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2012 WORKPLACE AND GENDER RELATIONS
SURVEY OF ACTIVE DUTY MEMBERS:
TABULATIONS OF RESPONSES

Introduction to the Survey

The Human Resources Strategic Assessment Program (HRSAP), Defense
Manpower Data Center (DMDC), conducts both Web-based and paper-and-pencil
surveys to support the personnel information needs of the Under Secretary of Defense
for Personnel and Readiness (USD[P&R]). These surveys assess the attitudes and
opinions of the entire Department of Defense (DoD) community on a wide range of
personnel issues. Human Relations Surveys are in-depth studies of topics and
populations, often requiring both paper-and-pencil surveys and Web-based surveys.

This report contains tabulations of responses from the 2012 Workplace and
Gender Relations Survey of Active Duty Members (2012 WGRA) conducted
September 17, 2012 to November 7, 2012. This introduction (1) summarizes the
survey content, (2) defines the total population surveyed and the subgroups used in
tabulations of responses, (3) summarizes the survey methodology,' and (4) provides
details on how to use the tabulations. The tabulations and a copy of the survey items
follow this introduction.?

Survey Content

The 2012 WGRA continues a line of military sexual harassment research begun
in 1988. DMDC conducted Joint Service surveys of active duty members on gender
issues in 1988, 1995, 2002, 2006, and 2010. DMDC expanded this line of research to
the Reserve/National Guard in 2004, 2008, and 2012 and to the Service Academies in
2005. Since 1995, the questionnaire was designed to estimate both the level of sexual
harassment in the Services and provide new information on a variety of consequences
of harassment (Bastian, Lancaster, & Reist, 1996). In 2006, the questionnaire was
significantly revised to collect parallel information on sexual assault in the Services.
The 2012 WGRA is the sixth DMDC active duty survey of gender relations issues and
was modeled on previous DMDC surveys of Reserve component and active duty
members, the 2008 Workplace and Gender Relations Survey of Reserve Component
Members, the 2010 Workplace and Gender Relations Survey of Active Duty Members,
and the 2012 Workplace and Gender Relations Survey of Reserve Component
Members. The current survey was subdivided into the following 11 topic areas:

1. Background Information—Service status, gender, paygrade, and
race/ethnicity.

' Details on survey methodology are reported in DMDC (2012b).
% Refer to DMDC (2012a) to view an HTML mock-up of the survey as it appeared on the Web.
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10.

11.

Military Life—Deployments to operations in past 12 months, deployments to
a combat zone in past 12 months, and safety from sexual assault while
deployed and while at home base/installation/ship.

Your Military Workplace—Gender mix of workgroup; characteristics of
immediate supervisor; satisfaction with supervisor, work, and coworkers;
readiness; morale; unit cohesion; retention intention; overall satisfaction
with military life; and workplace hostility.

Stress, Health, and Well-Being—Physical well-being, level of stress in work
and personal life, perceived stress, experience of symptoms of
posttraumatic stress disorder (PTSD) and depression, perceived connection
of PTSD and/or depression symptoms to personal traumatic events, and
barriers to getting mental health care.

Gender-Related Experiences—Experiences of discrimination, unwanted
gender-related behaviors, and sexual harassment in the 12 months prior to
the survey.

Unwanted Sexual Contact—Experiences of sexual contact against
members’ will or without consent in the 12 months prior to the survey;
frequency of experiences; and details pertaining to the one situation that
had the greatest effect, including specific behaviors experienced, where the
situation occurred, involvement of alcohol/drugs, characteristics of
offenders, experiences of sexual harassment or stalking by the offender, to
whom the behaviors were reported, members’ satisfaction with the reporting
process (if applicable), reasons for reporting (if applicable), when situation
was reported (if applicable), actions taken and consequences of reporting (if
applicable), reasons for not reporting (if applicable), and whether the
respondent would make the same reporting decision.

Personnel Policy and Practices—Leadership’s support to stop sexual
assault and sexual harassment and views on current gender-related
policies and leadership practices.

Sexual Assault Training—Military training received in past 12 months and
perceived effectiveness of training on sexual assault prevention of and
response and awareness of prevention and response resources.

Reaction to Sexual Assault—Knowledge about sexual assault reporting,
individual responsibilities in sexual assault situation and bystander
intervention.

Prior Experiences—Experiences of unwanted sexual contact prior to entry
into the military and since joining the military.

How Are We Doing ?—Perceptions of sexual assault within the military and
in the nation and how they have changed over the past four years.

DMDC



2012 Workplace and Gender Relations Survey of Active Duty Members

Population and Reporting Categories

The population of interest for the 2072 WGRA consisted of members of the
Army, Navy, Marine Corps, and Air Force, excluding National Guard and Reserve
members, who (1) had at least six months of service at the time the questionnaire was
first fielded and (2) were below flag rank.

Survey results are presented by a variety of reporting categories. To form the
reporting categories for the tabulations, respondents are classified by their responses
to survey items. If the self-reported data are missing, then DMDC'’s Active Duty
Master File (ADMF) is used to impute the subgroup classification at the time of
sampling. Survey results are tabulated by Service, paygrade, gender, race/ethnicity,
experienced unwanted sexual contact (USC), and experienced sexual harassment
(SH). Definitions for reporting categories follow:

e Service—The categories include Army, Navy, Marine Corps, and Air Force.

e Paygrade—The Enlisted subgroup includes all enlisted paygrades (E1 —
E9). The Enlisted subgroup is broken into: junior enlisted members (E71 —
E4) and senior enlisted members (E5 — E9). The Officers subgroup includes
commissioned officers (O1 — O3 and 04 — 06).

e (Gender—This category includes Females and Males overall and gender
broken into the following categories: Service, Paygrade, Experienced USC,
Deployment, and Service by Enlisted E1 — E4/Officer.

e Deployment—The categories include Deployed Past 12 Months and Not
Deployed Past 12 Months.

e Race/Ethnicity—Respondents are classified based on self-reported
categories consistent with requirements of the Standards for Maintaining,
Collecting, and Presenting Federal Data on Race and Ethnicity (1997).
Total Minority includes all persons marking one or more of the races other
than White and/or marking that they were Spanish/Hispanic/Latino. Non-
Hispanic Black includes persons marking only Black or African-American
and not reporting Spanish/Hispanic/Latino. Hispanic includes anyone
marking that they are Spanish/Hispanic/Latino, regardless of how they
answered the question on race.

e Experienced USC—The categories include Experienced USC for those who
experienced unwanted sexual contact in the past 12 months and Not
Experienced USC for those who did not experience unwanted sexual
contact in the past 12 months.

e Experienced SH—The categories include Experienced SH for those who
experienced sexual harassment in the past 12 months and Not Experienced
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SH for those who did not experience sexual harassment in the past 12
months.

