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Executive Summary

Introduction

The Department of Defense (DbEBemains committed to preventing and responding to sexual
assault, sexual harassment, and gender discrimination within its ranks. Effective prevention and
response efforts require a robust system of surveillance for monitoriegtth@atedrevalence

ard characteristics dheseunwanted behaviors. The Workplace and Gender RelgilgGsR)
surveyseriedfills this critical role.

The following report provides an overview of the results o209 Workplace and Gender
Relations Survey d®leserveComponenMemberg2019 WGRR) The survey provides key

insights as to thestimatedgrevalence and characteristics of sexual assault, sexual harassment,
and gender discrimination in tiReserve componerbervice member attitudes and beliefsais

vis these issuesand perceptions of unit climate.

Background and Methodology

The Health & Resilience (H&RResearclDivision within the Office of People Analytics
(OPA)! has been conducting the congressionally mandated gender relations siResge
comporentmembers since 20@k part of a quadrennial (biennial starting in 2010) cycle of
human relations surveys outlined in Title 10 U.S. Code SectioR 48kt surveys of this
population were conducted ®BPA in2004, 2008, 2012, 2015, and 201A 2014 the RAND
Corporation conducted the 2014 RAND Military Workplace Sti#14 RMWpof military
members (botlactive duty andReserve componenin order to provide an independent
assessment of unwanted genddated behaviors in the military.

The ability b estimate annual prevalence raitésexual assault, sexual harassment, and gender
discriminationis a distinguishing feature of this survejhe purpose of these rates is to provide
the Department with a biennial estimate of how many military men antewaxperienced
behaviors prohibited by tHgniform Code of Military Justicel{CMJ) or by policy during the

past year.Chapter 1 provides additional information regardingdmestruction of these
measures.

Survey Methodology

OPA usesndustrystandardscientific survey methodology to control for bias and allow for
generalizability to populations, and these scientific methods have been validated by independent

1 Before 2016, the Health and Resilience (R)¢Research Division resided within the Research Surveys and

Statistics Center (RSSC) of the Defense Manpower Data Center (DMDC). In 2016, the Defense Human Resources
Activity (DHRA) reorganized and moved all divisions of RSSC under the newly estabiifieel of People

Analytics (OPA).

2Title 10 U.S. Code Section 48l available heréttps://www.law.cornell.edu/uscode/text/10/481
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organizations (e.g., RAND and the Governmg&atountability Office [GAQ])? AppendixF
contairs answers to frequently asked questions (FAQ) on the methods employed by the
government and private survey agencies, including OPA.

Datafor the2019 WGRRvere collected between August 16 and November 8, 2019. The survey
procedures were reviewed by abluman Subjects Protection Officer as part of the DoD
survey approval and licensing process. Additionally, OPA received a Certificate of
Confidentiality from the National Institutes of Health (NIH) at the Department of Health and
Human ServicegHHS) to ensure respondent data were protetted.

The2019 WGRRvas largely modeled off of t#017 WGRRnd comparisons can be mawiéh
regardto the estimated sexual assault rates and matigoharacteristics of sexual assault
between 2017 and 2019. HoweMaecause of multiple changes in the sexual harassment and
gender discriminatiometricsin 2019 directcomparisongo 2017 data should not be masigh
regardto sexual harassment and gender discrimination rates or experi€itagster 1 oftiis
report povides further details on the sexual harassment and gender discrimination metric
revisions

The target populatioaf the 2019 WGRRonsisted ofmembers from the Selected Reséine
Reserve Ung, Active Guard/Reserve (AGR/FTS/ARTitle 10 and 32), or Individual
Mobilization Augmentee (IMA) progranfsom the Army Reserve, Army National Guard, Navy
Reserve, Marine Corps Reserve, Air Force Reserve, and the Air Natioaia . GSampled
military membersvere below flag rank and had Imei@ theReserve componefur at least five
months’ Singlestage, nonproportional stratified random sampling procedures weréoused
selectand invite participants

31n 2014, an independent analysis of the methods used fapitieWGRAl et er mi ned t hat [ AOPAOJ]
standard, welhccepted, and scientifically justified approaches to survey sampling and derivation of results as
reported for th012 WGRAMorral, Go r e & Schell , 2014) . I n 2010, GAO co

methods, and although it found sampling and weighting procedures aligned with industry standards and were
reliable for constructing estimates, it provided recommendations on conduatirggponse bias analyses that are

now standard practice for OPA surveys (GA®751R Human Capital).

4 This Certificate of Confidentiality means that OPA cannot, without consent of the participant, disclose information
that may identify study participanis any federal, state, or local civil, criminal, administrative, legislative, or other
proceedings.

5The ASelected Reserveo refers to one of three subcateg
Ready Reserve [IRR] and the Inactivatdnal Guard [ING]). Selected Reservists are essential to initial wartime
missions and are the primary source of augments to active forces. Although the Coast Guard Reserve is a
component of the Selected Reserve, the Coast Guard was not sample @@ thMEGRR

5 Names for this program vary among Reserve components: AGR/FTS/AR is a combination of Active
Guard/Reserve (AGR), Ftillime Support (FTS), and Active Reserve (AR).

”The sampling frame was developed five months before fielding the surbeyefdre, the sampling population

included those Reserve component members with at least five months of service at the start of the survey. In other
words, individuals who joined after the sample was drawn were not selected for the survey.
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OPA sampled a total of 269,4Reserve and National Guard Service members fa2Qt8
WGRR?® Surveys were completed by 34,1®@mbersresulting in a weighteresponse rate of
14.5% overall.

OPA scientifically weights the survey data so that findings can be geeédra the full

population ofReserve componentembers. Within this procgsstatistical 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 totarée estimates, arttiat it properly adjusts to account for survey
nonresponse. OPA weights the data based amdastrystandard process that includes (1)

assigning a base weight based on a selection probability, (2) adjusting for nonrespartse

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
chapterl and in th&2019 WGRR Statistical Methodology Report

The remaider of this executive summary details the-iop results§rom theoverview report.

The full overview report is not an exhaustive summary of all data points in the s&ather, it
provides an overview of the primary prevalence metrics and suppddiago help inform

sexual assault, sexual harassment, and gender discrimination prevention and response within the
Department. All of the data, to include the prevalence rates, provided in this report are estimates
with an associated margin of error amhfidence intervalFor OPA surveys, we use a rigorous

95% confidence interval standard, which indicates we &% €onfident that the true value falls

within the confidence interval rangé&or example, if 55% of respondents selected an answer and
themargin of error was 3, we often draw conclusions from this one sample that va8are 9
confident that the interval 52% to 58% cont ai
estimated. Because the results of2889 WGRRire weighted, the reader cassame the

results generalize to ttiell Reserve componepbpulaton within the margin of errorData are
presented for women and men when available. When data are not reportable for men, only
results for women will be discussed.

References to the gmetratoroo f f ender t hroughout this report
perpetratoro or fialleged offendero because wi
allegation, the presumption of innocence applies unless there is an investilgatio

substantiates the allegations and there is an adjudication of guilt. Additionally, all references to
Aexperienceso of sexual assault, gender d
based on behavi or s e-medodas; theeetbre lxgnclusiens gethatiteie n

[ c
ts
the events reported occurred are beyond th
r

BN

assault, o fisexual harassment, 0 or fAgende [
legal definitionsand shouhle i nt er preted as fAall egedo events

o D® Owm
nwo n -

8 Three sepate surveys of the Reserve component were scheduled to field at the same timé ith2Q@09.9

WGRR the2019Workplace and Equal Opportunity Survey of Res@umponenMemberg2019 WEOIRR and the
2019Status of Forces Survey of ResdbeenponenMemberg2019 SOFR In order to minimize survey burden, a

census of the Reserve component was conducted such that every member was selected to receive one, and only one,
of the three surveys.
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Summary of Top-Line Results
Estimated Sexual Assault Past Year Prevalence Rates

Sexual assault offenses refer to a range of behavidngbien by the UCMJ and include
penetrative sexual assault (completed intercowe#domy [oral or anal sex], and penetration by
an object), nofpenetrative sexual assault (unwanted touching of genitalia), and attempted
penetrative sexual assault (attempted sexual intercourse, sodomy [oral or anal sex], and

penetration by an objectBervice members were asked to identify unwanted behaviors that
occurred in the past 12 months.

Figure 1.
Estimated Sexual Assault Past Year Prevalence Rates
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1 In 2019,3.1% ofReserve componemtomen(an estimated 4,819 Service members)
and 0.3% of mefan estimated 1,748 Service memberg)erienced sexual assault
in the prior 12 monthsThis rate is statistically unchanged from 20&fienan
estimated.6% of women and 0.3% of men experienasexual assaulf

1 In 2019,Reserve componemtomen were significantly more likely than men to
experience a penetrative sexual assault (an estimated 1.6% of women compared to

9.As a part of a continuous review of our survey program, OPA ikingto better align (where appropriate) the
WGRR survey instrument, data processing, and reporting with that 20ft8Norkplace and Gender Relations
Survey of Active Duty Member2018 WGRA In 2019, this necessitated updates ta2bE7 WGRRlataséthat
were minor (and did not substantively impact the results c2®& WGRIRbut did produce slight differences in
some estimates for 2017 shown in this report as compared to what was reportDivtheGRFROverview
Report. The updates to th2017WGRRwill be described and reported in full in a separate report.
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0.1% of men) or a nepenetrative sexual assault (an estimated 1.4% of women
compaed to 0.2% of men)There were no significant differences in the estimated
rate of any specific type of sexual assault between 2017 and 2019.

One Situation of Sexual Assault With the Biggest Effect

Service members were asked to reflect upon and deskelmhaacteristics and consequences of
At he one sit ua tdurmgtbe pasi2menthsthatavhs the wasg or most
serious, to them.

1 For nearly half (47%df women who experienced a sexual ass#udt worst situation
they experiencedvolved a penetrative sexual assault. Roughly the same proportion
of women(46%) described a nepenetrative sexual assault.

1 For the majority of women (70%) and men (60%), the worst situation of sexual
assault involved one alleged offender. Howevarafeizable proportion of women
(29%) and men (33%)he worst situation involved more than alkged offender

1 For women, the vast majority of situations involved alleged offenders whomwadee
(99%), military members (82%), and higher ranking than them (62%).

1 For nearlyonequarter of women (22%), the alleged offender was a member of their
chain of command and for mortteain onequarter of women (27%jhe alleged
offender was some other highenkang military member in theunit.

1 Two-thirds ofwomen(66%) experienced the worst situation of sexual asaduil
they werdn a military status (e.g., performing fulme National Guard dReserve
duty or a drill period).

1 Half of women (50%)veresexually harassed by the same alleged offender before the
sexual assault happahand nearlypnequarter(23%)were stalked.

1 The extent of alcohol involvement in sexual assaults in 2019 was significantly greater
than in 2017. For women, the majoritysaixual asault situations in 2019 (60%)
involved alcohol use, by either the victim or the alleged offender, compared to 41% in
2017.

Reporting Sexual Assault

DoD provides two types of sexual assault reporting options to Service members: Restricted
repors allow victims to get informatiorgccess to resources, or support without starting an
official investigation whereasunrestricted reports trigger an official investigatidteserve
componentnembers, the majority of whom serve in a fieme statugroughly 90%) may also

be more likely to report the sexual assault they experience to civilian law enforcement;
particularly if the alleged offender is not a military member. As sucl20h® WGRRncluded
civilian law enforcement as a potential reporting option.
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1 The vast majority of women who experienced sexual assault did not report their
experience to any legal authorities (73%). However, far more women reported the
experience to military authities (26%) than to civilian law enforcement (6%).

1 Thetop reasonsvomen provided for not reporting the sexual assault they experienced
included: wanting to forget about it and move on (76%), not wanting people to know
(65%), feeling ashamed or embased (57%), thinking it would make their work
situation unpleasant (50%), and not thinking anything would be done).(49%

1 Most women (3%) and men (73%) responded that, in retrospect, they would make
the same reporting decision.

o0 Among women who reporte81% said they would make the same decision.

o Among the women who did not report% said they would make the same
decision.

Estimated Sexual Assault Prevalence Prior to or After Joining the Military

In order to provide adequate resources to suppormsaif sexual assault, the Department
monitors prevalence rates of sexual assault prior to and after joining the military. To construct
these rates, Service members were asked to think about events that occurred more than 12
months ago and then askedhéy occurred before or after they joined the military.

1 Overall, an estimated 26 of Reserve componemembers experienced sexual
assault prior to joining the militaryThis rate was significantly higher than the
estimated rate of 290 in 2017.

o0 An estimated 8.2 of womenexperienced sexual assault prior to joining the
military. This rate was statiically unchanged from 201When an estimated
7.3% of women had experienced sexual assault prior to joining the military.

o0 An estimatedL.2% of men experiered sexual assault prior to joining the
military. This rate wasignificantly higher than the estimated rate of 0.7% in
2017.

1 Overall, an estimate8.9% ofReserve componemembers experienced sexual
assault mce joining the military (inalding theprior 12 months). This rate was
significantly higher than the estimated rate oP3ia 2017.

0 An estimated 13.5% of women experienced sexual assaad pining the
military (including in the prior 12 months)This rate was significantly higher
than the estimated rate of 11.8% in 2017.

0 An estimated 1.5% of men experienced sexual assaak pining the
military (including in the prior 12 months)This rate wastatistically
unchanged fron2017, wheranestimated 1.4% of men had experienced
sexual assauftincejoining the military.
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Estimated Sexual Harassment and Gender Discrimination Past Year Rates

Sexbased Military Equal Opportunity (MEQ@jolations include behaviors in line with either
sexual haassment or gender discrimination. We construct rates for each type of violation
separately.

Figure 2.
Estimated Sexual Harassment and Gender Discrimination Past Year Rates
100.0% 100.0%
Estimated Sexual Harassment Rate Estimated Gender Discrimination Rate
80.0% 80.0%
60.0% 60.0%
40.0% 40.0%
20.0% 17.3% 20.0%
. 10.1%
a 4-4% 3.1% 1.3%
0.0% [ ] 0.0% |
Overall RC Women Men Overall RC Women Men

Margins of error range from +0.2% to +0.9%
Percent of all Reserve component members Q8-Q24

1 Overall, an estimated 7.1% Beserve componemembersexperienced sexual
harassment in 2019. The rate of sexual harasswenhighe among women at
17.3% (an estimated 27,489 Service membeshpared to 4.4% fanen(an
estimated 27,132 Service members)

1 Overall, an estimated B% of Reserve componentembers experienced giar
discrimination in 2019. As with sexual harassment, women (10.1% andraatest
15,939 Service membensjere significantly more likely than méf.3% andan
estimated, 178 Service memberg) experience gender discrimination.

One Situation of Sexual Harassment With the Biggest Effect

Service members who experienced sexual harassment were asked to reflect upon and describe
the characteristics and consequerronetesepast2 At he
monthsthat was the worst, or most serious, to them.

1 For theplurality of women, this situation involve@peated sexual jokes (35%)
repeated sexual comments about their appearance or body (32&peated
attempts to establish an unwanted romantic or $egladionship 82%).
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1 For the majority of womerBg%), theworst situatiorof sexual harassmemtvolved
alleged offenders who wemsen military members96%), and higher rankintgpan
them(73%).

1 For theplurality of men, the worst situation involvedpeated sexual jokes (37%),
someone repeatedly suggesting they do not act like a man is supposed to (29%), or
someone repeatedly telling them about their sexual activities (23%)

1 As with womenthe worst situation of sexual harassment experienced bymibka
Reserve componeftypically involvedalleged offendex who wereamen (93%),
military members$5%), and higher rankinthan them(61%).

One Situation of Gender Discrimination With the Biggest Effect

Service members werdsoasked to reflect upon drdescribe the characteristics and
consequences of Athe one situationo of gender
to them.

T For the majority of women, Athe one situat
mistreated, ignored, or inked because of their gender (87%).

1 ForReserve componemtomen, thevorst situatiortypically involved alleged offenders
who weremen @6%) though nearlpnequarterof thesituationsnvolved a mix of men
and women (23%). Thalleged offendertypicaly includedmilitary members (97%)
who were higher rankinthan the victim(85%)

1 For the majority of men in theeserve component it he one situationo
being mistreated, ignored, or insulted because of their gender (85%).

1 Men in theReserve componemtere significantly more likely than women to identify the
alleged offender(s) as all women (36%, compared to 4% for women victims) or a mix of
men and women (45%, compared23% for women victims). The situatioearly
always involved niitary members (98%) who were higher rankihgn the victim
(85%).

Filing a Complaint of Sexual Harassment or Gender Discrimination

Service members have multiple options for filing a complaint related to a sexual harassment or
gender discriminatiomiolation including to their chain of command, teetinspector General
(IG), to a local MEO office, or to staff within their unit assigned to receive MEO complaints.

1 More than onghird of women (39%), and significantly more than men (28%&de
a complaint regarding the sexual harassment they experienced.

1 Women were significantly more likely than men to make their complaisbmeone
in their chain of command (34% and 22%, respectively) or to someone in the alleged
of f ender 6mmaad(26% andof respeatively). Among those who made
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a complaint, mformal complaints were the most common type of complaint for both
women (47%) and men (47%).

1 Nearly half (48%) oReserve componemtomen and 42% of men made a complaint
regarding theyender discrimination they experienced.

1 For both women and megender discriminatiooomplaints were most often made to
someone in their own chain of command (42% and 39%, respective|yarandg
thosewomen and mewho made a complaint, theyere typcally informal (49% and
48%, respectively).

Culture, Climate, and Trust in the Military

In 2019, Service members were asked several new or revised questions regarding alcohol use,
bystander interventiomnd perceptions of the umlimate. Responses to these questions cannot
be compared to data from prior years. However, they offer useful insights regarding the context
in which Servicemembers operate and may prove uskfutiesigning future interventions for

sexual assault, seallharassment, and gender discrimination prevention and response.

1 Overall,12% of Service members were identified as heavy or hazardous drinkers.
Women (14%) were significantly more likely to be identified as hazardous drinkers
than were menl@%). Junio enlistedwomen (L6%) were significantly more likely
than othewomen to be hazardous drinkers

1 Women (30%) were significantly more likely than men (18%) to observe at least one
situation or inappropriate behavior potentially requiring intervention.

1 The vast majority of Service memb€i&3%)who observedtdeast one situation
intervened, either during or after the situation, in some way. Nearly half of women
(47%) and men (48%) intervened by speaking up to address the situditeyras
40% of women an89% of men intervened by talking to those involved to see if they
were okay.

1 The majority ofReserve componentembers rated their units favorably based on a
variety of behaviorshatthey witnessed peopie their unit exhibit to dargeextent
including making it clear that sexual assault has no place in the military (82%),
promoting a climate based on mutual respect and trust (80%), and encouraging
victims to report sexual assault (81%). However, women consistently rated their
units less favorably #im did men.

1 Overall,Reserve componentembers provided positive assessments of their
i mmedi at e |sadepskip visivis raventing sexual assauliowever,
Service members who identified their leaders as being in the paygrade of E4 or E5
consstently rated their immediate supervisors significantly lower than did Service
members with more senior supervisars.(those in the paygrade of E6 and above).

Executive Summary | xi
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1 Women provided significantly less positive assessments of the climate for sexual
harassmenh their workplace than did men. More specificatipe out of five
women(20%) compared to significantly fewer men (9&greed with the statement
that it would be risky to file a sexual harassment complaint in their current military
workplace. Womemvere alsasignificantlyless likely than meto feel comfortable
making a sexual harassment complairtheir workplace (58% of women compared
to 73% of men.

1 The vast majority of Service members rarely experienced hostile workplace
behaviors. However, @men were significantly moiéely than men to experience
nearly everytype of behawr (e.g, coworkers taking credit for their work or ideas or
not providing assistance when they need it).

1 Finally, Service member sense of trust in the military systgmfgcantly declined in
2019and specifically, trust that if they were sexually assaulted the military system
would protect their privacy (70%ompared to 82% in 20},7ensure their safety (74%
compared to 84% in 20),7and treat them with dignity andspeect (73%compared to
83% in 2017J. Moreover, women were signigntly less likely than men to believe
that they could trust the military system.

Social Perceptions and Experiences

The2019 WGRRncluded a series of questions constructed to measeirextent of sexism and

rape myth acceptance in tReserve component (Glick & Fiske, 1996; Payne & Lonsway, 1999;
Wallfield, 2016) The sexism scalesedin the2019 WGRRs grounded in a theory of

ambivalent sexism (Glick &iske, 1996) whereby individuals may hold not only negative
attitudesowardwomen (hostile sexism) but also seemingly positive or protective attitudes

towards women (benevolent sexisn®ape myth acceptancerefersitat t i t udes and be
are gengally false but are widely and persistently held, and that serve to deny and justify male
sexual aggression against wo me Mhesetempwesreweawy & F
to the survey and, thus, cannot be compared to prior years. Nonettheassults are

informative in that they offer clues that can support the development of specific interventions
targetinginappropriate beliefs as well as a benchmark for future evaluations.

1 Overall, men were significantly more likely than women to ersleexist attitudes,
both benevolent and hostile.

1 Men serving in units where women were uncommon (less than 10% of their military
coworkers) were significantly more likely to endorse beneva@edthostilesexist
beliefs than men in units with more women.

1 The average rape myth acceptance scarthé&EReserve componemtas 1.6(on a
scale ofl to 5), which is suggestive of low rape myth acceptance overall. However,
the average score for men (lwas significatly higher than for women (1.4 Rape
supportive beliefs were particularly notable amangn under the age of 21 (with an
average score of 1.9ho were significantly more likely than other men to accept
rape myths.
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Resilience

The2019 WGRRnhcluded a measure for resiliedceefined aghe abilty to bounce back or
recover from stress (Smith et al., 2008)sessindhe relatonship between unwanted gender
related experiencas unit climateandindividual resilience offers one way to demarage the
impact of these situatiorm Servicememberéhealth and wellbeing.

1 The average resilience score for women inRkserve componentas 3.8(on a scale
of 1to 5), and significantly lower than the average score for men (4.0).

1 Resilience scores were significantly lower for Service members who axgetie
sexual assaylsexual harassment, gender discriminatioas compared to those who
did not.

1 Resilience scores were significantly lower among Service members who rated their
workplace climates as less healthy in terms of actions displayed byapeldesaders
to prevent and respdro sexual assault and sexual harassment.

Conclusion

The results of th2019 WGRReveal that there wasignificantchangesince 20174n the
estimated prevalence of sekaasault for women or men. However, the resalso demonstrate
thatyounger and more junior in paygrade Service members contiriaee a heightenetsk of
experiencing sexual assault.

Althoughit was not possible to directly compare sexual harassment and gender discrimination
rates in 2019 tprior years, the prevalence of both unwanted behawvid819 was still

noteworthy One in sixwomen andne in 23men in theReserve componerkperienced a sex
based MEO violation in 2019Althougha szable proportion of Service membearsade a

complant regarding the violations they experienced, the actions taken in response to their
complaints and their overwhelmingly low satisfaction with the complaint process suggest that
further evaluation is necessary.

Thesubstantial number of victisof sexwal assault who were stalked and/or sexually harassed
by the alleged offender before the sexual assaalsaotable. Althoughwe do not know the
details of those experiené@snd especially whether they were repodtehis findinglends
support to prioresearcltharacterizing sexual harassment and sexual assault as exisiing on
continuum of harm.These results also suggest thagager attention to lower level grooming
behaviors may offer a critical approachthe prevention of sexual assault.

Differences between men and women regarding perceptions of the unit climate and experiences
with hostile behaviors from coworkers and supervisors portend the reality that wontgiue

to face challenges in the military. This is further reflected by thef&ignt and sizable decline

in trust in the military system since 2Qivhich may not only influence reporting decisions for
those who experienced unwanted gerrédated behaviors but also have broadwlications for
thehealthof the altvolunteer force
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Finally, this report provides support for the renewed emphasis in DoD on prevention of sexual
assault. First, bgemonstratingpow sexual assault, sexual harassment, and gender

discrimination interact with one other (thes@a | | e d A ¢ o n tdisqussedmbowef, anth a r mo
secondly by contributing to our understandingtbk attitudes and beliefthat Service members

have thamayinfluence their behavior and action@verall, rapesupportive beliefs were

infrequent within th&Reserve componenHowever, an examination of rape myth acceptance by

age demonstrates the ways in which aggregated data may mask important differences between
subgroups.Meanwhile, data regarding the extent of sexism among some Service members may
help DoD to provide tailoreshterventions to improve prevention programs.
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Chapter 1:
Introduction and Methodology

fiSexual assault and sexual harassment violate the trust and safety of ot
Nat i o ninportantaesdurcéo u r p edoDp. Mark To Esper,
Secretary of Defense

The principal purpose of tH019 Workplace and Gender Relations Surveyeserve
ComponenMemberg2019 WGRRIs to report estimated prevalence rates of sexual assault,
sexual harassment, and gender discrimination among ReserMatmiial Guard membergo

assess attitudes and perceptions about personnel programs and policies designed to reduce the
occurrencef these unwanted behavipedto improve the gender relations climate

The2019 WGRRvas conducted by the Health and Resilience (H&R) Research Division within

the Office of People Analytics (OPAJOPA has been conducting the congressiomatipdated

gender relations survey &teserve componentembers since 2004 as part of a quadrennial

cycle of human relations surveys outlined in Title 10 U.S. Code Section 481. The gender
relations surveys moved to a biennial cycle starting in 2013 as mandated\atitreal Defense
Authorization Act (NDAA) Fiscal Year 2013 Section 570. Past surveys of this population were
conducted by OPA in 2004, 2008, 2012, 2015, and 2017. At the request of Congress, the RAND
Corporation conducted the 2014 RAND Military Workpl&tedy 014 RMWgpof military

menbers (both the active duty aRéserve compones)tto provide an independent assessment

of unwanted gendeelated behaviors in the military force.

The following sections provide a review Départment of Defens®(D) sexual assaulsexual
harassmentand gender discriminatigrolicies and programs, which act as a foundation for the
establishment and requirements of 2089 WGRRas well as a description of how results are
presented in this report.

DoD Sexual Assault and Equal Opportunity Programs and Policies
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 Seeg Committee on the prevalence of sexual assathiein

DoD and the programs and policies planned to address this issue. In November and December
2004, and in accordance with legislative requiremeywiB&A for Fiscal Year 2005), the

USD(P&R) issued menranda to the Services with DoD policy guidance on sexual assault. This
guidance included a new standard definition, response capability, training requirements, response
actions, and reporting guidance for the Department.

DoD Directive (DoDD) 6495.01 chaed the USD(P&R) with implementing the Sexual Assault
Prevention and Response (SAPR) program and monitoring compliance with the directive

Introduction and Methodology | 1
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through data collection and performance metritise Directiveestablished the DoD Sexual

Assault Prevention and Respe Office (SAPRO) within the Office of the USD(P&R) to

address all DoD sexual assault policy matters, except criminal investigations and legal processes
within the responsibility of the Offices of the JudygvocateGeneralOTJAG) in the Military
Departnents. The newly established DoD SAPRO would require data to continually assess the
prevalence of sexual assault in the Department and the effectivemessarition and response
programs angbolicies.

The DoD continuedb refineits policy on sexual assh prevention and response through a

series of directives first issued in | ate 200
Prevention and Response (SAPR) Program, 0 was
again in April 2013 and January 2084% the Deputy Secretary of Defense and USD(P&R) to

implement DoD policy and assign responsibilities for the SAPR program on the prevention of

and response to sexual assault and the oversight of these efforts. DoDD 6495.01 established a
comprehensive DoRolicy on the prevention and response to sexual assault (Department of
Defense, 2015b) . The policy established the
goal and emphasized the importance of prevention, response capability, support for amadims
accountability.

In addition, the updateldoDD 6495.0Imandated standardized requirements and documents, an
immediate, trained response capability at all permanent and deployed locations, effective
awareness and prevention programs for the chainmifmand, and options for both restricted

and unrestrictedeporting of sexual assault$he Directive also prohibited the enlistment or
commissioning of people convicted of sexual assault.

Defining Sexual Assault

DoDD 6495. 01 def i n eigentorabksexaal coraast sharactetizedebguseaofi y i
force, threats, intimidation, or abuse of aut
(Department of Defense, 2015). Under this definition, sexual assault includes rape, aggravated
sexual cotact, abusive sexual contact, forcible sodomy (forced oral or anal sex), or attempts to
commit these acts. AConsent o shal/l not be de
to offer physical resistance. DoDD 6495. 01 d

A A edlymgiven 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 obfoptaing

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 constituteesdnsA sleeping, unconscious, or

incompetent person cannotcorseln ( Depart ment). of Def ense, 201

In Section 522 of the NDAA for FX006, Congress amended the Uniform Code of Military
Justice (UCMJ) to consolidate and reorganize the array of militargflenses. These revised
provisions took effeabn October 1, 2007. Article 120, UCMJ, was subsequently amended in
FY2012 Additional amendments to the UCMJ were madeY2016
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Asamended, Articl e 1 3dxyal AssG@uible,n eif Rd pgirgmdrasd e f i n e
situationin whichany persorsubject to the UCMaicommits a sexual act upon another person

by: (1) using unlawful forcagainst that other persof2) using force causing or likely to cause
death or grievous bodily harm to any person; (Bdtening or placing that other person in fear
that any person will be subjected to death, grievous bodily harm, or kidnapping; (4) first
rendering that other person unconscious; or (4) administering to that other person by force or
threat of force, or witout the knowledge or consent of that person, a drug, intoxicant, or other
similar substance and thereby substantially impairing the ability of that other person to appraise
or control conduct(Title 10 U.S. Code Section 920, Article 120).

Article 1200f the UCMJdefinesfisexual assaudtas a situatioin whichany pe&son subject to
the UCMJA(1) commits a seual act upon another personthyeateningr placing that person in
fear,making a fraudulent representation that the sexual act serves a profgssipnak, or
inducing a belief by any artifice, pretense or concealment thaetisen is another persd@)
commits a seual act upon another persaithoutthe consent of thether persomr when the
person knows or reasonably should know that the other person is asleep, unconscious, or
otherwise unaware that the sexual act is occurrin@@)aommits a sexual act upon another
person when the other person is incapable oferimg) to the sexual act dueitapairment by
any drug, intoxicant, or other similar substance, and that condition is known or reasonably
should be known by the person;amental disease or defect, or physical disability, and that
condition is known or @sonably should be known byetperson (Title 10 U.S. Code Section
920, Article 120).

Finally, Arti cl e 120 of t he fieklygvdnafreemantsto tiecanduste nt o
at issue by a competent persorrticle 120 also provides the followirdgtails visa-vis
consent

1 fAn expression of lack of consent through words or conduct means there is no
consent.

1 Lack of verbal or physical resistance does not constitute consent.

1 Submission resulting from the use of force, threat of force, or placothemperson
in fear also does not constitute consent.

1 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 conduct at issue does not
constitute consent.

1 A sleeping, aconscious, or incompetent person cannot consent. A person cannot
consent to force causing or likely to cause death or grievous bodily harm or to being
rendered unconscious. A person cannot consent while under threat or in fear or under
the circumstancesescribed in [the definition of sexual assault above].

1 All the surrounding circumstances are to be considered in determining whether a
person gave consen(Title 10 U.S. Code Section 920, Article 120).
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As described above, DoDD 6495.01 was revised onl§gctl, 2007, to be consistent with these
changes. It was also subsequently revised on January 23 ap@lizpdated on April 11, 2017

DoD Equal Opportunity Sexual Harassment and Gender Discrimination Policies
Program Oversight

The Officefor Diversity, Equity, and Inclusion (ODElI) is the primary office wittive DoD that
sets and oversees equal opportunity policies. ODEI monitors the prevention and response of
sexual harassment and gender discriminat@oid E logerall goal is to providema

Aenvironment in which Service members are ens
responsibility possible in the military profession, dependent only on merit, fitness, and
capabilityo (DoDD 1350. 2) .

Defining Sexual Harassment and Gender Discrimination

The DoD military sexual harassment policy was defined in 1995, and revised in 2015, in DoDD
1350.2 as:

AA form of sex discrimination that involves u
favors, and other verbal or physical conduch aexual nature when:

1 Submission to such conduct is made either explicitly or implicitly a term or condition
of a personds; job, pay, or career

1 Submission to or rejection of such conduct by a person is used as a basis for career or
employment decisiorasffecting that persqror

1 Such conduct has the purpose or effect of unreasonably interfering with an
individual 6s work performance or <creates
working environment.

Workplace("workplace" is an expansive term for Miry members and may include conduct on

or off duty, 24 hoursadagonduct, to be actionable as Oabus
need not result in concrete psychological harm to the victim, but rather need only be so severe or
pervasive that a reanable person would perceive, and the victim does perceive, the work

environment as hostile or offensivd0 ( Depar t me nt). DoD InSractiom 10203 2 0 1 5 ¢
establishes a comprehensive, Duoile military harassment prevention and response program.

