring is repercussions, i.e., retaliatory behavior, as a result of reporting a sexual
assault. Specifically, two forms of retaliatory behaviors have been outlined: professional
reprisal and ostracism/maltreatment. Professional reprisal, as defined in law and policy, is a
personnel or other unfavorable action taken by the chain of command against an individual for
engaging in a protected activity. Ostracism and maltreatment, however, can be negative
behaviors, such as actions of social exclusion or misconduct against the member taken either by
peers or an individual in a position of authority, because the military member reported, or intends
to report, a criminal offense. The Department’s ability to deter retaliatory behavior was
strengthened by section 1714 of the NDAA for FY 2014, enhancing the protections in section
1034 of Title 10, USC, for military members reporting criminal offenses. Protections were also
strengthened for military members by section 1709, which requires the promulgation of
regulations to punish retaliatory behaviors.

Survey results on rates of perceived experiences of members who made a report of sexual assault
have been relatively constant for both types of retaliatory behavior since first measured in 2006.
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Specifically, survey findings have consistently shown that more than half of female members®
who made an unrestricted report perceived some amount of retaliatory behavior.** Therefore, in
2015, the Secretary of Defense determined that more detailed information was needed on the
circumstances of these perceived experiences. As a result, the Secretary of Defense directed
“that we develop a DoD-wide comprehensive strategy to prevent retaliation against Service
members who report or intervene on behalf of victims of sexual assault and other crimes.”*

This increased focus led to a number of new initiatives, including the revision of survey
measures to be consistent with the directives prohibiting retaliation and behaviors that allow for
Departmental action.”® To develop the new comprehensive measures, SAPRO assembled a
Retaliation Roundtable which included subject matter experts from across the Department,
including representatives from each Service. The goal was to create a detailed set of survey
items that more accurately measure perceptions of ostracism/maltreatment and professional
reprisal so that these potential outcomes associated with reporting a sexual assault could be better
addressed by the Department.

Construction of Retaliation Items

DMDC worked closely with the Services and DoD Stakeholders to design behaviorally-based
questions that would better capture perceptions of a range of outcomes resulting from the report
of a sexual assault. The resulting bank of questions were designed to measure negative
behaviors a member may have experienced as a result of making a sexual assault report and to
account for additional motivating factors as indicated by the member that are consistent with
prohibited actions of professional reprisal, ostracism, and maltreatment in the UCMJ and military
policies and regulations. In this way, these questions are able to provide the Department with
perceived experiences of the respondents for each of the different types of possible retaliatory
behaviors as well as various “roll up” scales to obtain broader understanding of the issue. These
items were reviewed and approved by all Services via the Retaliation Roundtable convened by
SAPRO in June 2015.

Survey questions are only able to provide a general understanding of the self-reported outcomes
that may constitute reprisal, ostracism, or maltreatment and therefore we refer to such outcomes
as “perceived.” Ultimately, only the results of an investigation (which takes into account all
legal aspects, such as the intent of the alleged perpetrator) can determine whether self-reported
negative behaviors meet the requirements of prohibited retaliation. The estimates presented in
this report reflect the members’ perceptions about a negative experience associated with their
reporting of a sexual assault and not necessarily a reported or legally substantiated incident of
retaliation. As such, rates for these items are caveated as “perceived.”

3 Data for men were not reportable due to the small number of male respondents in this category.

# DMDC (2012), DMDC (2014a), (Morral, Gore, & Schell, 2014).

> Secretary of Defense (2015, May 1)

%% The implementation of Section 1709(a) of the NDAA for FY 2014 requires the Secretary of Defense to prescribe
regulations, or require the Secretaries of the military departments to prescribe regulations, that prohibit retaliation
against an alleged victim or other member of the Armed Forces who reports a criminal offense. The section further
requires that violation of those regulations be punishable under Article 92 of the UCMJ, 10 U.S.C. § 892 (2012).
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Prior to categorizing members as experiencing “perceived” reprisal, ostracism, and/or
maltreatment, members had to indicate experiencing a “potential” retaliatory action and/or
behavior. Specifically, the member had to indicate experiencing any behavior consistent with
professional reprisal or ostracism/maltreatment which would precede the questions to ascertain
the member’s perception of the motivating factors of that perceived retaliatory behaviors.
Therefore, there may be higher percentages of members who indicated experiencing “potential”
behaviors, but they do not, on their own, reflect a “rate.” “Perceived” actions and/or behaviors
are those retaliatory behaviors where potential behaviors were experienced AND additional
motivating factors as indicated by the member were present. Construction of perceived reprisal,
ostracism, and maltreatment rates are based on general policy prohibitions and should not be
construed as a legal crime victimization rate due to slight differences across the Services on the
definition of behaviors and requirements of retaliation and in the absence of an investigation
being conducted to determine a verified outcome.

Perceived Professional Reprisal. Reprisal is defined as “taking or threatening to take an adverse
personnel action, or withholding or threatening to withhold a favorable personnel action, with
respect to a member of the Armed Forces because the member reported a criminal offense.”’
Per the definition in law and policy, reprisal may only occur if the actions in question were taken
by leadership with the intent of having a specific detrimental impact on the career or professional
activities of the member who reported a crime. As depicted in Figure 5, the estimated Perceived
Professional Reprisal rate in the 2015 WGRR is a summary measure reflecting whether members
indicated they perceived experiencing a behavior consistent with potential reprisal as a result of
reporting a sexual assault, (i.e., the action taken was not based on conduct or performance).
Further, the member must believe leadership took these actions for a specific set of reasons:
because they were trying to get back at the member for making an official report (restricted or
unrestricted), leadership was trying to discourage the member from moving forward with their
report, or leadership was angry at the member for causing a problem for them.