Survey Methodology

DMDC conducts cross-service surveys that provide the DoD with fast, accurate
assessments of attitudes and opinions of the entire DoD community using standard
scientific methods. Specifically, 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 subscribes to the survey methodology best practices promoted
by the American Association for Public Opinion Research (AAPOR).?

The survey administration process began on September 17, 2012, with the
mailout and e-mail of an announcement letter to sample members. The
announcement letter and e-mail explained why the survey was being conducted, how
the survey 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 the Web.
Data were collected between September 17, 2012 and November 9, 2012.

Single-stage, nonproportional stratified random sampling* procedures were
used. The sample consisted of 108,478 individuals drawn from the sample frame
constructed from DMDC’s ADMF. Members of the sample became ineligible if they
indicated in the survey or by other contact (e.g., telephone calls to the data collection
contractor) that they were not on active duty as of the first day of the survey,
September 17, 2012 (0.28% of sample).

® 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 stratified random sampling for 20 years.

* 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 Amy personnel in
one group, all female Army personnel in another). Members are chosen at random within each group.
Small groups are oversampled in comparison to their proportion of the population so there will be
enough responses from small groups to analyze. Weights are used so that groups are correctly
represented in the analyses.

4 DMDC



2012 Workplace and Gender Relations Survey of Active Duty Members

Completed surveys (defined as 50% or more of the survey questions asked of
all participants are answered, including a valid response on the critical question Q32)
were received from 22,792 eligible respondents. The overall weighted response rate
for eligibles, corrected for nonproportional sampling, was 24%° (male 23%, female
29%).

Data were weighted using the industry standard three-stage process.® This
form of weighting produces 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 three-stage process of weighting consists of the
following steps:

e 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 nonzero 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.

e Adjustments for nonresponse—Some sampled members do not respond to
the survey. Continuing the previous example, suppose only half of sample
members, 500, completed and returned a survey. Because the unweighted
sample size would only be 500, weights are needed to project the sample up
to the subgroup population total (10,000). In this case, the base-weighted
respondents would sum to only 5,000 weighted respondents. To adjust for
nonresponse, the base weights are multiplied by the reciprocal of the
nonresponse rate. In this example, the base weight (10) is multiplied by the
reciprocal of the nonresponse rate (2) to create a new weight of 20. The
weighted sample sums to the subgroup population total of 10,000.

® There has been concern that a 24% weighted response rate cannot give accurate results. Ultimately,
the accuracy of a survey is most dependent on whether the sample used is randomly drawn and
representative of the population it is studying. DMDC uses state of the art scientific statistical
techniques to draw conclusions from random, representative samples of the active duty population to
ensure accuracy of estimations to the full active duty population. As the characteristics of the military
population are known, this allows for better accuracy and reduces bias in the estimates compared to
civilian populations. Response rates under 30% are common in military surveys.

® Details on survey methodology are reported in DMDC (2012b).
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Table 1.

Number of Respondents (Total) and Estimated Population by Reporting Categories

Respondents Estimated Population
Count | Percent Totals Percent | Max
TOTAL 22,792 100% NN 1354883 7,667 100% NN ME
Army 4,103 18% I 535,833 | 14,944 40% 1 +1
Navy 3,730 16% 307,261 | £2,359 23% 1l +1
Marine Corps 10,416 46% 1N 190,214 | +2,155 14% W +1
Air Force 4,543 20% 1N 321,575 | 15,094 24% 1l +1
Enlisted 17,339 76% I 1,123,405 = +7,365 83% I +1
E1-E4 8,223 36% I 591,442 | £7,039 44% 1IN +1
E1-E3 4,631 20% Il 314,364 | 16,151 23% 1l +1
E4 3,592 16% 277,078 | £3,422 20% 1 +1
E5-E9 9,116 40% 1IN 531,963 | +2,167 39% I +1
E5-E6 6,526 29% 1l 401,038 | +2,001 30% 1l +1
E7-E9 2,590 1% W 130,925 = +830 10% W +1
Officers 5,453 24% 1l 231,478 | £2,131 17% +1
01-03 2,994 13% W 126,214 = 653 9% N +1
04 - 06 1,828 8% N 85,805 ' +531 6% 1 +1
Deployed Past 12 Months 6,459 28% N 433,326 = +15,113 32% 1l +2
Not Deployed Past 12 Months 16,290 71% I 919,077 | 15,574 68% I +2
Non-Hispanic White 13,175 58% I 828,144 | £11,170 61% I +1
Total Minority 9,582 42% I 525,628 | +9,837 39% 1 +1
Non-Hispanic Black 3,386 15% W 190,804 = +9,633 14% W +1
Hispanic 3,839 17% 192,227 = +10,707 14% W +1
Experienced USC 832 4% | 25,965 @ +4,120 2% | +1
Not Experienced USC 21,960 96% NG 1,328,918 | 8,583 98% I 1
Experienced SH 3,064 13% I 93,854 | 7,704 7% 1 +1
Not Experienced SH 19,728 87% I 1,261,028 | +10,606 93% NI B 1
FEMALES 11,553 51% I 198,488 825 15% W +1
Army 2,463 1% W 72,334 | +211 5% 1 +1
Navy 2,498 1% W 51,204 = 383 4% 1 +1
Marine Corps 3,716 16% Il 13,404 | +126 1% | +1
Air Force 2,876 13% W 61,546 = 692 5% 1 +1
Enlisted 8,623 38% N 161,578 = 726 12% W +1
E1-E4 4,461 20% Il 90,277 = +590 7% 1 +1
E5- E9 4,162 18% I 71,300 = 423 5% 1 +1
Officers 2,930 13% W 36,911 = +392 3% | +1
01-03 1,819 8% 1 23,889 = 358 2% | +1
04 - 06 962 4% | 11,360 | +71 1% | +1
Experienced USC 716 3% | 12,0563 | +1,143 1% | +1
Not Experienced USC 10,837 43% 1 186,436 = +1,280 14% W +1
Experienced SH 2,756 12% B 46,105 = +1,893 3% | +1
Not Experienced SH 8,797 39% N 152,384 | +1,921 1% W +1
Deployed Past 12 Months 2,733 12% B 47,041 | +1,611 3% | +1
Not Deployed Past 12 Months 8,801 39% I 151,048 = +1,697 1% N +1
6 DMDC