Gender di scrimination is defined in DoDD 1350.
di scrimination based on Asex that i's not ot he
of Defense, 2015c).

Measurement of Constructs

Historically, OPA geader relations surveysave beemlesigned to estimate perceived experiences
of sexual harassment and sexual assault based aepetted responses from Service members
to provide information on a variety of consequences of sexual harassment and saxial as
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experiences (Bastian, Lancaster, & Reist, 1996). Before 2014, OPA gender relations surveys
captured experience$ sexual assault throughs&-item Unwanted Sexual Contact (USC)
measure and experiences of sexual harassment were derived fromualkeE@eriences
Questionnaire (SEQ); Fitzgerald et al., 1988; Fitzgerald, Gelfand, & Drasgow, 1995). The SEQ
was adapted for a military population (SEBQD) and, beginning in 2002, it was the DoD
approved data collection method for measuring sexual hagas&xperiences. These measures
(the USC and SE@oD) were used on surveys active duty membersonducted in 2006,

2010, and 2012 amh survey®of Reserve component membeonductedn 2008 and 2012.
Beginning in 2014, important revisions to the noetlof meaurement for sexual assadéxual
harassmentand gender discriminatidnok place.In 2019, additional revisions to all three
measures were made in order to ensure that the metrics continued to reflect definitions and legal
criteria set by th&JCMJ and DoDpolicy. These changes are explained in greater detail below.

Construction of Estimated Sexual Assault Prevalence Rates and MEO Rates
Construction of Sexual Assault Estimated Prevalence Rates

Sexual assault offenses refer to a range of beraprohibited by the UCMJ and include:
penetrative sexual assault (completed sexual intercourse, sodomy [oral or anal sex], and
penetration by an object), n@enetrative sexual assault (unwanted touching of genitalia and
other sexually related areas bétbody), and attempted penetrative sexual assault (attempted
sexual intercourse, sodomy [oral or anal sex], and penetration by an object). 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 peimisvhichintent is not required to meet the

criminal elements of proof). The UCMJ requires that a mechanism, such as force or threats,
must be used or, in instanadasvhichthe assault happened while thetvitwas unconscious or
drugged, the offender behaved fraudulently, or the victim was unable to provide consent.

As shown inFigure3, the sexual assautteasure is constructed from QTd1l12and contains
three requirements: (1) the member must indicate experiencing at least one of the six UCMJ
based sexual assault behaviors, (2) at least one thabkHd intent behavior where required, and
(3) at least one UCMBased coercive mechanism thatidated consent was not freely given.
The WGRR measures the prevalence of sexual assetirhization meaning that Service
members who experience an unwanted behavior and meet legal criteria are included in the
estimated sexual assault rate regardlesiseo$tatus of the alleged offendee ( military

member or civilian).
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Figure 3.
Sexual Assault Prevalence Rate Metric

(1) Sexual Assault Behaviors

Someone put his penis into your anus, mouth, or vagina

Someone put any object or any body part other than a penis into your anus, mouth, or vagina

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)

Someone made you touch private areas of their body or someone else’s body (either directly or through clothing)

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

e e o e+ o =

(@) Intent*

» Experience was intended to be abusive or humiliating
* Experience was intended for sexual gratification

(3) Mechanisms

» Used, or threatened to use, physical force to make you comply (e.g., use or threats of physical injury, use of a weapon, or
threats of kidnapping)

» Threatened you (or someone else) in some other way (e.g., used their position of authority or got you in trouble with authorities)

+ Did it while you were passed out, asleep, unconscious, or so drunk, high, or drugged that you could not understand what was
happening or could not show them that you were unwilling

+ It happened without your consent (e.g., they continued even when you told or showed them that you were unwilling, you were so
afraid that you froze, they tricked you into thinking they were someone else such as pretending to be a doctor, or some other
means where you did not or could not consent)

*I ntent not required for behavior fiscddmeone put his peni

Several of th@uestions in the sexual assault measuwrkide example text in ordéw aid
responden@interpretation. In 2019, an annual legal review of the items used to construct the
sexual assault measure resulted in a revision to one item related to the coeotigaism that
indicated consent. More specifically, @19 WGRRemovedfby spreading lies about you

from the example textThe question itself did not change. However, comparisons between the
2017 and 2019 sexual assault estimates should be madwdeawtiton given that we cannot state
with confidence that the revision had no impact on Service medibtngpretation and
endorsement of this item.

If a respondent indicates experiencing any sexual assault behavior classified as meeting the

intent and mechanism criteria for a sexual asstndhthey would only see questions for the

remaining sexual assault behavébrhey would not see the followp questions on intentions

and consent mechanisms for additional behaviors experienced. Additionally, respondents who
indicated the incident occurred outside of th
they experienced (Q163). References &t paar sexual assault prevalence rates in this report

all require the members to have indicated this time frame.

Using the criteria listed iRigure4, the2019 WGRRroduced estimated prevalence rates for

three categories of sexual assault using a hierarchical system: penetrative sexual assault, non
penetrative sexual assault, and attempttetrative sexual assault. Penetrative sexual assault
includes members who indicated fiYesd to any o
anus,ormouth. Nepenetrati ve sexual assault includes 1
of the ehaviors assessing unwanted sexual touching and were not previously counted as

penetrative sexual assault. Attempted penetrative sexual assault includes members who

6 | Introduction and Methodology



2019 Workplace and Gender Relations Survey of Reserve Component Members | OPA

indicated AYesoO to the item that assesses att
counted as having experienced either penetrative epapatrative sexual assault. Each of

these behaviors must have met the appropriate criteria for the behavior to be included in the
prevalence rates.

Figure 4.
Hierarchy of Estimated Sexual Assault Prevalence Rates

Someone put his penis into your vagina, anus, or mouth
Someone put any object or any body part other than a penis into your vagina, anus, or mouth

) * Someone made you put any part of your body or any object into someone’s mouth, vagina, or
Penetrative Sexual anus when you did not want to

Assault

Someone intentionally touched private areas of your body (either directly or through clothing)
Someone made you touch private areas of their body or someone else’s body (either directly or
Non-Penetrative through clothing)

Sexual Assault

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

Attempted Penetrative
Sexual Assault

Sexual Harassment and Gender Discrimination Violations
Estimated Sexual Harassment and Gender Discrimination Rates

In accordance witthe2014 RMW&pproachOPA used a twatep process to determine sexual
harassment and gender discrimination rates. First, questions were asked about whether members
experienced behaviors prohibited by the Military Equal Opportunity (MEO) policy by someone
from their militaryworkplace and the circumstances of those experiences. Second, the behaviors
were categorized into two types of dexsed MEO violatiorg sexual harassment (defined as

either a sexually hostile work environment or sexjuadl pro qug and gender discriminand

to produce estimated rates for these two categories.

Similar to the multifaceted requirements of the RAND UCMadased criminal measure of sexual

assault, two requirements are needed for experiences to be in violation of DoD policy (DoDD
1350.2). FirstMEO offenses refer to violations specified by DoDD 1350.2 and include

experiencing either sexual harassment (sexually hostile work environment orcgesyaio

guo) and/or gender discriminatory behaviors by someone from their military workpléee.

guestions related to each of thedlenseqQ83Q22) specifically ask the Service member to
identify behaviors d@d’defbpelisamednaeyf pemswar k

with as part of your military dutie® This def i ni tuctomtexi.Zecopdinovi ded
®The full definition provided in the survey reads as f
contact with as part of your mi |l iperdsorysordeorte abewe orbeloiwS o me o n ¢

you in rank, or a civilian employee/contractor. They could be in your unit or in other units. These experiences may
have occurred on or off duty or on or off base. Please include them as long as the person who digothevag
someone from your military work.

Introduction and Methodology | 7



OPA | 2019 Workplace and Gender Relations Survey of Reserve Component Members

order for the experience to be in violation of DoD policth e me mber al so had to
to one of the followup items that assess persistence and severity of the behaviors experienced.

Rates of sexual harassment and gedd=rimination were derived from @@47. The specific
behaviors comprising each of these MEO violations are described below, with details on rate
construction depicted iRigureb.

Sexual Harassment (@22 and Q26Q47) includes two behaviors:

1. Sexualy Hostile Work Environment (Q820 and Q26Q43): Includes unwelcome
sexual conduct or comments that interfere
creates an intimidatindpostile, or offensive work environmenfdditionally, to meet
the criteria for inclusion in the rate, these behaviors have to either continue after the
alleged offender knew to stop, or were so severe that most Service members would
have found them offense.

2. SexualQuid Pro Quo(Q21i Q22 and Q44Q47): Includes instances of job benefits or
losses conditioned on sexual cooperation.

Gender Discrimination (Q2¥24 and Q48Q51): Includes comments and behaviors directed at
someone because thieir gender andhitese experiences harmed or limitbdir career.

Two changes to theexual harassmeahd gender discriminatiametricused in th2019 WGRR
andthat impact the ability to compare thexual harassment and gender discrimination estimates
provided inthe2019 WGRRo prior survey administrationmerit further discussion.

First, b assess severity, prior survey administrations asked Service members who experienced a
behavior in line with a hostile work environmehe followingquestion iDo you think this was

ever severe enough that most military members of your gender would have been offended if
someone had said these things to thenn?2019, thifireasonable person standavehs revised

in order to be nogender specificThe question was revisedttte following:fiDo you think this

was ever severe enough that most Service members would have been offended if they had been
asked these questios?

Secondiwo additional questions were added to the sequa pro quoand gender

discrimination metrién order to more clearly identify the alleged offender as a person with the
ability to harm or | imit the victimds career.
experienced behaviors in line wilexualquid pro quoor gende discrimination were asked if

anyone who did the unwanted behavior was in a position of authority or lead®rshipem

Given the magnitude of the aforementiombdngs, the results presented in this report

regarding theestimatedgrevalence and characteristics of sexual harassaneingender
discriminationin theReserve componeate limited taresponses provided #019and no

comparisons are made to data collected regarding sexual harassment and gender discrimination
in prior years Moreover, readers are strongly cautioned against making direct comparisons
between the 2019 sexual harassnagrtt gender discrimination estimate®l prior years without

the appropriate caveats.
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Figure 5.
Sexual Harassmenand Gender Discrimination Violation Rate Metrics

(D) Experienced at Least One Behavior

Sexually Hostile Work Environment Behaviors

* Repeatedly told sexual “jokes” that made you uncomfortable, angry, or upset

« Embarrassed, angered, or upset you by repeatedly suggesting that you do not act like a [man][woman]is supposed to

+ Repeatedly made sexual gestures or sexual body movements that made you uncomfortable, angry, or upset

« Displayed, showed, or sent sexually explicit materials like pictures or videos that made you uncomfortable, angry, or upset
* 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 that made you uncomfortable, angry, or upset

* Made repeated sexual comments about your appearance or body that 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 you in a sexual way when you did not want them to**
* Repeatedly touched you in any other way that made you uncomfortable, angry, or upset
Sexual Quid Pro Quo Behaviors
« Made you feel as if you would get some workplace benefit in exchange for doing something sexual
* Made you feel like you would get punished or treated unfairly in the workplace if you did not do something sexual

(2 Met Follow-Up Criteria

Sexually Hostile Work Environment Follow-Up Criteria

« They continued this unwanted behavior even after they knew that you or someone else wanted them to stop, or
« This was severe enough that most Service members would have been offended

Sexual Quid Pro Quo Follow-Up Criteria

« The person(s) who did this unwanted behavior was in a position of authority/leadership over you, and

« 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, or

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

-
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_§ (D) Experienced at Least One Behavior (2 Met Follow-Up Criteria

[

E « Said that [men][women] are not as good as [women][men] at your particular « This treatment/their beliefs about men/women

=l job, or that [men][women] should be prevented from having your job harmed or limited your job/career

z « Mistreated, ignored, excluded, or insulted you because you are a * The person(s) who did this unwanted behavior
[=] [man][woman] were in a position of authority/leadership over you

Survey Methodology
Revisions and Updates to the 2019 WGRR

Despite frequent assessment, revisions to the aforementioned sexual assault, sexual harassment,
and gender discrimination measures are uncomrhimwever, @ach year, OPA, in coordination

with the relevant DoD and Service policy offices, edits or addsr relevanitems to the

Workplace and Gender RelatiofWGR) surveys. These changes are made carefully so as to
maintain the integrity of the ovall survey and to retain the ability to measwteganges from

prior years on questions or metrics of critical interest.

As previously discussed, t2619 WGRRncluded two revisions related to the sexual assault,
sexual harassment , and gender discrimination
Construct s o Asmpatthbfiaesontiouows peviesvrof)our survey program, OPA is
working to beter align (where appropriate) the WGRR survey instrument, data processing, and
reporting with that of the Workplace and Gender Relations Survey of Active Duty Members
(WGRA). In 2019, this necessitated updates to the 2017 dataset that were minor (exd did
substantively impact the results of @@17 WGRIRbut did produce slight differences in some
estimates for 2017 shown in this report as compared to what was reported0a TH&/ GRR
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Overview Report The updates to tH017 WGRRVvill be described anceported in full in a
separate report.

The2019 WGRRncludes several additional, and some revised, items and constructs that were
not included on th2017 WGRR.The addition or revision of these itemglmneto collect data
thatbetter support sexuassault, sexual harassment, and gender discrimination prevention and
response programs and policy development by DoD policy office2019, hese changes

include additional information or context regarding:

Alcohol use

Unit climate

Psychologichclimatefor sexualharassment
Sexism

1
1
1
1
1 Rapemyth acceptance
1

Resilience
2019 WGRR Methodology

This section describes the scieiatihethodology used for tH019 WGRRincluding the
statistical design, survey administration, and analytical procedures. Atd®2019 WGRR
long form survey instiment is provided in Appendi®.

OPA conducts crosService surveys that provide leadership with assessments of attitudes,

opinions, and experiences of the entire population of interest using standard scientific methods.
OPAGs survey methodology meets and often exce
government statistical agencies (e.g., the Census Bureau and Bureau of Labor Statistics), private
survey organizations, and wéhown polling organizations. OPA adheteghe survey

methodology best practices promoted by the American Association for Public Opinion Research
(AAPOR).

Statistical Design

The survey methodology used on WGR surveys has remained largely consistent across time,
which allows for comparisons acsosurvey administrations. In addition, the scientific methods
used by OPA have been validated by independent organizatigndR&ND andhe

Government Accountability Officé§AQ]). AppendixF contains frequently asked questions
(FAQ) on the methods grioyed by government and private survey agencies, including OPA,
and how these methods control for bias and allow for generalizability to populations.

Consstent with prior years, th2019 WGRRmployed stratified random sampling to select the
survey sarple. The methodology used for weighting the respondents to the popusa
consistent with th2017 WGRR More details about the complex sampling and weighting
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approach aabe found below and in tt#919Workplace and Gender Relations Survey of
ReserveComponenMembers: Statistical Methodolodgeport(OPA, 2020.

Sampling Design

The target population for tr2019 WGRRonsisted oSelected Reserfemembers from the

Army ReserveArmy National GuardNavy ReserveMarine CorpfReserveAir ForceReserve

andthe Air National Guardvho were below flag rank and had beethe Reserve component

for approximately five monthsOPA uses known population characteristics, response rates from
prior surveys, and an optimization algorithm for determining saniges seeded to achieve

desired precision levels on key reporting categories (domains). Overall, the sample was
designed to ensure that there were enough respondents who could submit completed surveys in
order to nake generalizations to the entBelectedReserve Singlestage, nonproportional

stratified randm sampling procedures were used to select and invite participants.

In stratified random sampling, all members of a population are categorized into homogeneous
groups. For example, members might be grouped by gend&emedve componefg.g., all

male ArmyReservepersonnel in one group and all female ArRgservepersanel 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 (e.g., female Marine Congeserveofficers). The sample for the019 WGRRonsisted

of 269,475 Reserve and National Guard Service menaoaven from the sample frame

constructed from the Defense Manpower Data Center (DMRESErveComponenfersonnel

Data SystenfRCCPDS Master File A match tothe April 2019 RCCPDSwas done to remove
individuals from the surveywho had separated after the population file was developed, removing
3,307(1.23%) sample members. Members in the sample also became ineligible if they indicated
in the survey or by otheontact (e.g.,-enails or telephone calls to the data collection contractor)
that they were not a member of tReserve componeas of August 16, 2019vhich was he

first day of the survey (27% of sample). Details of the sampling strategy for selgthie

sample used in th2019 WGRRire shown irFigure®6.

"The ASelected Reserveo refers to one of three subcat e
Ready Reserve [IRR] and the Inactive National Guard [ING]). Selected reservists are esseitiglwartime

missions and are the primary source of augments to active forces. Although the Coast Guard Reserve is a

component of the Selected Reserve, the Coast Guard was not sample @@ XNVEGRR
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Figure 6.
2019 WGRR Stratified Sample Design

component Male 272,000 144,500 44,500 36,500 84,000 50,000

population SR Female 60,000 45500 14,000 1,500 22500 18,500
time of fielding

(~ 793K)
e | Uoan (s uswen e | usarn IR

Expected response Male 1% 15% 17% 8% 26% 22%

rates for subgroups Female 11% 16% 19% 15% 28% 23% OPA needs
approximately 500
respondents within each

. . ’ subgroup (varies among
Sample to produce precise Final sample subgroups)
estimates within subgroups
- ~269k

Survey Administration

Datawere collected between August 16 and November 8, 2019, fa0t®WGRR The survey
was administered using both web (long form) and paper (short form) survey instruments.

The survey adminisation process began on Augés2019 with the mailing of an
announcement lettdo sample members. On August 16, 2ah@ survey website opened and e
mail announcements were $ém sample members on August 19, 20T8e announcement
letter and email explained why the survey was being conducted, how the surfggynation
would be used, why participation was important, andopptinformation for those who did not
want to participate. Throughout the administration period, up to an addiigh&aé-mails and
one postal reminder were sent to encourage survégipation. Paper surveysere mailed on
Septembefl 2, 2019 to sample members who had not previously responded to the web Survey.
Paper surveys were collected from Sepier12 throughOctober 8, 2019 Postal mailings and
e-mails stopped once the spl® member submitted their survey or requested towpbf
receiving addibnal communications. Appendikincludes copies of themails and postal
letters mailed to sampled members.

The survey procedures were reviewed by a DoD Human Subjects Protection Officer as part of
the DoD survey approval and licensing process. Addition@BA received a Certificate of
Confidentiality from the National Institutes of Health (NIH) at the Departt of Health and

Human ServiceHHS)to ensure respondent data were protecidds Certificate of

Confidentiality means that OPA cannot, without consent of the participant, disclose information

21n an effort to identify ways to optimizeutreach efforts for surveys, 2019 WGRRecruitment efforts included

two embedded experiments. The first experiment examined the impact of email only recruitment on survey
response rates. A group of 25,000 randomly selected survey participantsd-ediedeanmunications regarding the
survey via email. This group also did not receive a paper copy of the survey instrument. The second experiment
tested the effect of message content on response rates. Preliminary analyses suggest no impact of either
interventior® email only recruitment or email conténbn survey response rates.
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that may identify study participants in any federal,estat local civil, criminal, administrative,
legislative, or other proceedings.

Data Weighting

OPA scientifically weighted the019 WGRRespondents to be generalizable toReserve
componenpopulation using the generalized boosted modeling (GBM) approWithin this
process, statistical adjustments are made to ensure the sample accurately reflects the
characteristics of the population from whiclsilrawn and provides a more rigorous accounting
to reduce nonresponse bias in estimakas. this efort, this processensure thatoversampling
within any one subgrougid not result in overrepresentation in tReserve component

estimates.

For the2019 WGRROPA mirrored a modeling process used by RAND in2thied RMWS

(Morral, Gore, &Schell, 2014) and Westat in tB815 Workplace and Gender Relations Survey

of ReserveComponenMemberg2015 WGRIR 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. fdweps of weighting for th2019 WGRR
consists of the following three steps (described below) andlangogxample is depicted in

Figure7:

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 nonzero
probability of selectin. For example, if a list contained 10,000 members in a
demographic subgroup and the desired sample size for the subgroup wath#/900,
one in everylOthmember of the list would be selected. During weighting, this
selection probability (1/10) is takémo 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.hi§ adjustment develops a model for predicting an
outcome to a critical question. OPA used GBM to model the propensity that each
member experienced the six outcome variables: sexual harassment, gender
discrimination, sexuajuid pro qug attempted penetige sexual assault, nen
penetrative sexual assault, and penetrative sexual assault. For example, a fémale/E1
E4/Army Reservéminority may have a predicted probabilitye{periencing sexual
assault of 2, whereas a female/EE4/NavyReservinonminority has a predicted
probability of #6. Next, OPA used GBM to model the response propensity of each
member using the six outcome variables modeled in step one. Details regarding the
criteria used for selecting the best model are founde2019 Workplace ah
Gender Relations Survey RéserveComponenMembers Statistical Methododology
Report(OPA, 2020).

3. Adjustment to known population values. After the nonresponse adjustments from
step two, weighted estimates will differ from known population totals, (eugnber
of members in the ArmReserve It is standard practice to adjust the weighted
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estimates to the known population totals to reduce both the variance and bias in

survey estimates. Therefore, OPA performed a final weighting adjustment called

raking, which exactly matches weighted estimates and known population totals for
important demographics. For example, suppose the population for the subgroup was

8,500 men and 1,500 women but the nonrespadgested weighted estimates from

the respondents wei7,000 men and 3,000 women. To reduce this possible bias and

better align with known population totals, we would adjust the weights by 1.21 for

men and 0.5 for women so that the final weights for men and women applied to the
survey estimates would be 34and 10, providing unbiased estimates of the total and

of women and men in the subgroup.

Figure 7.
Three-Step Weighting Process
Working Example Population = 10,000 e Kl Selection Probabilty = 1/10
“ Assume 50% of sampled In this population there are 8,500 men
‘: ; members respond, so 500 and 1,500 women. However, the
) 9 out of 1,000 surveys are previous weights result in 7,000 men
g:'; Wes| 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
//
///
3 = / Now, Sall Now, we rebalance the weight for ‘Sally’ so that
ot: ::Iz,;g:?;:;,s:er represents 19Y:>ther women are represented in their correct proportions.
_/ women ‘like’ her Sally now represents 9 other women ‘like’ her.
Note:l n practice, fASallyd would represent @ampignber

process (e.g., Army Reserve, female, E4, minority, single w/ child)

among

Tablel shows the number of survey respondents and the response rate by subgroups. The
weighted response rate for tB819 WGRRvas 14.86. This response rate was lower than the
18.9% response rate for tl2®17 WGRR OPA continues to undertakenumber of efforts to
improve the gradually declining response rates for the WGR and other DoDsstoweshich

OPA is responsible. However, we remain confident in the estimates provided in this report.

14
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Table 1.
2019 WGRR Counts of Respondents and Weighted Response Rates
Complete Weighted

Population Sample Respondents Response Rate
Total 793,216 269,475 34,169 14.5%
National Guard 437,367 149,181 18,091 14.3%
Reserve 355,849 120,294 16,078 14.6%
ARNG 330,976 114,579 10,728 11.5%
USAR 190,213 63,746 8,081 14.1%
USNR 58,715 17,995 2,725 17.1%
USMCR 38,185 13,160 1,002 8.1%
ANG 106,391 34,602 7,363 23.1%
USAFR 68,736 25,393 4,270 17.9%

Presentation of Results
Results of th2019 WGRRare presented by reporting categories as defined below:
1 Survey year by gender atamtal Reserve component
1 Survey year by gender, tofaeserve component, and paygrade
Definitions for the reporting categories above are:

1 Total Reserve componenncludes members of the SeleciRéserve serving in the
Army Reserve (USAR), Army National Guard (ARNG), Navy Reserve (USNR),
Marine Corps Reser@ SMCR), Air Force Reserve (USAFR), and Air National
Guard (ANG).

1 Survey Year: Current survey year (2019) and trend survey year (2017).
1 Gender: Male or Female.

1 Paygrade by Gender: Includes junior enlisted men and womégi4,1senior
enlisted men andlomen (E5E9), junior officer men and women (DQ3), warrant
officer men and women (WW5), and senior officer men and women (Q@4%6).

Only statistically significant comparisons are discussed in this report. Two types of comparisons
are made in th2019 WARR between survey years (comparisons ta2®&7 WGRIRand

within the current survey year. Within survey year comparisons are generally made along a
single dimension (e.g., gendet a time. For these comparisons, the responses for one group are
compaed to the weighted average of the responses of all other groups in that dimension. The
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results of comparisons generalize to the population because they are based on weighted
estimates.

Unless otherwise specified, the numbers presented are percentageges Bf margins of error

are shown when more than one estimate is displayed in a table or figqur@PA surveys, we

use a rigorou85% confidence interval standard, which indicates we&#e confident that the

true value falls within the confidenceémval range. For example, if 55% of respondents

selected an answer and the margin of error wagh&8we often draw conclusions from this one
samplethatwea®% confi dent that the interval 52% to
population value beg estimated. Because the results o209 WGRRire weighted, the

reader can assume the results generalize to thedarve componepbpulation within the

margin of error.

The annotation ANRO indicates dldwadiabilty. speci fi c
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). Effectiamber of respondents takes into account the finite
popul ation correction (fpc) and variability i
Department, and the reader, from drawing incorrect conclusions or potentially presenting

inaccurate findings duto instability of the estimate. Unstable estimates usually occur when

only a small number of respondents contribute to the estimate. Caution should be taken when
interpreting significant differences when an estimate is not reportable (NR). Althaugdstht

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.

Some estimatem this reporimight be so small as to appear to approach a value of 0. B thos
casesan estimate of |l ess than 1 (e.g., A<10) is

Overview of the Report

The principal purpose of t#019 WGRRS to report estimated prevalence rates of sexual

assault, sexual harassmeand gender discriminatioto assess attitudes andgaptions about
personnel programs and policies designed to reduce the occurrence of these unwanted behaviors
and to improve the gender relations climated to assess attitudes and beliefs related to the
prevention of and response to unwargeddesrelaedbehaviors that may inform the

development or improvement of programs and policies

As depicted inTable2, there were two forms of tH219 WGRR the short form and the long

form. The short form was a paper survey containing survey items used to assess sexual
harassment and gender discriminatiolations UCMJ-based sexual assaudgtails of the

sexual assault that had the greatest impact on the syranaga resilience measuréhe long

form, or web survey, contained all of the items on the short form, but also included additional
items réated tobystander intervention, duke, unitclimate and attitudes or beliefs regarding
women and sexual violencéor purposes of this report, all references to question numbers refer
to the long survey form.
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The full overview report is not an exhaustsummary 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, sexual harassment, and gender discrimination prevention and response within the
Department.The completdisting of the resultsby questionof the2019 WGRRare available in
the2019 WGRHRResults and Trends

Table 2.
Survey Content by Form

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

Survey Sections

Background Information

Time Reference

Gender-Related Experiences in the Military (Sexual Harassment and Gender Discrimination)
Gender-Related Experiences in the Military With the Greatest Effect

Gender-Related Experiences (Sexual Assault)

Gender-Related Experiences With the Greatest Effect

Outcomes Associated With Experiencing Sexual Assault

AN N

Prior Experiences

Bystander Intervention

Workplace Climate

Well-Being*

Culture*

Social Perceptions & Experiences

How are we Doing?

AN U N N N N N N N N NN

Additional Background Information v

<

v

Taking the Survey
Note: *ldentifies sections with a subset of items included on both the short and long form survey.

Survey Content by Chapter

1 Chapter 2 covers the estimated pgestr prevalence rates of sexual assault, sexual
assault experiences since entering the myliteexual assault experiences before
entering the military, the characteristics of unwanted events experienced, and
member sé6 attitudes regarding and experien
military authorities.

1 Chapter 3 covers experiences of-begedMEOQ violations in the past 12 months.
Included are estimated rates for sexual harassment and gender discrimination and
characteristics of these incidents.

1 Chapter 4 summarizess pect s of and membaeorkplaceper cept i
culture, includingalcohol use, bystamrd intervention, unit climate (in general and
specifically visa-vis sexual harassment), aleddership. The chapter also covers
members' trust in the military system.
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1 Chapter 5 presents the results of several new items added2@ theVGRRntended
to measure sexist attitudes and rappportive beliefs.

1 Chapter 6 presents the results of a resilience measured adde@@@9H&/GRRN
order to measure the impact of sexual assault, sexual harassment, gender
discrimination, and unhéy workplace climates on resilience.

1 Chapter Provides a summanyf key findings in th&2019 WGRRa discussiownf the
ways in which the results can inform future policy and program eftamtsoffers
recommendations for future research.

Component-Level Survey Results

In order to support Servidevel efforts to prevent and respond to sexual assault, sexual

harassment, and gender discriminatio the military, the2019 WGRRncludes resultor each

of theReserve componen(the results for the Armyational Guard and Air National Guard are
combined in the ANat i oas separae appandicéiegecepartsarev Re p o
organized in the same maeras the main overview report. However, disaggregation of the data

to these lower levels mesa that in many casedata are not reportable.

As with the overview reporthe results provided for eagteserve componeate generalizable
to the entire component.

Appendix A: Army Reserve Overview Report
Appendix B: Navy Reserve Overview Report
Appendix C: Marine Corps Reserve Overview Report

Appendix D: Air Force Reserve Overview Report

= == =2 =4 -

Appendix E: National Guard Overview Report
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Chapter 2:
Sexual Assault

Introduction

There is asizable body of research related to understanding the prevalence and characteristics of
sexual violence, including multiple national surveys in the United States dedicated to this
purpose (see for example the National Intimate Badnd Sexual Violence SurvfyISVS],

the National Crime Victimization SurvgNCVS]). Althoughthesestudies help to guide our
knowledge regarding the prevalence and characteristics of sexual assault, there is reason to
believe that the unique militagontext may present important differenc@$ese differences

may manifest in terms of both victimization and perpetration and motivates the need to collect
data specific to the military populati@md, in this case, specific to tReserve componeirt

order to better informthBe par t ment of sdRualffassauk maventiof dad D)
response efforts

This chapter examines the estimated prevalence of sexual assaultResenge component

Service members. Beyond estimated prevalence rates, theifgjlsgctions describe the

characteristics adexual assaufituations identified by Service members as the wanrst

descri be membersdé experiences with and attitu
experience. This chapter concludes with audision regarding the ways in which these results

inform and refine our knowledge regarding sexual assault in the military.

Data inthis chapter are presented f@omen and men when available. Whizta are not

reportable fomen, only results for womaewill be discussed. When possible, we also call

attention to changes in experiences or beliefs that occwitieith andbetween certain groups

(e.g, men and women) since tB817Workplace and Gender Relations Survey of Reserve

Component Member2@17WGRR. We denote whether the changes were statistically
significant. The term Astatistical significa
observe did not occur by chance. We use a threshold of 99%01) throughout this report. In

other words, where we state that a difference is statistically significant, we mean that we are 99%
confident that the difference did not occur by chance.

As a part of a continuous review of our survey program, OPA is working to better align (where
approprate) the WGRR survey instrument, data processing, and reporting with that of the
Workplace and Gender Relations Survey of Active Duty MembGRA. In 2019, this
necessitated updates to the 2017 dataset that were minor (and did not substantivetheémpact
results of th2017 WGRIRbut did produce slight differences in some estimates for 2017 shown
in this report as compared to what was reported i2@& WGRR Overview Repoithe

updatego the2017 WGRRuill be described and reported in full in @psrate report.

Estimated Sexual Assault Past Year Prevalence Rates

Sexual assault offenses described throughout this chapter refer to a range of behaviors prohibited
by theUniform Code of Military Justicel{CMJ) and include penetrative sexual assault
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(completed intercourse, sodomy [oral or anal sex], and penetration by an objeggnetrative
sexual assault (unwanted touching of genitalia), and attempted penetrative sexual assault
(attempted sexual intercoerssodomy [oral or anal sex], and penetration by an object).

The WGRR measures tlstimatedprevalence of sexual assawikitimization meaning that
Service members who experience an unwanted behaviavlancheet legal criteria are included
in the estinated sexual assault rate regardless of the status of the alleged dffendeititary
member or civilian}® Seechapterl for further details on rate construction.

Estimated Sexual Assault Past Year Prevalence Rate

In 2019,3.1% ofReserve componemtomen(an estimated 4,819 Service membears) 0.3% of
men(an estimated 1,748 Service memberg)erienced sexual assault. This rate is statistically
unchanged fron2017, wher.6% of women and 0.3% of men experienced sexual assault.