Military Whistleblower Protection Act (10 U.S.C. 1034); Section 1709(a) of the NDAA for FY 2014 requires
regulations prohibiting retaliation against an alleged victim or other member of the Armed Forces who reports a
crime, and requires that violations of those regulations be punishable under Article 92.
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Figure 5.
Construction of Estimated Perceived Professional Reprisal/Ostracism/Maltreatment Rate as
Retaliatory Behaviors

Perceived Professional Reprisal Rate

» Experienced at least one behavior in line with perceived professional reprisal as a result of reporting the sexual assault
from their leadership

» Believed that the leadership actions experienced were based on their report of sexual assault

» Believed their leadership was trying to get back at them for making a report (unrestricted or restricted, trying to discourage

them from moving forward with the report, or were mad at the member for causing a problem for them

|5
Perceived Ostracism/Maltreatment Rate

» Experienced potential ostracism as a result as a result of reporting sexual assault (e.g., made insulting
or disrespectful remarks or made jokes at your expense in public, excluded or threatened to exclude

Perceived you from social activities or interactions, orignored you or failed to speak to you)
3 » Believed that the person(s) who took these actions knew or suspected they made an official
Ostracism (unrestricted or restricted) sexual assault report

Rate

# Believed the individual(s) were trying to discourage them from moving forward with the report,
discourage others from reporting, or were trying to make them feel excluded

Perceived Professional
Reprisal/Ostracism/Maltreatment Rate

> Experienced potential maltreatment as a result of reporting sexual assault (e.g., made insulting or
disrespectful remarks or made jokes at your expense in private; showed or threatened to show private

Perceived images, photos, or videos of you to others; bullied you or made intimidating remarks about the assault;

Maltreatment was physic;ltglfy)r violent or threatened to be physically violent; or damaged, or threatened to damage,

your prope

Rate » Believed that the person(s) who took these actions knew or suspected they made an official
(unrestricted or restricted) sexual assault report

» Believed the individual(s) were frying to discourage them from moving forward with their report,
discourage others from reporting or were trying to abuse or humiliate them

Perceived Ostracism. Implementing strategies to eliminate retaliatory behaviors such as
ostracism presents some challenges to the Department. For example, enacting prohibitions
against ostracism within the context of retaliation requires a specific set of criteria in order to
maintain judicial validation against the limitations on the freedom of disassociation. Therefore,
the Services crafted policies which implement the regulation of these prohibitions against
ostracism outlined in statute 1709(a). In the Report on Prohibiting Retaliation Against an
Alleged Victim or Other Member of the Armed Forces Who Reports a Criminal Offense, the
Department states that “the punitive Service regulations issued in accordance with section
1709(a) of the NDAA for FY 2014 as supplemented by existing UCMJ articles that can be
applied to some specific aspects of retaliation—such as Article 93’s prohibition of maltreatment
and Article 133’s prohibition of misconduct by commissioned officers, cadets, and
midshipmen—are the optimal means of criminalizing retaliation against victims or other members
of the Armed Forces who report criminal offenses.””®

Although the interpretation of ostracism varies slightly across the DoD Services, in general,
ostracism may occur if retaliatory behaviors were taken either by a member’s military peers or
by leadership. Examples of ostracism include improper exclusion from social acceptance,
activities, or interactions; denying privilege of friendship due to reporting or planning to report a
crime; blaming the military member for the report or assault; and/or subjecting the military
member to insults or bullying. As depicted in Figure 5, the estimated Perceived Ostracism rate

% Department of Defense (2014).
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in the 2015 WGRR is a summary measure reflecting whether, as a result of reporting a sexual
assault, members percieved at least one behavior consistent with potential ostracism: someone
made insulting or disrespectful remarks or made jokes at the member’s expense in public,
excluded or threatened to exclude the member from social activities or interactions, or ignored
the member or failed to speak to them. To be included in this estimated rate, members also
needed to indicate they perceived that at least one person who took the action knew or suspected
the member made an official (unrestricted or restricted) sexual assault report and they believed
that person(s) was trying to discourage them from moving forward with their report, discourage
others from reporting, or was trying to make the member feel excluded.

Perceived Maltreatment. In the context of retaliation, perceived maltreatment prohibitions must
include a specific set of criteria in order to maintain judicial validation against the limitations on
the freedom of disassociation. As with perceived ostracism, the Services crafted regulations
making certain behavior punitive under Article 92, of the UCMJ, as mandated by Section
1709(a).” Cruelty, oppression, and maltreatment are acts that occur without a valid military
purpose, and may include physical or psychological force or threat or abusive or unjustified
treatment that results in physical or mental harm. For the purposes of this report, the construct of
“cruelty, oppression, and maltreatment” are referenced broadly as “maltreatment.”’

As depicted in Figure 5, the estimated Perceived Maltreatment rate is a summary measure
reflecting whether, as a result of reporting a sexual assault, members perceived experiencing at
least one behavior consistent with potential maltreatment: someone made insulting or
disrespectful remarks or made jokes at the member’s expense in private; showed or threatened to
show private images, photos, or videos of them to others; bullied the member or made
intimidating remarks about the assault; was physically violent with the member or threatened to
be physically violent; or damaged or threatened to damage the member’s property. To be
included in this estimated rate, members also needed to indicate that at least one person who took
the action knew or suspected the member made an official (unrestricted or restricted) sexual
assault report and they believed that person(s) was trying to discourage them from moving
forward with their report, discourage others from reporting, or was trying to abuse or humiliate
the member.

Perceived Ostracism/Maltreatment. By regulations, ostracism/maltreatment is defined as
“ostracism and acts of maltreatment committed by peers or a member of the Armed Forces or by
other persons because the member reported a criminal offense.”' As depicted in Figure 5, the
estimated Perceived Ostracism/Maltreatment rate is an overall measure reflecting whether
members reported experiencing behaviors and other actions by other military members or DoD
civilians in order to fulfill requirements for inclusion in the estimated rate for either Perceived
Ostracism and/or Perceived Maltreatment. This estimated overall rate also includes members
who indicated experiencing some other negative action as a result of reporting a sexual assault
and indicated other motivating factors consistent with ostracism and/or maltreatment.