2012 Workplace and Gender Relations Survey of Active Duty Members

Table 1 (continued)

Respondents Estimated Population
Count | Percent Totals | Percent | Max ME

Army Enlisted 1,689 7% 1 56,905 = +137 4% | +1
E1-E4 814 4% | 34,055 @ +129 3% | +1
Army Officers 774 3% | 15,429 | +162 1% | +1
Navy Enlisted 1,686 7% 1 43,012 = +381 3% | +1
E1-E4 873 4% 1 26,274 = £380 2% | *1
Navy Officers 812 4% | 8,192  +42 1% | +1
Marine Corps Enlisted 3,153 14% W 12,042 = +116 1% | +1
E1-E4 1,761 8% N 8,195 = 185 1% | *1
Marine Corps Officers 563 2% | 1,362 = +50 0% +1
Air Force Enlisted 2,095 9% B 49,618 | +592 4% | +1
E1-E4 1,013 4% | 21,753 | +424 2% | +1
Air Force Officers 781 3% 1| 11,928 = +359 1% | +1
MALES 11,239 49% 1 1,156,394 7,677 85% I +1
Army 1,640 7% 1 463,499 | +4,940 34% 1IN +1
Navy 1,232 5% 1 256,057 | +2,328 19% Il *1
Marine Corps 6,700 29% 1l 176,810 = +2,155 13% W +1
Air Force 1,667 7% 1 260,029 | £5,128 19% Il *1
Enlisted 8,716 38% N 961,827 | +7,371 71% I +1
E1-E4 3,762 17% 501,165 | £7,033 37% 1 +1
E5-E9 4,954 22% 1l 460,662 = 2,206 34% 1N *1
Officers 2,523 1% W 194,567 = +2,149 14% W +1
01-03 1,175 5% 1 102,325 = £720 8% N *1
04 - 06 866 4% | 74,445 = 535 5% 1 +1
Experienced USC 116 1% | 13,912 | £3,958 1% | *1
Not Experienced USC 11,123 49% 1N 1,142,482 | £8,521 84% +1
Experienced SH 308 1% | 47,750 | +7,469 4% 1 +1
Not Experienced SH 10,931 43% 1 1,108,645 = +10,450 82% I *1
Deployed Past 12 Months 3,726 16% 386,285 | +15,030 29% 1l +2
Not Deployed Past 12 Months 7,489 33% I 768,029 | £15,493 57% I 12
Army Enlisted 1,236 5% 1 382,666 | +4,375 28% N +1
E1-E4 419 2% | 206,623 | +3,810 15% W +1
Army Officers 404 2% | 80,833 = 12,294 6% 1 +1
Navy Enlisted 807 4% | 213,113 | £2,206 16% +1
E1-E4 269 1% | 100,196 = +2,204 7% 1 *1
Navy Officers 425 2% | 42,943 | +743 3% | +1
Marine Corps Enlisted 5,358 24% 1R 156,506 = +2,154 12% W +1
E1-E4 2,528 1% W 100,229 = +2,141 7% 1 *1
Marine Corps Officers 1,342 6% 1 20,304 = 57 1% | +1
Air Force Enlisted 1,315 6% 1 209,542 = 5,068 15% I +1
E1-E4 546 2% | 94,117 | 45,050 7% 1 +1
Air Force Officers 352 2% | 50,487 | £783 4% | +1
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e Adjustment to known population values—The first of the two previous
weighting adjustments are applied according to the demographic groupings
used in designing the subgroups for the sample. The second is based on
population characteristics that are known to be related to whether a sample
person responds to the survey. Because the sample design and
adjustments for nonresponse cannot take into account all demographic
differences related to who responds to a survey and how they respond,
auxiliary information is used to increase the precision of survey estimates.
For this reason a final weighting adjustment is computed that reproduces
population totals for important demographic groupings related to who
responds to a survey and how they might answer the survey. Suppose in
our example the population for the subgroup was 8,500 men and 1,500
women but the nonresponse-adjusted weighted estimates from the
respondents was 7,000 men and 3,000 women. To reduce this possible
bias and reproduce known population totals, the weights would be adjusted
by 1.21 for men and 0.5 for women, which would give unbiased estimates of
the total and of women and men in the subgroup.

Table 1 (pages 6-7) shows the number of respondents and the portion of total
members in each reporting category. Also shown are the estimated number of
members and the portion of total members in each reporting category. Differences in
the percentages of respondents and population for the reporting categories reflect
differences in the number sampled, as well as differences in response rates.

Tabulation Procedures

Tabulations’ for each question in the survey are shown on a set of facing
pages. The text of the questions and response options are shown at the top of the
even-numbered pages with only the question number and question text repeated on
the odd-numbered pages. To compress the width of columns in the tables, the
response options are shown with a number or letter, then that number or letter is used
as the column heading for the responses. The central feature of the tabulations is the
percentage of members choosing the response options indicated by the column
heading. Within a set of response options, percentages may not add to 100% due to
rounding error.

Where an item can be presented as an average, that average is shown as a
number estimate and a bar chart. The averages can be quickly scanned for reporting
groups differing from other similarly defined groups. Where a true response
continuum is available (e.g., number of times trained), the mean of that continuum is
presented; in other cases, the responses are averages of the numeric scales
presented with the response options. Where there is a simple binomial response (e.g.,
yes/no), only one percentage is presented. In this case, the bar chart represents that
percentage. When multi-level response scales (e.g., “yes,” “no,” “don’t know”) can be
dichotomized, the bar chart represents either the sum of the percentages in multiple

" Details of data editing and preparation are provided by DMDC (2012a).
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columns (e.g., “no” and “don’t know” summed) or the percentage in one column (e.g.,
“yeS”)_

On each page of tabulations, the first column lists the reporting group shown in
that row. The second column, Percent Responding, lists the portion of the reporting
group represented in the estimates in that row. In most cases, if this percentage is not
100, it reflects item nonresponse, and the table note indicates that “Percent
responding are members who answered the question.”