Figure 8.
Estimated Sexual Assault Past Year Prevalence Rates for the Reserve Component
100.0%
80.0%
60.0%
40.0%
20.0%
2.8% 3.2% 3.2% 2.6% 3.14% <
3.5% -
0.0% - > ® —— o ® 0.3%
0.9% 0.5% 0.4% 0.6% 0.3%
2008 2012 2014 2015 2017 2019

Margins of error range from =0.2% to +4.8%

Percent of all Reserve Component members

BAL | references

t o

Women =@=\len

fexperienceso

of

sexual

2019 Trend Comparisons: T Higher than 2017 | Lower than 2017 <+ No Change

assaul t

self-reports; therefore, conclusions on whether the eventstezboccurred are beyond the purview of this survey.
OPA scientifically weights the survey data so findings can be generalized to the full population of Reserve

component members.
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Notably,a closer angsis by paygrade revealed thlaé highesprevalenceates of sexual
assaulivereamongjunior enisted (EBE4) women. In 2019}.2%of junior enlisted women
experienced sexual assaulthis was statisticallynchanged fronthe estimated rate of sexual
assault for junior enlisted womé.4%) in 2017. A further nuanced examination by age

revealed thaat 5.2%, the estiated rate o$exual assault wasgnificantlyhigher for women

between the ages of 2hd24 compared tavomen in other age groufiscluding women

between the ages of And20 for whom the estimated rate of sexual assault in the prior year was

3.6%9. Again, these ri&s werestatistically unchanged from 2017.

Figure 9.
Estimated Sexual Assault Past Year Prevalence Rates for the Reserve Component by Paygrade
3.4% 0.5%
t 4.2% E1-E4  0.4%
2.0% 0.2%
T 2.29% ES-E9 | 0.2%
2017 2017
2019 2.4% 0.2% m2019
2.8% 01-03 ] 0.4%
0.7% 0.1%
t1.0% [0 94 o1y
15.0% 10.0% 5.0% 0.0% 0.0% 5.0% 10.0% 15.0%
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2019 Trend Comparisons: T Higher than 2017 | Lower than 2017 Q71-Q112

Margins of error range from =0.2% fo £2.9%
[=3 S

Percent of all Reserve Component members

Paygrade Comparisons: T Higher Response I Lower Response

Estimated Sexual Assault Past Year Prevaleiiaes for the Reserve Component by Age

Figure 10.
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Although the WGR surveys focus estimatecprevalence rates, it may also be useful to

understand the severity of sexual assault for victims by examining the victimizatidh Tate.
prevalence rate estimates the number of individuals who experienced at least one incident of
sexual assault in the prior year. In contrast, the victimization rate accounts for the fact that some
victims may experience multiple incidents of sexugba# in the same time period (the prior

year). As a metric of the performance of prevention and response efforts, a decrease in either the
prevalence or victimization rates would suggest positive progress. To this end, the WGR survey
asks Service memlmewho experienced a sexual assault in the prior 12 months to identify the
number of separate occasions thevanted experience took plack 2019, he majority of

womenwho experienced a sexual assawdre sexually assaulted multiple timeghe past gar

(61% and statistically unchanged from 69% in 20drijamong those who were, it was most
oftenby the same alleged offend@2%). Likewise, the majority of mewho experienced a

sexual assaulvere sexually assaelimultiple times in the prior 12 nmbhs(78%). This

estimate was not reportable for men in 2017.

Type of Estimated Sexual Assault Prevalence Rate

Estimated exualassault prevalence rates vary by the type of bel@épenetrative, non
penetrative, or attempted penetrative. These cagsgare mutually exclusive and created
hierarchically, with penetrative sexual assaults assigned first, so that members who indicate
experiencing multiple types of assault are only categorized once.

There were no significant differences in the estimadéel of any specific type of seailassault
between 2017 and 201%1oreover, as was the case in 20Réserve componemtomenin 2019

were significantly more likely than men to experience a penetrative sexual assault (an estimated
1.6% compared to 0.1%f men. With an estimated rate of 2.4%njor enlisted women were
significantly more likely than any other women to exgece penetrative sexual assault.

¥ For example, the National Crime Victimization Survey (NCVS) administeaeti year by the Bureau of Justice
Statistics (BJS) reports both victimization and prevalence rates for each category of crime.
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Figure 11.
Estimated Sexual Assault Past Year Prevalence Rbie$ype for the Reserve Component
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There were no significant differences between women and men in the estimated attempted
penetrative sexual assault rat®.0% for both men and women). However, womesrev
significantly more likely than men to experience +pametrative sexual assauit2019(1.4%of
womencompared to 0.2%f mer).

One Situation of Sexual Assault with the Biggest Effect

Service members were asked to reflect upon and describe the characteristics and consequences of
t he fAone sid assatltithatwas the Worss @& mast serious, to tlemthe

plurality of women, the worst situation involvedhera penetrativsexual assau(g 7%) ora
nonrpenetrative sexual assault (46%).

Reported Demographics of the Alleged Offender(s)

Forthe majority of women (70%@nd men (60%)the worst situation of sexual assault irmeal
one allegedaffender. However, a sizable proportion of women (29%) and men (33%) described
the worst situation of sexual assault they experienced as involving imaoreneoffender

For womenthe vast majority o$ituations involved alleged offenders wivere men(99%),

military membes (82%), and higher ranking than them (62%otably, enlisted women were
significantly more likely than women officers to haveigherrankingoffender (67%for

enlisted womemrompared to 20%f women officers A closer examination of the alleged

of fender 6s st at usnequaterd wdmen (22%)athe alfeged offendeawak g
menber of their chain of commandAddtionally, for more than onguarter of women27%),

the alleged offender was some othgyherranking military member in theunit. Enlisted

women (29%were significantly more likelthanwomen officers (7%jo identify the alleged
offender asomeotherhigherranking member of their unindwomen officers (24%) were

Sexual Assault| 23



OPA | 2019 Workplace and Gender Relations Survey of Reserve Component Members

significantly more likely than enlisted women (7%) to identify the alleged offender as a
subordinate or someone they managed as part of their military.duties

Nearly half (45%)f womenidentifiedthealleged offendeas a friend or acquaintance and 43%
indicated that the alleged offender was someone from work.

Location and Context

For the majority of women (8%), theworst situation okexual assault occurredatnilitary
location. Howevennore than half of women (54) also responded that the sexual assault
occurredat a location ofbase!®

For mae than onghird of women (39%)the worst situation of sexual assault occurred while

they were out with friends or at a party that was not an official military func#osubstantial

proportion of women described the incident as happening while they were performing military

duty, eitrer full-time National Guard dReserve duty (32%) or a drill period (27%). Women

of ficers (29%) were significantly more | ikely
situationo of sexual assaul te.,fadaral huthority)lstatys. we r e
Overall, twathirds of women in the Reserve component (66%) experienced the worst situation

of sexual assault while in some military status.

15 Responses do not sum to 100% because Service members may endorse multiple locations.
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Figure 12
Location and Context of the Sexual Assault Oneugition for Reserve Component Women

Where (Top 3)

51% . . . .
56% At a military installation/ship
38% ; ;
51% While at a location off base
. 14% While at an official military
21% function (either on- or off-base)
When (Top 3)
26% While out with friends or ata
399, party that was not an official
military function
329, NR Performing full-time National
¢ Guard or Reserve duty
2017 32% - - il peri
o While performing a drill period
2019 27% (inactive duty training [IDT])
Context
46%
50% Sexually harassed before
24%
239, Stalked before
49%
389, Sexual harassed after
22%
27% Stalked after
100%  80%  60%  40%  20% 0% 0 ater oy
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Percent of Reserve Component Women who experienced sexual assault in the past year Q124,Q125,and Q127

Margins of error range from 3% to +9%Results for men are not reportable.

Notably, half of women (50%) were sexually harassed bgahesalleged offender before the
sexual assault happened and neanlgquarter(23%) were stalked. Meanwhile8% of women
were sexually harassed and 2W#restalked by thesamealleged offender after the sexual
assault incident.

Alcohol Use

The extent of alcohol involvement in sexual assaults in 2019 was significantly greater than
2017. Fortthe majority ofwomen(60% in 2019significantly more than the 41% in 201#)e
worst situation of sexual assault they experiencedlved alcohol use, by either thitim or
the alleged offenderThis change was led by an increase in alcohalvement(from 39% in
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2017 to 59% in 2019 situations involving enlisted womerNotably,alcohol involvement was
most commonn incidents that occurred at a locatiif base(71% of women) and while out
with friends at a party that was not an official military funct{8&% of women)

Nearly half of women (48%h 2019and significantly more than in 2017 (29%¢re drinking
alcohol at the timef the worst incident of sexuabsault® This increase imlcoholuse by the
sexual assault survivor at the time of the incidess evident amonigoth enlisted and officer
women. Nearly haldf enlisted womet46% and significantly more than the 29% in 2047l
more than halbf women officerd60%, comparetb the 35% in 201 Avere using alcohol dhe
time of the unwanted event.

Figure 13.
Alcohol Use During the Sexual Assault One Situatiéor Reserve Component Women

2019 Trend Comparisons:
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Results for men are not reportable.

Morethan twaethirds of women 68%) who were drinking at the time of the incideasponded
that the alleged offender bought or gave them alcohol to firstkpriorto the incident
Meanwhile, falf of women(50%), and significantly more than in 2017 (35%joughtthe
alleged offerder had been drinking alcohol at the time of the incident.

Reporting of Sexual Assault
Reporting Options

DoD provides two types of sexual assault reporting options to Service members: Restricted
reports allow victims to get information, collesti@ence, and receive medical treatment and
counseling without starting an official investigation of the assahigreasinrestricted reports
start an official investigation in addition to providing the services available in restricted

16 This item in the survey includes ate to participants that even if they had been drinking, it does not mean that
they are to blame for what happened.
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reporting. Reserveeomponentmembers, the majority of whom serve in a fieme status

(roughly 90%) may also be more likely to report the sexual assault they experience to civilian
law enforcement; particularly if the alleged offender is not a military member. As sa@01®
WGRRincluded civilian law enforcement as a potential reporting option.

The vast majority of women who experienced sexual assault did not repovtdhstiexperience
to any legal authoritie§3%). However, far more women reported #gerience to military
authorities (B%) than to civilian law enforceme(t%).

Womenprovideda variety of reasons for not reporting the sexual assault they experidrieed.
top reasons includedvanting to forget about it and move on (76%), not wanpeople to know
(65%), feeling ashamed or embarrassed (5M#)king it would make their work situation
unpleasant (50%gand not thinking anything would be done (49%lotably, enlisted women
(53%) were significantly more likely than women officerd%@ not to report the sexual assault
because they did not think anything would be done.

Figure 14.
(Top) Reasons for Not Reporting Sexual Assafalt Reserve Component Women

76% Wanted to forget about it and
move on
65% Did not want more people to
know
57% Felt ashamed or embarrassed
100% 80% 60% 40% 20% 0%

Percent of Reserve Component women who experienced sexual assault in the past year and did not report

Margins of error range from £7% to +9%Results fomen are not reportable.

Prior research suggests that some women may not characterize their experience as sexual assault,
and this may influence their decision not to refBgrgman et al., 2002)In 2019, Service

members were asked if they considered the upsetting situation they experienced to be sexual
assault. The vast majority of womemose behaviors met the legal criteria to be included in the
sexual assault rate also characterized thersisituation as a sexual ass82%).

Unfortunately, it was not possible to assess whether there was a significant diffierence
reportingbetween womewho characterized the upsetting situation as sexual assault and those

who did notbecause the dat@ere not reportable
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Finally, most women (73%) and men (73%) responded that, in retrospect, they would make the
same reporting decision. Among women who reported, 81% said they would make the same
decision. Among the women who did not report, 70% g would make the same decision.

Estimated Sexual Assault Prevalence Prior to or After Joining the
Military

In order to provide adequate resources to support survivors of sexual assault, it is also necessary
to monitor prevalence rates of sexual aggaubr to and after joining the military. To construct

these rates, Service members were asked to think about events that occurred more than 12
months before the survey and then asked if they occurred before or after they joined the military.

Overall, a estimated 2.6% dReserve componentembers experienced sexual assault prior to
joining the military. This rate was significantly higher than the estimated rate of 2.0% in 2017.
More specifically, an estimated 8.2% of women experienced sexual aggauit [oining the
military. This rate wastatstically unchanged fronl2017, wheran estimated 7.3% of women

had experienced sexual assault prior to joining the military. Meanwhile, an estimated 1.2% of
men experienced sexual assault prior to joinirggrhilitary. This rate was significantly higher

than the estimated rate of 0.7% in 2017 and was led by an increase among enlisted men (from
0.6% in 2017 to 1.1% in 2019).

Figure 15.

Estimated Sexual Assault Prevalence RatesoPto and Since Joining the Military
2017 2017
2019 7.3% Experienced sexual assault 0.7% m2019

8.2% prior to entering the miltary | 1.2% T
11.8% Experienced sexual assault 1.4%

Women 113.5% since entering the military 1.5% Men
100.0% 80.0% 60.0% 400% 20.0% 00% 00% 20.0% 40.0% 60.0% 80.0% 100.0%
Margins of error range from £0.2% to £0.8%

Percent of all Reserve Component members 2019 Trend Comparisons: T Higher than 2017 | Lower than 2017 Q157-Q158

In 2019,an estimated 3.9% &teserve componenmiemberdadexperienced sexual assasilice
joining the military (includinghe prior 12 months). This rate was significantly higher than the
estimated rate @.4% in 2017. More specifically,raestimated 13.5% of womérad

experienced sexual assasilicejoining the military. This rate was significantly higher than the
estimated rate of 1198 in 2017 and was led by an increase among women officers (from 15.8%
in 2017 to 19.4% in 2019)Notably,femalewarrant officersn theReserve componentere
significantly more likely than other women to have experienced sexual assault since joining the
military (30.7%, significantly higher than the 21.7% in 2017).

Finally, an estimated 1.5% of mdradexperienced sexual assasiticejoining the military.
This rate was stisticallyunchanged fror2017, wheran estimated 1.4% of men had
experienced sexual assasilicejoining the military.
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Lesbian, Gay, and Bisexual Service Members

Prior research has demonstrated that lesbian agaipisexual (LGB) individuals face a

heightened riskof sexual violence (Walters et al., 2013).ohdler to gain a better understanding

of the risk specific to military members identifyiag LGB the2019 WGRRsked respondents

to identify their sexual orientation as heterosexual or straight, gay or lesbian, bisexual, or other
(e.g., questioning, asexual, undecided, orisielitified). Service membersould alsandicate

that they prefenot to answer.These datanayassist in improving sexual assault prevention and
targeted response efforts for LGB Service members.

In 2019, an estimated 3.7% of LGB Service members experienced sexual assault. The estimated
rateof sexual assault for LGB women (5.1%) was significantly higher than for heterosexual
women (2.6%). However, the estimated rate of sexual assault for LGB men (1.9%) was
statistically comparable to the estimated rate for heterosexual men (0.2%).

Figure 16.
Estimated Past Year Sexual Assault Rateslfesbian, Gay, and Bisexual Service Members in
the Reserve Component

Sexual Assault Rates by

LGB/Non-LGB
Women 80% 6% 293
LGB Non-LGB

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

= Heterosexual or straight = Gay or lesbian = Bisexual Other  mPrefer not to answer 2019 1.9% 0.2%

Margins of ervor range from =0.1% to =1.3%

. cons: +Hi + 207
Percent of all Reserve component members LGB/Non-LGB Comparisons: T Higher Response 1 Lower Response Q.

Conclusion

The results of the019 WGRReflecttheDo D6s conti nued commit ment t
to sexuabssault in the military. The stability of the estimated rate of sexual assault compared to

2017 may reflect some progrepsyticularly given the significant increase in the estimated rate

of sexual assault iather populations in 2018¢.,theactive dity populatiorand a national

civilian samplg;” however, such interpretations should be made with caufitthoughthere

was no change in the estimated prevalence of sexual assault for women or men overall, younger

and more junior in paygrade Service memlagngear taontinue tadface a heightenetsk of

sexual assault.

The increase in alcohahvolved sexual assault for women victims2019 particularly alcohol
use by alleged offenders, was also notaBlighoughit remains unclear what drove this increase,

17 The Bureau of Justice Statistics (BJS), in its 2018 National Crime Victimization Survey (NCVS), reported a
significant increase in viotg crimes in 2018 led entirely by an increase in sexual assault.
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additional emphasi® sexual assault trainimgn alcohol use as a risk factor for both
victimization and perpetration may be beneficial.

Data fromthe2019 WGRPRrovide additional evidence that greatieation to sexual

harassment and other grooming behaviors such as stalking is of critical importance. More
specifically, he substantial number of women that were sexually harassed by the same alleged
offender thatatersexualy assaukd themsuggestshat for a substantial group of victims, one

way to prevent sexual assault isore aggressivelgddress sexual harassmemaking steps to
addressexual harassment maiso serve to providgupport toService members who choose

not to report the sextiassault they experienced atwhtinue to besexuallyharassed by their
offender.

The2019 WGRRs the first year in which data were collected regarding the experiences of LGB
Service members in tHeeserve componenPrior research suggests that LGBiwiitlals are at

a heightened riskf sexual violence, and the results of #8849 WGRRrovidesomeevidence to
support that claimAlthoughthe estimated rates of past year sexual assault westatistically
different for LGB men compared to heterogakmen, the estimated rates were significantly
higher forLGB women compared to heterosexual womkiis not possible to assess whether

the rates of sexual assault for LGB Service members in 2019 significantly differ fromb2017,
the sizable difference between L@Bmen and heterosexual womear2019 by itself suggests

that greater attention to this particular subset of Service members would be beneficial. More
specifically, understanding thiactors thatontribute to LGB membeds hei ghisened r i sk
essential.

GiventheD o D éommitment to eliminating sexual violence from its rardantinuing to
identify the risk and protective factos$ sexual assault, particularly among groups that continue
to experience the highest rates of sexual assault, will be critical to futurefwevefforts.
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Chapter 3:
Sexual Harassment and Gender Discrimination

Introduction

DoD Directive(DoDD) 1350.2 covers selsased Military Equal Opportunity (MEO) violations

and includes either sexual harassment and/or gender discrimination behaviors by someone in the
military workplace. Although sekased MEO offensavay be less severe than sexual assault,

their insidious nature and the frequency with which they occur are likely to make them harmful

to Service membersdé health and well being (Cha

Office of People AnalyticsPA) surveys reveal that far mogervice members experience
sexual harassmetitan sexual assawdach year (Breslin et al., 2019; Grifka et al., 2018).
Meanwhile,evidence demonstrates thatidentsof these behavioareimpactful toboth
individuals and organizations terms of jobsatisfaction, retention intentions, and psychological
health andvellbeing(Lim & Cortina, 2005Griffith, 2019).

Prior research alssuggests thdhe relationship between sexual harassment, gender
discrimination, and sexual assaglstrong. Individuals who experience sexual assault often

report experiencing sexual harassment or gender discrimination gO©W&l] 2017; Sadler et

al., 2003 Stander et al., 20)8Moreover, an organizational climate that is conducive to sexual
harassment or gender discriminatioayalso be conducive to sexual assédirned et al.,

2002) Although it is not clear from the evidence that sexual harassongeinder
discriminationnecessarily precede sexual assault, their strong correlation with each other points
to the importance of measuring and tracking all of these behaviors.

To estimate past year sexual harassment and gender discrimination rates, Service members were
asked abot whether they experienced behaviors prohibited by MEO policy by someone from

their military workplace and the circumstances of those experiéhd@ss chapter provides the
estimated rates faexual harassment and gender discriminatibine charactestics of each of

these upsetting situationsaBce r vi ce member sd experi eaeces with

summarized for each violation separately. In other words, the report characterizes the attributes
of incidents of sexual harassment and genderidigtation separately. The chapter concludes

with a discussion of how ti#019Workplace and Gender Relations SurveReserve
ComponenMemberqg2019 WGRIRcan continue to iiorm program and policy efforts aimed at
preventing and responding to seasedVIEO violations.

Estimated Sexual Harassment Past Year Prevalence Rates

Sexual harassment comprises two behadi@sexually hostile work environment and sexual
quid pro quo A sexually hostile work environment includes unwelcome sexual conduct or

BAL | references to fiexperienceso of sexual harassment
behaviors endor s-epoflisytherelore, ganciudiens dn svitette evénfs reported occurred are

beyond the purview of this survey. OPA scientifically weights the survey data so that findings can be generalized to
the full population of Reserve component members.
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comments that interfere with a personds work
of fensive work environment; or wheryeorthe cond
career, and the behaviors must have continued after the alleged offender knew to stop or were so
severe that most Service members would have found them offensive. @aryatio quo

includes instances of job benefits or losses condiion sexuatooperation. The estimated

past year sexual harassment rate includes experiences of either of these beldantipis.

changes were made to the sexual harassment metric in 2019. Therefore, the results presented in
this report regarding the prevalerax&d characteristics of sexual harassment are limited to

responses provided in 2019 and no comparisons are made to data collected regarding sexual
harassment in prior years. Moreover, readers are strongly cautioned against making direct
comparisons betwedhe 2019 sexual harassment estimates and prior years. For more on rate
construction, seehapterl of this report.

Ihorder to be included in the sexual har assmen
involve a person the member had contact withaatsqd their military duties.This is in contrast

to the measure for sexual assault which does not include a regnirasito the context in which

the assault occurred or the status of the alleged offender.

Figure 17.
Estimated Sexual Harassment Past Year Rates for the Reserve Component

100.0%
Estimated Sexual Harassment Rate

80.0%
60.0%

40.0%

20.0% 17.3%

0,
7.1% 2.4%

0.0% ] E—

Overall RC Women Men

Margins of error range from +0.4% to +0.9%
Percent of all Reserve component members Q8-Q22

Overall, an estimated 7.1% of Reserve component merakpesienced sexual harassment in
2019. At 17.3%an estimated 27,489 Service members), the rate of sexual harassment was
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significantly higher among women compared to 4.4% of (aarestimated 27,132 Service
members).

As with sexual assauldifferencedn the prevalence of sexual harassment on the basis of
paygradewere also evidentThe rate of sexual harassment for enlisted women and enlisted men
(17.9% and 4.7%, respectively) was significantly higher than for women or men officers (14.4%
and 3.2%, rgpectively). Moreover,with an estimated rate of 19.1%anior enlisted women in
particular were significantly more likely than other women to experience sexual harassment.

Prior research has characterizedhagenoudlGrad Kau
al ., 2017) . The continuum of harm refers to
cyber bullying, that are used before or after the assault and/or supports an environment which

tol erates these actsé 2043 Evideize Juggests tha the reladidnship e f e n
between sexual harassment and sexual kssgarticularly importantespeciallyin terms of

sexual assault prevention. In 2019, 77% of women ifRéserve componeand 78% of men

who experienced sexual assault in the prior year alssexually harassed in the prior year.

One Situation of Sexual Harassment with the Biggest Effect
Most Serious Behavior Experienced in the One Situation

Service members were askedéflect upon and describe the characteristics and consequences of
the one sedbased MEO violatiod it h e 0 n ed that was thetwiorst,;oomost serious, to
them. This section of the chapter focuses on those experiences.

Of those who experieed a sg-based MEO Violation, 70% of women and’d®f men

identified behaviors consistent with sexual harassment as the worst situation. For women, this
situationtypically involvedrepeated sexual jokes (33%epeated sexual comments about their
appearance drody (32%), orepeated attempts to establish an unwanted romantic or sexual
relationship 82%). For men, thevorst situatiortypically involvedrepeated sexual jokes (37%),
someone repeatedly suggesting they do not act like a man is supposed t@(@%4yeone
repeatedly telling them about their sexual activities (23%)

Notably, for both men wasdrelyannselated indident. dnstead,e s i t
the sexual harassmegpically occurred over timeWomen (74%)were significantly mas

likely thanmen (66%})0 experience the situation morethance over a period of time. For the

plurality of women (37%)the situation lasted over a period of a few months.

Demographics of the Alleged Offender(s)

Women were about eglly likely to describe theexual harassment they experienced as
involving oneor morethan one alleged offendét8% andb2%, respectively. For the majority
of women 96%), the alleged offender(s)volved menand military members96%). Although
alleged offenders appead to span the entire range of milit@gygrades, women most
frequently identified their alleged offenderl@singin the paygrades of B%6 (51%) or EBE9
(38%). Women officershoweverwere significantly more likely than enlistecdmen to
identify their alleged offeret as a commissioneidficer, most often a®4006 (54%).
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Men (60%) were significantly more likely than women (52%) to describe the worst situation of
sexual harassment they experienced as involving more than one.pEi®eever, like women,

the sexual harassmethiat men in th&keserve componepkperienced typically involved alleged
offenders who were men3%), military members (95%), and in the paygrades E4 (30%), E5
E6 (50%), or EBE9 (29%). Notably, for men(38%), the worst situation of sexual harassment
was more likely than for women (29%) to include at least one female alleged offender

A

The all eged offender s o .3hemajaity of wamen (88%)samd a not a
significantly more than men 186), identified their offender as someone higher ranking than

them. Enlisted women were significantly more likely than women officers to describe the

alleged offender as someone higher ranking (76% of enlisted women compared to 52% of

women officers).Women were significantly less likely than men to experience sexual

harassment from individuals lower ranking than them (25% of women compared to 33% of

men). In this case, women officers (50%) were significantly more likely than enlisted women

(22%) to idetify the alleged offender as lower ranking.

Location and Context

For both women (8®) and men (87%), the vast majority of sexual harassment situations
occurred on military installations at unit sites. However, a nemegligible proportion of
incidentsoccurred aan official military functionon or off bas€39% for women andQ% for
men)and more than orguarterof women specifically described the situation as occurring at a
locationoff base(29%) or online on social media or via other electronmmanications (27%)

The vast majority of women (89%) and men (87%) experienced the one situation while in a
military status. More specifically, 52& womenand nearly half of men (48%Xxperienced
theirworst situaibn of sexual harassmewtile performing fulltime National Guard or Reserve
duty and roughly the same proportion (47% of women and 48% ofewpr}ienced the
situationwhile performing a drill period.
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Figure 18.
Location and Context of the Sexual Hasament One Situation
Women Where (Top 4) Men
88% On a military installation/ship _ 87%
o While at an official military function o
39% (either on- or off-base) _ 40%
29% At a location off-base - 22%
27%¢ Online on social media or via other - 13%;

electronic communications
When (Top 3)

While performing full-time National _
0, 0,
52% Guard or Reserve duty 48%

While performing a drill period _
0, 0,
4% (inactive duty training [IDT]) 48%
20% While activated in a Title 10 21%
’ (Federal Authority) status - ;
100% 80% 60% 40% 20% 0% 0% 20% 40% 60% 80% 100%

359, oOf situations were described as involving bullying  40%,

. . . . . - S950/ +
16%¥F Of situations were described as involving hazing 2391
Margins of error range from =3% to =5%
Percent of Reserve component members who experienced at least one behavior in line with sexual
harassment in the one situation

Q60-Q61. Q63

Gender Comparisons:  Higher Response { Lower Response

Making a Sexual Harassment Complaint

The militaryds equal opportunity training pro
resolveharassment or discriminatiagssuesat the lowest levelConsistent withhis training,

nearly half of women (49%) and 44% of m#iacussed the upsetting situation with the alleged
offender(s).

In 2019, 39% of women and 28% of men made a sexual harassment complaint regarding the

worst situation they experience8ignificanty more women than mespecifically made their

complaintto someone in their chain of command (34% and 22%, respectively) or to someone in
the all eged offender 6s%,aesprdtively).didtablg, fevnwommend ( 2 5 %
(9%) or men §%) made a compiint regarding the sexuaafassment they experiencedM&O

staff.
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Figure 19.
Making a Sexual Harassment Complaint in the Reserve Component

Made a Complaint
100%

80% Women
0 l Men
60% o
39%t 34%t
40% 28%I 22%1 25%1‘ 170/1
20% - . % g
o ] ] —_—
Made a Complaint Someone in their chain of Someone in the chain of  MEOQ office or staff who
command command of the alleged receive complaints
offender

Type of Complaint Filed

49% of women and

Women 12% 47% 22% 44% of men discussed
the upsetting situation
el 11% 47% 23% with the alleged
0% 20% 40% 60% 80% 100% offender(s)
mAnonymous minformal wmFormmal mNotsure
Margins of ervor range firom =3% to =9% Gender Comparisons: T Higher Response I Lower Response Q64-Q66

Percent of Reserve component members who experienced at least one behavior in line with sexual harassment in the one situation

Members of the nhitary have several optiorfer addressing a sexual harassmeaalation,
including an anonymous, informal, or formal complaint. The plurality of the(#&)and
women(47%)who made any complaint made an informal Brend received a variety of
responsesAmongbothwomenand men (48% and 41%, respectivetie nost common
positive action taken in response to their complaint was that someone talked to the alleged
offender to ask tm to change their behaviddowever,enlisted women were significantly
more likely than women officers to receive this type of respdb0% compared to 34%).

Overall, he most common negativesponsdo a sexual harassment complaint for both women
(40%) and men (35%yasbeing encouraged to drop the issiléomen officers (34%) were
significantly more likely than enlisted women (19%) to receive some type of negative response
to their complaint.Justoveronequarter of the women (28%) and men (28%) who made a
complaintregarding the sexual harassment thgyegiencedesponded that the alleged

offender(s) stopped the upsetting behavia&onsequence of their complaint.

¥ Informal complaints are allegations submitted eitrerbally or in writing to a person in a position of authority
that are not submitted as a formal complaint through the office designated to receive complaints.
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Figure 20.
Responsgto Making a Complaint of Sexual Harassment in the Reserve Component
Top Actions Taken as a Result of Making a Sexual Satisfaction with Aspects of the Complaint Process (Top 3)
[l el G el Ufean Lty Availability of information about victim support services
Someone talked to the person(s) to ask them to 48% 1% Women 38% 29%3%
change their behavior ° ° Men 34% 44%,
They were encouraged to drop the issue 40% 35% Treatment by personnel handling your complaint
Women 34% 30%
The rules on harassment were explained to everyone 39% 39% Men
Their coworkers treated them worse, avoided them, Availability of information about how to follow-up on a complaint
34% 29%
or blamed them for the problem Women 33% 31%
The person they told took no action 32% 31% Men 30% 41%
; i ; 0, o 0% 20% 40% 60% 80% 100%
The person(s) stopped their upsetting behavior 28% 28% mSatisfied  m Neither satisfied nor dissatisfied  w Dissatisfied
Margins of error range from =6% to +10% Gender Comparisons: T Higher Response I Lower Response Q67-Q68

Percent of Reserve component members who experienced at least ene behavior in line with sexual harassment in the one situation and reported

Finally, Service merhers were also able to provide reasons for not making a complaint
regarding the sexual harassment violation. Among their reasons for not making a complaint,
most womerand men thought the complaimbuld make their work situation unpleasant (55%
and 45%yespectively, wanted to forget about it and move on (5886 42%, respectivelyor
thought it was not serious emgh to make a complaint (44% and 41%, respectively).

Estimated Gender Discrimination Past Year Rate

The gender discrimination rate includeembers who experienced behaviors or comments

directed at them because of their gende¢hépriorl2 months. To be included in the rate, the

specified behaviors needed to meet the DoD legal criteria for gender discrimaradiomore
specifically, Ser i ce member s6 experiences had to involyv
as part of their military duties. Again, this is in contrast to the measure for sexual, agsahlt

does not include a requirement as to the context in which the assault occurred or the status of the
alleged offender. Further details regarding catestruction are available imapter 1 of this

report.

In 2019, the overakstimatedate of gader discnmination in the military was 3%. However,
as with the other unwanted behaviors discussed in this rgpoder differences were notable
With a rate of 10.%, women in thé&keserve componefdn estimated 15,939 Service membpers
weresignificantly more likelythan men(1.3% and an estimated 8,178 Service membbers)
experience gender discrimination.

Notably,34% of womenand 13% of memwho were sexually assaulted in the prior yaao
experienced gender discrimination
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Figure 21.
Estimated Gender Discrimination Past Year Rates for the Reserve Component
100.0%
Estimated Gender Discrimination Rate
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One Situation of Gender Discrimination with the Biggest Effect
Most Serious Behavior Experienced in the One Situation

As stated previously, Service members were asked to reflect upon and describe the
characteristics and consequenceaesrgender it he
discrimination that was the worst or most serious to them. In B3¥®pf women an®1% of
men identified an incident that involved behaviors consistent with gender discrimiastiloa
worst situation For both women (B%) and men (8%), thesesituations typically involved
being mistreated, ignored, or insulted because of their gender.