** Department of Defense (2014).

3% Maltreatment as used in this survey comprises both maltreatment in the context of reporting an offense and under
Article 93 of the UCMI.

3! Section 1709(a) of the NDAA for FY 2014 requires regulations prohibiting retaliation against an alleged survivor
or other member of the Armed Forces who reports a crime, and requires that violations of those regulations be
punishable under Article 92.
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Criteria include experiencing perceived potential ostracism and/or potential maltreatment as a
result of reporting a sexual assault including experiencing some other negative action, believing
that the person(s) who took these actions knew or suspected they made an official (unrestricted
or restricted) sexual assault report, and believing the individual(s) were trying to discourage them
from moving forward with the report, or discourage others from reporting, were trying to make
them feel excluded, or were trying to abuse or humiliate them.

Perceived Professional Reprisal and/or Perceived Ostracism/Maltreatment. As depicted in
Figure 5, the estimated overall Perceived Professional Reprisal and/or Perceived Ostracism/
Maltreatment rate is an overall measure reflecting whether members reported experiencing
Perceived Professional Reprisal, Perceived Ostracism, and/or Perceived Maltreatment by
leadership or other military members or DoD civilians as a result of reporting a sexual assault.

Overview of Report
Survey Content by Chapter

The principal purpose of the 2015 WGRR 1is to report estimated prevalence rates of sexual
assault, sexual harassment, and gender discrimination as well as to assess attitudes and
perceptions about personnel programs and policies designed to reduce the occurrence of these
unwanted behaviors and improve the gender relations climate between men and women. The
long form of the survey’” covered a number of additional topics, including members’ perceptions
of SAPR programs, the willingness to intervene in situations, and the perceptions of prevalence
of sexual assault and sexual harassment in the military and the nation. The 2015 WGRR included
questions regarding members’ experiences of sexual harassment and gender discrimination as
well as UCMJ-based sexual assault experiences in the past 12 months. This defined time
reference made it clear to respondents when to include a particular behavior while responding to
these questions in the survey. Topics covered in this report are organized into the following
chapters:

e Chapter 2 provides information on the survey methodology including details on the
sampling and weighting strategies used for the 2015 WGRR.

e Chapter 3 covers topics of sexual assault, including specific behaviors experienced and
estimated prevalence rates in the past 12 months; and sexual assault experiences since
entering the military, prior to entering the military, and within their lifetime.

o Chapter 4 provides details about the “one situation” of sexual assault in the past 12
months that had the greatest effect on members. Included is information about the
circumstances pertaining to the most serious experience of sexual assault, such as specific
behaviors indicated as experienced; location and time (e.g., duty hours, on leave) of the
assault; characteristics of alleged offender(s); drug and alcohol involvement; threats

32 There were two forms of the 2015 WGRR—the short form and the long form. The short form contained survey
items used to assess MEO violations, UCMIJ-based sexual assault, and details of the sexual assault that had the
greatest impact on the survivor. This form was used on the paper survey. The long form contained all of the items
on the short form, but also included additional topics on perceptions of SAPR programs, bystander intervention, and
comparisons between sexual assault and sexual harassment in the military versus the nation.
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received; use of force; experiences of stalking, harassment, and assault before or after the
situation; whether behaviors were reported, and reasons for reporting or reasons for not
reporting; whether members would make the same decision to report in retrospect; and
indications of perceived reprisal, maltreatment and ostracism in response to reporting a
sexual assault.

e Chapter 5 includes experiences of sex-based MEQO violations in the past 12 months.
Included are estimated prevalence rates for perceived sexual harassment and gender
discrimination.

e Chapter 6 provides details about the “one situation” of sex-based MEO violations in the
past 12 months that had the greatest impact on them. Information on the circumstances
of the indicated experience(s) are provided, including characteristics of offender(s),
whether the alleged offender(s) did similar actions to others, whether behaviors were
reported, response to reporting, and reasons for not reporting.

e Chapter 7 addresses the training members receive on sexual assault prevention and
response topics. Included are members’ perceptions of effectiveness of training in
preventing sexual assault and the value of training in helping them deal with issues of
sexual assault.

e Chapter 8 includes additional analyses on the continuum of harm within military sexual
assault for Reserve component members.

e Chapter 9 concludes the report with additional descriptive analyses on reporting trends,
gender differences in experiences of sexual assault, and differences in sexual assault
behaviors experienced. This Chapter concludes with future directions for research.
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Chapter 2:
Survey Methodology

Mr. Eric Falk, Mr. Timothy Markham, Ms. Margaret Coffey, Dr. Elizabeth P. Van Winkle, and
Dr. Lindsay Rock

In 2014, at the request of Congress, RAND conducted the 2014 Rand Military Workplace Study
(2014 RMWYS) and re-evaluated how the Department measures sexual assault and sexual
harassment. As a result of this evaluation, RAND constructed the 20/4 RMWS including new
measures of sexual assault and military equal opportunity violations which meet elements of
proof within the UCMJ and Departmental policy. DMDC adopted the 2014 RMWS measure
construction and weighting methods for the 2075 WGRR with the exceptions discussed below.

Differences Between 2015 WGRR and 2014 RMWS
Treatment of Missing Data and Construction of Composite Measures

While taking a survey, sometimes respondents fail to answer all survey questions. There are
multiple ways to address missing responses including "hardcoding," where individual missing
items are coded as “no” or “did not experience” in order to create identical denominators for the
construction of a scale. This was the strategy used by RAND in the 2074 RMWS. In 2013,
DMDC implemented policies to limit the use of hardcoding, particularly when applied to items
measuring behaviors; DMDC does not assume to know the meaning behind a missing response
to these items.