Not all questions will apply to every respondent. Where possible, the survey is
programmed to skip respondents over questions that do not apply to them. For
example, Q85 (How did you hear about the DoD Safe Helpline?) does not apply to
those who indicated they were not aware of the DoD Safe Helpline in Q84. The
footnote for this question indicates, “Percent responding are active duty members who
answered the question and who were aware of the DoD Safe Helpline (Q84).”

Because the survey contains open-ended questions, not all responses are
tabulated. For example, Q30sp asked members to specify other unwanted gender-
related behaviors they experienced during the 12 months prior to taking the survey.
Since it is not feasible to tabulate the wide range of responses, the open-ended
responses are not tabulated.®

Combining Information From Multiple Iltems

Tabulations in this volume generally present data for individual survey
questions. There are four types of exceptions. The first type of exception is where the
results for multiple items are presented on a single set of pages.

¢ In Q83a-c, members were asked whether they were aware of the “My
Strength is for Defending” campaign, the Sexual Assault Prevention Web
site (www.myduty.mil), and their installation’s Sexual Assault Awareness
Month programs. The tabulations for this question show percentages who
answered Yes to Q82a, Q82b, and Q82c, respectively, on one set of pages,
to allow comparison between the percentages.

The second exception pertains to combining response options from a single
item to present an aggregate number.

e In Q83, the bar chart shows the total percentage of those who indicated they
were aware of any of the sexual assault prevention awareness resources
(e.g., the campaign, the Web site, and their installation’s programs).

The third exception is where members can provide multiple answers to a single
question (e.g., race).

® Questions 49-51, 57-58, and 61-67 are not tabulated because they are open-ended items.
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In Q4, members are asked to mark one or more races. The tabulations
show the percentage who responded that they were White, Black, American
Indian/Alaska Native, Asian, and/or Native Hawaiian/Other Pacific Islander.
Respondents who indicated more than one race are also shown in the
percentage of More than one race. For example, if a respondent indicated
they were Asian and White, they were counted in the percentage as Asian,
White, and More than one race.

The fourth exception pertains to constructed composite measures (e.g., scales,
indices and summary variables) described below. The composite measures included
in the 2012 WGRA have been used on the:

For additional information on the history of the scales included in this Tabulation
Volume, please see Ormerod et al (2010).

2005 Workplace and Equal Opportunity Survey of Active Duty Members
(2005 WEQA)

2006 Workplace and Gender Relations Survey of Active Duty Members
(2006 WGRA)

2007 Workplace and Equal Opportunity Survey of Reserve Component
Members (2007 WEOR)

2008 Workplace and Gender Relations Survey of Reserve Component
Members (2008 WGRR)

2009 Workplace and Equal Opportunity Survey of Active Duty Members
(2009 WEOA)

2010 Workplace and Gender Relations Survey of Active Duty Members
(2010 WGRA)

2011 Workplace and Equal Opportunity Survey of Reserve Component
Members (2011 WEOR)

2012 Workplace and Gender Relations Survey of Reserve Component
Members. (2012 WGRR)

Individual items in each measure are presented first followed by tabulation
pages showing composite measure results. Where applicable, Cronbach’s coefficient

alpha, a measure of scale reliability, is provided for the scale overall and by gender in
the table notes. Cronbach’s coefficient alpha ranges from 0 to 1. Values of 0.70 or
greater indicate high reliability, meaning that the items are internally consistent.

Supervisor Satisfaction. The composite measure includes survey items on
members’ agreement that their supervisor can be trusted, treat all assigned

10
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people fairly, have very little conflict with people who report to them,
evaluate performance fairly, make work assignments fairly, and give
satisfactory direction (Q11). Scale ranges from 1-5. Higher scores on this
measure indicate members more strongly agreed with positive statements
about their supervisors (i.e., were more satisfied).®

e [eadership Satisfaction: The composite measure includes items pertaining
to members’ satisfaction with their leadership’s commitment to quality work,
positive work environment, and Service member well-being (Q12b-d, f). For
the purposes of this report, Q12b, d, and f were reverse-coded. Higher
scores on this measure indicate members have higher degrees of
satisfaction. ™

e (Careerism: The composite measure includes survey items pertaining to the
extent to which a member perceives that leaders put their personal interests
above the organization’s interests to further personal advancement (Q12a-d,
f). For the purposes of this report, Q12a and ¢ were reverse-coded. Higher
scores indicate members have greater perceptions that their leaders exhibit
careerism."

e Coworker Satisfaction: The composite measure includes survey items on
members’ agreement with statements about the amount of conflict among
coworkers, coworker work efforts, work group compatibility, helpfulness of
coworkers, and relationships with coworkers (Q13). Scale ranges from 1-5.
Higher scores on this measure indicate members more strongly agreed with
positive statements about their coworkers (i.e., were more satisfied).'?

e Work Satisfaction: The composite measure includes survey items on sense
of pride, use of skills, work enjoyment, and the opportunity to acquire
valuable skills (Q14a-d). Scale ranges from 1-5. Higher scores on this
measure indicate members strongly agreed with positive statements about
their work.'®

e Workplace Hostility: The composite measure includes survey items on the
degree to which coworkers or supervisors act in an angry or hostile manner
toward them (Q19). Examples include intentionally interfering with other’s

® This scale was used on 2005 WEOA, 2006 WGRA, 2007 WEOR, 2008 WGRR, 2009 WEOA, 2010
WGRA, 2011 WEOR, and 2012 WGRR. A similar scale has been useful in research with military
members (e.g., Hay & Elig, 1999; Sims, Drasgow, & Fitzgerald, 2005).