For the vast majority of women (80%) and men (83%), the one worst situatioexiheryenced
occurred more than once. More specificdity,more than on¢hird of women (35%) and 31%
of men the situation happeneaxver a period of a few months. Men {@)Lwere significantly
more likely than women (30%) to experience the gender discrimination for a pedondysfar
or moe. Accordingly, nenwere alsasignificantly more likelythan womeno say that the
experience made them take steps to leave thearyili8% of men compared to 32% of
women)
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Demographics of the Alleged Offender(s)

For Reserve componemtomen, thevorst situation of gender discrimination typically involved
alleged offenders who wemeen @6%), military members (97%pandhigher ranking than them
(85%). Women most often identified the alleged offenders as beiadp@B6 (47%) or EBE9
(49%)and specificalllsomeone in their midary chain of commanexcluding their immediate
supervisol(44%), some other higheankingmilitary member in their unit (42%%r their
immediate supervisor (38%)

There were only a few differences in the characteristics of the gender discrimination experience
for women and men. Most notabiyenwere signiicantly more likely than wometo identify

the alleged offedersasall women (36% of men compared to 4% of wormenims) or a mix of

men and women (45%f men compared to 23% of womeigtims). However, as was the case

for Reserve componemtomen, the gender discrimination that men elgmeednearly always
involved military members (98%ijnembersvho were higher ranking than them ¢85 and
memberavho weremost often in the paygrades of &6 (48%) or EBE9 (49%). For men, the
situationtypically involvedsomeone in their militarghain of commangdexcluding their

immediate supervisq®#9%), some other highaanking military member in their unit (42%), or

their immediate superviso84%).

Location and Context

In 2019, hevastmajority of both women (94%) and mer2¢®) experiencd their worst

situation of gender discrimination atmilitary installatioror facility. However, for a substantial

proportion of vomen (3%6) andsignificantly moremen (536), the incident occurredtan

official military function that was eithern or of base Likewise accounting for th
gender and paygrade simultaneously reveals that junior officé@@)Iwomen (50%) were

significantly more likely than other women to experience gender discrimination at an official

military functionthat waseitheron or off base

For both women (92%) and men (90%), the one worst situation of gender discrimination
occurred while they were in a military status. Bwr majority of women (56%) and mer0£6),
this waswhile they were performing fulime National Guard or Reserve dufy.However, a
sizable proportion of women (53%) and men (53%) also responded that the worst situation
occurred while they were performing a drill period (inactive duty training [IDT]).

Men (28%) were significantly more likglthan women (8%) to characterize the gender
discrimination experience as hazing. Howeween and womewereaboutequally likely to
characterize the experiencelaslying (51% of women and®% of men).

2The full response opti on smeNatibnalhGudrdeor Resawutyy activedugy e r f or mi
for special work (ADSW), additional duty operational support (ADOS), active duty for training (ADT), or annual
training (AT). D0
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Figure 22.
Location and Context of the Gender Discrimination One Situation
Women Where (Top 4) Men
94% On a military installation/ship _ 92%
S | 7% el — LR
22% At a location off-base - 20%
20% Online on social media or via other - 14%

electronic communications

When (Top 3)

While performing full-time National _ o
0,
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While performing a drill period _ o
0,
53% (inactive duty training [IDT]) 59%

While activated in a Title 10 o

21% 22%
’ (Federal Authority) status - ’
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519, Of situations were described as involving bullying  §59%,

89+ Of situations were described as involving hazing 289/, T
Margins of error range firom +3% to +8%
Percent of Reserve component members who experienced at least one behavior in line with
gender discrimination in the one situation
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Gender Comparisons: T Higher Response I Lower Response

Making a Gender Discrimination Complaint

As mentioned previously, MEO training encourages Service members to attempt to resolve
issues related to harassment or discrimination at the lowest levddlpog3pnsequentlya

sizable proportion of Service members discussed the situation with their alleged offender.
Women were significantly more likely to do so than men. Nearly half of women (46%) and
rougHy onethird of men (346) addressethe unwantedbehavior withthe alleged offender.
However, it waslsocommon for Service members to seek support from family, friends, or
colleagues. Women were significantly more likely than men to discuss the situation witk friend
or family outside of the unit @6, compared to 63% of men). Meanwhile, the majority of both
women (B%) and men (6%) discussed the situation with someone in their unit.

As mentioned previoushfervice members have multiple options for making a complaint related
toasexbased MEOwW | at i on, including to their or the a
the Inspector General (IG), to a local MEO office or staff member assigned to receive MEO
complaints, or via one of the military hotlines dedicated to receive MEO compl&ir2619,

nearly half (48%)f Reserve componemtomen and 42% of men made a complaint regarding

theworst situation ofjender discrimination they experienced. For both wof2%)and men

(39%), complaints were most often made to someone in their own cheamwhandand,

among those who made a complaint, theye typically informal (49%or women and 48% for

mer).
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Figure 23.
Making a Complaint of Gender Discrimination in the Reserve Component
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Margins of errorrange from =3% to £11%  Gender Comparisons: T Higher Response f Lower Response
Percent of Reserve component members who experienced at least one behavior in line with gender discrimination in the one situation Q64-Q66

I 2% 48% 24%

Service members were asked to inddoahat actions were taken in response to their complaint
and negative actions were among the most often endorsed.stostantial proportion of

women (44%) and nearly half of men (49%) the petbey told took no actigft nearly half of
women(46%)and more than half of mgb5%) wereencouraged to drop the issue; argizable
proportion of men (43%) and significantly more than women (28%) responded that the person
who did the upsetting behavior took action against them for making a compiageneral,

Service members who reported therst situation ofender discrimination they experienced

were dissatisfied with the complaint proa@dsoth specific aspects (e.g., the availability of
information or how well they were kept informed) and the proceerall. Men were

significantly more likely than women to express dissatisfaction with their treatment by personnel
handling their complaint (60% compared to 43% for women) as well as with the amount of time
taken to resolve their complaint (63% complt®@ 47% for women).

21 All responses are from the perspective of the Service member who, for a variety of reasons, may or may not be
aware of the actions taken by the person who took their MEO complaint.
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Figure 24.
Responses to Makma Complaint of Gender Discrimination in the Reserve Component
Top Actions Taken as a Result of Making a Satisfaction with Aspects of the Complaint Process (Top 3)
Gender Discrimination Complaint Availability of information about victim support services
They were encouraged to drop the issue 46% 55% Women 31% 40%
:
The person they told took no action 44% 49% Men 3% a5% n .
- - Treatment by personnel handling your complaint
Th;lr cov;c;trhkersftre?':ed thzrl'n worse, avoided them, 37% 439, |Women 25% 33%
or blamed them for the problem Men 15% 26%
They were discouraged from filing a formal complaint 33% 46% Amount of time taken to resolve your complaint
The person(s) who did the upsetting behavior(s) took 28% 439 Women 17% = 36%
action against the victim for complaining ot ot LEU 1% 26%
0% 20% 40% 60% 80% 100%
Someone talked to the person(s) to ask them to 35% 21% =Satisfied = Neither satisfied nor dissatisfied = Dissatisfied
change their behavior
Margins of error range from £5% to =12% Gender Comparisons: T Higher Response f Lower Response

Percent of Reserve component members who experienced at least one behavior in line with gender discrimination in the one situation and reported Q67-Q68

Among those Service members who did matke a complaint regardirtige worst situation of
gender discriminatiothey experienced, women madten chose not to make a complaint
because they thoughtvitould make their work situation unpleasant (628t nothing would
be done (54%), or they did not trust that the process would b@4&). Meanwhile, the most
frequent reasomen chose not tmake acomplairt wasbecause they did not think anything
would be don€69%), did not trust that the process would be fair (59%hey thought it would
make their work situation unpleasant ¥63

Lesbian, Gay, and Bisexual Service Members

As noted in Chapter &) order to gain a better understanding of the oiskexual harassment
and gender discriminaticspecific to military members identifying as lesbian, gay, or bisexual
(LGB), the2019 WGRRasked Service members to identify their sexual orientation.

In 2019,an estimated24% of LGB womenexperienced sexual harassment. This rate was
significantly higher than the estimated sexual harassment rateB& 1&r. heterosexual women.
The estimaté rate of sexual harassment for LGB men w@$% which issignificantly higher
than the estimated rate foeterosexual men (4.0%)

In 2019, an estimatet?.8% of LGB womenrexperienced gender discrimination. This rate was
statistically comparable toalestimated gender discrimination rate of 9.7% for heterosexual
women. The estimated rate of gender discrimination for LGB men2:@%. The estimate for
heterosexual men wat reportable.
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Figure 25.
Estimated Past Year Sexual Harassment and Gender Discrimination Rateksdsbian, Gay,
and Bisexual Service Members

Sexual Harassment Rates

by LGBINon-LGB

Women  23.4%t 15.8%%

Men  10.6%t 4.0%%
Men —ﬁ Gender Discrimina'iun
Rates by LGB/Non-LGB

LGB Non-LGB
Women 12.8% 9.7%
Men 2.6% NR

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

w Heterosexual or straight = Gay or lesbian ~ » Bisexual Other  mPrefer not to answer

Margins of ervor range from =0.1% ro +1.3% 2019 Trend Comparisons: 1 Higher than 2017 | Lower than 2017
Percent of all Reserve component members LGB/Non-LGB Comparisons:  Higher Response | Lower Response Q207

Conclusion

Comparinghe estimates of sexual harassment and gender discrimination ito2®1& years
was not possible. Howeveheresults of th2019 WGRRevealthat these sekased MEO
violations continue tpose a challenge tailitary units and workplaces.

Particularly notable are Service member experiences with the complaint prSeegise

members who make a complaint nrapt always be made aware of the actions taken by the
individual or office receiving the complaint. However, that barelyquerter of the women

(28%) and men (28%) who madsexual harassmenbmplaint responded that the alleged
offender(s) stopped thegpsetting behavior afterwards, coupled with only mediocre assessments
of nearly every aspect of their complaint experience, sugdegtthesexbased MEG:omplaint
processnay benefit from further evaluation.

Service member sd rteesexwhharassnemnt or gemder dis@imioation they g
experienced are also importarithat a substantial number of women and men chose not to

report their experiences because they thought nothing would be done or did not trust that the
processwouldbefairs i mportant . These data not only hi
sexbased MEO prevention and response program but also the barriers that meembers

perceive to making a complaint.

Finally, theprevalence o$exual harassment and gender discrimination among$&tice

members merits attentiomMearly one out of four LGB women in t&eserve componeand

more than one out df0 LGB men experienced sexual harassment in the prior Vida.

differences in thestimated rates of gender discrimination for LGB womenpayed to

heterosexual womenere also sizableAlthought he r epeal of the ADonoét
policy is now a decade old, the results of 20689 WGRRuggest that efforts nsure the safety

and wellbeing of LGB Service members must continue.
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Chapter 4:
Culture, Climate, and Trust in the Military

Introduction

Althoughestimating the rate ;fexual assault, sexual harasetmand gender discriminatiamas

the primary focus of th2019Workplace and Gender Relations SurveiReserve Component
Memberqg2019 WGRIRdata collectionassessing related individuahaviors perceptions, and
charactestics of the military workplace ialsocritical to pevention andesponse effortsPrior
research demonstrates that accounting for environmental or contextual factors related to sexual
harassment and sexual assault is not only necessary but critical to decreasing the risk of both
perpetration and victimization (Harned et al., 2002;rplet al., 2013; Walsh et al., 2014)

Among these factors, it important to considerdth individual behaviors (e.g., excessive

alcohol use) andrganizational norms (Abbey et al., 2014; Cleveland et al., 2019; Walsh et al.,
2014).

This chaptepresatsthe results of a series of questions included i201O WGRRo assesshe

extent of excessive alcohol use acrosRaserve componenwillingness by Service members

to intervendo prevent unwanted behaviors, workplatieate, and trust in the ifitary. Many

of these questions were new to #8689 WGRRind, thus, the data cannot be compared to prior
years. Nonetheless, these results offer useful ingighsding the context in whidReserve
componentnembers operate and may help to informdésign and evaluation of future

interventions for the prevention of or response to sexual assault, sexual harassment, and gender
discrimination.

Alcohol Use

Binge drinking defined as five or more alcoholic drinks for males and four or more alcohol
drinks for females within a twbour period may have severe health consequerfdésid
Health Organization, 20)%nd has been associated with increased risk of sexual violence
(Abbey et al., 2014) In order to asses$be extent andeverity of alcohol use ithe Reserve
componentthe2019 WGRRncluded a modified version of the Alcohol Use Disorders
Identification TestConcise (AUDITFC).2? The AUDIT-C comprises three questions related to
(1) frequency of alcohol us€2) amount of alcohol use; aff8) bingedrinking (Bush et al.,
1998). The AUDIT-C is scored based on resges to these three questions with a tatate of
four or more for men and three or more for women indicating hazardous drinking4&vels.

22 The thredtem AUDIT-C is a modified version of the ditem AUDIT develged by the World Health

Organization (WHO). Furthenodifications made to the AUDIT in the2019 WGRRncluded the addition of a
time reference (i dwandithe gse df bpdated, gesitbased &iterra donbingedrinking (as
articulatedabove).

2When the total score is derived entirely from the responses to the first question regarding frequency of alcohol
use, the individual is coded as a Huarardous drinker.
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Overall, 124 of Service membeengaged ifmeavy or hazardous drinkg in 2019 Women
(14%) were significantly morkkely than men (1%0) to behazardous drinkers. Meanwhile,
junior enlistedvomen (186) were significantly more likely than otheomenin theReserve
componento be hazardous drinker§he samavas not true for junior enlisted men who were
no more likely than other men in tReserve componetd be hazardous drinker3hat women
in the Reserve component were more likely than men to engage in hazardous drinking in the
prior year is otable. Althoughevidence points to an increase in drinking among wamen
recent yearand drinking behaviors commonly differ based on ager ptudiesof civilian
populations have consistenflyund higher rates of excessive alcohs® specifically,binge
drinking and alcohol use disorddramong merfNolenHoeksema, 2004)Alas, researchers
use a variety of measures for excessive or hazardous drihkisigiakng comparisons between
populations difficult (Wilsnack et al., 2018).

Figure 26.
Alcohol Use Among Reserve Component Service Members
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Alcohol-related periods of amnesia may prove useful as indicators of other types of harmful
behaviors such as future heavy alcohol use or injury (Wetherill & Fromme, 2Bid&)dition to
the AUDIT-C, the2019 WGRRilso measuredxcessive drinkingy asking Service members to
indicate how often they drank so much that they could not remestiarhappened the night
before. For the vast majority of women (93%) and men (93¥iy was never the case.
However, 6% of women and&of men experienced memory loss related to alcohoiruge
prior year.
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Bystander Observations and Intervention Behaviors

Bystander intervention is among the most widely recognized approaches for preventing sexual
violence.As such, the militarydés tr towandencayraging ogr am
bystander interventigrno include providing Service members with tbels for considering how

best to intervene in differestenarios. However, in order to intervene, Servhiembers must

be alert to the presenceindppopriate behaviorsidentifying what types of behaviors Service
members observe and how they regporay help to not only assess the effectiveness of existing
training on bystander intervention but ateomprove that training.To this end, th019 WGRR

asked Service membeisidentify whether they had witnessed a range of behaviors in the prior

12 months and, if so, how they responded.

The mosfrequent behavior observed Rgserve componemtomen was someone in the
military workplace who Acrossed the | ineodo wit
the most frequertdbservation wasomeondrom their military workplace who drank too much

and needed help (11%Pverall, womenin theReserve componemtere significantly more

likely than merto havewitnes&da situationpotentially requiring interventiom the prior year

(30% of women compad to 18% of merseeFigure27).

The most ommon responses to witnessing potentially dangesibuiations were consistent for

both women and men. Nearly half of women (47%) and men (48%) responded that they spoke
up to aldress the situatiorBoth women and men officers (55% and 56%, respectively) were
significantly more likely to have spoken up to address the situation compared to enlisted women
or enlisted men (45% and 47%, respectiveMeanwhile, 40% of women and &of men

responded that they talked to those involved to see if they were biktys case, enlisd

women ¢1%) and enlisted mer1%) were significantly more likely thawomen or men

officers (32% for bothjo intervene in this way
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Figure 27.
Bystander Intervention in the Reserve Component
Witnessed at Least Most Common Top Interventions
One Situation Situations Witnessed (Percent of Reserve component
(Percent of all Reserve (Percent of all Reserve component members) members who witnessed the situation)

component members) =
19% Observed someone from military
workplace who crossed the line with their
sexist comments or jokes

47% spoke up to address the
situation

c P
(7] 70% 16% Encountered someone from military .
E workplace who drank too much and 40% laked to those involved
= 30% needed help Yy y
9% Encountered someone from their 26% told someone else about
military workplace being hazed or bullied it after it happened
“No mYes
11% Encountered someone from military
workplace who drank too much and 48% spokeSiltJSatt?ogddress the
needed help
= 82% 8% Observed someone from military 83% 29% talked to those involved
2 N workplace who crossed the line with their Intervened -
= \ 18% sexist comments or jokes to seeif they were okay
5% Encountered someone from their 25% intervened in some other
military workplace being hazed or bullied way
“No mYes
Margins of error range from =1% to =3% Q159-Q160

Workplace Climate

Prior research hatemonstrated the influence of workplace climate on not only the perpetration

of sexual assault or sexual harassment but also victim reportingotdecisid recovery

(Buchanan et al., 2014; Sadler et al., 2017; Sadler et al., 2018; Willness et al., 2007). More
specifically, evidence suggests that a positive organizational climate is related to a decreased risk
of sexual assault (Klahr et al., 2017paexual harassment (Bergman et al. 2002; Walsh et al.,
2014) and more positive outcomes for those who report sexual harassment (Bergman et al., 2002;
Offermann & Malamut, 202). Leadeattitudes and behaviors in particular may serve as either a
risk or protective factor for sexual assault in the military (Sadler et al., 2017; Sadler et al., 2018).
Moreover,perceptions by Service members of the equal opportunity climate are also directly
related to other outcomes that are importathédoD, including unit cohesion, job satisfaction,
andorganizational commitment (Estrada et al., 2011; Walsh et al., 2010).

In 2019 Service members weaskedo assess theunitd s ¢ | spenifecdllyethe extent of
responsibilitydisplayed by unit membgfor prevention and intervention vévis sexual assaylt
the level of leadership shown by their immediate supertaspromote a positive and healthy
workplace the level of intolerance for sexual harassmand the extent of workplace hostility
displayed by coworkers and leaderBhe followingsections detathe results of Service

me mb eesporises to each of these topics in turn.

Responsibility and Intervention

Themajority of Reserve componentembers rated #ir units favorably based amvarigy of
positivebehaviorghatthey witnessed people in their uaithibitto a large extenincluding
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making it clear that sexual assault has no place in the military (82%), promoting a climate based
on mutual respect and trust (80%), and encouraging victims to report sexual (@348aylin
fact, the positive bleavior observed the least oftemecognizirg and immediately correcting

incidents of sexual harassméntas still witnessed talarge extent by 72% of Service
members.

Figure 28.
Responsibility and Intervention in the Reserve Component

In the past 12 months, to what extent have you witnessed people in your unit...
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military and behaviors trust assist others harassment

Margins of error range from =1% to =2% Women @®Men
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However,a disaggregation of Service member responses by gender revealsriteat

consistentlyratedtherni t 6 s | es s f a(seekigarb28)y The rmoatmarked d
difference wasvith regardto incidents of sexual harassmentigrgficantly fewer women (63%)

compared to men (74%litnessednembers of their unit recognizend immediately correct

sexual harassmenOther notable and significant differences existeth regardto promoting a
unit climate based on mutual respect and trust (72% of women compared to 82% of men

me n

perceived this to a large extent) and encouraging victims to report sexual assault (73% of women
compared to 83% of men perceived this to a lasgent). The disparate perceptions of men and
women Service members may reflect differences in the typasitsfin which they serve or

(more |Iikely) different expectations

or

women(who are mordikely to experience unwantegendesrelatedbehaviors in the military)
may be more perceptive to inappropriate conduct as well as insincere responses or inadequate
actions to address those behaviaraking it more likely that theywould rate their unitdess

favorablythantheir male peers.
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Leader Actions

In 2019,Service members were asked to specifically assess howherlimmediate supervisor
demonstratedppr@riate behavior and displayéshdershipwith regardio preventing and/or
responding toriappropriate gendeelated behaviors.

Overall,Reserve componenmtembers provided positive assessments of their immediate
supervisorso behavior. The vast majthatrtheit y of
immediate supervisanodeledrepectful behavior (87%), wouldtervene if an individualvere

receiving sexual attention at work (87%), and encouraged indigitbubklp others in risky

situations (86%). Howevewomen consistently held less favorable perceptions of their

immediates u per vi s or s 6enlwviththa largest diffetetca pertaming to their

i mmedi ate supervisoro6s willingnessfhtneypcorrect
fibabe) or fisweetie) or use other unprofessional language at work. Womgr) weae

significantly less likely than men (81%) to believe their immediate supervisors would make these
types of corrections in the workplace.

Figure 29.
Leader Actions to Prevent and Respond to Sexual Assault in the Reserve Contpone

My immediate military supervisor...
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Models respectful Would intervene ifan Encourages individuals Promotes responsible Would stop individuals Would correct
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attention at work result in harmful "babe," or "sweetie"

outcomes

Margins of error range from £1% to =2% Women ®Men

Percent of all Reserve component members Gender Comparisons: T Higher Response T Lower Response Q172

Service members who identified their leaders as being in fgraue of E4 or E5 consistently
rated their immediatsupervisorsignificantly lowerthan did Service members with more senior
supervisorgi.e., thosein the paygradeof E6 and above)The most marked difference

supervisor assessmemtas related to stopping individuals who were talking about sexual topics
at work. Service members with an E4 or E5 immediate supervisor were significantly less likely
than those with more senior leadeysagree that their immediate supervisor would intervene to
prevent sexual discussions at waik5% of those with junior leadersompared to 8% with

more senior leadexs
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Psychological Climate for Sexual Harassment

The psychological climate for sexdarassmeris a nineitem scalethatassesses the level of
intolerance for sexual harassment in the workp{&strada et al. 2011)n the2019 WGRR,

Service members rated their military workpladgéh regardto how seriously peers and leaders in
their wnit perceive sexual harassment as an issue and how risky it is for Service members in the
unit to speak up about sexual harassm&sgsponsewere providedn a fivepoint scale

ranging fromstrongly disagee(1) tostrongly agre€5) with a higher scormdicatinga

workplace climate intolerant of sexual harassméiit nine items loaded onto a singlactor

and theCr o n b a@phdréliability statistic fothe scale was 0.91. Thagas consistent with the
reliability statistic reported by Estrada armlleagues (2011).

Figure 30.
Psychological Climate for Sexual Harassment in the Reserve Component

How much do you agree or disagree with the following statements regarding your current military workplace?
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Theaveragescore for the psychological climate for sexual harassment Masuggesting an

overall positive assessmntesf themilitary workplace byReserve componentembers.As with

each of the climate measures thus far, women provided significantly less positive assessments of
the climate for sexual harassment than did ,méth an average sce of 3.8 for women

compared to 4.for men. More specificallypne out of fivewvomen(20%) compared to
significantlyfewer men (9%ggreed with the statement that it would be risky to file a sexual
harassment complaint in their current military workpladéomen were alssignificantly less

likely than merto agree that they would feel comfortable making a sexual harassment complaint
in their workplace (58%f womencompared to 7 of mer), less likely to agree that penalties
against individuals who sexually haratker ae strongly enforced (85 of women compared to

73% of men), and significantly less likely to agree that actions in their military workplace are
being takerto prevent sexual harassment (74% of women comparedém8hen).
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Women assignetb a workplacevhere women we uncommon (less than 10% of their military
coworker3?* rated the climate for sexual harassment as significantly worseniaim units
wherewomenwere uncommoian averagscoreof 3.6 compared to 4)1 However women in
units where womewerecommon also had significantly lower ratings of the climate for sexual
harassment then men in units where women were more conamavé¢rage d3.8 compared to
4.2). Table 1 focuses on the differences betweemen and between méased on the
demogaphics of their workplace

Table 3.
Psychological Climate for Sexual HarassmefRCSH)and Women's Representation in Units
Women? Men
(% Agree/Strongly Agree) (% Agree/Strongly Agree)
Women \Women More  |[Women \Women More
Uncommon Common Uncommon Common
It would be risky for me to file a [26% 17% 9% 8%
sexual harassment complaint
A sexual harassment complaint [17% 11% 9% 7%
would not be taken seriously
A sexual harassment complaint [61% 67% 74% 76%
would be thoroughly investigated
| would be comfortable reporting[52% 62% 7190 749
sexual harassment complaint.
Sexual harassment is not tolerat{77% 34% 8894 0094
Individuals who sexually harass [16% 11% 7% 6%
others get away with.
| would be afraid to file a sexual [23% 15% 8% 7%
harassment complaint.
Penalties against individuals whq50% 58% 72% 73%
sexually harass others at work a
strongly enforced.
Actions are take to prevent sexud68% 77% 8204 8694
harassment.
MeanPCSHscore 3.6 3.8 4.1° 4.2°

Note.i Women uncommono refers t o lassithath %ifn tvakei wmi wdme rtc oM@ 0 S
determined by the responderifll differencesetween womeare significant ap < .01. PIndicates differences
between metthat are significant gi < .01

Workplace Hostility

Workplace hostility refers to the degree to which individuals in the workplace act in an angry or
hostile mannetowardothers in thavorkplace. Workplace hostilitgncompasses behaviors such
as interfering veiformance nobpeomding aséistance wirerk negred, or
using insults, sarcasm, or gestures to humiliate the member. R¥118&GRRService

24 Overall, 37% of Reserve component members (36% of women and 37% )ofverenserving in units where
women were uncommon (less than 10%).
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members were able to provide assessments regarding the frequency of experiencing behaviors
consistent with workplee hostilityanddirected at them by their military coworkers or their
immediate supervisor. Response options ranged riever(1) tovery often5), with higher

scores indicating a more hostile workplace

For women in th&keserve componertheaverage workplace hostility scoresasiated with
coworkers was 1.8nd the score associated withithemediate supervisor was 1.4or men in
theReserve componerthe average workplace hostility score@sated with coworkers was 1.4
and the averagsecore associated Wiimmediate supervisors was 1.Qverall, these scores

suggest thate vast majority of Service membeeselyor neverexperienced hostileorkplace
behaviordn 2019 However, women were significantly more likely than nieexperence
nearlyevery behavio(seeFigure31). Among the hostile behaviors that women were more

likely to experience than men were not being provided information or assistance when needed
(33% of women compared to 22% of men) and being gossiped or talked about (44% of women
compared to 29% of men).

Figure 31
Workplace Hostilityfrom Coworkersin the Reserve Component

During the past 12 months, how often have you experienced any of the following behaviors, where military
. coworkers......
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There waslso asignificantdifference in the proportion of womevho experienced hostile
behaviordased on the composition of their military workplaéoughly one ir0 (12%) of
women assigned to units in which women were uncommon (less than 10% of thaiymil
coworkers)experienced hostile workplace behavioosnpared to 7% of those in units where
women were more common. Notably, this difference eadent for men as welvith 7% of
men working in units where women were uncomrarperiencing hostile behaviotempared
to 5% of men in units where women were more common. Overall, these diffenesyzc@ppear
small. Howevera multivariate logisticegression controlling for paygrac&ndReserve
componensuggestshatbeing in a unit with few women nearly doubled the oddsahen
rating the workplacelimate ashostile and increased the oduls24% for men
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Finally, Service members who characterized thrkplace as hostilémeaning they
sometimes, often, or very often experienced hostile workplace behaviors) had sityifaaer
retention intentionsgiss than half48%) were likely to stay in the militarif they could
compared to 75% of Service members in hgaltbrkplaceclimates.

Trust in the Military

Trus® in leaders and the military systémi s par amount t o the DoD&s r €
sexual assaultService members who believe that they can rely on their leadership and the

militarybds system odwith digsity and respadtonaytbe racsetlikely to e m f a
report unwanted experiences. Moreover, prior research suggestetpatceptiof
procedural justicéa fair processinay be more influential, in terr

report future incidentghanthe actual outcome of the process (Tyler, 2004; Nix et al., 2015).
The same may be true f orpostitelrenegativewdparting bser ve t
experience.

Overall, Service members expressed a great deal of trust in the military system, and specifically,
trust that if they were sexually assaulted the military system would protect their privacy (70%),
ensure theisafety (74%), and treat them with dignity and respect (73%). Howtbeee, were
significant and giabledecreases in thextent of trust since 2017 asijnificant difference

the perceptions of women versusm Just over half of women @gsignificantly less than the

71% in 2017 agreed thaif they were sexually assaultéae military system would protect their
privacy, 60% of womer(significantly less than the 74% in 2Q1aQreed that theystem would

ensure their safetgand 59% of wome(significantly less than the 73% in 201aQreed that they
would be teated with dignity and respect. Meanwhild% of men (significantly less than the

84% in 2017) agreed that if they were sexually assaulted the military system would protect their
privacy, 77% of men (significantly less than the 86% in 2017) agreed that the system would
ensure their safety, and 76% of men (significantly less than the 86% in 2017) agreed that they
would be treated with dignity and respect.

Figure 32
Trust in the Military System

If you are sexually assaulted, you can... % who indicated agree/strongly agree

100:/0 83% 84% 74% |
Trust the military 0 e —o
system to protect 60% 68% 71%
your privacy 40% 56% |

20%
0%

Trust the military 100% 87% 86% 7% |
system to ensure 80% —
your safety 60% 73% 74%
following the 40% 60% |
incident 20%
0%
. 100% 86% 86%
Trust the military g, - - 76% |
system to treat  gqo -
you with dignity 400/: % 73% 59% !
and respect 20%
0%
2015 2017 2019

Women =@=NMen
Margins of error do not exceed 2%

Percent of all Reserve component members 2019 Trend Comparisons: T Higher than 2017 | Lower than 2017 Q170
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As mentioned previously, one potential consequence of an unhealthy workplace climate is that it
mayerode Service member trust in the military even absent a personal experience with any
unwanted behaviorsindeed, wme n wi t h hi gher r atwithrggardef t heir
sexual harassmefite.,a climate intolerant of sexual harassmeveyesignificantly more likely

than women with lower ratings to trust the militaryteys to protect their privac\8{%

compaed to33%), ensure theiragety @0% compared t88%), and treathem with dignity and

respect 8% compared t86%). The same substantial differences in trust in the military system
were evident for men with higher ratings of t
to menwith lower ratings.

Finally, a Service member 0 sctlysetate so¢heirodécisibnrtau st i n
continue to serveAs mentioned previously, tH#019 WGRRissesssretention intentions by

asking Service members to assert their likelihood of continuing to participate in the National
Guard/Reservé they could. Nearlyhreequarters of Service members (73%) indicated that

they were likely to continue to serve if they could; and, specifically, 72% of women and 73% of

men. However, significant and substantial differences in retention intentions were evident based
ontheSer vi ce member 6s e x tsystanh Wanken who agreed that theyt he mi |
could trust the militargystem to protect their privacy, to ensure their safety, and to treat them

with dignity and respedf they were sexually assaultagere signifiantly more likely than

women who disagreed to have high retention intentisesTable4).

Table 4.
Trust in the Military Systemand Women'sRetention Intentions

Retention Intentions
(% Likely/Very likely)
High Trust Low Trust
The military system would protect theirivacy 80% 57%
The military system would ensure theiafety 80% 56%
The military system would treat them witlignity andrespect 80% 54%
Note.iHi gh trusto refers to individuals responding that t

trust in the military system. All differences are significanp &t.01
Conclusion

The results of the019 WGRReveal that most members in tReserve componeperceive

their workplace or unit climates in a positive manner. However, disaggregating these data by
gender reveals significant and substantive differences in the perceptions of women and men.
Women cosistently rated their military workplace or unit climate significantly lower than did
men. More specifically, women were significantly less likelyvitness members of their unit
takeresponsibilityfor intervening to prevent sexual assault, less likelgerceive that their
immediate supervisor ok actions tgromote goositive and healthy workplace, less likely to
perceive their workplace as intolerantseikual harassment; antbre likely to experience
workplace hostility from coworkers or themmediate supervisor.
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Differences between men and women regarding perceptions of the unit @onzted the

reality thatmanywomen continue téace challenges in the militaryMoreover, dfferences

between women and men regarding the level of toleramms®kual harassment in particular
demonstrates the ways in which these particular unwanted geshalexd behaviorare able to

persist. Estrada and colleagues (2011) suggest that serving in a unit with a poor alithate

regardto sexual harassment mbg as detrimental to the wellbeing of Service members as
experiencing sexual harassment itself. Servi
trust in their peers, in their leadership, and in the military.

Also notable were differences between pleeceptions of Service members in units where
women were uncommon (comprig less than 10% of the unitfhe2019 WGRRevealed that
Reserve componentembers servingn units with few women were frequently more likely to
perceive their workplace climases less healthyand this was true for both women and men.