The composite measures for sexual assault and MEO violations are built with the following
rules: Respondents are coded as “Experienced” if they endorsed experiencing one or more
behaviors (i.e., behavior experienced and any legal requirement met). Respondents are coded as
“Not experienced” if they actively endorsed “No” for every item in the composite measure,
meaning that they did not experience any behavior. This treatment of missing items is different
from was what done in the 20/4 RMWS. For the 2014 RMWS, RAND required that respondents
answer 50% of the items to be included in the composite measures and, if this criteria was met,
hardcoded missing responses to “Not Experienced” in the composite measure. Using the sexual
assault measure as an example, if a respondent actively endorsed three “No” responses and had
three “Missing” responses, they were coded as “Not experienced” in the final composite
measure. DMDC recoded the 2014 rates to align with DMDC policy on hard coding and to
allow for trending. As such, trended rates in this report reflect this recode.*

Changes to Eligibility Criteria: Separated Military Members

Because DOD Information Collection policy views military members who have separated from
military service as members of the general public who require Office of Management and Budget
(OMB) approval before they can be included in a DoD survey, DoD survey regulations limit the
surveying of these members without additional approvals required by the OMB under the
Paperwork Reduction Act. The WGR surveys are targeted towards DoD personnel and are not

33 There were minimal differences between the hardcoded and non-hardcoded versions of the rates. See DMDC
(2016Db) for additional information on how these recodes impact the trended rates.
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designed for surveying members of the general public (e.g., those who have left military service
and DoD contractors). To ensure the 2015 WGRR did not inadvertently survey retired or
separated members, an eligibility item was included in the survey to filter out members who may
have separated or retired after sample design but prior to survey fielding. If a respondent
indicated they had separated or retired, they are not asked additional items and received a sample
disposition code of ‘survey ineligible.” The 2014 RMWS did not have this additional eligibility
item and therefore RAND may have picked up responses from retired or separated members.

For the 2015 WGRR, only 1,338 (0.3%) sample members identified as retired or separated and
were coded as ineligible, thus having little impact on the survey estimates.

Changes to Base Coding

During review and assessment of the 20/4 RMWS, DMDC recognized a coding discrepancy in
the Sexually Hostile Work Environment rate construction. This measure feeds into the Sexual
Harassment measure, as detailed in chapter 1. Specifically, construction of the Sexually Hostile
Work Environment Rate requires endorsement of one of the sexual harassment behaviors (Q6-
Q16). To be in the rate, the respondent had to indicate contingency items that the behavior made
them uncomfortable, angry, or upset (Q6); indication that the offender continued the unwanted
behavior even after they knew you or someone else wanted them to stop (Q24); or an indication
that most men/women would have been offended by the action (Q25). To illustrate the coding
error, we will use “someone from work repeatedly told sexual ‘jokes’ that made you
uncomfortable, angry, or upset” (Q6) and its contingency items (Q24/Q25). When a respondent
answers “Yes” to “sexual ‘jokes’” (Q6) and missing to the pervasive (Q24) and “Yes” to server
(Q25), the respondent was coded as ‘missing’ in the final composite measure.

After discussions with RAND statisticians, it was determined this was a coding error in the 2074
RMWS, though it did not apply to many respondents and therefore had a negligible impact on the
rates. DMDC corrected this error for 2015 and 2014 data. To continue the example, if someone
indicated experiencing a behavior (Q6) and met the legal requirement of pervasive or severe
(Q24/Q25), they are coded as ‘experienced’ in the final variable construction.

2015 WGRR Methodology

This section describes the scientific methodology used for 2075 WGRR including the statistical
design, survey administration, and analytical procedures. A copy of the 2015 WGRR survey
instrument is provided as Appendix D. DMDC conducts cross-component surveys that provide
leadership with assessments of attitudes, opinions, and experiences of the entire population of
interest using standard scientific methods. DMDC’s survey methodology meets, and often
exceeds, industry standards that are used by government statistical agencies (e.g., the Census
Bureau and Bureau of Labor Statistics), private survey organizations, and well-known polling
organizations. DMDC adheres to the survey methodology best practices promoted by the
American Association for Public Opinion Research (AAPOR).**

3 AAPOR’s “Best Practices” state that, “virtually all surveys taken seriously by social scientists, policy makers, and
the informed media use some form of random or probability sampling, the methods of which are well grounded in
statistical theory and the theory of probability” (http://aapor.org/Best Practices1/4081.htm#best3). DMDC has
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Statistical Design

Although DMDC has used industry standard scientific survey methodology for many years, it is
important to clarify how scientific practices employed by large survey organizations control for
bias and allow for generalizability to populations. Appendix E contains frequently asked
questions (FAQs) on the methods employed by government and private survey agencies,
including DMDC. The survey methodology used on prior WGRR surveys has remained largely
consistent across time, which allows for comparisons across survey administrations. In addition,
the scientific methods used by DMDC have been validated by independent organizations (e.g.,
RAND, GAO).”> The methodology for selecting the 2015 WGRR sample, based on a stratified
random sampling, is the same as in prior years. However, the methodology used for weighting
the respondents to the population is different. To maintain comparability, DMDC decided to use
the generalized boosted models (GBM) used by RAND, for this administration, which adjust for
nonresponse by predicting responses to key survey measures (e.g. sexual assault) on the survey
as well as predicting survey response. DMDC, in collaboration with Westat statisticians,
developed estimated GBM models to create the final statistical weights. More details about the
complex weighting can be found below and in the 2015 Workplace and Gender Relations Survey
of Reserve Component Members: Statistical Methods Report (DMDC 2106a).