This scale was used on 2005 WEOA, 2006 WGRA, 2007 WEOR, 2008 WGRR, 2009 WEQOA, 2010
WGRA, 2011 WEOR, and 2012 WGRR.
" This scale was used on 2005 WEOA, 2006 WGRA, 2007 WEOR, 2008 WGRR, 2009 WEOA, 2010
WGRA, 2011 WEOR, and 2012 WGRR.
"2 This scale was used on 2005 WEOA, 2006 WGRA, 2007 WEOR, 2008 WGRR, 2009 WEOA, 2010
WGRA, 2011 WEOR, and 2012 WGRR.
% One item, 43e “You are satisfied with your job as a whole,” was excluded from this scale. This scale
was used on 2007 WEOR, 2008 WGRR, 2009 WEOA, 2010 WGRA, 2011 WEOR, and 2012 WGRR.
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work performance, taking credit for other’s work or ideas, and using insults,
sarcasm, or gestures to humiliate others. Response options ranges from 1
(never) to 5 (very often). Higher scores on this measure indicate members
more frequently perceived hostile behaviors in their workplace.'

e (General Health: The General Health scale is designed to provide a self-
assessment of overall physical well-being. The four scale items (Q20a-d)
were taken from the general health perceptions subscale on the Short-Form
Health Survey (SF-36) of the Medical Outcomes Study questionnaire (Ware
& Sherborne, 1992). For the purposes of this report, Q20b and ¢ were
reverse-coded. Higher scores on this measure indicate members have
more positive perceptions of their health.'

e Perceived Stress: To evaluate personal stress levels, members were asked
about their emotional experiences/reactions in the month prior to taking the
survey (Q22). The measure of perceived stress is a 10-item version of the
Perceived Stress Scale® (Cohen, Kamarck, & Mermelstein, 1983; Cohen &
Williamson, 1988). Items were scored 0 to 4. For the purposes of this
report, Q22d, e, g, and h were reverse-coded. Scores are reported as a
single figure, which is the sum of the individual scores (range 0 to 40).
Higher scores on this measure indicate greater perceived stress.'®

e Posttraumatic Stress Disorder (PTSD): PTSD is a type of anxiety disorder
that can be triggered by experiencing or witnessing a traumatic event that
causes fear, helplessness, or horror and is characterized by persistent
frightening thoughts and memories, emotional detachment or numbness,
sleep problems, and a tendency to be easily startled. The PTSD Check List
(PCL), a 17-item screening tool, was used to provide information regarding
the relative severity of PTSD symptoms that individuals experienced (Q23)
over the past month. Response options were coded from 1 (not at all) to 5
(extremely). Scores on all items were summed to create a total score that
ranged between 17 and 85. Traditionally, a score of 50 on the PCL is
considered to be a reliable cutoff suggesting that further evaluation for
PTSD would be beneficial (Weathers et al., 1991). Higher scores on this
measure indicate greater experiences of PTSD symptoms.'’

e Depression Scale: Depression is a common mental disorder characterized
by depressed mood, loss of interest or pleasure, feelings of guilt or low self-
worth, disturbed sleep or appetite, low energy, and poor concentration. The

' This scale was used on 2010 WGRA, 2011 WEOR, and 2012 WGRR.

"> This scale was used on 2005 WEOA, 2006 WGRA, 2007 WEOR, 2008 WGRR, 2009 WEOA, 2010
WGRA, and 2012 WGRR.

'® This scale was used on 2005 WEOA, 2006 WGRA, 2007 WEOR, 2008 WGRR, 2009 WEOA, 2010
WGRA, 2011 WEOR, and 2012 WGRR.

1 Respondents are presented with the 17 diagnostic symptoms of PTSD as described in the Diagnostic
and Statistical Manual of Mental Disorders (4th ed., DSM-1V; American Psychiatric Association, 1994).
This scale has been used on 2009 WEOA, 2010 WGRA, and 2012 WGRR.

12
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first eight questions from the Patient Health Questionnaire (PHQ-9)
Depression Scale (Spitzer, Kroenke, & Williams, 1999) were used to
measure the presence of depression related thoughts and behaviors (Q24).
The PHQ-9 is a unidimensional measure used for diagnosing depression
and assessing its severity (Kroenke, Spitzer, & Williams, 2001). Scores
range from 1 to 4. Higher scores on this measure indicate higher levels of
depression.'®

Overview of Composite Measures of 2012 Incident Rates of Gender-Related
Harassment and Discrimination Experienced by Members: Incident rates,
constructed from 30 items, reflect whether members indicated they
experienced gender-related insensitivity, coercion, harassment, or
discrimination. The 2012 WGRA incident rates comprise the percentage of
members who indicated experiencing at least one of the behaviors during
the 12 months prior to the survey.

Sex Discrimination: To assess perceptions of discrimination in the
workplace, members were asked to indicate if they had recently experienced
any of the 12 behaviors or situations where they thought gender was a
motivating factor (Q27). The items form three incident rates: Evaluation
(Q27a-d), Assignment (Q27e-g, |), and Career (Q27h-k). In order to be
counted as having experienced Evaluation, Assignment, or Career
discrimination, respondents must have indicated that gender was a factor in
their experience of at least one of the behaviors in the scale (Q27). In
addition to the tabulation of incident rates of the three types of
discrimination, a summary variable Sex Discrimination, is also tabulated. In
order to be counted as having experienced Sex Discrimination, respondents
must have indicated experiencing one of the 12 behaviors where gender
was a factor AND they must have indicated that they considered at least
some of the behaviors experienced to have been sex discrimination
(Q29a)."

Unwanted, Gender-Related Behavior. Incident rates of unwanted, gender-
related behaviors were derived from 19 behaviors items (Q30) and
represent a continuum of behaviors.?® The categories of behaviors and
corresponding items are as follows: Crude/Offensive Behavior (Q30a, c, e-
f), Unwanted Sexual Attention (Q30h, j, m-n), Sexual Coercion (Q30k-I, 0-p),
and Sexist Behavior (Q30b, d, g, i). Sexist Behavior includes
verbal/nonverbal behaviors that convey insulting, offensive, and

'® One item, "Thoughts that you would be better off dead, or of hurting yourself in some way," on the
PHQ-9 Depression Scale was excluded from this survey. This scale has been used on 2009 WEOA,
2010 WGRA, 2011 WEOR, and 2012 WGRR.

' This scale was used on 2006 WGRA, 2008 WGRR, and 2010 WGRA.

% ltems 56a-r ask about specific behaviors and Q56s asks about “Other unwanted gender-related
behavior.” Q56s is not included in scales or analyses. This scale was used on 2006 WGRA, 2008
WGRR, 2010 WGRA, and 2012 WGRR.