Finally, Reserve componente mb esense ®f trust in the military system significantly declined
in 2019 Morespecifically,Service members were less likelyttost that if they were sexually
assaulted the military systh would protect their privacy, ensure their safetyreat them vth
dignity and respectThe significant and sizable decline in trust in the miligrstemby all
Reserve componentembersnay be among the most importaairilers to reportingexual
assault. However, the decline in trust in the military system may also reflect a broadier issue
and one with real implications for retent@that merits further attention and research.
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Chapter 5:
Social Perceptions and Experiences

Introduction

A sizable body of I|iterature exists detailing
seconeclass status in society and sexual violeperpetrated against womé@degany &

Milburn, 2002; Masser et al., 2006; Thomae & Viki, 2Q1Bowever, relatively little is known

about Service membersd percept iidimay, andhsexualt udes
assault Meanwhile, imderstanding the prevalence of sexism and-sapgortive beliefs in the

military is important because such beliefs, if left unchecked,shage up environments

conducve to sexual violence andaydiscourage ngorting (Burns et al., 20LHarris et al.,

2018.

The2019Workplace and Gender Relations SurvelRe$erve Componeltemberg2019

WGRR included a series of questions constructed to measure the extent and type of isgxism a
rape myth acceptance in tReserve componeniThese items were new to the survey and, thus,
could notbe compared to prior years. Nonetheless, the results are informative in that they offer
cluesthat can support the development of specific intefgantargetinginappropriate beliefs

as well as a benchmark for future evaluation

The following sections further describe the specific constructs used 2019eWGRRnd
presentan overview of theesults of each in turn.

Sexism

The sexism scalesal in the2019 WGRRs grounded in dheory of ambivalent sexis(®&lick &

Fiske, 199 whereby individuals may hold not only negative attitub@gardwomen (hostile

sexism) but also seemingly positive or protective attitudes towards women (benevolen}.sexis
Each type of sexist belief emphasize®s me n 6 s s u b or diandadvances & lanited s t o
and restrictive set of nor msusingoh lboth badtiletamd me n 6 s
benevolent sexism is important because while dheér is ckarly antagonistic and harmfiihe

latter may be far more insidious sirtbe beliefsmayappear romantic, affectionate, and

harmless.In fact, benevolent sexism mhag least detrimentathenwomen behave in a manner
consistent with prescribed gender roles (e.g., nurturing, suppatidedependent However,

womenwho fail to adhere to norme.Qg.,women serving in the militajymayelicit a strong

negative reaction

Althoughthe use of thédmbivalent Sexismriventory(ASI, Glick & Fiske, 1996jo measure
sexist attitudeamongcivilian populations is widespread, there have been relatively few
applications of the ASI in the militagnd noneghat weregeneralizable to thiill Selected
Reseve population However, prior research suggests that benevalemtostile sexism are
related to several important outcomes, includaigeling an unwanted experience as sexual
asswlt (LeMaire et al., 2016p t h ecacBod@s to sexual harassment (Lawi&Carthy, 2017),
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the likelihood of engaging in sexual harassment (Begany & Milburn, 2808jm e nrape
proclivity (Masser et al., 200G homae & Viki, 2013.

Method

In order to minimize respondent burden, 2049 WGRRIeployed a shortened version of the
ASI (Rollero et al., 2014 Responses were provided to each of 12 itesixdatéms each for
benevolent and hostile sexism) on asoint scale ranging frorstrondy disagreeto strondy

agree To construct the hoséilsexism and benevolent sexism scores, responses to the hostile
and benevolent sexism items were averaged sepanaitiiya higher scorendicatingmore

sexist attitude The 12 sexism items loaded onto two factors consistent with hostile and
benevolensexism. The&C r o n b a@phdaréliability statistic for each scale wa80and0.81

and both were consistent with reliability statistics reported by Rollero and colleagues (2014).

Results

Overall,women and men in the Berve component were comparaloiehieir extent of
benevolent sexism. Howevenen were significantly more likely than women to endbic#tile
sexist attitudes

Forthe benevolent sexism itenthe extent of agreement ranged from a lo@ %% for men ad
11% for women to a high of 76%r men and 5& for women. Accordingly,the average
benevolensexismscore fowomen (2.6 waslower than for men (3)3but the difference was
not statistically significantJunior enlisted (EAE4) women(with an average score of 2 \8ere
significanty more likely than other women to ende benevolent sexist attitudesd the same
was true of junior enlisted mgwith an average score of 3&mpared to other men.

There was a small but significant differencéhe level of benevolent sexism f@omen

assigned to units in which women were uncommon (less than 10% of their militarykeosyor
compared tahose serving in units where women were more comnfiure to rounding the
average benevolent sexism score appears to be the same for womervintieasd types of
workplaces (2.6). However, the score for women in units with few women was significantly
lower. Men in units where women were uncommon were significantly more likely to endorse
benevolent sexist belie{with an average score of Bthan men in units with more wome

(with an average score of 3.3
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Figure 33.
Ambivalent Sexism in the Reserve Component

Ambivalent Sexism Inventory”

Benevolent Hostile
6 Sexism Score Sexism Score
4 3.31 2.9¢
2.6% 22%
i .
0
Women Men Women Men
Units in Which Women Common Versus Units in Which Women Uncommon
Women Men
6 Benevolent Hostile Benevolent Hostile
Sexism Score Sexism Score Sexism Score Sexism Score
4 3.3% 3.41
26t 26t - - 28r 301
0
Common Uncommon Commeon Uncommon Common Uncommon Common Uncommon
Margins of error do not exceed =0.1% * Higher scores indicated a more sexist attitude
Percent of all Reserve component members T Higher Response I Lower Response Q173

The averge hostile sexism score W< for theReserve componentHowever, br women the
average scorg.2) was signiicantly lower than for men (2)9 As with benevolent sexism,
junior enlisted women (with an average score of 2.3)jamadr enlisted me (with an average
score of 3.pweresignificantly more likely thamther women oother men to endoeshostile
sexist beliefs.

Again, & with benevolent sexism, there waresignificant differences in hostile sexisgores
between women assigned to units in which women were uncommon (less than 10% of their
military coworkers) and those in units wheremen were more common. However, men in
units where women we uncommon were significantly more likely to emsle hostile sexist
beliefs (with an average scas€3.0) than ma in units with more women (with an average score
of 2.8).

Rape Myth Acceptance

Rape myth acceptance refers to fAattitudes and
persistently held, and that serve to deny and
(Lonsway & Fitzgerald, 1994, p. 133). For example, the beli¢fitlbavoman is raped while

she is drunk, she is at least somewhat responsible for letting things get out of control or that if a
woman doesnét physically fight back, you canb

Rape myth acceptance has been studied extepsivalvariety of contexts but primarily among
college students to include those attending military service academied|(€aaig 2016).
From extant research, we know that rape myth acceptance may differentiqterpetmators
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from those who go orotengage in sexual violence (Yapp & Quayle, 2018), may be negatively
relatedto bystander willingness to intervene (McMahon, 2010; Rosenstein, 2015), and may have
implications for victim willingness to report and the responses/resources provided to victims
(Freseet al., 2004). Meanwhile, awarersfdherapes upporti ve bel i efs of
social groups may be a risk factor for perpetration by advancing the acceptance of those beliefs
as the norm (Bohner et al., 2010; Tharp et al., 2013).

Method

The2019 WGRRs the first largescale survey of military membersusethe lllinois Rape Myth
Acceptance Scal@RMAS Payne & Lonsway, 19990 estimate the extent of rapepportive
beliefs within theReserve componen®heshort formof the scaldlRMA S-SF) comprises 17
items(i.e., myths about rapegcored usin@g five-pointscale with responses ranging from
strongly disagre€l) to strongly agre€5). An average score for all 17 questions produces a
rape myth acceptance scongth higher scorgindicatingmore rape myth acceptancéhe 17
items for the rape myth acceptance scale loaded onto a single factor @nd then b aphd 6 s
reliability statistic for the scale w&93 This was consistent with reliability statistics reported
by Payne antlonsway (1999) and others.

Insupportofthddepart ment of cDeftemaeds emMPpod@xsi s on men

prevention and responsee2019 WGRRilso included three items specifically related to myths
about rape perpetrated against mdiasexample, the belief that men are never the victins
rape (Walfied, 2016)As with the IRMASSF, themalerape mythtems were scored using a
five-point scale with responses ranging fretrongly disagre€l) to stronglyagree(5). An
average score fdhe thregquestiongroduces the total score witigher scors indicatingmore
malerape myth acceptancdhe three items for the male rape myth acceptance loaded onto a
single factor and th€ r o n b @phdnréliability statistic for the scale wa81 This was
consistent with the reliability statisticperted in prior studies (Walfiel@016).

Results

The average rapayth acceptance score for tReserve componemtas 1.6 which suggestsow
rape myth acceptance overdlh fact, 4% of Servdde memberaccepted rape myths as (defined
as an average score of four or higher across all 17 itspegifically, 2% of women and 5% of
menaccepted rape myths
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Figure 34.
Rape Myth Acceptance in the Reserve ComporisnAge

Rape Myth Acceptance”
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Theaverageaape myth acceptanseore for men (1)Avas significatly higher than for women

(2.4). Junior enlisted womefwith an average score of }Wwere significantly more likely than

other women t@ndorse rape myths. Likewiganior enlisted mefwith an averagscore of

1.8) were significantly more likely than other men to endorse rape mybsounting for age

provides an even more nuanced examination of the extent of rape myth acceptance. Women
under the age of 21 werggsificantly more likely to accept rape mytfwsith an average score of
1.5)than older women and the same was true for men under the age of 21 (with an average score
of 1.9) compared to older men.

There were no significant differences in rape myth decee between women assigned to units
in which women were uncommon (less than 10% of their military coworkenspared tahose
women assigned tanits where women were more common. Howeven mainits where
women weraincommon were significantly mohi&ely to endorse rape mytl{with an average
scoreof 1.7) than men in units with more woméwith an averagscoreof 1.6).
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Figure 35.
Male Rape Myth Acceptance in the Reserve Component by Age
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The average male rape myth gueece score for thReserve componemtas 1.4 whichalso
suggestsow male rape myth acceptance overall. Junior enlisted women and men (with an
average score of 1.3 and 1.5, respectively) were significantly more likely to endorse male rape
myths than Service members of the same gender.

Conclusion

The2019 WGRRs thefirst largescale survey of military membersusethe ASI or the

IRMAS. The assessment of these constructs is important because efforts to prevent sexual
violence must account for the attitudes and beliefs that alloernfieonments condueg to
perpération of sexual violence to develop and persist.

A unique benefit of the ASI is the ability to measure both benevolent and hostile sexism.
Althoughthe latter beliefs are clearly offensive and problematic, the former beliefs can be more
insidious becage of their seemingly harmless nature. The results &ah® WGRReveal that

menin theReserve componemtere significantly more likely than women to endorse sexist
beliefs, both benevolent and hostiliunior Service nrabers, those in the paygradeks to E4

were significantly more likely than more senior Service members to endorse sexist Oélafs.

men serving in units where women were less common (less than 10% of their military
coworkers) were more likely to endorse sexist beljgésticularly hostile sexist beliefsy

notable but requires further research to fully expl@m the one handt is possible that the

di fference i n t he e xavidence ofthé bemitmnobgender mtegratoninb e | i
that men who interact witthore women may come to perceive them more as equals.
Alternatively, the results may suggest that units or workplaces in the military with fewer women
(their norms, culture, and the types of people they attract) are different from units or workplaces
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with more women. In either case, these findings may help to inform who might benefit most
from interventiongdesigned t@address sexist attitudes or beliefs.

The results of th2019 WGRRilsoreveal an overall lowelvel of rape myth acceptanicethe

military. These datahallenge assumptions or stereotypes about a military culture in which rape
supportive beliefs are rampant. On the contrary, the results suggest that the vast majority of
Reserve componentembergeject rapesupportive myths

It is important to note that aggregate estimdt@sjsing on th&keserve componenterall, may

mask important differences within subgroups (e.g., specific units or occupatimrgxample,

men and women under the age of 21 were significantly fikalg to accept rape myths than

older men and womesuggesting that an intervention focused on these young members may be
beneficial Likewise,that men in units where women were uncommon (less than 10% of their
military coworkers) were significantly me likely to endorse rape myths than men in units with
more women may offeadditionalclues as to where to focus training designed to address these
myths. Future research shouékplore suchiifferences in order tbettersupport the evaluation

and devapmentof sexual assault preventipolicies andorograms.
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Chapter 6:
Resilience

Introduction

Althougha variety of definitions for resilience exist, amdhg most meaningful in the military

contexti s t he abi | i trojman understandably luman biaogi&al, social,

psychol ogi cal and spiritual responsesudtho extre
events can vary widelyand while tle military hagprimarily focused orresilience to combabr
deploymenispecific events, recent years have brought greater attention to the relevance of

resilience to nortombat related events as well.

Prior studies of resilienéeas a characteristimdividual trait, or process suggest that

resilience may moderate the developmergasittraumaticstressdisorder(PTSD), depression,

anxiety, and other behavioral or mental health disorders (Kelly et al., 2001aMetgl., 2017).
Meanwhile,studiesthat focus on resilience as an outcome emphasize the relationship between
specific types of traumatic experiences and t
terms of the presence or abseat®TSD symptoms.

The Brief Resilience Scale (BR®)ascreated tanore closely align with the aforementioned
definition of resilience and tspecificallyasses® n eabildy to recover from stres&Smith et al.,
2008). Althoughseveral scales for measuring resilience exist, the BRS has multiple henefits
including its brevity and narrow interpretation of resilience. Moreavseries of validation
studies provide support forralationship between BR&oresand perceived stress, anxiety, and
depression (Smith et al., 2008uggestindhe potential utiliy of the measure for identifyiripe
characteristics ahdividuals that maypenefit from mental health or behavioral intervention.

This chapter discusses the relationship between sexual assault, sexual harassigpemder
discrimination experiencesd individual resilience. Beyond understanding the extent to which
personal experiences with unwang=hdesrelatedbehaviors influence resilience, this chapter
also examines the influence of the workplace clidatis-a-vis sexual assault or sexual
harasment but also in terms ofdivility d on individual resilience. Finally, this chapter assesses
the relationship between resilience and Service member retention inteildrsughdistinct

from retention itself, the use of a measure for retention iot@nbffers a way to assess Service
me mb attitedés regarding this critical military outcome.

Method of Analysis

The BRS comprises six questions scored using gpfowet scale with responses ranging from
strongly disagre€l) tostronglyagree(5). An average of the responses to the six questions
produces the total resilience scomth higher scores indicating more resilient individuals.

Several variableselated to workplace or unit climate (sgapter4 of this reportvere recoded
from continuous to dichotomous measur&kis simplifies the interpretation of the relationship
between resilience and each of the other varialllable5 summarizegach of those variables.
TheCr o n b @phdréliability statistic for the resilience measure used oadh® WGRRthe
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BRS) was 086. This s consistent witneliability statistis reported by Smith and colleagues

(2008).
Table 5.
Summary of Recodes fdResilienceAnalysis
Variable
(Cronbach's Alpha : . . Percent of Service
Reliability Question Wording and Sample Items Coding Members
Statistic)
Resilience How much do you agree or disagree with {High Scores (4/5)
(U 86 0. following statements? Coded as Resilient
I_tend to bounce back quickly after hard 5706
times.
I have a hard time making it through stres
events.
Climate for Sexual[How much do you agree or disagree with {High Scores (4/5)
Harassment following statements regarding your currefCodel as Healthy
(U = 0. 9 Imilitary workplace? Climate
It would be risky for me to file a sexual 61%
harassment complaint.
A sexual harassment complaint would not
taken seriously
LeadersActions  [My immediate military supervisor... High Scores (4/5)
(U 99 0. coded as Healthy
Models respectful behavior. Climate 76%
Promotes responsible alcohol use.
Responsibility and [In thepast 12 months, to what extent haveHigh Scores (4/5)
Intervention youwitnessed people in your unit coded as Healthy
(U 9 0. Climate
Make it clear that sexual assault has no pl 69%
in the military? 0
Promote a unit climate based on mutual
respect and trust?
Workplace HostilityDuring the past 12 months, how often hav[Moderate to High
from Coworkers  |you experienced any of the following Scores (3/5) coded
(U = 0. 8 gbehaviors, where military coworkers... Unhealthy Climate
Did not provide information or assistance 6%
when you needed it?
\Was excessively harsh iheir criticism of
your work performance?
\Workplace HostilityDuring the past 12 months, how often hav|Moderate to High
from Supervisors [you experienced any of the following Scores (3/5) coded 5%

(U 99 0.

behaviors, where your imediate military

Unhealthy Climate
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Variable
(Cronbach's Alpha . . . Percent of Service
Reliability Question Wording and Sample Items Coding Members
Statistic)
supervisor...

Did not provide information or assistance
when you needed it?

\Was excessively harsh in their criticism of
your work performance?

Retention IntentionSupposehat you have to decide whether tqVery Likely/Likely
continue to participate in the National rating (4/5) coded as
Guard/Reserve. Assuming you could stayHigh Retention

how likely is it you would choose to do sodIntention

73%

Results

The average rdgence score for women (3.80) was significantly lower than the average for men
(4.00). Women officers had a significanthygheraverageaesilience score than did enlisted

women (4.00 compared to 3.80, respectively) and the same difference was evideiéfor

officers compared to enlistedem (4.10 compared to 4.00, respectivel@yerall,57% of

Service members characterized themselves as resilient. In other words, they agreed or strongly
agreed that they bounce back quickly after hard time=arli half of women (49%) and more

than half of men (59%) characterized themselves as resilient.

Prior research suggests thawer levels of resilience mayccuramong Service members who
experience unwantagenderrelatedbehaviors and this does appear to be the case. Women who
experienced sexual assault, sexual harassment, or gender discrimintteprior year were
significantly less likely to characterize themselves as resilient compared to women who did not
experence any of those unwanted behav{@i@ble6). More specificallymore tharonethird of
women @0%) who experienced sexual assault in the prior year characterereddlves as

resilient compared to nearly half (49%) of women who did not experience sexual assault.
Likewise, 41% of women who experienced sexual harassment in the prior year characterized
themselves as resilient compared to 51% of women who did noienxgesexual harassment.

A multivariate logistic regression (for women only) was used to examine the relationship
between sexual assault, sexual harassment, and gender discrimination and individual resilience
while controlling for paygradeReserve compant and relationship status. As seeable6,

the odds obeing resilient wersignificantly lower for women who experienced any one of the
unwanted behaviors. More specifically, women who experienced sexual assault or gender
discriminaion were 43% (odds ratio of 0.57less likely to characterize themselves as resilient
compared to women who did not. Likewise, women who experienced sexual harassment were

25 An odds ratio (OR) of less than 1 means a lower odds of the outcome. The percentage decrease is calculated by
subtracting the OR from 1 and multiplying by 100. Meanwhile, an OR griwtie 1 means a higher odds of the
outcome.
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30% less likelyto characterize themselvesrasilient compared to women who dhidt
experience sexual harassment

Table 6.

UnwantedGenderRelatedBehaviors and Women's Resilience
% Resilientfor Women

Unwanted Behaviors|Experienced Did not experience |Odds Ratio

Experienced Sexual [34% 49% 0.57

Assault

Experienced Sexual 41% 51% 0.70

Harassment

Experienced Gender|38% 50% 0.59

Discrimination

Note. Odds ratios are for the multivariate logistic regressitth high resilience as the outcome ammhtrolling for
Reserve componerpaygrade, and relationghstatus. All differences and odds ratios are significapt &01.

Aside from the influence of personal experiences with sexual assault, sexual harassment, or
gender discrimination on individual resilientkee workplace or unit climate vévis these

issues may influence individual resilience as well. A growing body of literature suggests that
Service members who experience, perpetrate, or witness transgressions that violate their moral
beliefs may be deeply affectéchot traumatized (Nash and Ljt2013; Litz et al., 20Q9.itz,

2014). Thus, serving in hostile units, units tolerant of sexual assault or harassment, or otherwise
unhealthy climates may be harmful not only in terms of theafiskawanted behaviors but also

in terms of Service membuerellbeing The2019 WGRRnhcluded several measures related to
workplace climate, including the psychological climate for sexual harassment, a measure for
leaders who lead on the importance of sexual assault prevention, the sense of responsibility for
intervening to prevent and respond to sexual assault by unit members, and workplace hostility by
coworkers and immediate supervisoihe psychological climate for sexual harassment refers to
the extent to which Service members perceive that sexual harassment in their workplace is taken
seriously, perpetrators are punished, and complaints are handled approfietedeasure for

leaders who lead refers to immediate supervisors who model respectful behavior, intervene to
address inappropriate behaviors they observe, and encourage others to do the same.
Responsibility and interventiaieferto actions by any individual in the unit thraake it clear

that sexual assault is unacceptable and that intervention is critical to prevention. Finally,
workplace hostility refers to antagonistic or excessively harsh treatment by the Service member's
peers or immediate supervis@eeTable5 for a summary of these measures dmapter 4for

further discussiownf these constructs

In 2019, men and women in tReserve componetho rated their workplace as umthihy in
terms of a range of behaviors exhibited by their coworkers oetfrate supervisor were
significantly less likely than members who rated their workplace as healthy to characterize
themselves as resilie(fable7). Roughly half of women (51%) in units with low levels of
workplace hostility from coworkers were resiliebtit about onghird (32%) of women in units
with moderate to high levels of workplace hastifrom coworkers were resilienfThe same
sizable difference was evident for men as ywelh nearlytwo-thirds (61%) of men in units with
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low levels of workplace hostility from coworkers characterizing themselves as resilient
compared to 38% of men in units with moderate to high levels of workplace hosdfityote is

the difference in the percentagewomen and men identifying as resilient given the climate for
sexual harassment in their workplades mentioned above,healthy climate is one in which
intolerance of sexual harassment is high. Both women (61%) and men (69%) who worked in a
healthy éimate regarding sexual harassment were significantly more likely to be resilient
compared tavomen and mem an unhealthy climate (40% and 43%, respectively).

A multivariate logistic regression (for women and men separately) was used to examine the
relationship between climate factors and individual resilience while controlling for paygrade,
Reserve componerand relationship statug.he odds ratios iifable7 reveal that workplace
hostilityd from coworkers or immediate supervisdraas significantly associateudth lower
oddsof being resilient.In other words, women or men who experienced hostile workplace
behaviors in the prior year were 56% (odds ratio of Cad)59% (odds ratio of 0.419ss likely

to characterize themselves as resilieespectively Meanwhile, a healthy climates-avis

sexual harassment, responsibility and intervenaod, eadership were all significantly
associateavith higher odd®f being resilient. Women serving in a military workplace intolerant
of sexual harassment were more than twice as likely (odds ratio of 2.47) to be resilient and men
were more than three times as likely (odds ratio of 3.03).

Table 7.
Healthy Workplace Climats and Resilience

% High Resilience for Women % High Resilience for Men
Climate Factors Healthy Unhealthy |Odds Ratio [Healthy Unhealthy |Odds Ratio
\Workplace Hostility 0 [51% 32% 0.44 61% 38% 0.41
Coworkers
\Workplace Hostility 6 [50% 31% 0.45 61% 37% 0.40
Supervisors
Climate for 57% 38% 2.10 65% 47% 2.10
Responsibilityand
Intervention
Climate for Sexual 61% 40% 2.47 69% 43% 3.03
Harassment
Leaders Lead 55% 38% 1.95 65% 42% 2.52

Note. Odds ratios are for the multivariate logistic regressiith high resilience as the outcoraed controllingfor
Reserve componerpaygrade, and relationship status. All differences and odds ratios are signifjga@Dat

Understanding the relationship between unwanted experiences and unhealthy climates and
individual resilience is useful insomuch as Service member resilience is related to important
military outcomes. One such outcome is retention in the militar2019 nearly threequarters

of women (72%) and men (73%) indicated they were likely to remain in the military if they
could choose to do so (high retention intentions). Men and women Reeve component
with lower resiliencescoreswvere significantly les likely to have high retention intentions than
Service membenwith higher resilience scoreMMore specifically,66% of women with low
resilience had high retention intentions compared to 80% of women with high resilience.
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Likewise, 65% of men with lowesilience had high retention intentions compared to 79% of men
with high resilience. A multivariate logistic regression (for women and men separately) was
used to examine the relationship between individual resilience and retention intentions while
controlling for paygradeReserve componerand relationship status. For both women and men
in theReserve componenndividual resilience was significantly associated with retention
intentions. Individuals with a high resilience score were nearly twitkedyg (odds ratio of 1.96

for women and 1.88 for men) to have high retention intentongpared to those individuals

with low resilience scores

Table 8.

RelationshipBetweenindividual Resilience and Retention Intentions
% High Retention  (Odds Ratio % High Retention Odds Ratio
Intention Women Intention Men

Low Resilience 67% 65%

High Resilience 80% 1.96 79% 1.88

Note. Odds ratios are for the multivariate logistic regression that controRefeerve componernpaygrade, and
relationship status. All differences and odds ratios are significart@D1.

Conclusion

The results of the019 WGRRuggest thagéxperiencinginwantedyendetrelatedbehavior
specifically sexual assault, sextiarassment, and gendi#iscriminatior® is negatively

associated witindividual resilience.Service members who experienced any unwagéesder
relatedbehaviors in the prior year were significantly less likely to characterize themselves as
resilient. Althoughconsistentvith prior research demonstratirfgeinegativempact of sexual
assauland sexual harassmemt Serviceme mb e r s 6 d veeBbeingt(Bell edah, 2014;
Hourani et al., 20L1,6Millegan et al., 2016Zinzow et al., 2015), theesultsof the2019 WGRR
areimportant because they offer additional evidence as to the potential impact of unwanted
experiences oReserve componentembers.Individual resilience is important because it may
moderate the development of D and other behavioral or mental health discs. However,
further research is necessary to understand whattieto what extent thég the casevith

regardto sexual assault or sexual harassméfdre specifically, future studies mighetter

assess whether unwantgehderrelatedexperiences decrease resilience or are more likely to
occur in individuals who are less resilient. Longitudinal research would be particularly valuable
to our understanding of how resilience levels change over(8teenkamp et al., 2012)
Repeated meares might reveal an initial decrease in resilience, followed by recovery to prior
levels, and possibly even growth beyond prior levels of resilience.

The relationship between workplace climate and individual resilience was also a notable finding
of the2019 WGRR Men and women in thReserve componemtho perceived their workplace

as morehealthy intolerant of sexual harassment, comprised of leaders and unit members
committed to preventing and responding to sexual assault and behaving in a civil manner with
one anothé were significantly more likely taharacterize themselves as resilient. Meanwhile,
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theodds of identifying as resilient in unhealthy units wagmificantly lower suggesting that
even among Service members who do not have personal experiences with unwanted gender

related behaviors, sang in environments that are conducive to those behaviorsatealge
deleterious to Service member wellbeing
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Chapter 7:
Discussion and Conclusions

The Selected Reserve fulfills a critical rol e
available for active duty in the armed forces, in time of war or national emergency, and at such

other times as the national security may require, to filhthexds of the armed forces whenever

more units and persons are needed than are in
such,assessing the performancepobgrams and policies put in place by BDepartment of

Defense DoD) to provide for the hath and wellbeing of Service members in Reserve

components essential An effective program of prevention and response to sexual assault,

sexual harassment, and gender discrimination requires the ability to monitor and track the extent

to which these unwanted behaviors are occurring. ZDH®Workplace and Gender Relations

Survey ofReserve Componeltemberg2019 WGRIR(ills this critical surveillance roleThis

chapter details the key findings from 22@19 WGRRwnd important considerations for policy

leaders regarding the insights and future research needs to suppargsegoal assault, sexual
harassment, and gender discriminapoavention and response efforts.

Key Insights
The results of the019 WGRProvide the following key insights:

1. Estimated rates of sexual assault remained stable in 2015 2019, an esthated
3.1% ofReserve componemtomen and 0.3% of men (an estimated total of 6,567
Service members) experienced sexual assault in the prior year. Compared to 2017,
the rate of sexual assault for women and men ifRRéeerve componemntas
statistically unbanged.Despite the stability of the rates since 2017, an analysis of
within-year differences between groups in 2019 revealsthrae groups experienced
sexual assault at notably higher rates than others; for exayoplegerwomen (5.2%
of those between the ages ofé&id24), more junior in paygrade membé4s2% of
E10E4 women) and LGBService member.4% of LGB women).

2. A substantial number of Service members continue to endure sexual harassment
and gender discrimination. Althoughit was not possible to directly compare sexual
harassment and gender discrimination rates in 2019 to prior years, the prevalence of
both unwanted behaviors in 2019 was still notable. Moreover, as with sexual assault,
differences in rates gexual harassment and gender discrimination between groups
in 2019 were also notabl&lthoughwomen were significantly more likely than men
to experiencesexual harassment in the prior yehe rates were highest among junior
enlistedwomen. Nearly onen five women in the paygrades &4 experienced
sexual harasment.

3. Afocus on lower level behavior8 particularly sexual harassmen® may be
critical to the prevention of sexual assault.The majority of women who
experienced sexual assaulthe prior yarwere also sexually harassedhe prior
year Combined with the finding thdtalf of women (50%) who were sexually
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assaulted were sexually harassed by the same alleged ofbefoler the assaudind

that 38% of women who were sexually assaulted wexeally harassealy the same
alleged offendeafter the assayltheresults of th2019 WGRRaffirm the correlation
between these unwantgdndesrelatedbehaviors. Furthermore, these results suggest
that geater attention tower level grooming behaviors, and particularly sexually
harassmentnay offer a critical approach tbhe prevention of sexual assault.

4. Further assessment is necessary to understand whether and to what extent the
recommendation to resolveMilitary Equa | Opportunity (MEO)v i ol at i ons HfAat
the | owest |.elTvheel omiils teafrfyedcst ieygeual opportu
encourages military members to attempt to resolve harassment or discrimination
issues at the lowest level. Consistent with this traimegyly half of women (49%)
and 44% of memho experienced a behavior consistent with sexual harassment
discussed the upsetting situatieith the alleged offender(s)Similarly, nearly half
of women (46%) and roughly otikird of men (34%) who experient@ behavior
consistent with gender discrimination addressed the unwanted behavior with the
alleged offenderHowever, a substantial numbafrvictims of sexual harassment and
gender discrimination who talked to the alleged offender went on to make a
compaint, suggesting that talking to tlaflegedoffender was not an effective way to
stop the unwanted behavior. Further research is neededltate the effectiveness
ofa Aresol ve at t h e includevow $erviceememders intargrgi r o0 a ¢ b
ard approach this recommendation and barriers to doing so.

5. The sexbased MEO complaint process may benefit from a thorough and
rigorous evaluation. The results of th2019 WGRRilsorevealthatService member
perceptions of the complaint procéss sexbased MEO violationarepoor. Just
over onequarter of the women (28%) and men (28%) who made a complaint
regarding the sexual harassment they experienced responded that the alleged
offender(s) stopped the upsetting behavior as a consequehed aoimplaint. That
Service members who made a complaint were frequently encouraged to drop the issue
and that nearly half of men who experienced madle a complaint aboutg@nder
discrimination experience had action taken agfaimem by the allegedfender for
doing so suggests that substantial work remains to be done to improve-basedx
MEO response program.

6. Excessive alcohol use is a risk factor for sexual assault but may also pose other
health hazards. In 2019, women (14%) were signifigdnmore likely than men
(12%) to be hazardous drinkers. Meanwhile, junior enlisted women (16%) were
significantly more likely than other women in tReserve componet be hazardous
drinkers. The same was not true for junior enlisted men who wereredikely
than other men in thReserve componetd be hazardous drinker&xcessive
alcohol use by women is consistent with a broader and national trerdedsmg
alcohol use by women (White et al., 2015 fact, the largest annual increase in
rates of alcohetelated deaths from 1999 and 2017 was amongHigpanic women
(White et al., 2020) It remains unclear what precisely is driving this increase in
wo menOs a butitpfresenta raas cencernAside fromexcessive alcohol
usebeinga risk factor for sexual assauttalsoposes a seriodsealthhazard
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10.

Womenfaceuniquethreas, includinggreater risk of liver disease, memory loss, and
cancerCenters for Disease Control and Prevention, 20C®upled with the

increase in alcohohvolvementin sexual assaults with women victims in 2019
greater attention to Service membersdé al
communicate the broader health risk is warranted.

Women were more likely to emlure unhealthy climates and hostilityfrom

coworkers and leaders.Prior research has demonstrated the influence of workplace
climate on not only the perpetration of sexual assault or sexual harassment bat also
victim reporting decisions and recovery (Buchanan et al., 2014; Sadler &4, 2

Sadler et al., 2018; Willness et al., 2007). Moreover, perceptions by Service
members of the equal opportunity climate are also directly related to other outcomes
that are important tthe DoD, including unit cohesion, job satisfaction, and
organizabnal commitment (Estrada et al., 2011; Walsh et al., 2010).20he
WGRRrevealed significantitferences between men and women regarding

perceptions of thenit climate. These differences portend teality that many

women continue to face challengeghe military. Differences between women and

men regarding the level of tolerance for sexual harassment in particular demonstrates
the ways in which thesspecificunwanted gendeaelated behaviors are able to

persist. Estrada and colleagues (201gpsst that serving in a unit with a poor
climatewith regardto sexual harassment may be as detrimental to the wellbeing of
Service members as experiencing sexual harassment itself. Serving in an unhealthy
climate may er ode meimtbes lealérship,andsmthe i n t hei
military.