Sampling Design

DMDC uses known population characteristics, expected response rates from prior surveys, and
an optimization algorithm for determining sample sizes needed to achieve desired precision
levels. For the 2015 WGRR, DMDC substantially increased the sample sizes to ensure accurate
estimates of important rare events (e.g., sexual assault; sexual harassment; gender discrimination;
and perceived experiences of professional reprisal, ostracism, and/or maltreatment as a result of
reporting a sexual assault). Overall, the sample size was designed to ensure there are enough
respondents who submit completed surveys in order to make generalizations to the full Reserve
component force. The target population for the 20/5 WGRR consisted of members from the
Selected Reserve in Reserve Unit, Active Guard/Reserve (AGR/FTS/AR; Title 10 and Title 32),
or Individual Mobilization Augmentee (IMA), programs from the Army National Guard
(ARNG), U.S. Army Reserve (USAR), U.S. Navy Reserve (USNR), U.S. Marine Corps Reserve
(USMCR), Air National Guard (ANG), and U.S. Air Force Reserve (USAFR), who were below
flag rank. Single-stage, nonproportional stratified random sampling procedures were used in the
2015 WGRR.

In stratified random sampling, all members of a population are categorized into homogeneous
groups. For example, members might be grouped by gender and component (e.g., all male

conducted surveys of the military and DoD community using these “Best Practices” for over 25 years, tailored as
appropriate for the unique design needs of specific surveys, such as the census of women in the 20/5 WGRR.

%> In 2014 an independent analysis of the methods used for a 2012 survey on gender relations in the active duty
force, which aligns with methods used in the 20/5 WGRR, determined that “[DMDC] relied on standard, well
accepted, and scientifically justified approaches to survey sampling and derivation of survey results as reported for
the 2012 WGRA.” (Morral, Gore, & Schell, 2014, p. 3). In 2010, GAO conducted an evaluation of DMDC’s
methods. While they found the sampling and weighting procedures aligned with industry standards and were
reliable for constructing estimates, recommendations on conducting non-response bias analyses were accepted by
DMDC and are now standard products for DMDC surveys (GAO-10-751R Human Capital).
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ARNG personnel in one group, all female ARNG personnel in another). Members are chosen at
random within each group so that all eligible military members have an equal chance of selection
to participate in the survey. Small groups are oversampled in comparison to their proportion of
the population so there will be enough responses (approximately 500) to provide reliable
estimates for these small population subgroups. For this survey, the sample consisted of
485,774 individuals drawn from the sample frame constructed from DMDC’s Reserve
Component Common Personnel Data System. Members of the sample became ineligible if they
indicated in the survey or by other contact (e.g., e-mails or telephone calls to the data collection
contractor) that they were not in a Reserve component as of the first day of the survey, 10
August 2015 (0.33% of sample). Details of the sampling strategy used in the 2075 WGRR are
shown in Figure 6.

Figure 6.
2015 WGRR Stratified Sample Design

Total National

Guard and selected _ ARNG/USAR USNR USMCR ANG/USAFR

Reserve component

- Male 445,176 45,388 36,854 135,147
population at the
time of fielding Female 101,121 12,839 1,614 38,868
(~ 817K)
Expected response rates Male 18% 26% 8% 31%

fi
or subgroups ER— 17% 24% 11% 28%

DMDC needs approximately
500 respondents within each
subgroup (varies among
subgroups)

Sample to produce precise
estimates within subgroups

Survey Administration

Data were collected using paper and web survey instruments with procedures designed to
maximize response rates. The survey administration process began on 7 August 2015, with the
opening of the survey website.”’ On 10 August 2015, e-mail announcements were sent to sample
members. A notification letter was sent via postal mail to sample members on 14 August 2015.
These notification letters explained why the survey was being conducted, how the survey

3% In previous WGRR surveys, the goal was to measure sexual harassment and sexual assault and report out
estimated rates by gender. In the 2015 WGRR, the goal of the study was to report out sexual harassment and sexual
assault rates; provide information for men who indicated experiencing a sexual assault, which was “Not Reportable”
on prior surveys; and to provide estimates on perceived experiences of professional reprisal and
ostracism/maltreatment for members who reported a sexual assault. These changes required an increase in the 2015
WGRR sample size.

37 E-mail notifications were sent by the Reserve components to their members to make them aware of the survey and
encourage them to see if they were part of the survey sample by visiting the survey ticket look-up site. Some survey
respondents who used the ticket look-up site were able to access/complete the survey prior to receiving the initial e-
mail announcement from DMDC.
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information would be used, and why participation was important. Throughout the administration
period, additional e-mail and postal reminders were sent to encourage survey participation.”®

The survey was administered via both Web (long form) and paper (short form). Figure 7 shows
survey content by survey form. Paper surveys were sent to sample members who had not
previously responded to the Web survey. The paper surveys were mailed from 17 September-13
October 2015.

Figure 7.
Survey Content by Survey Form

Web Paper-And-Pen
(Long Form) (Short Form)

Survey Sections

Time reference
Gender-related MEO violations
Gender-related MEO violations with greatest effect

Experiences of sexual assault

SN R NN

Experiences of sexual assault with greatest effect

Outcomes associated with reporting the one sexual assault
incident with the greatest effect

<
<

Personnel policy and practices
Your military workplace
Stress, health and well-being

Sexual assault/sexual harassment training

SN N NERN

Reaction to sexual assault; and how are we doing

The 2015 WGRR web-based survey used “dynamic text” on the Web survey in the sections for sexual harassment,
gender discrimination, and sexual assault to tailor question stems and survey responses to each respondent based
on his/her gender as well as tailoring the survey to reflect dynamic “12-month prior dates” based on when the
respondent started the survey. The 2015 WGRR paper-based survey also incorporated dynamic text in the sections
for sexual harassment, gender discrimination, and sexual assault, which were tailored based on the gender of the
respondent. A copy of the full survey is provided in Appendix D.