DMDC
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condescending attitudes based on the respondent’s sex. Crude/Offensive
Behavior includes verbal/nonverbal behaviors of a sexual nature that are
offensive or embarrassing. Unwanted Sexual Attention includes attempts to
establish a sexual relationship or engage in sexually suggestive behavior.
Sexual Coercion reflects classic quid pro quo instances of job benefits or
losses conditioned on sexual cooperation. Respondents were asked to
indicate how often they had been in situations involving these behaviors,
ranging from Neverto Very often where a higher score denotes more
frequent experiences of unwanted gender-related behavior. Items are
derived from the Sexual Experiences Questionnaire (SEQ); Fitzgerald, et al.,
1988; Fitzgerald, Gelfand, & Drasgow, 1995). Incident rates indicate
whether the individual reported experiencing at least one of the behaviors in
a category (e.g., Sexual Coercion) at least once in the 12 months before
responding to the survey. '

e Sexual Harassment. The prevalence of sexual harassment is determined
using a two-step process. In order to be counted as having experienced
Sexual Harassment, respondents must have indicated they experienced one
of the following types of unwanted gender-related behaviors:
Crude/Offensive Behavior, Unwanted Sexual Attention, or Sexual Coercion
during the 12 months prior to completion of the survey (Q30) AND they must
have indicated that they considered at least one of the behaviors
experienced to have been sexual harassment (Q31). In Q31, survey
participants were asked whether they considered any of the behaviors they
endorsed in Q30 to have been sexual harassment. Response options
included 1 (none were sexual harassment), 2 (some were sexual
harassment; some were not sexual harassment), and 3 (all were sexual
harassment).??

e Unwanted Sexual Contact. Respondents were counted as having
experienced unwanted sexual contact if they indicated Yes to Q32.

e Most Serious Unwanted Sexual Contact Behavior Experienced: This
combination of unwanted sexual contact behavior experienced during the
one event were determined by responses to Q34. Respondents were
counted in the Experienced unwanted sexual touching if they indicated

®' The SEQ is a widely used instrument containing multiple items assessing participants’ experiences of
sexual harassment and other unwanted gender-related behavior. Sexist Behavior and Sexual Assault
are not counted in the DoD survey measure of sexual harassment) and the labeling of those behaviors
as sexual harassment (Survey Method for Counting Incidents of Sexual Harassment, 2002). These
measures was used on 2006 WGRA, 2008 WGRR, and 2010 WGRA.

2 Survey measurement of sexual harassment is defined by the U.S. Department of Defense as the
presence of behaviors indicative of sexual harassment (Crude/Offensive Behavior, Sexual Coercion,
and Unwanted Sexual Attention; Sexist Behavior and Sexual Assault are not counted in the DoD survey
measure of sexual harassment) and the labeling of those behaviors as sexual harassment (Survey
Method for Counting Incidents of Sexual Harassment, 2002). This measure was used on 2006 WGRA,
2008 WGRR, 2010 WGRA, and 2012 WGRR.

14
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experiencing sexual touching (without experiencing attempted or completed
sexual intercourse, oral sex, anal sex, or penetration by a finger or object).
Respondents were counted in the Experienced attempted sexual
intercourse, anal, or oral sex if they indicated experiencing attempted sexual
intercourse, oral sex, anal sex, or penetration by a finger or object (without
experiencing completed sexual intercourse, oral sex, anal sex, or
penetration by a finger or object). Respondents were counted in the
Experienced completed sexual intercourse, anal, or oral sex if they indicated
experiencing completed sexual intercourse, oral sex, anal sex, or
penetration by a finger or object.

Margins of Error

The complex sample design required weighting to produce population
estimates, (e.g., percent female).?® Because of the weighting, conventional formulas
for calculating the margin of error will overstate the reliability of the estimate. For this
report, variance estimates were calculated using SUDAAN® PROC DESCRIPT,
(Research Triangle Institute, Inc., 2004).

By definition, sample surveys are subject to sampling error. Standard errors
are estimates of the variance around population parameters (such as percentages or
means) and are used to construct margins of error (i.e., confidence interval half-
widths). Percentages and means in these tabulations are reported with margins of
error based on 95% confidence intervals. In order to compress the data display, only
the maximum margin of error (Max ME) for each reporting category is shown. That is,
the tab volume shows only the largest margin of error for the percentages or means in
each row. For each average shown in these tabulations, its margin of error is also
printed.

The following reporting conventions are used:
e “?indicates that no one in any reporting group selected the response option,

¢ NRindicates the estimate is Not Reportable and is suppressed because of
low reliability. Estimates of low reliability are suppressed based on criteria
defined in terms of nominal sample size (less than 5), effective sample size
(less than 15), or relative standard error (greater than 0.225),

¢ NA indicates the question was Not Applicable because the question did not
apply to respondents in the reporting category based on answers to previous
questions,

%8 As a result of differential weighting, only certain statistical software procedures, such as SUDAAN,
correctly calculate standard errors, variances, or tests of statistical significance for stratified samples.

® Registered 2004 by Research Triangle Institute, P.O. Box 12194, Research Triangle Park, NC 27709-
2194.

DMDC
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e no Max ME is printed when all percentages in the row are shown as NR,
e no margin of error is printed for an average when it is shown as NR.
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2. Whatis your gender?
1. Male 2. Female
Percent |Percentages| Max
Responding| 1 | 2 ME

TOTAL 100 1 85 15 1
Army 100 | +1 87 13| 1
Navy 100 | +1 83 17| 1
Marine Corps 100 @ +1 93 7 #
Air Force 100 | +1 81 19 @ +1
Enlisted 100 | +1 86 14 | 1
E1-E4 100 | +1 8 15| %1
E1-E3 100 | +1 85 15| #1
E4 100 | 1 8 15| %1
E5-E9 100 | +1 87 13| 1
E5-E6 100 | +1 86 14 | 1
E7-E9 100 | +1 89 11| 1
Officers 100 @ +1 84 16 | +1
01-03 100 | +1 81 19 | +1
04 - 06 99 87 13| 1
Deployed Past 12 Months 100 | #1 89 | 11| #1
Not Deployed Past 12 Months 100 | +1 84 | 16 | +1
Non-Hispanic White 100 @ +1 89 11 | +1
Total Minority 100 @ +1 80 | 20 | #1
Non-Hispanic Black 100 @ +1 76 24 2
Hispanic 100 @ 1 83 17 | +2
Experienced USC 100 | #1 54 | 46 | +8
Not Experienced USC 100  +1 86 14 | +1
Experienced SH 100 | +1 51 | 49| 5
Not Experienced SH 100  +1 88 12 | +1
FEMALES 100 1 0 100 =0
Army 100 | 1 0| 100 @ 0
Navy 100 | +1 0| 100 @ %0
Marine Corps 100 | #1 0 100 @ %0
Air Force 100 @ +1 0 100 =0
Enlisted 100 | 1 0| 100 @ %0
E1-E4 100 | +1 0| 100 @ %0
E5 - E9 100 | +1 0| 100 @ %0
Officers 100 | 1 0 100 %0
01-03 100 | +1 0| 100 @ %0
04 - 06 100 | +1 0| 100 @ %0
Experienced USC 100 | +1 0| 100 @ %0
Not Experienced USC 100 @ +1 0 100 @ %0
Experienced SH 100 | +1 0| 100 @ 0
Not Experienced SH 100 @ +1 0 100 @ 0
Deployed Past 12 Months 100 | #1 0| 100 @ 0
Not Deployed Past 12 Months 100 | +1 0 100 @ %0