Trust in the military system is declining. Trus® in leaders and the military

systemdi s paramount to the DoDOGs response f
However,Reserve componente mber s 6 sense of trust in
significantly declined in 2019. More specifically, Service members were less likely

to trust that if they were sexually assaulted the military system would protect their
privacy, ensure their safety, or ttéhem with dignity and respect. The significant

and sizable decline in trust in the military system byRalberve componentembers

may be among the most important barriers to reporting sexual assault. However, the
decline in trust in the military systin may also reflect a broader isSusnd one with

real implications for retenti@n that merits further attention and research.

Junior Service members were more likely to hold sexist beliefsThe results of the
2019 WGRReveal that men in thReserve coponentwere significantlymore likely
than women to endorse sexist beliefs, both benevolent and hostile. Junior Service
members, those in the paygrades E1 toviete significantly more likely than more
senior Service members to endorse sexist belidiat Men serving in units where
women were less common (less than 10% of their military coworkers) were more
likely to endorse sexist beliefs (particularly hostile sexist beliefs) is notable but
requires further research to fully explain.

The vast majority of Reserve componentmembers reject rapesupportive myths.
The results of the019 WGRRlso reveal an overall low level of rape myth
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acceptance in the military. These data challenge assumptions or stereotypes about a
military culture in which rapsupportive beliefs are rampant. On the contrary, the
results suggest that the vast majorityRefserve componentembers reject rape
supportive myths. It is important to note that aggregate estimates, focusing on the
Reserve componenterall, may mask imptant differences within subgroups (e.g.,
specific units or occupations). For example, men and women under the age of 21
were significantly more likely to accept rape myths than older men and women
suggesting that an intervention focused on these yoemgo@rs may be beneficial.
Likewise, that men in units where women were uncommon (less than 10% of their
military coworkers) were significantly more likely to endorse rape myths than men in
units with more women may offer additional clues as to wherectgsftraining

designed to address these myths. Future research should explore such differences in
order to better support the evaluation and development of sexual assault prevention
policies and programs.

11. Unwanted experiences and unhealthy climates aressociated with a decrease in
individual resilience. Finally, the results of the019 WGRReveal thaunwanted
gendesrelatedbehavior® specifically sexual assault, sexual harassmrend gender
discriminatior® may have real implications fandividual redience. Service
members who experienced any unwargedderrelatedbehaviors in the prior year
were significantly less likely to characterize themselves as resikidtitough
consistent with prior research demonstrating the negative impact of segaaltand
sexual harassment @rviceme mber s heal th and well bei ng
Hourani et al., 2016; Millegan et al., 2016; Zinzow et al., 2015), the results of the
2019 WGRRre important because they offer additional evidence as to the potential
impact of unwanted experiencesRaserve componentembers.
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Army Reserve Overview Report

Executive Summary

TheDepartment of Defense (DoD) remains committed to preventing and responding to sexual
assault, sexual harassment, and gender discrimination within its ranks. Effective prevention and
response efforts require a robust system of surveillance for monitbargevalence and
characteristics of these unwanted behaviors. The Workplace and Gender Relations survey series
fills this critical role.

This appendix presents the findings from 2049 Workplace and Gender Relations Survey of
Reserve Component Memb€019 WGRRjor the Army Reserve compiled by the Health &
Resilience (H&R) Division of the Office of People Analytics (OPA). P0d9 WGRRrovides

key insights as to the prevalence and characteristics of sexual assault, sexual harassment, and
gender @crimination in the Army Reserve; Service member attitudes and belieds/isghese
issues; and, perceptions of unit climate. Making these data available at the corgpaient
acknowledges the unique challenges that each Service must address tio preleent and

respond to sexual assault, sexual harassment, and gender discrimination. More specifically,
these data provide the opportunity to identify Composeetific areas in need of improvement
and promising practices.

Summary of Top-Line Results

The remainder of this executive summary details thditgpresults for the Army Reserve. The

full Army Reserve overview report is not an exhaustive summary of all data points in the survey.
Rather, it provides an overview of the primary prevalenet&ios and supporting data to help

inform sexual assault, sexual harassment, and gender discrimination prevention and response
within the Department of the Army. The complete, by question listing of the results2ififie
WGRRare available in th2019 WGRR Results and Trends.

References to the perpetrator or offender thr
perpetratoro or fialleged offendero because wi
allegation, the presumption of incence applies unless there is an investigation that

substantiates the allegations and there is an adjudication of guilt. Additionally, all references to
Aexperienceso of sexual assault, gender discr
basedon behavi or s end o rrepert; thergfore, esclusionstae to whetber s e | f

the events reported occurred are beyond the p
assault, o fisexual harassment, 0 atdondtglgyder di s
|l egal definitions and should be interpreted a

Results of th2019 WGRRare presented for both men and women. However, in many cases,
data are not reportable for men due to low reliability. In this case, we reuits fer women
only.
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Estimated Sexual Assault Past Year Prevalence Rates

Sexual assault offenses refer to a range of behaviors prohibited by the UCMJ and include
penetrative sexual assault (completed intercourse, sodomy [oral or anal se@dnatrdtion by
an object), nofpenetrative sexual assault (unwanted touching of genitalia), and attempted
penetrative sexual assault (attempted sexual intercourse, sodomy [oral or anal sex], and
penetration by an object). Service members were askedntiifydenwanted behaviors that
occurred in the past 12 months.

1 In 2019, 2.8% of women in the Army Reserve (an estimated 1,244 Soldiers) and 0.2%
of men (an estimated 319 Soldiers) experienced a sexual assault in the prior 12
months. This rate is statistlyaunchanged from 2017, when an estimated 2.3% of
women and 0.3% of men experienced a sexual ag8ault.

1 AmongArmy women 1.8% experienced a penetrative sexual assault and 1.0%
experienced a nepenetrative sexual assault.

1 AmongArmy men 0.1% experienced a penetrative sexual assault and 0.2%
experienced a nepenetrative sexual assault.

Estimated Sexual Harassment and Gender Discrimination Past Year Rates

Sexbased Military Equal Opportunity (MEO) violations include behaviors inwiitke either
sexual harassment or gender discrimination. We construct rates for each type of violation
separately.

1 In 2019, 18.0% of women in the Army Reserve (an estimated 8,087 Soldiers) and
4.5% of men (an estimated 6,295 Soldiers) experienced sexaakheent. Enlisted
women were significantly more likely than women officers to experience sexual
harassment (18.8% compared to 14.6%).

1 In 2019, 9.7% of women in the Army Reserve (an estimated 4,368 Soldiers) and 1.4%
of men (an estimated 1,913 Soldiezgperienced gender discrimination.

Culture, Climate, and Trust in the Military

In 2019, Service members were asked several new or revised questions regarding alcohol use,
bystander intervention, and perceptions of the unit climate. Responses uibstsens cannot
be compared to data from prior years. However, they offer useful insights regarding the context

26 As a part of a continuous review of our survey program, OPA is working to better align (where appropriate) the
WGRR survey instrument, data processing, and reporting with that of the Workplace and R3datiens Survey

of Active Duty Members\WWGRA. In 2019, this necessitated updates to the 2017 dataset that were minor (and did
not substantively impact the results of #@7 WGRIRbut did produce slight differences in some estimates for

2017 shown intis report as compared to what was reported ir@& WGRR Overview Reporfhe updates to
the2017 WGRRuvill be described and reported in full in a separate report.

86 | Army Reserve Overview Report



2019 Workplace and Gender Relations Survey of Reserve Component Members | OPA

in which Service members operate and may prove useful for designing future interventions for
sexual assault, sexual harassment, and gendeingisation prevention and response.

Alcohol Use

1 Overall, 13% of women and 11% of men in the Army Reserve engaged in hazardous
drinking in the prior year. Enlisted women (14%) were significantly more likely than
women officers (10%) to be hazardous driskeThere were no significant
differences between enlisted and officer men.

1 Men in the Army Reserve (22%) were significantly more likely than women (16%) to
engage in binge drinking at least once in the prior year.

1 One out of twenty women (5%) and m@&8d6) experienced amnesia related to
excessive alcohol use at least once in the prior year.

Bystander Intervention

1 Just over onguarter of women (28%) and significantly fewer men (15%) witnessed
at least one situation that potentially required intefeert the prior year. The most
common situation witnessed by women (17 %)
with their sexist comments or jokes. The most common situation witnessed by men
(10%) was someone who drank too much and needed help.

1 The vas majority of women (83%) and men (84%) who witnessed a situation
intervened in some way (either during or after the situation).

Unit Climate, Leader actions, and Workplace Hostility

1 The majority of Army Reservists rated their units favorably basedvaniety of
behaviors they witnessed people in their unit exhibit to a large extent, including
making it clear that sexual assault has no place in the military (observed by 74% of
women and 81% of men), leading by examplediyaining from sexist comments
and behaviors (observed by 72% of women and 81% of men), and promoting a
climate based on mutual respect and trust (observed by 71% of women and 81% of
men). However, women consistently rated their units less favorably than did men.

1 Women in the Army Reerve provided significantly less positive assessments of the
climate for sexual harassment in their workplace than did men. More specifically,
women were significantly less likely than men to believe that penalties against
individuals who sexually harasshers at work would be strongly enforced (53% of
women compared to 71% of men). Women were also significantly less likely than
men to feel comfortable making a sexual harassment complaint in their workplace
(59% of women compared to 72% of men) and auteof five women (20%)
compared to 8% of men felt that it would be risky to make a sexual harassment
complaint in their workplace.
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1 Overall, Army Reservists provided positive assessments of their immediate
super vi sor s-&vislsexaabassauiirévenpon &nd iesponse. However,
enlisted men consistently rated their immediate supervisors less favorably than did
male officers. More specifically, enlisted men (78%) were significantly less likely
than male officers (86%) to agree that their imraglsupervisor would correct
i ndividuals who refer to coworkers as fho
were also significantly less likely than male officers to agree that their immediate
supervisor would stop individuals who were talking aboutigktopics at work (81%
compared to 89% of officers).

1 Most Service members rarely experienced hostile workplace behaviors from their
coworkers or immediate supervisor. However, women in the Army Reserve were
significantly more likely than men to expemce nearly every type of behavior,
including having a coworker gossiping or talking about them (42% of women
compared to 27% of men), coworkers not providing information or assistance when
they needed it (36% of women compared to 23% of men), and alaawaking
credit for their ideas (30% of women compared to 23% of men).

Trust in the Military

1 A significant and sizable decline in trust in the military system occurred between
2017 and 2019.

T In 2019, women in the Army Reserve were significantly lisdyl to trust that if
they were sexually assaulted the military system would protect their privacy (54%
compared to 71% in 2017), ensure their safety (56% compared to 73% in 2017),
and treat them with dignity and respect (57% compared to 73% in 2017).

T Likewise, in 2019, men in the Army Reserve were also significantly less likely to
trust that if they were sexually assaulted the military system would protect their
privacy (73% compared to 84% in 2017), ensure their safety (76% compared to
86% in 2017), ad treat them with dignity and respect (75% compared to 85% in
2017).

1 The differences in the perceptions of men and women were also sizable and
statistically significant.

Social Perceptions and Experiences

The2019 WGRRncluded a series of questionenstructed to measure the extent and type of
sexism and rape myth acceptance in the Reserve component. These items were new to the
survey and, thus, cannot be compared to prior years. Nonetheless, the results are informative in
that they offer clues thatn support the development of spec#nd targeted interventions to
address inappropriate beliefs as well as providing a benchmark for future evaluations.

88 | Army Reserve Overview Report



2019 Workplace and Gender Relations Survey of Reserve Component Members | OPA

Benevolent and Hostile Sexism

1 Overall, men were significantly more likely than women to end@sesisattitudes,
both benevolent and hostile. More specifically, the average benevolent sexism score
for men in the Army Reserve (3.4 on a scale from one to six) was significantly higher
than for women (2.7). Likewise, the average hostile sexism saomeefoin the
Army Reserve (2.8 on a scale from one to six) was significantly higher than the
average score for women (2.2).

1 Men serving in units where women were uncommon (less than 10% of their military
coworkers) were significantly more likely to enderhostile sexist beliefs than men in
units with more women.

Rape Myth Acceptance

1 Overall, rape myth acceptance among Service members in the Army Reserve was
low. However, the average rape myth acceptance score for men in the Army Reserve
(1.7 on a scal from one to five) was significantly higher than for women (1.4).
Rapesupportive beliefs were particularly notable among enlisted men who were
significantly more likely than other men to accept rape myths.

1 There was no significant difference in theeeage maleape myth acceptance score
for men and women in the Army Reserve (1.5 and 1.3, respectively).

Resilience

The2019 WGRRNncluded a measure for resiliedceefined & the ability to bounce back or

recover from stress (Smith et al., 2008). Theacity to assess the relationship between

unwanted gendenelated experiences and resilience offers one way to demonstrate the impact of
these events on Service members' health and wellbeing. Moreover, the ability to demonstrate the
relationship betweeresilience and important military outcomes, such as retention, offers one

way to examine one potential consequence of unwaygedesrelatedevents and unhealthy

climates on the alolunteer force.

1 The average resilience score for women in the Army Reseas 3.8 (on a scale of
one to five) and the average score for men was 4.0.

1 Women and men who experienced sexual assault, sexual harassment, or gender
discrimination had significantly lower average resilience scores than those who did
not.

Conclusion

The results of the019 WGRReveal that there was no significant change in the estimated
prevalence of sexual assault for women or men in the Army Reserve. This stability might be
interpreted as progress (given the estimated increase in sexual adeatifisd in the active

duty in 2018). However, coupled with the finding that 65% of women who experienced sexual
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assault in the prior year experienced more than one event, these findings are perhaps more
appropriately interpreted as further evidencéhefsubstantial work that remains to be done to
prevent and respond to sexual assault in the military.

The results of the019 WGRRilso highlight key challenges with the complaint processwvis
sexbased MEO violations, differences between men amien regarding perceptions of the
unit climate and experiences with hostile behaviors from coworkers and supervisors, and a
sizable decline in trust in the military system since 2017.

Finally, this report provides support for the renewed emphasis DdBeon prevention of

sexual assault. First, by demonstrating how sexual assault and sexual harassment interact with
oneother(thesoal | ed fAcontinuum of harmo); and secon
understanding of the attitudes and beliefs that Sem@mbers may have that may influence

their behavior and actions.
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Introduction

The2019 WGRPRrovides key insights as to the prevalence and characteristics of sexual assault,
sexual harassment, and gender discrimination in the Army Reserve; Servibemagiitudes

and beliefs visx-vis these issues; and, perceptions of unit climate. Making these data available
at the componerevel acknowledges the unique challenges that each Service must address in
order to prevent and respond to sexual assaulias&arassment, and gender discrimination

within their ranks. More specifically, these data provide the opportunity to identify Service
specific areas in need of improvement and promising practices.

Background and Methodology

The Health & Resilience (H&RDivision, within the Office of People Analytics (OPA)has

been conducting the congressionally mandated gender relations survey of reserve component
members since 2004 as part of a quadrennial (biennial starting in 2010) cycle of human relations
surveysoutlined in Title 10 U.S. Code Section 481. Past surveys of this population were
conducted by OPA in 2004, 2008, 2012, 2015, and 2017. In 2014, the RAND Corporation
conducted th2014 RAND Military Workplace Stug®014 RMW$of military members (both

adive duty and reserve component) in order to provide an independent assessment of unwanted
genderrelated behaviors in the military.

The ability to estimate annual prevalence rates for sexual assault, sexual harassment, and gender
discrimination is a distiguishing feature of this survey. The purpose of these rates is to provide
the Department with a biennial estimate of how many military men and women experienced
behaviors prohibited by the Uniform Code of Military Justice (UCMJ) or by policy during the

past year. Chapter 1 of the Overview Report provides additional information regarding the
construction of these measures.

Survey Methodology

OPA uses industry standard scientific survey methodology to control for bias and allow for
generalizability tqpopulations, and these scientific methods have been validated by independent
organizations (e.g., RAND and the Government Accountability Office [GAOPppendix F

contains answers to frequently asked questions (FAQ) on the methods employed by the
governnent and private survey agencies, including OPA.

27 Before 2016, the Health and Resilience (H&R) Research Division resided within tharéteSurveys and

Statistics Center (RSSC) of the Defense Manpower Data Center (DMDC). In 2016, the Defense Human Resources
Activity (DHRA) reorganized and moved all divisions of RSSC under the newly established Office of People

Analytics (OPA).

28|n 2014, an independent analysis of the methods used f@b2 WGRAl et er mi ned t hat [ AOPAO]
standard, well accepted, and scientifically justified approaches to survey sampling and derivation of results as

reported for the012 WGRAMorral, Gore, &S chel | , 2014) . I n 2010, GAO conducHt
methods, and although they found sampling and weighting procedures aligned with industry standards and were

reliable for constructing estimates, they provided recommendations on condharinggponsebias analyses that

are now standard practice for OPA surveys (GE®751R Human Capital).

Army Reserve Overview Report | 91



OPA | 2019 Workplace and Gender Relations Survey of Reserve Component Members

Data for the2019 WGRRvere collected between August 16 and November 8, 2019. The survey
procedures were reviewed by a DoD Human Subjects Protection Officer as part of the DoD
survey approval and licensipgocess. Additionally, OPA received a Certificate of

Confidentiality from the National Institutes of Health (NIH) at the Department of Health and
Human Services to ensure respondent data were protécted.

The2019 WGRRvas largely modeled off of t#017WGRRand comparisons can be mawiéh
regardto the estimated sexual assault rates and many of the characteristics of sexual assault
between 2017 and 2019. However, because of multiple changes in the sexual harassment and
gender discrimination metrics 8019, direct comparisons to 2017 data should not be middle
regardto sexual harassment and gender discrimination rates or experiences. Chapter 1 of the
Overview Report provides further details on the sexual harassment and gender discrimination
metric revisions.

The target population for 12019 WGRRonsisted of metvers from the Selected Reselia
Reserve Units, Active Guard/Reserve (AGR/FTSAARitle 10 and 32), or Individual

Mobilization Augmentee (IMA) programs from the Army Reserve, Army National Guard, Navy
Reserve, Marine Corps Reserve, Air Force ReseneethanAir National Guard. Sampled

military members were below flag rank and had been in the reserve component for at least five
months®? Singlestage, nonproportional stratified random sampling procedures were used to
select and invite participants.

OPAsampled a total of 63,746 Army Reserve members fa2@i® WGRE?® Surveys were
completed by 8,081 Army Reserve members, resulting in a weighted response rate of 14.1% for
the Army ReserveDetails regarding the sampling and response rates for memhbesAxfmy
National Guard are provided separately in Apperidix

OPA scientifically weights the survey data so that findings can be generalized to the full
population of reserve component members. Within this process, statistical adjustments are made
sothat 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

29 This Certificate of Confidentiality means that OPA cannot, without consent of the participant, disclose

information that may identify study participantsany federal, state, or local civil, criminal, administrative,

legislative, or other proceedings.

¥The fSelected Reserved refers to one of three subcat e
Ready Reserve [IRR] and the Inactive Matl Guard [ING]). Selected reservists are designed as essential to initial
wartime missions and are the primary source of augments to active forces. While the Coast Guard Reserve is a
component of the Selected Reserve, the Coast Guard was not sampe@®i9 WGRR

31 Names for this program vary among reserve components: AGR/FTS/AR is a combination of Active

Guard/Reserve (AGR), Ftillime Support (FTS), and Active Reserve (AR).

32 The sampling frame was developed five months before fielding theysuiherefore, the sampling population

included those reserve component members with at least five months of service at the start of the survey. In other
words, individuals who joined after the sample was drawn were not able to be selected for the survey

33 Three separate surveys of the Reserve Component were scheduled to field at the same tirdethe 2019

WGRR the Workplace and Equal Opportunity Survey of Reserve Component Mer2028&WEOR and the

Status of Forces Survey of Reserve Compoharbers 2019 SOFR In order to minimize survey burden, a

census of the reserve component was conducted such that every member was selected to receive one, and only one,
of the three surveys.
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overrepresentation in the total force estimates, and also properlysadjastcount for survey
nonresponse. OPA 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 comptatiof the survey, and (3) adjusting for

poststratification to known population totals. Further information on this process can be found in
Chapter 1 and in th2019 WGRR Statistical Methodology Report

The remainder of this appendix details theliop results for the Army Reserve. The full Army
Reserve 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,
sexual harassmerand gender discrimination prevention and response within the Department of
the Army. The complete, by question, listing of the results o2@i® WGRRre available in

the2019 WGRR Results and Trendss a part of a continuous review of our surveggram,

OPA is working to better align (where appropriate) the WGRR survey instrument, data
processing, and reporting with that of iMerkplace and Gender Relatio&arvey of Active

Duty MemberdWGRA. In 2019, this necessitated updates to the 201 8etatzat were minor

(and did not substantively impact the results ofab&7 WGRIRbut did produce slight

differences in some estimates for 2017 shown in this report as compared to what was reported in
the2017 WGRR Overview Reporfhe updates to tH#017 WGRRwill be described and

reported in full in a separate report.

References to the perpetrator or offender thr
perpetrator o or falleged offender 0 bedialaruse wi
allegation, the presumption of innocence applies unless there is an investigation that

substantiates the allegations and there is an adjudication of guilt. Additionally, all references to

Aexperienceso of sexual sexsakharasbnentinthismembeare di scr
based on behavi or s e-megoots; thexefore bcgnclusiens gsdonviiethert s 6 s
the events reported occurred are beyond the p
assault, o fAisexuldyemdhemsdimeati @i mati ono t hrougl
|l egal definitions and should be interpreted a

Data in this appendix are presented for women and men when available. When data are not
reportable for men, only results for men will be discussed.

Sexual Assault

This section examines the estimated prevalence of sexual assault among reserve component
Service members. Beyond estimated prevalence rates, the following sections describe the
characteristics of sexual assault aitans identified by Service members as the worst, and
describe membersé experiences with and attitu
experience. This chapter concludes with a discussion regarding the ways in which these results
inform and refine our knowledge regarding sexual assault in the military.

Sexual Assault Past Year Prevalence Rates

Sexual assault offenses described throughout this chapter refer to a range of behaviors prohibited
by the UCMJ and include penetrative sexual assault (letetpintercourse, sodomy [oral or anal
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sex]|, and penetration by an object), fpenetrative sexual assault (unwanted touching of
genitalia), and attempted penetrative sexual assault (attempted sexual intercourse, sodomy [oral
or anal sex], and penetratibg an object).

The WGRR measures the prevalence of sexual asgetitizationmeaning that Service
members who experience an unwanted behavior and meet legal criteria are included in the
estimated sexual assault rate regardless of the status detfedadffenderi(e., military

member or civilian}* Seechapterl for further details on rate construction.

Estimated Sexual Assault Past Year Prevalence Rate
In 2019, 2.8% of women in the Army Reserve (an estimated 1,244 Soldiers) and 0.2% of men
(anestimated 319 Soldiers) experienced a sexual assault in the prior 12 months. This rate is

statistically unchanged from 2017, when an estimated 2.3% of women and 0.3% of men
experienced a sexual assaqlt.

Figure 36.
Estimated Sexual Assault Past Year Prevalence Rates for the Army Reserve
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Al references to fAexpereipeonrcte saor eo fb asseexdu aoln abseshaawlito risn et
self-reports; therefore, conclusions on whether the events reported occurred are beyond the purview of this survey.

OPA scientifically weights the survey data so findings can be generalized to thepfulation of Reserve

component members.

35While this appendix focuses on the results for the Army Reserve, we estimate prevalence rates for sexual assault

for the Department of the Army (i.e. the Army Reserve and the Army National Guard) as well itoarderm

policy and program assessment and development at the Department level. In 2019, 3.4% of women in the Army

Reserve or Army National Guard (an estimated 3,501 Soldiers) and 0.3% of men (an estimated 1,323 Soldiers)
experienced a sexual assaulthie prior 12 months. This rate is statistically unchanged from 2017, when an

estimated 3.1% of women and 0.4% of men experienced a sexual assault.

94 | Army Reserve Overview Report



2019 Workplace and Gender Relations Survey of Reserve Component Members | OPA

The majority of women (65%) were sexually assaulted multiple times in the prior year and
usually two to three times (21% and 25%, respectively). Among those women who were
sexuallyassaulteanultiple times the alleged offender was typically the same person (67%).

Type of Estimated Sexual Assault Prevalence Rate

An estimatedL.8%of women in the Army Resenexperienced a penetrative sexual assault and
1.0% experienced a ngrenetative sexual assault.

An estimated.1%of men in the Army Reseneaxperienced a penetrative sexual assault and
0.2% experienced a ngenetrative sexual assault.

Figure 37.
Estimated Past Year Prevalence Rates of Sexual Alésay Type for the Army Reserve
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One Situation of Sexual Assault with the Biggest Effect

Service members were asked to reflect upon and describe the characteristics and consequences of
the fione situationo of sexual assault that wa
majority of women, the worst situation involved either a peneta@xual assault (63%) or a
nonrpenetrative sexual assault (32%).

Reported Demographics of the Alleged Offender(s)

For the majority of women (75%), the worst incident of sexual assault in the prior year involved
one offender. The alleged offenders wasaally all male (93%) and involved at least one

military member (87%) who was higher ranking than them (64%). Accordingly, nearly one
guarter (24%) of women identified the alleged offender as someone in their chain of command
and 34% identified the alleg offender as some highemking military member in their unit. In
most cases, the alleged offender was a friend or acquaintance (41%) or someone from work
(39%).
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Location and Context

Just over half (53%) of women experienced the worst incident ofkagsault at a military
installation but half (50%) experienced the sexual assault while at a location off base (for
example, in temporary lodging/hotel room, a restaurant, bar, nightclub). Neaslyitd® of
women (63%) experienced the sexual assalile in a military status, usually while performing
a drill period (26%) or fultime Reserve duty (29%). Roughly etiérd (31%) of women
described the sexual assault they experienced as bullying and neagjysotex (23%) of
women described it as hag.

Notably, the majority of women (69%) were stalked or sexually harassed by the offender before
the sexual assault and 60% of women were stalked or sexually harassed by the offender after the
sexual assault.

Alcohol Use

In 2019, 57% of women describ#teir worst situation of sexual assault as involving alcohol
use. Nearly half of women (43%) and more than half 53% of alleged offenders were drinking
alcohol at the time of the evetft.More than onehird of women 38% indicated that the alleged
offende bought or gave them alcohol to drink jbstforethe unwanted event.

Reporting of Sexual Assault
Reporting Options

DoD provides two types of sexual assault reporting options to Service members: restricted
reports allow victims to get informationpltect evidence, and receive medical treatment and
counseling without starting an official investigation of the assault, and unrestricted reports start
an official investigation in addition to providing the services available in restricted reporting.
Reseve component members, the majority of whom serve in aipagtstatus (roughly 90%),

may also be more likely to report the sexual assault they experience to civilian law enforcement;
particularly if the alleged offender is not a military member. As stind?2019 WGRRncluded

civilian law enforcement as a potential reporting option.

The majority of women (71%) did not report the sexual assault they experienced to military
authorities or civilian law enforcement. Among their reasons for not repootthg military,

more than threquarters (77%) of women wanted to forget about it and move on, 71% of women
did not want people to know, and 63% of women felt ashamed or embarrassed

Estimated Sexual Assault Prevalence Prior to or After Joining the Military

In order to provide adequate resources to support survivors of sexual assault, it is also necessary
to monitor prevalence rates of sexual assault prior to and after joining the military. To construct
these rates, Service members were asked to thowt abents that occurred more than 12

months before the survey and then asked if they occurred before or after they joined the military.

36 This is based on the perception of the respondent.
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In 2019, an estimated 7.3% of women and 1.0% of men in the Army Reserve had experienced
sexual assault prior to joimg the military. This rate was statistically unchanged 287,

whenan estimated 7.0% of women and 0.8% of men had experienced sexual assault prior to
joining the military.

In 2019, an estimated 13.2% of women and 1.6% of men in the Army Resemxepleaenced
sexual assault since joining the military (including the prior 12 months). This rate was
statistically unchanged fro2017, wheran estimated 11.7% of women and 1.5% of men had
experienced sexual assault since joining the military.

Sexual Harassment and Gender Discrimination

To estimate past year sexual harassment and gender discrimination rates, Service members were
asked about whether they experienced behaviors prohibited by MEO policy by someone from
their military workplace and the circistances of those experiencéésThis section provides the
estimated rates for each of these-saged MEO violations. The characteristics of each of these
upsetting situations and the prevalence of reporting are summarized for each violation separately.
In other words, the report characterizes the attributes of incidents of sexual harassment and
gender discrimination separately.

Estimated Sexual Harassment Past Year Prevalence Rates

Sexual harassment comprises two behadi@sexually hostile work enanment and sexual

quid pro quo A sexually hostile work environment includes unwelcome sexual conduct or
comments that interfere with a personds worKk
offensive work environment; or where the conductisancd i t i on of a personés
career, and the behaviors must have continued after the alleged offender knew to stop or were so
severe that most Service members would have found them offensive. @aryatio quo

includes instances of job benefitslosses conditioned on sexual cooperation. The estimated

past year sexual harassment rate includes experiences of either of these behaviors. Multiple
changes were made to the sexual harassment metric in 2019. Therefore, the results presented in
this rgoort regarding the prevalence and characteristics of sexual harassment in the Army

Reserve are limited to responses provided in 2019 and no comparisons are made to data collected
regarding sexual harassment in prior years. Moreover, readers are steariglged against

making direct comparisons between the 2019 sexual harassment estimates and prior years. For
more on rate construction, sgeapterl of the full overview report.

It is worth noting that in order to be included in the sexual harassmartt e, Ser vi ce mem
experiences had to involve a person the member had contact with as part of their military duties.

STAL | references to fiexperienceso of sexual harassment ¢
behaviors endor s-epotisytherelore, ganciudiens dn svitether the efvents reported occurred are

beyond the purview of this surveDPA scientifically weights the survey data so that findings can be generalized to

the full population of Reserve component members.
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This is in contrast to the measure for sexual assault which does not include a requirement as to
the context in which the assault oo@d or the status of the alleged offentfer.

In 2019, 18.0% of women in the Army Reserve (an estimated 8,087 Soldiers) and 4.5% of men
(an estimated 6,295 Soldiers) experienced sexual harassment. There were no significant
differences in the estimated eatf sexual harassment for enlisted versus officer men, but
enlisted women were significantly more likely than women officers to experience sexual
harassment (18.8% compared to 14.6%).

Figure 38.
Estimated Sexual Harassment Pagear Rates for the Army Reserve
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For women, the most common types of sexual harassment involved being repeatedly told sexual

Aij okesd that made them feel uncomfortable (56
appearance or body that made them feel ufadable (41%), and repeated attempts by

someone to establish an unwanted romantic or sexual relationship (38%). The most common
type of sexual harassment experienced by men
that made them feel uncomfortal{fb0%). However, the next most common experience for men

was someone repeatedly suggesting that they do not act like a man is supposed to (37%)

foll owed by being repeatedly told about someo

38 While this appendix focuses on the results for the Army Reserve, we estimate prevalence rates for sexual
harassment fathe Department of the Army (i.e. the Army Reserve and the Army National Guard) as well in order
to inform policy and program assessment and development at the Department level. In 2019, 20.1% of women in
the Army Reserve or Army National Guard (an ested&®0,653 Soldiers) and 5.0% of men (an estimated 20,008
Soldiers) experienced sexual harassment in the prior 12 months.
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One Situation of Sexual Harassment with the Biggest Effect
Most Serious Behavior Experienced in "the One Situation”

Service members were asked to reflect upon and describe the characteristics and consequences of
theonesebased MEO violation, 0t drse oronoseserpustitas at i on,
them. This section of this appendix focuses on those experiences.

For more than onthird of womenwho experienced sexual harassmémt worst situation they
experienced in the prior 12 months involved being repeated toldlgekes (35%), repeated

sexual comments about their appearance or body (35%), and repeated attempts to establish an
unwanted romantic or sexual relationship (34%). For men, the worst situation of sexual

harassment most often involved being repeatedlyseidial jokes (38%), repeated suggestions

that they do not act | i ke a man i s supposed t
sexual activities (23%).

For the majority of women (73%) and men (65%), the worst situation of sexual harassment
occurred more than once. More specifically, nearly half of women (42%) and 28% of men most
often described the situation as happening over a period of a few months.