Data were collected between 10 August and 19 October 2015. The survey procedures were
reviewed by a DoD Human Subjects Protection Officer as part of the DoD survey approval and
licensing process. Additionally, DMDC received a certificate of confidentiality from the Health
Resources and Services Administration (HRSA) at the Department of Health and Human
Services to ensure the respondent data are protected.”

* DMDC sent nine e-mail and three postal reminders for this survey. Postal and e-mail mailings stopped once the
sample member submitted their survey or requested to opt out of receiving additional communications. Appendix F
includes copies of the e-mail and postal notifications/reminders that were sent to sampled members.

39 For this study, DMDC obtained a Certificate of Confidentiality from the Health Resources and Services
Administration (HRSA) of the Department of Health and Human Services. This Certificate means that DMDC
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Data Weighting

DMDC scientifically weights the data so findings can be generalized to the full population of
Reserve component and National Guard members. Within this process, statistical adjustments
are made to ensure the sample more accurately reflects the characteristics of the population from
which it was drawn. This ensures that the oversampling within any one subgroup does not result
in overrepresentation in the total force estimates, and also properly adjusts to account for survey
nonresponse. DMDC typically weights the data based on an industry standard process that
includes 1) assigning a base weight based on a selection probability, 2) adjusting for nonresponse
which includes eligibility to the survey and completion of the survey, and 3) adjusting for
poststratification to known population totals.

For the 2015 WGRR, DMDC collaborated with statisticians at Westat to mirror the Generalized
Boosted Models (GBM) process used by RAND in the 2074 RMWS (Morral, Gore, & Schell,
2014), which provided the advantage of extending the number of variables used in weighting and
a more advanced method of estimating response propensities. The GBM weighting process
follows the same steps as DMDC’s standard weighting process, but involves additional details.
Westat’s GBM weighting: 1) assigns a base weight based on a selection probability, 2) performs
nonresponse adjustment, which includes modeling the characteristics of a respondent to as many
as six™ survey questions (discrimination, sexual quid pro quo, hostile work environment,
penetrative sexual assault, non-penetrative sexual assault, and attempted penetrative sexual
assault) and using the model predicted probabilities to adjust weights by balancing the weights
associated with the respondents and nonrespondents, and 3) adjusts (rakes) the weights from step
two to known population totals. These forms of weighting produce survey estimates of
population totals, proportions, and means (as well as other statistics) that are representative of
their respective populations. Unweighted survey data, in contrast, are likely to produce biased
estimates of population statistics. The process of weighting for the 2015 WGRR consists of
following three steps (shown below) and a working example is depicted in Figure 8 (p. 26):

1. Adjustment for selection probability. Probability samples, such as the sample for this
survey, are selected from lists and each member of the list has a known non-zero
probability of selection. For example, if a list contained 10,000 members in a
demographic subgroup and the desired sample size for the subgroup was 1,000, one in
every tenth member of the list would be selected. During weighting, this selection
probability (1/10) is taken into account. The base, or first weight, used to adjust the
sample is the reciprocal of the selection probability. In this example, the adjustment for
selection probability (base weight) is 10 for members of this subgroup.

2. Adjustment for nonresponse (two-step process): Develop a model for predicting an
outcome to a critical question. Westat used GBM to model the propensity that each
sample member experienced the six characteristics (e.g. penetrative sexual assault). For
example, a female/E1-E4/Army/minority may have a predicted probability of

cannot be forced to disclose information that may identify study participants in any federal, state, or local civil,
criminal, administrative, legislative or other proceedings.

* Westat modeled six characteristics for females but only three characteristics for males due to the rarity of many
experiences for males.
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experiencing sexual assault of 4%, while a female/E1-E4/Navy/non-minority has a
predicted probability of 2%. Next, Westat used GBM to model the response propensity
of each member using the six characteristics modeled in step one. Details regarding the
criteria used for selecting the best model are found in DMDC, 2016a.

3. Adjustment to known population values. After the nonresponse adjustments from step
two are applied, weighted estimates will differ from known population totals (e.g.,
number of members in the Army). It is standard practice to adjust the weighted estimates
to the known population totals to reduce both the variance and bias in survey estimates.
Therefore, Westat performed a final weighting adjustment that exactly matches weighted
estimates and known population totals for important demographic characteristics.
Suppose the population for the subgroup was 8,500 men and 1,500 women but the
nonresponse-adjusted weighted estimates from the respondents were 7,000 men and
3,000 women. To reduce this possible bias and better align with known population totals,
we must adjust the weights by 1.21 for men and 0.5 for women such that the final
weights for men and women to apply to the survey estimates would be 24.3 and 10,
respectively, which provide unbiased estimates of the total and of women and men in the

subgroup.
Figure 8.
Three-Step Weighting Process
Working Example Population=10,000  Sample = 1,000 Selection Prohability = 1110
1: Sampling Weight 2: Adjustments for Non-Response” 3: Adjustment for Known Totals
;a_ Assume 50% of sampled In this population there are 8,500 men
> members respond, so 500 and 1,500 women. However, the
p = X out of 1,000 surveys are previous weights result in 7,000 men
i, Y returned and 3,000 women.

‘Sally’ = 1 female member
who is sampled and
responded

X 10 = Selection weight

x 2 = Nonresponse weight x 0.5 = Known population

weight

Now, we rebalance the weight for ‘Sally’ so that
women are represented in their comrect proportions.
‘Sally’ now represents herself and 9 other women

‘like’ her.

‘Sally’ represents
herself and 9 other
women ‘like’ her

Now, ‘Sally’ represents
herself and 19 other
women ‘like’ her

*In reality a female O4—06 is more likely to respond than a female EI-E3 and thus the adjustments would vary
based on demographics. In practice, ‘Sally’ would represent a member among the 128 strata (e.g., Army
National Guard, female, and E1-E4).
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Table 1 shows the number of survey respondents and the response rate by subgroups. The
weighted Total DoD response rate for the 2015 WGRR was 20%, which is typical for large DoD-
wide surveys. This response rate was similar to the 22% response rate for the 20714 RMWS and
the 23% response rate in 2012 WGRR. Differences in the percentages of respondents and
population for the reporting categories reflect differences in the number of members included in
the sample, as well as differences in response rates.