Note. Percent responding are active duty members who answered the question. Members who were separated or retired (as of September 17, 2012) are excluded from

this report (Q1).
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2. Whatis your gender?

Percent |Percentages| Max
Responding| 1 | 2 ME
Army Enlisted 100 | +1 0 100 %0
E1-E4 100 | 0 0 100 =0
Army Officers 100 | +1 0 100 =0
Navy Enlisted 100 | +1 0| 100 @ 0
E1-E4 100 @ 0 0| 100 @ %0
Navy Officers 100 | +1 0 100 %0
Marine Corps Enlisted 100 | #1 0| 100 @ 0
E1-E4 100 @ 0 0| 100 @ %0
Marine Corps Officers 100 | +1 0| 100 @ 0
Air Force Enlisted 100 | +1 0 100 =0
E1-E4 100 | +1 0 100  +0
Air Force Officers 100 | #1 0| 100 @ 0
MALES 100  £1 | 100 0| 0
Army 100 © +0 | 100 0 %0
Navy 100 | 1 | 100 0| +0
Marine Corps 100 @ 1 | 100 0| %0
Air Force 100 | 1 | 100 0 %0
Enlisted 100 | 1 | 100 0| +0
E1-E4 100 |« +1 | 100 0| %0
E5-E9 100 | 1 | 100 0| 0
Officers 100 |« +1 | 100 0| %0
01-03 100 | 1 | 100 0| 0
04 - 06 99 | +1 | 100 0 %0
Experienced USC 100  #0 | NR | NR
Not Experienced USC 100  +1 100 0 0
Experienced SH 100 @ £0 | 100 0| %0
Not Experienced SH 100  +1 100 0 0
Deployed Past 12 Months 100 | +1 | 100 0 %0
Not Deployed Past 12 Months 100 | 1 | 100 0 %0
Army Enlisted 100 | £0 | 100 0 %0
E1-E4 100 © +0 | 100 0 %0
Army Officers 100 | £0 | 100 0 %0
Navy Enlisted 100 | 1 | 100 0| %0
E1-E4 100 @ +0 | 100 0| +0
Navy Officers 100 | £0 | 100 0 %0
Marine Corps Enlisted 100 | 1 | 100 0| %0
E1-E4 100 @ 1 | 100 0| +0
Marine Corps Officers 100 @ 1 | 100 0| %0
Air Force Enlisted 100 | 1 | 100 0 %0
E1-E4 100 © +0 | 100 0 %0
Air Force Officers 99 | +2 | 100 0| %0

Note. Percent responding are active duty members who answered the question. Members who were separated or retired (as of September 17, 2012) are excluded from
this report (Q1).
NR: Not reportable
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3. Are you Spanish/Hispanic/Latino?

Percent |Percentages| Max | Percentage
Responding Yes ME | Reporting Yes
TOTAL 100  +1 14 +1
Army 100 = +1 15 +2 =
Navy 100 @ +1 13 +2
Marine Corps 100 = +1 20 +1
Air Force 99 | 1 10 +2 =
Enlisted 100 | +1 15 +1
E1-E4 100 | +1 16 +2 =
E1-E3 100 | +1 16 13
E4 100 | +1 15 13
E5-E9 100 @ +1 15 +2
E5 - E6 100 | +1 16 +2
E7-E9 100 = #1 14 +3 r
Officers 99 | 1 8 +2
01-03 99 | 1 8 +2 E
04 - 06 99 | 1 7 +2
Deployed Past 12 Months 100 | +1 15 12 .
Not Deployed Past 12 Months 100 | +1 14 +1 F
Non-Hispanic White 100 | +1 0 10
Total Minority 100 = +1 37 +2 F
Non-Hispanic Black 100 @ 1 0 +0
Hispanic 100 | +1 100 10 |
Experienced USC 100 @ 0 16 +8
Not Experienced USC 100 | 1 14 +1
Experienced SH 100  +1 17 +4 =
Not Experienced SH 100 @ +1 14 +1
FEMALES 100  +1 17 +1
Army 100 | +1 18 +2
Navy 100 @ +1 16 +2
Marine Corps 100  +1 27 +2 r
Air Force 100 | #1 13 +2
Enlisted 100 = #1 18 +1 =
E1-E4 100 @ +1 19 +2
E5-E9 100 = +1 18 +2 |
Officers 100 | +1 10 +2 =
01-03 100 | +1 10 +2
04-06 99 | 1 9 +3 =
Experienced USC 100 @ %0 14 +4
Not Experienced USC 100 | #1 17 +1
Experienced SH 100 @ +1 18 +2
Not Experienced SH 100 | +1 16 +1
Deployed Past 12 Months 100 | +1 18 +2
Not Deployed Past 12 Months 100 | +1 16 +1

Note. Percent responding are active duty members who answered the question.
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3. Are you Spanish/Hispanic/Latino?