Demographics of the Alleged Offender(s)

For women in the Army Reserve, the most seriowsmton of sexual harassment was about

equally likely to involve one (48%) or more than one alleged offender (52%). The alleged
offenders in the worst situation nearly always included men (93%), military members (96%), and
someone higher ranking that thietim (70%). Notably, nearly orthird of women (29%)

described the worst situation as involving a mix of men and women alleged offenders.
Furthermore, a sizable minority of women described their alleged offender as someone of the
same rank (40%). Emstied women (74%) were significantly more likely than women officers
(49%)) to identify their alleged offenders as someone higher ranking than them. However,
enlisted women (47%) and women officers (42%) were about equally likely to identify the
alleged ofénder as a member of their chain of command.

For men in the Army Reserve, the most serious situation of sexual harassment most often
involved more than one alleged offender (58%). The alleged offenders in the worst situation
nearly always included meA@%), who were military members (94%), and who were most

often higher ranking than the victim (62%). For more thantbird of men (38%), the alleged
offender was a member of their chain of command. As with women, a sizable portion of men
(32%) describe the worst situation of sexual harassment as involving a mix of men and women
offenders. Moreover, nearly half of men (45%) identified the alleged offender as someone of the
same rank.

Location and Context

For both women (88%) and men (78%), the vaajonity of sexual harassment situations
occurred on a military installation. However, for both women (41%) and men (39%) a sizable
minority of situations occurred while they were at an official military function etahesr off

base For 91% of women @ah84% of men, the worst situation of sexual harassment occurred
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while the Service member was in a military status, most often while performing a drill period
(45% of women and 49% of men) or while performing-fuie Reserve duty (46% of women
and 39% ofmen).

One out of five (20%) of women and nearly anerter (22%) of men described the upsetting
situation as hazing. However, a substantial number of women (40%) and men (45%) described
the upsetting situation as bullying.

Making a Sexual Harassment Complaint

The militaryds equal opportunity training pro
resolve harassment or discrimination issues at the lowest level. Consistent with this training,

nearly half of women (49%) and men (48%) discussedpisetting situation with the alleged

offender. The majority of women (67%) and men (52%) discussed the situation with someone in
their unit.

In 2019, 42% of women in the Army Reserve and 32% of wiemexperienced sexual

harassmenhade a complaint regding the worst situation of sexual harassment they

experienced. More than otieird of women (39%) and nearly otigird of men (29%) made a

complaint to someone in their chain of command and nearitoreof women (29%) and one

out of five men (20%)nthe a compl aint to someone in the al
command. Relatively few Service members (11% of women and 8% of men) made a complaint
regarding the sexual harassment they experienced to a MEO staff member or office.

Figure 39.
Making a Complaint of Sexual Harassment in the Army Reserve
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Members of the military have several options for addressing a sexual harassment violation,
including an anonymous, informal, or formal complaint. Nearly half of women (45%) and 38%
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of men who made a complaint made an informal®ndotably, about onguarter of women
(23%) made a formal complaint and a famyligible number of women (19%) were not sure
what type of complaint they made. The number of formal complaints made byaserotv
reportable.

Among both women and men (50% and 34%, respectively), the most common positive action
taken in response to their complaint was that someone talked to the alleged offerkiéngmas

to change their behavioMeanwhile, the most commmegative response to a sexual

harassment complaint made by women (38%) was being encouraged to drop the issue. Roughly
onethird of the women (30%) and 23% of men who made a complaint regarding the sexual
harassment they experienced responded thatlduyzd offender(s) stopped the upsetting

behavior as a consequence of their complaint. Few Service members expressed satisfaction with
specific aspects of the complaint process and just 19% of women and 22% of men were satisfied
with the complaint processverall.

Figure 40.
Responses tMaking a Complaint of Sexual Harassment in the Army Reserve

Satisfaction with Aspects of the Complaint Process (Top 3)
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Finally, Service members were also able to provide reasons for not making a complaint
regarding the sexual harassment violation. Among their reasons for not making a complaint,
most women and men thought the complaint would make their work situatioraszupl€53%

and 30%, respectively), wanted to forget about it and move on (53% and 37%, respectively), or
did not think anything would be done (42% and 39%, respectively).

Estimated Gender Discrimination Past Year Prevalence Rates

The gender discriminatiorate includes members who experienced behaviors or comments

directed at them because of their gender in the prior 12 months. To be included in the rate, the
specified behaviors needed to meet the DoD legal criteria for gender discrimination and, more
speci fically, Service membersdé experiences had
as part of their military duties. Again, this is in contrast to the measure for sexual assault which
does not include a requirement as to the context in whichsgeult occurred or the status of the

3% Informal complaints are allegations submitted either verbally or in writing to a person in a position of authority
that are not damitted as a formal complaint through the office designated to receive complaints.
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alleged offender. Multiple changes were made to the gender discrimination metric in 2019.
Therefore, the results presented in this report regarding the prevalence and characteristics of
gender discrimination in the&rmy Reserve are limited to responses provided in 2019 and no
comparisons are made to data collected regarding gender discrimination in prior years.
Moreover, readers are strongly cautioned against making direct comparisons between the 2019
gender discrinmation estimates and prior years. Further details regarding rate construction are
available in Chapter 1 of this rep6ft.

In 2019, 9.7% of women in the Army Reserve (an estimated 4,368 Soldiers) and 1.4% of men
(an estimated 1,913 Soldiers) experiengedder discrimination. Among the women and men
who experienced gender discrimination, the experience most frequently involved being
mistreated, ignored, excluded, or insulted because of their g@tdérand 74%, respectively).

Figure 41.
Estimated Gender Discrimination Past Year Rates for the Army Reserve
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One Situation of Gender Discrimination with the Biggest Effect
Most Serious Behavior Experienced in the One Situation

As stated previously, Service members were asked to reflect upon and describe the
characteristics and consequenceesrgender it he one
discrimination that was the worst or most serious to them. Among the women and men who

40While this appendix focuses on the results for the Army Reserve, we estimate prevalence rates for gender
discrimination for the Department of the Army (i.e. the ArmydRes and the Army National Guard) as well in

order to inform policy and program assessment and development at the Department level. In 2019, 11.0% of women
in the Army Reserve or Army National Guard (an estimated 11,267 Soldiers) and 1.4% of men @wrc:StinG0

Soldiers) experienced gender discrimination in the prior 12 months.

102 | Army Reserve Overview Report



2019 Workplace and Gender Relations Survey of Reserve Component Members | OPA

experienced gender discrimination, the vast majority (88% and 82%, respectively) described the
worst situation as being mistreated, ignored, or insulted because of their gender. For most
members (81% of women and 90% of men), this situation occurredth@rence. More than
onethird of woman (37%) experienced the unwanted behaviors for a period of a few months and
43% of men experienced the behaviors over a period of one year or more.

Demographics of the Alleged Offender(s)

For women in the Army Resee, the one worst situation of gender discrimination typically
involved more than one alleged offender (66%). The alleged offenders nearly always included
men (95%), military members (97%), and the alleged offenders were typically higher ranking
than thevictim (85%)*' Notably, enlisted women (88%) were significantly more likely than
women officers (74%) to identify the alleged offender as higheking than them. Meanwhile,
women officers (50%) were significantly more likely than enlisted women (19%dgntify the

alleged offender as someone lower ranking than them. However, enlisted and officer women
were equally likely to identify the alleged offender as a member of their chain of command (70%
and 68%, respectively).

For men in the Army Resegythe one worst situation of gender discrimination typically

involved more than one alleged offender (82%). Men in the Army Reserve were significantly
more likely than women to experience gender discrimination by alleged offenders who were all
women (32%or male victims and 5% for female victims) or alleged offenders who were a mix
of men and women (58% for male victims and 28% for female victims). The alleged offenders
nearly always included military members (99%) and were typically higher rankinghiénan

victim (78%). In fact, the worst situation of gender discrimination experienced by men most
often involved an alleged offender who was in their chain of command (74%).

Location and Context

For the majority of women (94%), the worst situation @ider discrimination occurred on a
military installation. However, 39% of women and 62% of men identified the situation as
occurring at an official military function eithen or off base The vast majority of women and
men experienced the worst situatiof gender discrimination while in a military status, typically
while they were performing a drill period (50% of women and 69% of men) or while they were
performing fulitime Reserve duty (49% of women and 50% of men).

More than half of women (59%) a®@% of men described the upsetting situation as bullying.
Meanwhile, 22% of women and 28% of men described the upsetting situation as hazing.

41 To be included in the gender discrimination rate, the Service member had to indicate that the alleged offender was
a person in a position of leadership or authority over thieis.not necessarily the case that the alleged offender is
higher ranking than the victim. Moreover, Service members may experience gender discrimination and sexual
harassment simultaneously and involving multiple alleged offenders making it difficitentangle these

experiences.
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Making a Gender Discrimination Complaint

As mentioned previousl vy, t heognnéncouragesynditary e q u a l
members to attempt to resolve harassment or discrimination issues at the lowest level.

Consistent with this training, 52% of women and 51% of men discussed the upsetting situation

with the alleged offender. A substantial numbiewomen and men also discussed the gender
discrimination experience with someone in their unit (72% and 71%, respectively).

In 2019, nearly half of women (49%) and 60% of men made a complaint regarding the gender
discrimination they experienced. Coraipits were typically made to someone in their own chain
d 60% of
command (36% of women and 35% of men). Relatively few complaints were made to MEO

of command (45% of women an

staff or offices (14% of wmen and 16% of men).

Figure 42.

Making a Complaint of Gender Discrimination in the Army Reserve
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As with sexual harassment, members of the military have several options for addressing a gender
discrimination violation, includig an anonymous, informal, or formal complaint. Most women
(45%) who made a complaint made an informal complaint. Women who made a complaint
regarding the gender discrimination they experienced were often encouraged to drop the issue
(49%), and 49% of woen who made a complaint responded that no action was“aken.

Notably, 43% of women who complained about the gender discrimination they experienced felt
that their coworkers treated them worse or blamed them for the problem as a result. Meanwhile,
roughly one out of five women (18%) who made a complaint respdhdéthe alleged offender

stopped the upsetting behav

i or as

a

consequen

42 All responses are from the perspective of the Service member who, for a variety of reasons, may or may not be

aware of the actions taken by the person who took their MEO complaint.
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various aspects of the complaint process ranged from a low of 12% to a high of 30% and the
majority of women (52%) were dissatisfied witte complaint process overall.

Finally, Service members were also able to provide reasons for not making a complaint
regarding the gender discrimination violation. Among their reasons for not making a complaint,
most women thought doing so would makeit work situation unpleasant (62%), did not think
anything would be done (61%), did not trust that the process would be fair (55%), or were
worried about negative consequences from their military coworkers or peers (55%).

Figure 43.
Responses tMaking a Complaint of Gender Discrimination in the Army Reserve
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Culture, Climate, and Trust in the Military

This section presents the results of a series of questions include®01th#®/GRRo assess the
extent of excessive alcohase across the Reserve component, willingness by Service members
to intervene to prevent unwanted behaviors, workplace climate, and trust in the military. Many
of these questions were new to #8849 WGRRnd, thus, the data cannot be compared to prior
years. Nonetheless, these results offer useful insights regarding the context in which reserve
component members operate and may help to inform the design and evaluation of future
interventions for the prevention of or response to sexual assault, seasarhent, and gender
discrimination.

Alcohol Use

Binge drinking defined as five or more alcoholic drinks for males, and four or more alcoholic
drinks for females, within a twbour period may have severe health consequences (World
Health Organization, 20)%nd has been associated with increased risk of sexual violence
(Abbey et al., 2014). In order to assess the extent and severity of alcohol use in the reserve
component, the019 WGRRnhcluded a modified version of the Alcohol Use Disorders
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Identification TestConcise (AUDIFC).*® The AUDIT-C comprises three questions related to 1)
frequency of alcohol use; 2) amount of alcohol use; and, 3)4oingking (Bush et al., 1998).

Overall, 13% of women and 11% of men in the Army Reserve engaged in hazand&ung in

the prior year.The difference between women and men was not significant. Howelistee
women (14%) were significantly more likely than women officers (10%) to engage in hazardous
drinking. There were no significant differences betweadisted and officer mefor hazardous
drinking in general However, men in the Army Reserve (22%) were significantly more likely
than women (16%) to binge drink at least once in the prior year.

Alcohol-related periods of amnesia may prove useful asatalis of other types of harmful
behaviors such as future heavy alcohol use or injury (Wetherill & Fromme, 2016). In addition to
the AUDIT-C, the2019 WGRRilso measured excessive drinking by asking Service members to
indicate how often they drank so mutiat they could not remember what happened the night
before. One out of twenty women (5%) and men (5%) in the Army Reserve experienced
amnesia related to excessive alcohol use at least once in the prior year.

Figure 44.
Alcohd Use Among Army Reserve Service Members
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43The thredtem AUDIT-C is a modifed version of the Xlem AUDIT developed by the World Health
Organization. Furthemodifications made to the AUDIT in the2019 WGRRncluded the addition of a time
reference (Adur iQramgdthe ise of ppdatet, gehtlasechaiterta fiolsinge drinking (as
articulated above).
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Bystander Observations and Intervention Behaviors

Bystander intervention is among the most widely recognized approaches for preventing sexual

vi ol ence.

As such,

t he

militaryodos

trai

ni

bystander intervention, to include providing Service members watkotbis for considering how
best to intervene in difference scenarios. However, in order to intervene, Service members must
be alert to the presence of inappropriate behaviors. Identifying what types of behaviors Service
members observe and how they m@apmay help to not only assess the effectiveness of existing
training on bystander intervention but also improve that training. To this er)1IBeNGRR
asked Service members to identify whether they had witnessed a range of potentially dangerous
situdions in the prior 12 months and, if so, how they responded.

Figure 45.

Bystander Intervention in the Army Reserve
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Just over ongjuarter of women (28%) and significantly fewer men (15%) witnessed at least one
situation thapotentially required intervention in the prior year. The most common situation

wi tnessed

by

wWo men

(17 %)

wa s

someone

wh o

Afcr o

jokes. The most common situation withessed by men (10%) was someone who dranktoo muc

and needed help.

The vast majority of women (83%) and men (84%) who witnessed a situation intervened in some
way (either during or after the situation). Most women and men intervened by speaking up to

address the situation (49% and 54%, respectivelgy dalking to those involved to see if they
were okay (38% and 42%, respectively). However, enlisted men (45%) were significantly more
likely than male officers (32%) to talk to those involved.
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Workplace Climate

Prior research has demonstrated the arfie of workplace climate on not only the perpetration

of sexual assault or sexual harassment but also victim reporting decisions and recovery
(Buchanan et al., 2014; Sadler et al., 2017; Sadler et al., 2018; Willness et al., 2007). More
specifically, evilence suggests that a positive organizational climate is related to a decreased risk
of sexual assault (Klahr et al., 2017) and sexual harassment (Bergman et al. 2002; Walsh et al.,
2014) and more positive outcomes for those who report sexual harassergméB et al., 2002;
Offermann & Malamut, 2002). Leader attitudes and behaviors in particular may serve as either a
risk or protective factor for sexual assault in the military (Sadler et al., 2017; Sadler et al., 2018).
Moreover, perceptions by Servioeembers of the equal opportunity climate are also directly

related to other outcomes that are important to the DoD, including unit cohesion, job satisfaction,
and organizational commitment (Estrada et al., 2011; Walsh et al., 2010).

In 2019, Servicemengor s wer e asked to assess their unito
responsibility displayed by unit members for prevention and interventiegawigssexual assault;

the level of leadership shown by their immediate supervisor to promote a pasiivealthy

workplace; the level of intolerance for sexual harassment; and, the extent of workplace hostility
displayed by coworkers and leaders. The following sections detail the results of Service

member 6s responses to each of these topics in

Responsibility and Intervention

The majority of Army Reservists rated their units favorably based on a variety of behaviors they
witnessed people in their unit exhibit to a large extent, including making it clear that sexual
assault has no place in the militdobserved by 74% of women and 81% of men), leading by
example by refraining from sexist comments and behaviors (observed by 72% of women and
81% of men), and promoting a climate based on mutual respect and trust (observed by 71% of
women and 81% of men)Women consistently rated their units less favorably than did men and
differences were also evident based on paygrade. Enlisted women and men (71% and 79%,
respectively) were significantly less likely than women or male officers (79% and 88%,
respectivey) to witness people in their unit lead by example by refraining from sexist comments
and behaviors.
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Figure 46.
Responsibility and Intervention in the Army Reserve
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Leader Actions
Overall, Army Reservists provided positve asseme nt s of their 1 mmedi at e

behavior. However, women were significantly less likely than men to agree that their immediate
supervisor would correct individuals who refer to coworkers as "honey," "babe," or "sweetie" at
work (71% of women comped to 80% of men), intervene if an individual was receiving sexual
attention at work (80% of women compared to 86% of men), or encourage individuals to help
others in risky situations (80% of women compared to 85% of men). Differences were evident
amongmen as well. More specifically, enlisted men consistently rated their immediate
supervisors less favorably than did male officers. More specifically, enlisted men (78%) were
significantly less likely than male officers (86%) to agree that their immesligiervisor would
correct individuals who refer to coworkers as
also significantly less likely than male officers to agree that their imnmediate supervisor would
stop individuals who were talking about seximgics at work (81% compared to 89% of

officers).

Members of the Army Reserve who identified their leaders as being in the paygrade of E4 or E5
consistently rated their i mmediate supervisor
senior supefisors {.e.,those in the paygrade of E6 and above). The most marked difference in
supervisor assessments was related to promoting responsible alcohol use and correcting
individuals who refer to cowor ker efessiGnaloney, 0
language at work. Service members with an E4 or E5 immediate supervisor were significantly

less likely than those with more senior leaders to agree that their immediate supervisorgpromote
responsible alcohol use (74% of those with juniorstedl leaders compared to 81% with more
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senior leaders) or would correct unprofessional language (73% of those with junior enlisted
leaders compared to 80% with more senior leaders).

Figure 47.
Leader Actions to Prevent and Respibto Sexual Assault in the Army Reserve
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Psychological Climate for Sexual Harassment

Women in the Army Reserve provided significantly less positive assessments of the climate for
sexual harassment in their workplace than did men. More specifically, weerersignificantly

less likely than men to believe that penalties against individuals who sexually harass others at
work would be strongly enforced (53% of women compared to 71% of men). Women were also
significantly less likely than men to feel comfdaita making a sexual harassment complaint in

their workplace (59% of women compared to 72% of men) and one out of five women (20%)
compared to 8% of men felt that it would be risky to make a sexual harassment complaint in their
workplace.
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Figure 48.
Psychological Climate for Sexual Harassment in the Army Reserve

How much do you agree or disagree with the following statements regarding your current military workplace?
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Workplace Hostility

Most Service members rarely experienced hostile workplace behaviors from their coworkers or
immediate supervisor. However, women in the Army Reseere significantly more likely

than men to experience nearly every type of behavior, including having a coworker gossiping or
talking about them (42% of women compared to 27% of men), coworkers not providing
information or assistance when they neede8a®¢ of women compared to 23% of men), and a
coworker taking credit for their ideas (30% of women compared to 23% of men).

Trust in the Military

Trus® in leaders and the military systdm s p ar a mo u n ttespange frantework@oo D 6 s
sexual assault. Service members who believe that they can rely on their leadership and the

militarybés system odwith digsity and respadtanaytbe recametlikelyto e m f a
report unwanted experiences. Moreovemipresearch suggests that the perception of
procedural justice (a fair process) may be mo

report future incidents, than the actual outcome of the process (Tyler, 2004; Nix et al., 2015).
Thesamemaylter ue f or others who observe the victim
experience.

A significant and sizable decline in trust in the military system occurred between 2017 and 2019.
In 2019, women in the Army Reserve were significantly less likelyusst that if they were

sexually assaulted the military system would protect their privacy (54% compared to 71% in
2017), ensure their safety (56% compared to 73% in 2017), and treat them with dignity and
respect (57% compared to 73% in 2017).
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Figure 49.
Trust in the Military Systenin the Army Reserve
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Likewise, in 2019, men in the Army Reserve were also significantly less likely to trust that if
they were sexually assaulted the military system would protect their privacy (73% compared to
84% in 2017), ensure their safety (76% compared to 86% in 201/ )eat them with dignity

and respect (75% compared to 85% in 2017).

The differences in the perceptions of trust held by men and women in 2019 were also sizable and
statistically significant.

Social Perceptions and Experiences

The2019 WGRRncluded aseries of questions constructed to measure the extent and type of
sexism and rape myth acceptance in the reserve component. These items were new to the survey
and, thus, cannot be compared to prior years. Nonetheless, the results are informative in that
they offer clues that can support the development of specific and targeted interventions to change
inappropriate beliefs as well as a benchmark for future evaluations.

Sexism

The sexism scale used in the 2019 WGRR is grounded in a theory of ambivaiemt (§&hck

& Fiske, 1996) whereby individuals may hold not only negative attitudes toward women (hostile
sexism) but also seemingly positive or protective attitudes towards women (benevolent sexism).
While the use of the Ambivalent Sexism Inventory (ASlick & Fiske, 1996]) to measure

sexist attitudeamongcivilian populations is widespreatiere have been relatively few
applications of the ASI in the military and none generalizable to the full Selected Reserve
population. However, prior research gagts that benevolent and hostile sexism are related to
several important outcomes, including labeling an unwanted experience as sexual assault
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(LeMaire et al., 2016) othersod6 reactions

likelihood of engaging n s ex ual harassment (Begany & Mi

proclivity (Masser et al., 2006; Thomae & Viki, 2013).

Method In order to minimize respondent burden, 2049 WGRRIeployed a shortened version
of the ASI (Rollero et al., 2014). Respons&se provided to each of 12 itemsi{éms each for
benevolent and hostile sexism) on asoint scale ranging from strongly disagrees to strongly

t

0
I

S
bu

agree. To construct the hostile sexism and benevolent sexism scores, responses to the hostile and

benevolat sexism items were averaged separately with a higher score indicating more sexist

attitudes.

Results Overall, men were significantly more likely than women to endorse sexist attitudes,
both benevolent and hostile. More specifically, the averagevont sexism score for men in

the Army Reserve (3.4 on a scale from one to six) was significantly higher than for women (2.7).

Likewise, the average hostile sexism score for men in the Army Reserve (2.8 on a scale from one

to six) was significantly higér than the average score for women (2.2).

Figure 50.
Ambivalent Sexism in the Army Reserve

Ambivalent Sexism Inventory®
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With an average score of 3.0, men serving in units where women were uncommon (less than

10% of their military coworkers) were signiiotly more likely to endorse hostile sexist beliefs
than men in units with more women (an average score of 2.8).
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Rape Myth Acceptance

Rape myth acceptance refers to fAattitudes and
persistently held,andh at serve to deny and justify mal e s
(Lonsway & Fitzgerald, 1994, p. 133). For example, the belief that if a woman is raped while

she is drunk, she is at least somewhat responsible for letting things get out of cahablfa

woman doesnét physically fight back, you canb

Rape myth acceptance has been studied extensively in a variety of contexts but primarily among
college students to include those attending military servicesatad (Carroll et al., 2016).

From extant research, we know that rape myth acceptance may differentigerpetnators

from those who go on to engage in sexual violence (Yapp & Quayle, 2018), may be negatively
related to bystander willingness to intameg McMahon, 2010; Rosenstein, 2015), and may have
implications for victim willingness to report and the responses/resources provided to victims

(Freseet al., 2004). Meanwhile, awareness of thesapgo por t i ve bel i efs of o
social groups male a risk factor for perpetration by advancing the acceptance of those beliefs

as the norm (Bohner et al., 2010; Tharp et al., 2013).

Method. The 2019 WGRR utilized the lllinois Rape Myth Acceptance S8alert Fom

(IRMAS-SF Payne & Lonsway, 1996 estimate the extent of rape supportive beliefs within the
reserve component. The IRMAS- comprises litems(i.e., myths about rape) scored using a
five-point scale with responses ranging from strongly disagrees (1) to strongly agree (5). An
averagescore for all 17 questions produces a rape myth acceptance score with higher scores
indicating more rape myth acceptanéen support of the DoDOG6s conti
sexual assault prevention and response2@®® WGRRilso included three itenspecifically

related to myths about rape perpetrated against males for example, the belief that men are never
the victims or rape (Walfied, 2016). As with the IRM&E, the malegape myth items were

scored using a fivpoint scale with responses rangingm strongly disagree (1) &irongly

agree(5). An average score for the three questions produces the total score with higher scores
indicating more maleape myth acceptance.

Results Overall, rape myth acceptance among Service members in theResgyve was low.
However, the average rape myth acceptance score for men in the Army Reserve (1.7 on a scale
from one to five) was significantly higher than for women (1.4). Ragmportive beliefs were

more evident among enlisted women and men (withvanage score of 1.5 and 1.7,

respectively) who were significantly more likely than female or male officers (with an average
score of 1.3 and 1.5, respectively) to accept rape myths.
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Figure 51.
Rape Myth Acceptancby Agein the Army Reserve
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Resilience

While a variety of definitions for resilience exist, among the most meaningful in the military

context is the ability to Abounce back

from a

psychological and spiritual response toexeemevent so (Litz, 2014, p.
events can vary widely and while the military has primarily focused on resilience to e@mmbat
deploymenispecific events, recent years have brought greater attention to the relevance of

resilience to noitombat related events as well.

The Brief Resilience Scale (BRS) was created to more closely align with the aforementioned
definition of resilience and specifically to assess the ability to recover from stress (Smith et al.,

2008). While several scalesrfmeasuring resilience exist, the BRS has multiple benefits

including its brevity and narrow interpretation of resilience. Moreover, a series of validation
studies provide support for a relationship between BRS scores and perceived stress, anxiety, and
depression (Smith et al., 2008) suggesting the potential utility of the measure for identifying the
characteristics of individuals that may benefit from mental health or behavioral intervention.

Method. The BRS comprises six questions scored usingegpidint scale with responses

ranging from strongly disagree (1)strongly agre€5). An average score for the nine questions

produces the total score with higher scores indicating more resilient individuals.

Results The average resilience scooe fvomen in the Army Reserve was 3.8 and the average

score for men was 4.0. These scores indicate that, on average, Service members tended to agree
with each of the items related to their resilienbtably, women who experienced any of the
unwantedgenderrelatedbehaviors had significantly lower average resilience scores than women
who did not. More specifically, women who experienced sexualifidsad an average score of

3.3 (compared to an average of @18 did not experience sexual assault); wanwho
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experienced sexual harassment hadwarage score of 3(6onpared to an average score of 3.8

for women who did not experience sexual harassment); and, women who experienced gender
discrimination had aaverage resilience score of ¢ompared t@n aveage score of 3.&r

women who did not experience gender discrimination). The same significant differences were
evident between men who experienced each of these unwanted behaviors and those who did not.

Conclusion

The results of the019 WGRReweal that there was no significant chasgece 2017n the

estimated prevalence of sexual assault for women or men in the Army Reserve. This stability
might be interpreted as progress (given the estimated increase in sexual assaults identified in the
active duty in 2018). However, coupled with the fina that 65% of women who experienced

sexual assault in the prior year experienced more than one event, these findings are perhaps more
appropriately interpreted as further evidence of the substantial work that remains to be done to
prevent and respond texaial assault in the military.

While it was not possible to directly compare sexual harassment and gender discrimination rates
in 2019 to prior years, the prevalence of both unwanted behaviors in 2019 was still noteworthy.
Coupled with the finding thahore than twethirds of women (69%) in the Army Reserve were
sexually harassed or stalkied the same alleged offendanior to their worst situation of sexual
assault, the019 WGRRends support to prior research characterizing sexual harassment and
sexwal assault as existing on a continuum of harm. Greater attention to lower level grooming
behavior§ particularly sexual harassménimay offer a critical approach to the prevention of
sexual assault.

The results of the019 WGRRilso highlight key challergg with the complaint process \asvis
sexbased MEO violation. While a sizable proportion of Service members made a complaint
regarding the sexual harassment and gender discrimination violations they experienced, the
actions taken in response to themplaints and their overwhelmingly low satisfaction with the
complaint process suggest that further evaluation is necessary.

Differences between men and women regarding perceptions of the unit climate and experiences
with hostile behaviors from coworlseand supervisors portend the reality that women continue

to face challenges in the military. This is further reflected by the significant and sizable decline
in trust inthe military system since 2017, particularly among women. Decreasingiaystot

only relate taeporting decisionfor those who experienagwanted genderelated behaviors
butmayalso have broader implications f@tention intentions and, accordingllye healthof

the allvolunteer force.

Finally, this report provides suppodrfthe renewed emphasis in the DoD on prevention of

sexual assault. First, by demonstrating how sexual assault, sexual harassment, and gender
discrimination interact with one other (thesa | | ed fAconti nuum of har mo
secondly, by comibuting to our understanding of the attitudes and beliefs that Service members

44 See the 2018 Workplace and Gender Relations Survey of Active Duty Members: Overview Report at
https://iwww.sapr.mil/sites/default/files/Annex_1_2018_WGRA_Overview_Report.pdf
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have that may influence their behavior and actions. Overalks@p@ortive beliefs were
infrequent within the Army Reserve. However, an examination of rape myth accepyance
paygrade demonstrates the ways in which aggregated data may mask important differences
between subgroups. Meanwhile, data regarding the extent of hostile and benevolent sexism
among some Service members may help the DoD to provide tailored intergdntiorprove
prevention programs.
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Navy Reserve Overview Report

Executive Summary

The Department of Defense (DoD) remains committed to preventingegpdnding to sexual

assault, sexual harassment, and gender discrimination within its ranks. Effective prevention and
response efforts require a robust system of surveillance for monitoring the prevalence and
characteristics of these unwanted behaviotse Workplace and Gender Relations survey series
fills this critical role.

This appendix presents the findings from the 2019 Workplace and Gender Relations Survey of
Reserve Component Membe2919 WGRRIor the Navy Reserve compiled by the Health &
Resiience (H&R) Division of the Office of People Analytics (OPA). T2849 WGRRrovides

key insights as to the prevalence and characteristics of sexual assault, sexual harassment, and
gender discrimination in the Navy Reserve; Service member attitudeslerid \is-a-vis these
issues; and, perceptions of unit climate. Making these data available at the corgpaient
acknowledges the unique challenges that each Service must address in order to prevent and
respond to sexual assault, sexual harassmengeartter discrimination. More specifically,

these data provide the opportunity to identify Composeetific areas in need of improvement
and promising practices.

Summary of Top-Line Results

The remainder of this executive summary details thditgpresults for the Navy Reserve. The

full Navy Reserve 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, sexuarassment, and gender discrimination prevention and response
within the Navy. The complete, by question listing of the results of the 2019 WGRR are
available in th&019 WGRR Results and Trends.

References to the perpetrator or offender thr
perpetratoro or fialleged offendero because wi
allegation, the presumption of innocence applies unless ihan investigation that

substantiates the allegations and there is an adjudication of guilt. Additionally, all references to
Aexperienceso of sexual assault, gender discr
based on behaviors endorsedrbg s p o n d-eeparts therefoee,| cdnclusions as to whether

the events reported occurred are beyond the p
assault, o fisexual harassment, o0 or fAgender di s
legaldé i ni ti ons and should be interpreted as fal

Results of th2019 WGRRare presented for both men and women. However, in many cases,
data are not reportable for men due to low reliability. In this case, we reports results for women
only.
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Estimated Sexual Assault Past Year Prevalence Rates

Sexual assault offenses refer to a range of behaviors prohibited by the UCMJ and include
penetrative sexual assault (completed intercourse, sodomy [oral or anal sex], and penetration by
an object), nofpendrative sexual assault (unwanted touching of genitalia), and attempted
penetrative sexual assault (attempted sexual intercourse, sodomy [oral or anal sex], and
penetration by an object). Service members were asked to identify unwanted behaviors that
occured in the past 12 months.

1 In 2019 3.9% of women in the Navy Reserve (an estimated 538 Sailors) experienced
sexual assault in the prior 12 months. The prevalence rate for men in the Navy
Reserve was 0.6% (an estimated 245 Sailors). These prevalenceerates
statistically unchanged fro@017, wheran estimated 1.8% of women and 0.2% of
men were sexually assault&d.

1 Among womerthe Navy Reserve, 1.5% experienced a penetrative sexual assault and
2.5% experienced a ngpenetrative sexual assaulin estimated.3%of men in the
Navy Reservexperienced a penetrative assauid 0.3% experienced a ron
penetrative assault. The estimates of the prevalence of each type of sexual assault for
both men and women were statistically unchanged from 2017.

Estimated Sexual Harassment and Gender Discrimination Past Year Rates

Sexbased Military Equal Opportunity (MEO) violations include behaviors in line with either
sexual harassment or gender discrimination. We construct rates for each type of violation
separatly.

1 In 2019, 15.7% of women in the Navy Reserve (an estimated 2,151 Sailors)
experienced sexual harassment in the prior 12 months. The prevalence rate for men
in the Navy Reserve was 3.6% (an estimated 1,576 Sailors).

1 In 2019, 9.0% of women in the Navy $&ve (an estimated 1,225 Sailors)
experienced gender discrimination in the prior 12 months. The prevalence rate for
men in the Navy Reserve was 1.3% (an estimated 582 Sailors).