Table 1.
2015 WGRR Counts and Weighted Response Rates
Weighted Response
Response Group Rl\elgg%;g:s ’ Rate P
(percent)

Total DoD 87,127 20

\\Women 34,706 23
ARNG 9,843 18
USAR 8,386 19
USNR 3,025 25
USMCR 329 21
ANG 7,465 37
USAFR 5,658 32
E1-E4 7,599 11
E5-E9 17,989 32
01-03/W1-W5 4,634 33
04-06 4,484 47

Men 52,421 19
ARNG 15,329 16
USAR 10,288 17
USNR 5,028 24
USMCR 3,673 12
ANG 11,730 31
USAFR 6,373 27
E1-E4 10,976 7
E5-E9 27,189 25
01-03/W1-W5 6,694 28
04-06 7,562 42

Analytical Procedures

Results of the 2015 WGRR are presented at various levels within the report. For each section of
the report, results are presented for survey year by gender (if applicable), as well as Reserve
component by gender and paygrade by gender.
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Definitions for reporting categories follow:

e Reserve Component—The categories include Army National Guard (ARNG), U.S. Army
Reserve (USAR), U.S. Navy Reserve (USNR), U.S. Marine Corps Reserve (USMCR),
Air National Guard (ANG), and U.S. Air Force Reserve (USAFR).

e Paygrade—The categories include Junior Enlisted (E1-E4), Senior Enlisted (E5-E9),
Junior Officers (O1- O3, W1-WS5), and Senior Officers (04—06).

e Gender—Male or female.
e Survey Year—This category is self-explanatory.
Presentation of Results

Only statistically significant group comparisons are discussed in this report. Comparisons are
generally made along a single dimension (e.g., Reserve component) at a time. In this type of
comparison, the responses for one group are compared to the weighted average of the responses
of all other groups in that dimension.*' For all statistical tests, DMDC uses ‘two-independent
sample t-tests’ and then adjusts for multiple comparisons using the False Discovery Rate method
(see DMDC, 2016a for additional information) to control for the number of statistical tests that
are incorrectly determined to be significant (Type I errors). The results of comparisons
generalize to the population because they are based on weighted estimates. Sexual assault and
MEO prevalence rates presented in this section are estimates with applicable margins of error
provided. Comparisons between the 2015 WGRR and the 2014 RMWS surveys are presented for
the sexual assault and MEO prevalence rates. Caution should be taken when interpreting
significant differences when an estimate is not reportable (i.e., NR). Though the result of the
statistical comparison is sound, the instability of at least one of the estimates makes it difficult to
specify the magnitude of the difference.

The tables and figures in the report are numbered sequentially. Unless otherwise specified, the
numbers presented are percentages. Ranges of margins of error are shown when more than one
estimate is displayed in a table or figure. Each finding in the 20/5 WGRR 1is presented in
graphical or tabular form along with its associated margin of error. The margin of error
represents the precision of the estimate and the confidence interval coincides with how confident
we are that the interval contains the true population value being estimated. For example, if it is
estimated that 55% of individuals selected an answer and the margin of error was £3, we often
draw conclusions from this one sample that we are 95% confident that the interval 52% to 58%
contains the unknown “true” population value being estimated. Because the results of
comparisons are based on weighted results, the reader can assume that the results generalize to
the Reserve component’s populations within the margin of error. The annotation “NR” indicates

*! When comparing results within the current survey, the percentage of each subgroup is compared to its respective
“all other” group (i.e., the total population minus the group being assessed). For example, responses of women in
the ARNG are compared to the weighted average of the responses from women in the USAR, USNR, USMCR,
ANG, and USAFR. For the estimated prevalence rates that are compared between the 2015 WGRR and the 2014
RMWS, analyses by year are made for men and women by comparing results for each analysis group in 2015 against
the same group in 2014.
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that a specific result is not reportable due to low reliability. Estimates of low reliability are not
presented based on criteria defined in terms of nominal number of respondents (less than 5),
effective number of respondents (less than 15), or relative standard error (greater than 0.225).
Effective number of respondents takes into account the finite population correction and
variability in weights. An “NR” presentation protects the Department, and the reader, from
drawing incorrect conclusions or potentially presenting inaccurate findings due to instability of
the estimate. Non stable estimates usually occur when only a small number of respondents
contribute to the estimate.

Elongated bar charts in this report may not extend to the 100% end of the scale. This may be due
to a few factors including rounding and NR estimates. As seen in the example Figure 9 below,
there is a small space between the bar chart and the end of the chart for women. This is due to
rounding. Additionally, some estimates might be so small as to appear to approach a value of 0.
In those cases an estimate of less than 1 is displayed.

Figure 9.
Example Figure

mAgres uMeither agree nor disagree mDisagree

2015 WGRR Q230e Margins of error do not exceed +1%
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Chapter 3:
Estimated Sexual Assault Prevalence Rates

Dr. Lindsay Rock and Ms. Margaret Coffey

Introduction

This chapter examines Reserve component members’ experiences of sexual assault. As
described in Chapter 1, sexual assault offenses refer to a range of behaviors prohibited by the
UCMJ and include: penetrative sexual assault (completed sexual intercourse, sodomy [oral or
anal sex], and penetration by an object); non-penetrative sexual assault (unwanted touching of
genitalia and other sexually related areas of the body); and attempted penetrative sexual assault
(attempted sexual intercourse, sodomy [oral or anal sex], and penetration by an object).**

This chapter provides the estimated overall sexual assault prevalence rate as well as the
estimated individual sexual assault prevalence rates for these three types of behaviors within the
past 12 months.* Additionally, this chapter provides information for members’ experiences of
sexual assault prior to entering the military, since entering the military, and across their lifetime.
All prevalence rates in this section are estimates that have corresponding margins of error. The
prevalence rates that were assessed in the 2015 WGRR are presented separately for each gender
by survey year (2015 and 2014), Reserve component, and paygrade.