Percent |Percentages| Max | Percentage
Responding Yes ME | Reporting Yes

Army Enlisted 100 | +1 20 +3
E1-E4 100 = +1 21 +3 [l

Army Officers 100 | +1 11 +3 =

Navy Enlisted 100 | +1 18 +2
E1-E4 100 | +1 17 +3 r

Navy Officers 100 | +1 8 +2

Marine Corps Enlisted 100 | #1 29 +2
E1-E4 100 @ +1 28 +2

Marine Corps Officers 100 | +1 13 12

Air Force Enlisted 100 @ +1 14 +2 =
E1-E4 100 1 14 13

Air Force Officers 100 | #1 8 +3

MALES 100 1 14 i)

Army 100 | +1 15 12

Navy 100 = #1 12 +3 =

Marine Corps 100 | +1 19 12

Air Force 99 | 1 10 +2 =

Enlisted 100 @ +1 15 +2
E1-E4 100 = +1 15 +2 |
E5-E9 100 | +1 15 +2 r

Officers 99 1 8 12
01-03 99 | 1 8 +3 E
04 - 06 99 1 7 13

Experienced USC 100 @ 0 17 +15

Not Experienced USC 100  +1 14 +1

Experienced SH 100 | 1 15 +7

Not Experienced SH 100  +1 14 +1 =

Deployed Past 12 Months 100 | #1 14 +2

Not Deployed Past 12 Months 100 = +1 13 +2 =

Army Enlisted 100 | #1 17 +3
E1-E4 100 = +0 16 +

Army Officers 99 | £2 8 +3 l

Navy Enlisted 100 | +1 13 +3
E1-E4 100 | +1 12 5 r

Navy Officers 100 | #1 7 +3

Marine Corps Enlisted 100 = +1 20 +2
E1-E4 100 | +1 20 +2 r

Marine Corps Officers 100 | +1 8 12

Air Force Enlisted 99 | 1 11 +2 =
E1-E4 100 1 11 14

Air Force Officers 99 | 1 6 1

Note. Percent responding are active duty members who answered the question.
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4. Whatis your race?

1. White 2. Black

4. Asian 5. Native Hawaiian/Other Pacific Islander

Percent Percentages Max

Responding] 1 | 2 | 3| 4] 5] 6 | ME
TOTAL 97 1 7 17 4 7 2 5 1
Army 9% | +1 74 | 20 4 6 2 5 £2
Navy 97 1 74 1 18 6 9 1 6| +2
Marine Corps 9% | 1 84 1" 4 5 2 5 #
Air Force 97 | 1 79 15 3 7 2 5 +2
Enlisted 9% @ 1 75 19 5 7 2 6| +1
E1-E4 9% | +1 78 | 16 5 7 3 7 £2
E1-E3 97 | 2 79 16 5 6 3 7| 3
E4 9% | +2 77 | 16 5 7 3 6| +2
E5 - E9 9% @ 1 72 22 4 7 2 51| +2
E5-E6 9% @ 1 72 21 5 7 2 51| +2
E7-E9 96 | +2 72 | 25 3 5 1 4 | +3
Officers 98 1 84 10 2 7 1 4 | 2
01-03 98 1 84 10 3 8 1 4 | £2
04 - 06 99 1 86 9 2 5 1 3| 43
Deployed Past 12 Months 9% @ 1 7717 4 6 2 6 +2
Not Deployed Past 12 Months 97 | 1 76 | 18 4 7 2 5 £2
Non-Hispanic White 99 | +1 | 100 0 0 0 0 0| %0
Total Minority 93 | #2 37 47 11 18 5 15| £2
Non-Hispanic Black 100 @ 1 0 100 0 0 0 0 =0
Hispanic 80 | 3 85 | 12 8 5 3 8 13
Experienced USC 97 | 13 66 = 27 7 8 3 9 48
Not Experienced USC 97 | #1 77 | 17 4 7 2 5 £
Experienced SH 97 | 1 74 2 7 7 2 9 +4
Not Experienced SH 97 7 17 4 7 2 5| 1
FEMALES 9% @ +1 64 | 29 5 8 2 7
Army 97 57 | 36 5 8 3 7| £2
Navy 9% @ 1 65 27 71 10 1 9| +2
Marine Corps 95 | 1 77 18 5 6 2 6 +2
Air Force 9% | +1 70 | 24 4 9 2 7 12
Enlisted 9% | +1 62 | 31 6 8 3 8| +2
E1-E4 9% @ 1 65 27 7 9 3 9| +2
E5-E9 9% | +1 57 | 36 4 7 2 6| £2
Officers 98 1 75 18 2| 10 1 5 £2
01-03 99 1 76 | 16 2| 1 1 51| 3
04 - 06 98 1 7 17 210 1 5 43
Experienced USC 97 | £2 67 | 28 10 7 2 11| 6
Not Experienced USC 9% | +1 64 | 29 5 9 2 7 £
Experienced SH 9% | %1 69 26 8 8 3 11 43
Not Experienced SH 9% | +1 63 | 30 4 9 2 7| £2
Deployed Past 12 Months 9% | +1 62 | 3 6 8 3 8 | 13
Not Deployed Past 12 Months 9% @ *1 65 28 5 9 2 7 12

Note. Percent responding are active duty members who answered the question.

3. American Indian/Alaska Native

6. More than one race
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4. Whatis your race?

Percent Percentages Max

Responding] 1 | 2 | 3| 4] 5] 6 | ME
Army Enlisted 97 | 1 54 | 39 6 8 3 8 2
E1-E4 97 | +2 | 59 | 33 7 9 3 9 43
Army Officers 98 | +1 68 | 25 210 1 4 13
Navy Enlisted 9% @ 1 63 | 30 710 2 9 43
E1-E4 9% | +2 | 66 26 9 10 2 11 43
Navy Officers 99 | +1 80 14 210 1 5 43
Marine Corps Enlisted 95 | #+1 75 | 19 6 6 2 6| £2
E1-E4 95 | +1 78 17 6 6 2 7 12
Marine Corps Officers 98 1 91 8 2 6 0 6| +2
Air Force Enlisted 9% | 1 68 26 4 8 3 7 12
E1-E4 9% | 2 | 70 @ 24 5 9 3 9 43
Air Force Officers 98 1 81 12 3N 0 7 14
MALES 97  +1 79 15 4 6 2 5 1
Army 9% 2 | 77| 18 4 6 2 5 #2
Navy 98 | +1 76 | 16 6 9 1 6| +3
Marine Corps 96 | +1 85 | 11 4 5 2 5 £
Air Force 97 | +2 | 81 13 2 6 2 4 | +2
Enlisted 96 | +1 7017 4 6 2 5 2
E1-E4 97 1 80 14 5 6 3 6 12
E5-E9 96 | +1 7419 4 7 2 5 2
Officers 98 1 86 9 2 6 1 3 £2
01-03 98 | +1 86 8 3 7 1 4| 43
04 - 