Estimated Past Year Sexual Assault Prevalence Rates

On the survey, Reserve component members were asked to think about events that happened in
the past 12 months and were asked specifically about the following types of unwanted
experiences in which someone:

e Put his penis into their vagina, anus, or mouth

e Put any object or any body part other than a penis into their vagina, anus, or mouth

e Made them put any part of their body or any object into someone’s mouth, vagina, or
anus when they did not want to

e Intentionally touched private areas of their body (either directly or through clothing)

e Made them touch private areas of their body or someone else’s body (either directly or
through clothing)

e Attempted to put a penis, an object, or any body part into their vagina, anus, or mouth,
but no penetration actually occurred.

*2 The 2015 WGRR survey tailored question stems and survey responses to each respondent based on his/her gender.
*# For information regarding how the estimated sexual assault prevalence rate for the past 12 months was
constructed, see Chapter 1.
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This section provides the estimated overall roll up prevalence rates for members who indicated
experiencing these behaviors, who met the UCMIJ-based criteria for the sexual offense, and who
indicated the offense happened within the past 12 months.

Figure 10 displays the estimated past-year sexual assault prevalence rate by gender for Reserve
component members. Overall, 1.1% of Reserve component members indicated experiencing
sexual assault in the past 12 months. This represents about 1 in 31 women (3.2%) and about 1 in
167 men (0.6%). Based on the 87,127 eligible respondents from estimated eligible population of
792,528 members, a constructed 95 percent confidence interval ranges from 7,636 to 9,137, with
an estimated total of 8,386 Reserve component members who indicated experiencing a sexual
assault in the past 12 months.

Estimated Overall Sexual Assault Prevalence Rates, by Gender and Year

As shown in Figure 10, in 2015, 3.2% of Reserve component women and 0.6% of Reserve
component men indicated experiencing sexual assault in the past year. These estimated rates
have remained statistically unchanged for both women and men compared to 2014. Although
data are presented for 2012 and 2008, no direct comparisons can be made between rates prior to
2014 because of measurement differences.

Looking at the specific behavior breakdown, 1.4% of Reserve component women indicated they
experienced penetrative sexual assault, 1.7% indicated it was non-penetrative sexual assault, and
0.1% indicated it was attempted penetrative sexual assault (Figure 10).** For Reserve
component men, 0.2% indicated they experienced penetrative sexual assault, 0.4% indicated it
was non-penetrative sexual assault, and <0.1% indicated it was attempted penetrative sexual
assault. For men, the rate of penetrative sexual assault in 2015 (0.2%) was significantly higher
than penetrative rates for men in 2014 (<0.1%), however the overall rate of 0.2% remained very
low. Significant differences between components and paygrades follow.

* The estimated prevalence rates for the three categories of sexual assault use a hierarchical system—penetrative
sexual assault, non-penetrative sexual assault, and attempted penetrative sexual assault. Penetrative sexual assault
includes individuals who indicated “yes” to any of the items that assess penetration of the vagina, anus, or mouth.
Non-penetrative sexual assault includes individuals who indicated “yes” to either of the screener items that assess
unwanted sexual touching and were not previously counted as penetrative sexual assault. Attempted penetrative
sexual assault includes individuals who indicated “yes” to the item that assesses attempted sexual assault and were
not previously counted as having experienced either penetrative sexual assault or non-penetrative sexual assault.
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Figure 10.
Estimated Sexual Assault Rate, by Gender and Year
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Non-Penetration: 0.4%
Attempted Penetration: <0.1%
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WGRR 2015 Q67-Q160, Q201-Q203. Margins of error range from 0.2+% to +4.8%

*Survey

used the USC measure

**Survey used the sexual assault measure.

Specific Breakouts for Women, by Reserve Component

Sexual Assault. In 2015, women in the ARNG (3.8%) were more likely than women in
the other Reserve components to indicate experiencing sexual assault in the past year,
whereas women in the ANG (1.9%) and USAFR (1.8%) women were less likely (Table
2).

Penetrative Sexual Assault. In 2015, women in the ANG (0.9%) and USAFR (0.6%)
were less likely than women in the other Reserve components to indicate the behavior
they experienced was penetrative sexual assault.

Non-Penetrative Sexual Assault. In 2015, women in the ARNG (2.1%) were more
likely than women in the other Reserve components to indicate the behavior they

experienced was non-penetrative sexual assault, whereas women in the ANG (0.9%) and
USAFR (1.1%) were less likely.

Attempted Penetrative Sexual Assault. In 2015, women in the USMCR (<0.1%) were
less likely than women in the other Reserve components to indicate the behavior they
experienced was attempted penetrative sexual assault.

Specific Breakouts for Men, by Reserve Component

Sexual Assault. In 2015, men in the ANG (0.3%) and USAFR (0.2%) were less likely
than men in the other Reserve components to indicate experiencing sexual assault in the
past year (Table 2).
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e Penetrative Sexual Assault. In 2015, men in the USAFR (0.1%) were less likely than
men in the other Reserve components to indicate the behavior they experienced was
penetrative sexual assault.

e Non-Penetrative Sexual Assault. In 2015, men in the ANG and USAFR (both 0.2%)
were less likely than men in the other Reserve components to indicate the behavior they
experienced was non-penetrative sexual assault.

e Attempted Penetrative Sexual Assault. In 2015, there were no significant differences
between components for attempted penetrative sexual assault.

Table 2.
Percent of Reserve Component Members Who Indicated Experiencing Sexual Assault in the
Past