Culture, Climate, and Trust in the Military

In 2019, Service members were @dlseveral new or revised questions regarding alcohol use,
bystander intervention, and perceptions of the unit climate. Responses to these questions cannot
be compared to data from prior years. However, they offer useful insights regarding the context

45 As a part of a continuous review afirosurvey program, OPA is working to better align (where appropriate) the
WGRR survey instrument, data processing, and reporting with that 20ft8Norkplace and Gender Relations
Survey of Active Duty Member2018 WGRA In 2019, this necessitated @es to the 2017 dataset that were
minor (and did not substantively impact the results o7 WGRIRbut did produce slight differences in some
estimates for 2017 shown in this report as compared to what was reporte@0i Th&/GRR Overview Repoithe
updates to the017 WGRRvill be described and reported in full in a separate report.
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in which Service members operate and may prove useful for designing future interventions for
sexual assault, sexual harassment, and gender discrimination prevention and response.

Alcohol Use

1 Overall, 11% of men in the Navy Reserve and 12% of women weredoa®ar
drinkers in the prior year.

1 Almostonequarter(22%) of men in the Navy Reserve and almost one in five (19%)
women engaged in binge drinking at least once in the prior year.

1 Roughly one out of five of men (4%) and women (5%) experienced amnesaal rela
to excessive alcohol use at least once in the prior year.

Bystander Intervention

1 More than a quarter of women (28%), and significantly more than men (16%),
witnessed at least one situation that potentially required intervention in the prior year.

1 The most common situation withessed by women was observing someone who

Acrossed the | inedo with their sexist c¢comn
(9%) the most common situation witnessed was someone who drank too much and
needed help.

1 The vast majorit of women (89%) and men (85%) who witnessed a situation
intervened in some way (either during or after the situation).

Unit Climate, Leader Actions, and Workplace Hostility

1 The majority of women and men in the Navy Reserve rated their units favorably
based on a variety of behaviors they witnessed people in their unit exhibit to a large
extent. However, women were significantly less likely than men to rate their units
positively across almost all of the behaviors, including making it clear that sexual
assault has no place in the military (78% of women compared to 86% of men),
leading by example by refraining from sexist comments and behaviors (80% of
women compared to 89%), promoting a unit climate based on mutual respect and
trust (77% of women comparéal 89% of men).

1 Women and men in the Navy Reserve provided largely positive assessments of the
climate for sexual harassment in their workplace. However, women were less likely
than men to agree that a sexual harassment complaint would be thoroughly
investigated (65% of women compared to 79% of men), less likely to feel
comfortable reporting a sexual harassment complaint at their current military
workplace (61% of women compared to 77% of men), and less likely to believe that
penalties against individualvho sexually harass others at work are strongly enforced
(58% of women compared to 73% of men).
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1 Members in the Navy Reserve provided positive assessments of their imnmediate
super vi sor s-a&vislsexaadassault prevgntiom and response. Haweve
women were significantly less likely than men to agree that their immediate
supervisors would correct individuals who
Asweetieo at work (76% of women compared
are talking abot sexual topics at work (79% of women compared to 87% of men), or
encourage individuals to help others in risky situations (84% of women compared to
92% of men).

1 Most Service members rarely experienced hostile workplace behaviors from their
coworkers ormmediate supervisor. However, women in the Navy Reserve were
significantly more likely than men to experience nearly every type of hostile
behavior.

Trust in the Military

1 A significant and sizable decline in trust in the military system occurred between
2017 and 2019.

T In 2019, women in the Navy Reserve were significantly less likely to trust that if
they were sexually assaulted the military system would protect their privacy (55%
compared to 72% in 2017), ensure their safety (61% compared to 76% in 2017),
and treat therwith dignity and respect (59% compared to 74% in 2017).

T Likewise, in 2019, men in the Navy Reserve were significantly less likely to trust
that if they were sexually assaulted the military system would protect their
privacy (77% compared to 85% in 201@&hsure their safety (80% compared to
89% in 2017), and treat them with dignity and respect (78% compared to 88% in
2017).

Social Perceptions and Experiences

The2019 WGRRncluded a series of questions constructed to measure the extent and type of
sexismand rape myth acceptance in the Reserve component. These items were new to the
survey and, thus, cannot be compared to prior years. Nonetheless, the results are informative in
that they offer clues that can support the development of specific ancthigietrventions to

address inappropriate beliefs as well as a benchmark for future evaluations.

Benevolent and Hostile sexism

1 Overall, men in the Navy Reserve were significantly more likely than women to
endorse sexist attitudes, both benevolent andléodtlore specifically, the average
benevolent sexism score for men in the Navy Reserve (3.1 on a scale from one to six)
was significantly higher than for women (2.5). Likewise, the average hostile sexism
score for men in the Navy Reserve (2.7 on a dcafe one to six) was significantly
higher than the average score for women (2.2).
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1 Men serving in units where women were uncommon (less than 10% of their military
coworkers) were significantly more likely to endorse hostile sexist beliefs compared
to menserving in units with more women (an average score of 3.1 compared to 2.6).

Rape Myth Acceptance

1 Overall, rape myth acceptance among Service members in the Navy Reserve was low.
However, the average rape myth acceptance score for men in the Navy Reserve (
on a scale from one to five) was significantly higher than for women (1.4).- Rape
supportive beliefs were particularly notable among enlisted men who were
significantly more likely than male officers to accept rape myths.

1 There were no significantffierences in male rape myth acceptance between women
and men in the Navy Reserve.

1 There were no significant differences in rape myth acceptance between men in the
Navy Reserve assigned to units in which women were uncommon (less than 10% of
their military coworkers) and those in units where women were more common.

Resilience

The2019 WGRRncluded a measure for resiliedceefined as the ability to bounce back or

recover from stress (Smith et al., 2008). The capacity to assess the relationship between
unwanted genderelated experiences and resilience offers one way to demonstrate the impact of
these events on Service members' health and wellbeing. Moreover, the ability to demonstrate the
relationship between resilience and important military outconoeb, & retention, offers one

way to examine one potential consequence of unwaygedesrelatedevents and unhealthy

climates on the alolunteer force.

1 In 2019, the majority of both men and women in the Navy Reserve characterized
themselves as resilienHowever, the average resilience score for men (4.0 on a scale
from one to five) was significantly higher than for women (3.8).

Conclusion

The 2019 WGRR results suggest stability in the prevalence estimates of sexual assault for the
Navy Reserve overatind for women and men in the Navy Reserve specifically.

Men and women in the Navy Reserve held largely favorable perceptions of their unit climate and
leaderswith regardto their sense of responsibility for preventing and responding to sexual
assaultjntolerance of sexual harassment, and workplace civility. Prior research demonstrates
that women, as a minority group, face a greater risk of experiencing not only unwanted gender
related behaviors but also a climate intolerant of their presence.

Onend abl e incongruity in membersd otherwise po:
experiences in 2019 was a significant decline in trust in theangisystem compared to 2017.
Men and women in the Navy Reserve were significantly less likelyso tinat if they were
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sexually assaulted the military system would protect their privacy, ensure their safety, or treat

them with dignity and respect. While it is unclear what is driving this decline, this change merits
attention given how criticaltrusts t o t he fabric of the military
sexual assault and sexual harassment prevention and response program.

The 2019 WGRR is the first largeeale survey of military members to utilize the Ambivalent
Sexism Inventory (ASI) or thilinois Rape Myth Acceptance Scale (IRMAS). The assessment

of these constructs is important because efforts to prevent sexual violence must account for the
attitudes and beliefs that allow the environments conducive to perpetration of sexual violence to
develop and persist. A unique benefit of the ASI is the ability to measure both benevolent and
hostile sexism. While the latter beliefs are clearly offensive and problematic, the former beliefs
can be more insidious because of their seemingly harmégsen Overall, men in the Navy
Reserve were significantly more likely than women to endorse sexist attitudes, both benevolent
and hostile and notably, men serving in units where women were uncommon (less than 10% of
their military coworkers) were signdantly more likely to endorse hostile sexist beliefs

compared to men serving in units with more women.

The results of the 2019 WGRR also reveal an overall low level of rape myth acceptance in the
Navy Reserve. These data challenge assumptions or st@®atyput a military culture in

which rapesupportive beliefs are rampant. On the contrary, the results suggest that the vast
majority of Navy Reserve members reject rappportive myths. It is important to note that
aggregate estimates, focusing on mewomen overall, may mask important differences within
subgroups (e.g., specific units or occupations). For examplesugpertive beliefs were
particularly notable among enlisted men who were significantly more likely than male officers to
accept rapenyths.
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Introduction

The 2019VGRR provides key insights as to the prevalence and characteristics of sexual assault,
sexual harassment, and gender discrimination in the Navy Reserve; Service member attitudes
and beliefs visx-vis these issues; and, perceptions of unit climate. Mdkiege data available

at the componerevel acknowledges the unique challenges that each Service must address in
order to prevent and response to sexual assault, sexual harassment, and gender discrimination
within their ranks. More specifically, thesetal@rovide the opportunity to identify Service

specific areas in need of improvement and promising practices.

Background and Methodology

The Health & Resilience (H&R) Division, within the Office of People Analytics (OfARs

been conducting the congressionally mandated gender relations survey of reserve component
members since 2004 as part of a quadrennial (biennial starting in 2010) cycle of human relations
surveys outlined in Title 10 U.S. Code Section 481. Past suinfdfis population were

conducted by OPA in 2004, 2008, 2012, 2015, and 2017. In 2014, the RAND Corporation
conducted the 2014 RAND Military Workplace Study (2014 RMWS) of military members (both
active duty and reserve component) in order to providedependent assessment of unwanted
genderrelated behaviors in the military.

The ability to estimate annual prevalence rates for sexual assault, sexual harassment, and gender
discrimination is a distinguishing feature of this survey. The purpose ofrtitesas to provide

the Department with a biennial estimate of how many military men and women experienced
behaviors prohibited by the Uniform Code of Military Justice (UCMJ) or by policy during the

past year. Chapter 1 of the Overview Report providegiadal information regarding the

construction of these measures.

Survey Methodology

OPA uses industry standard scientific survey methodology to control for bias and allow for
generalizability to populations, and these scientific methods have been hbgatelependent
organizations (e.g., RAND and the Government Accountability Office [GAOPppendix F
contains answers to frequently asked questions (FAQ) on the methods employed by the
government and private survey agencies, including OPA.

46 Before 2016, the Health and Resilience (H&R) Research Division resided within the Research Surveys and

Statistics Center (RSSC) of the Defense Manpower Data Q@#HDC). In 2016, the Defense Human Resources

Activity (DHRA) reorganized and moved all divisions of RSSC under the newly established Office of People

Analytics (OPA).

471n 2014, an independent analysis of the methods used for the 2012 WGRA deterntinedtiaOP Ao0] r el i ed
standard, well accepted, and scientifically justified approaches to survey sampling and derivation of results as
reported for the 2012 WGRA (Morral, Gore, & Schell, 20
methods, and altugh they found sampling and weighting procedures aligned with industry standards and were
reliable for constructing estimates, they provided recommendations on conducting nonresponse bias analyses that
are now standard practice for OPA surveys (GE®751R Human Capital).
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Data for he2019 WGRRvere collected between August 16 and November 8, 2019. The survey
procedures were reviewed by a DoD Human Subjects Protection Officer as part of the DoD
survey approval and licensing process. Additionally, OPA received a Certificate of
Confidentiality from the National Institutes of Health (NIH) at the Department of Health and
Human Services to ensure respondent data were protécted.

The2019 WGRRvas largely modeled off of t#017 WGRRnd comparisons can be mawiéh
regardto the estimated sexual assault rates and many of the characteristics of sexual assault
between 2017 and 2019. However, because of multiple changes in the sexual harassment and
gender discrimination metrics in 2019, direct comparisons to 2017 data slobblel madevith
regardto sexual harassment and gender discrimination rates or experiences. Chapter 1 of the
Overview Report provides further details on the sexual harassment and gender discrimination
metric revisions.

The target population for 12019 WGRRconsisted of members from the Selected Reéegive
Reserve Units, Active Guard/Reserve (AGR/FTSPRitle 10 and 32), or Individual

Mobilization Augmentee (IMA) programs from the Marine Corps Reserve, Army National
Guard, Navy Reserve, Marine CerReserve, Air Force Reserve, and the Air National Guard.
Sampled military members were below flag rank and had been in the reserve component for at
least five months! Single-stage, nonproportional stratified random sampling procedures were
used to seld and invite participants.

OPA sampled a total of 17,995 Navy Reserve members f@0th@ WGRR? Surveys were
completed by 2,725 Navy Reserve members, resulting in a weighted response rate of 17.1% for
the Navy Reserve.

OPA scientifically weights theusvey data so that findings can be generalized to the full

population of reserve component members. Within this process, statistical adjustments are made
so that the sample more accurately reflects the characteristics of the population from which it
was dawn. 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

48 This Certificate of Confidentiality means that OPA cannot, without consent of the participant, disclose

information that may identify study participants in any federal, state, or local civil, criminal, administrative,

legislative, or ther proceedings.

®The fSelected Reserved refers to one of three subcat e
Ready Reserve [IRR] and the Inactive National Guard [ING]). Selected reservists are essential to initial wartime
missins and are the primary source of augments to active forces. While the Coast Guard Reserve is a component of
the Selected Reserve, the Coast Guard was not sampled for the 2019 WGRR.

50 Names for this program vary among reserve components: AGR/FTS/A®islznation of Active

Guard/Reserve (AGR), Ftillime Support (FTS), and Active Reserve (AR).

51 The sampling frame was developed five months before fielding the survey. Therefore, the sampling population
included those reserve component members with at least five months of service at the start of the survey. In other
words, individuals who joinedfter the sample was drawn were not selected for the survey.

52 Three separate surveys of the Reserve Component were scheduled to field at the same tirdethe 2019

WGRR the Workplace and Equal Opportunity Survey of Reserve Component Mer2028&MEOR), and the

Status of Forces Survey of Reserve Component Memb@t® (SOFIR In order to minimize survey burden, a

census of the reserve component was conducted such that every member was selected to receive one, and only one,
of the three surveys.
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nonresponse. OPA weights the data based on an industry standard jnatcestutles (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. Furthéorimation on this process can be found in
Chapter 1 and in th2019 WGRR Statistical Methodology Report

The remainder of this appendix details theliop results for the Navy Reserve. The full Navy
Reserve report is not an exhaustive summary of al plaints in the survey. Rather, it provides

an overview of the primary prevalence metrics and supporting data to help inform sexual assault,
sexual harassment, and gender discrimination prevention and response within the Department of
the Navy. The compte, by question, listing of the results of #89 WGRRre available in

the2019 WGRR Results and Trendss a part of a continuous review of our survey program,

OPA is working to better align (where appropriate) the WGRR survey instrument, data
procesing, and reporting with that of the Workplace and Gender Relations Survey of Active

Duty MembersWWGRA. In 2019, this necessitated updates to the 2017 dataset that were minor
(and did not substantively impact the results of20&7 WGRIRbut did produe slight

differences in some estimates for 2017 shown in this report as compared to what was reported in
the2017 WGRR Overview Reporfhe updates to tH2017 WGRRuill be described and

reported in full in a separate report.

References to the perpetrator of f ender t hroughout this repor:
perpetratoro or fAalleged offendero because wi
allegation, the presumption of innocence applies unless there is an investigation that

substantiates the allegations and there is an adjudication of guilt. Additionally, all references to
Afexperienceso of sexual assault, gender di
based on behavi or s e-megoots; terefdre, bopclusionssap to whitteen t s
the events reported occurred are beyond th
assault, o fisexual harassment, 0 or fAgender
legal definitions and should be inper et ed as fAall egedo event s.

o D®OoOwm
wo n -

Data in this appendix are presented for women and men when available. When data are not
reportable for men, only results for women will be discussed.

Sexual Assault

This section examines the estimated prevalence of sessallaamong reserve component

Service members. Beyond estimated prevalence rates, the following sections describe the
characteristics of sexual assault situations identified by Service members as the worst, and
descri be member s 6 tadepregarding repodisg theii sexbal essadt at t i
experience. This chapter concludes with a discussion regarding the ways in which these results
inform and refine our knowledge regarding sexual assault in the military.

Sexual Assault Past Year Prevalence Rates

Sexual assault offenses described throughout this chapter refer to a range of behaviors prohibited
by the UCMJ and include penetrative sexual assault (completed intercourse, sodomy [oral or anal
sex], and penetration by an object), fpenetrative sexdiassault (unwanted touching of
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genitalia), and attempted penetrative sexual assault (attempted sexual intercourse, sodomy [oral

or anal sex], and penetration by an object).

The WGRR measures the prevalence of sexual assetirizationmeaning that Seice
members who experience an unwanted behavior and meet legal criteria are included in the

estimated sexual assault rate regardless of the status of the alleged offendelitary

member or civilianf3 Seechapterl for further details on rate ostruction.

Estimated Sexual Assault Past Year Prevalence Rate

In 2019, 1.4% of Navy Reserve members (an estimated 783 Sailors) experienced sexual assault
in the prior 12 months. For Navy Reserve women, 3.9% (an estimated 538 Sailors) experienced

sexualassault in the prior 12 months. The prevalence rate for men in the Navy Reserve was
0.6% (an estimated 245 Sailors). These prevalence rates were statistically unchangéd from

whenan estimated 1.8% of women and 0.2% of men were sexually ass4ulted.

Figure 52.

Estimated Sexual Assault Past Year Rates for the Navy Reserve
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assault

OPA scientifically weightshe survey data so findings can be generalized to the full population of Reserve

component members.

54 While this appendix focuses on the results for the Navy Reserve, we estimate prevalence rates for sexual assault
for the Department of the Navy (i.e. tNavy Reserve and the Marine Corps Reserve) as well in order to inform

policy and program assessment and development at the Department level. In 2019, 4.1% of women in the Navy

Reserve and Marine Corps (an estimated 931 Service members) and 0.2% af petim@ed 541 Service

members) experienced a sexual assault in the prior 12 months. This rate is statistically unchanged from 2017, when

an estimated 2.0% of women and 0.4% of men experienced a sexual assault.
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Type of Estimated Sexual Assault Prevalence Rate

An estimatedL.5%of women in the Navy Reserexperienced a penetrative sexual assault and
2.5% experienced a ngenetrative sexual assault. An estima&egPoof men in the Navy
Reserveexperienced a penetrative assaultl 0.3% experienced a npenetrative assault. The
estimates of the prevalemof each type of sexual assault for both men and women were
statistically unchanged from 2017.

Figure 53.
Estimated Sexual Assault Past Year Rates by Tigdhe Navy Reserve
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Estimated Sexual Assault Prevalence Prior to or After Joining the Military

In order to provide adequate resources to support survivors of sexual assault, it is also necessary
to monitor prevalence rates of sexual assault prior to and after joining the military. To construct
these rates, Service memberravasked to think about events that occurred more than 12

months before the survey and then asked if they occurred before or after they joined the military.

In 2019, an estimated 10.9% of women and 1.4% of men in the Navy Reserve had experienced
sexualassault prior to joining the military. This rate was statistically unchanged2@dm,

whenan estimated 8.7% of women and 0.9% of men had experienced sexual assault prior to
joining the military.

In 2019, an estimated 18.5% of women and 2.7% of mdreiNavy Reserve had experienced
sexual assault since joining the military (including the prior 12 months). This rate was
statistically unchanged fro@017, wheran estimated 14.4% of women and 1.8% of men had
experienced sexual assault since joiningntliléary.
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Sexual Harassment and Gender Discrimination

To estimate past year sexual harassment and gender discrimination rates, Service members were
asked about whether they experienced behaviors prohibited by MEO policy by someone from
their militaryworkplace and the circumstances of those experieAcEBis section provides the
estimated rates for each of these-saged MEO violations. The characteristics of each of these
upsetting situations and the prevalence of reporting are summarized foicdatbn separately.

In other words, the report characterizes the attributes of incidents of sexual harassment and
gender discrimination separately.

Estimated Sexual Harassment Past Year Prevalence Rates

Sexual harassment comprises two behadi@sexially hostile work environment and sexual

quid pro quo A sexually hostile work environment includes unwelcome sexual conduct or
comments that interfere with a personds worKk
offensive work environment;avher e t he conduct is a condition
career, and the behaviors must have continued after the alleged offender knew to stop or were so
severe that most Service members would have found them offensive. @aryatio quo

includes ingances of job benefits or losses conditioned on sexual cooperation. The estimated

past year sexual harassment rate includes experiences of either of these beldantipis.

changes were made to the sexual harassment metric in 2019. Therefore Jthpresnted in

this report regarding the prevalence and characteristics of sexual harassmeNawvytReserve

are limited to responses provided in 2019 and no comparisons are made to data collected
regarding sexual harassment in prior years. Moreover, readers are strongly cautioned against
making direct comparisons between the 2019 sexual harassmeratestand prior years. For

more on rate construction, sgeapterl of the full overview report.

It is worth noting that in order to be includ
experiences had to involve a person the member had conthcsaptart of their military duties.

This is in contrast to the measure for sexual assault which does not include a requirement as to

the context in which the assault occurred or the status of the alleged offender.

In 2019, 6.5% of Navy Reservists (atimsited 3,727 Sailors) experienced sexual harassment.

For Navy Reserve women, 15.7% (an estimated 2,151 Sailors) experienced sexual harassment in
the 12 prior months. The prevalence rate for men in the Navy Reserve was 3.6% (an estimated
1,576 Sailors).

SSAT | references to fAiexperienceso of sexual harassmen.t
behaviors endor s-epotisytherelore, ganciudiens dn svitether the efvents reported occurred are

beyond the purview of this surveYDPA scientifically weights the survey data so that findings can be generalized to

the full population of Reserve component members.

56 While this appendix focuses on the results for the Navy Reserve, we estimate prevalence rates for sexual

harassment fothe Department of the Navy (i.e. the Navy Reserve and the Marine Corps Reserve) as well in order to
inform policy and program assessment and development at the Department level. In 2019, 16.7% of women in the
Navy Reserve and Marine Corps (an estim2i&d2 Service members) and 3.1% of men (an estimated 2,426

Service members) experienced a sexual harassment in the prior 12 months.
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Figure 54.
Estimated Sexual Harassmeand Gender DiscriminatiorPast Year Rates for the Navy
Reserve
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Estimated Gender Discrimination Past Year Rate

The gender discrimination rate includes members who experienced behaviarsrernte

directed at them because of their gender in the prior 12 months. To be included in the rate, the
specified behaviors needed to meet the DoD legal criteria for gender discrimination and, more
specifically, Service meapérsonthedmemberhadrconmctwith s h a
as part of their military duties. Again, this is in contrast to the measure for sexual assault which

does not include a requirement as to the context in which the assault occurred or the status of the
alleged offender Further details regarding rate construction are available in Chapter 1 of this

report>’

In 2019, 3.2% of Navy Reservists (an estimated 1,807 Sailors) experienced gender
discrimination. For Navy Reserve women, 9.0% (an estimated 1,225 Sailors) mcgerie

gender discrimination in the 12 prior months. The prevalence rate for men in the Navy Reserve
was 1.3% (an estimated 582 Sailors).

Culture Climate and Trust in the Military

This section presents the results of a series of questions include®0ith®/GRRo assess the
extent of excessive alcohol use across the Reserve component, willingness by Service members

5" While this appendix focuses on the results for the Navy Reserve, we estimate prevalence rates for gender
discrimination fa the Department of the Navy (i.e. the Navy Reserve and the Marine Corps Reserve) as well in

order to inform policy and program assessment and development at the Department level. In 2019, 10.1% of women
in the Navy Reserve and Marine Corps (an estimated4 Service members) and 1.0% of men (an estimated 817
Service members) experienced gender discrimination in the prior 12 months.
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to intervene to prevent unwanted behaviors, workplace climate, and trust in the military. Many
of these questions were new to #E89WGRR and, thus, the data cannot be compared to prior
years. Nonetheless, these results offer useful insights regarding the context in which reserve
component members operate and may help to inform the design and evaluation of future

interventions for the prewméion of or response to sexual assault, sexual harassment, and gender
discrimination.

Alcohol Use

Binge drinking defined as five or more alcoholic drinks for males, and four or more alcohol
drinks for females, within a twhour period may have severe hdélalconsequences (World
Health Organization, 2019) and has been associated with increased risk of sexual violence
(Abbey et al., 2014). In order to assess the extent and severity of alcohol use in the reserve
component, th2019 WGRRncluded a modified wsion of the Alcohol Use Disorders
Identification TestConcise (AUDIFC).>® The AUDIT-C comprises three questions related to 1)
frequency of alcohol use; 2) amount of alcohol use; and, 3)4oingking (Bush et al., 1998).

Overall, 11% of men in the Ns\Reserve and 12% of women were hazasddrinkers in the
prior year. Moreover, almost a quarter (22%) of men in the Navy Reserve and almost one in five
(19%) women engaged in binge drinking at least once in the priar year

Figure 55.
Alcohol UseAmongNavy Reserv&ervice Members
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58 The thredtem AUDIT-C is a modified version of the diem AUDIT developed by the World Health
Organization. Furthemodifications made to the AUDFC in the2019 WGRRncluded the addition of a time

reference (Aduring the past Ib@sedudteria forbinge drinkohg(ashe use of
articulated above).
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Alcohol-related periods of amnesia may prove useful as indicators of other types of harmful
behaviors such as future heavy alcohol use or injury (Wetherill & Fro2@is). In addition to

the AUDIT-C, the2019 WGRRilso measured excessive drinking by asking Service members to
indicate how often they drank so much that they could not remember what happened the night
before. Roughly one out of five men (4%) and wort®) experienced amnesia related to
excessive alcohol use at least once in the prior year.

Bystander Observations and Intervention Behaviors

Bystander intervention is among the most widely recognized approaches for preventing sexual
violence. Assuch,th mi I i t aryds training program incl ude
bystander intervention, to include providing Service members with the tools for considering how

best to intervene in difference scenarios. However, in order to intervene, Semmibenmmenust

be alert to the presence of inappropriate behaviors. Identifying what types of behaviors Service
members observe and how they respond may help to not only assess the effectiveness of existing
training on bystander intervention but also imprthat training. To this end, t#919 WGRR

asked Service members to identify whether they had witnessed a range of behaviors in the prior

12 months and, if so, how they responded.

More than a quarter of women (28%), significantly more than 16% of méressed at least

one situation that potentially required intervention in the prior year. The most common situation
witnessed by women was observing someone who
or jokes (17%). However, for men (9%) the mashmon situation withessed was someone

who drank too much and needed help.

Figure 56.
Bystander Intervention in the Navy Reserve
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The vast majority of women (89%) and men (85%) who witnessed a situation intervened in some
way (either during or after the situation). Most women and men who intervened did so by
speaking up to address the situation (50% of women and 54% of men) tkiry & those

involved to see if they were okay (39% for women and 34% for men).

Workplace Climate

Prior research has demonstrated the influence of workplace climate on not only the perpetration
of sexual assault or sexual harassment but also victiontieg decisions and recovery

(Buchanan et al., 2014; Sadler et al., 2017; Sadler et al., 2018; Willness et al., 2007). More
specifically, evidence suggests that a positive organizational climate is related to a decreased risk
of sexual assault (Klahr at., 2017) and sexual harassment (Bergman et al. 2002; Walsh et al.,
2014) and more positive outcomes for those who report sexual harassment (Bergman et al., 2002;
Offermann & Malamut, 2002). Leader attitudes and behaviors in particular may serveras eithe
risk or protective factor for sexual assault in the military (Sadler et al., 2017; Sadler et al., 2018).
Moreover, perceptions by Service members of the equal opportunity climate are also directly
related to other outcomes that are important to the, Decluding unit cohesion, job satisfaction,

and organizational commitment (Estrada et al., 2011; Walsh et al., 2010).

I n 2019, Service members were asked to assess
responsibility displayed by unit memisdor prevention and intervention ydsvis sexual assault;

the level of leadership shown by their immediate supervisor to promote a positive and healthy
workplace; the level of intolerance for sexual harassment; and, the extent of workplace hostility
displayed by coworkers and leaders. The following sections detail the results of Service

member 6s responses to each of these topics in

Responsibility and Intervention

The majority of women and men in the Navy Reserve rated their units favorably based o
variety of behaviors they witnessed people in their unit exhibit to a large extent. However,
women were significantly less likely to rate their units positively across almost all of the
behaviors compared to men, including making it clear that sesgallt has no place in the
military (78% of women compared to 86% of men), leading by example by refraining from
sexist comments and behaviors (80% of women compared t@B68%r), and promoting a unit
climate based on mutual respect and trust (77% afevocompared to 89% of men).
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Figure 57.
Responsibility and Intervention in the Navy Reserve
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Male officers were significantly more likely than enlisted men to witness people in their unit
promote a climate based on mutual respadttrust (95% of male officers compared to 87% of
enlisted men) or lead by example by refraining from sexist comments and behaviors (95% of
male officers compared to 87% of enlisted mdrikewise, women officers were significantly
more likely than emsted women to witness people in their unit promote a climate based on
mutual respect and trust (84% of women officers compared to 75% of enlisted women).

Leader Actions

Members in the Navy Reserve provided positive assessments of their immediatessapersi 0
leadership visxvis sexual assault prevention and response. However, women were significantly

less likely than men to agree that their immediate supervisors would correct individuals who
refer to coworkers as 0ho7% gf wamericbnaparedtoB6% r s w
of men), stop individuals who are talking about sexual topics at work (79% of women compared

to 87% of men), or encourage individuals to help others in risky situations (84&eran

compared to 92% of men).
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Figure 58.
Leader Actions to Prevent and Respond to Sexual Assault in the Navy Reserve
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Psychological Climate for Sexual Harassment

Women and men in the Navy Reserve provided largely positive assessments of the climate for
sexual harassment in their workplace. However, women were less likely to positively assess the
climate for sexual harassment in their workplace than men acrosst @lzehaviors (see

Figure59), including believing that a sexual harassment complaint would be thoroughly
investigated (65% of women compared to 79% of men), feebngfortable reporting a sexual
harassment complaint at their current military workplace (61% of women compared to 77% of
men), believing that penalties against individuals who sexually harass others at work are strongly
enforced (58% of women compared/@®? of men).
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Figure 59.
Psychological Climate for Sexual Harassment in the Navy Reserve
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Workplace Hostility

Most Service members in the Navy Reserve rarely experienced hostile workplace behaviors from
their coworkers or immedte supervisor. However, women in the Navy Reserve were

significantly more likely than men to experience nearly every type of behavior, including having

a coworker gossiping or talking about them (41% of women compared to 27% of men),
coworkers not provieg information or assistance when they needed it (35% of women

compared to 22% of men), and a coworker taking credit for their ideas (29% of women
compared to 21% of men). Accordingly, the average score for workplace hostility by coworkers
for women (1.% was significantly higher than for men (1.3). Likewise, the average score for
workplace hostility by immediate supervisors for women (1.4) was significantly higher than for
men (1.2).

Enlisted women and men (43% and 30%, respectively) were significante likely than
women and male officers to experience a coworker gossiping or talking about them (32% and
17%, respectively).

Trust in the Military

Trus® in leaders and the military systdm s par amount to the DoDOsS r €
sexual assaul Service members who believe that they can rely on their leadership and the

militaryobds system odwith digsity and respadtonaytbe racmetlikelytoe m f a
report unwanted experiences. Moreover, prior research suggests that theqreofept
procedural justice (a fair process) may be mo

report future incidents, than the actual outcome of the process (Tyler, 2004; Nix et al., 2015).
The same may be true for others who observethewich s posi ti ve or negativ
experience.
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A significant decline in trust in the military system occurred between 2017 and 2019. In 2019,
women in the Navy Reserve were significantly less likely to trust that if they were sexually
assaulted the niiary system would protect their privacy (55% compared to 72% in 2017),
ensure their safety (61% compared to 76% in 2017), and treat them with dignity and respect
(59% compared to 74% in 2017).

Likewise, in 2019, men in the Navy Reserve were signifigdatls likely to trust that if they

were sexually assaulted the military system would protect their privacy (77% compared to 85%
in 2017), ensure their safety (80% compared to 89% in 2017), and treat them with dignity and
respect (78% compared to 88% inZ). The significant decline in trust in the military system
was evident among enlisted men in the Navy Reserve but not male officers.

The differences in the perceptions of men and women were also sizable and statistically
significant Figure60).

Figure 60.
Trust in the Military System in the Navy Reserve
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Social Perceptions and Experiences

The2019 WGRRncluded a series of questions constructed to measure the extent and type of
sexism and rape myth acceptance in the reserve component. These items were new to the survey
and, thus, cannot be compared to prior years. Nonetheless, the results areivafanntizdt

they offer clues that can support the development of specific and targeted interventions to change
inappropriate beliefs as well as a benchmark for future evaluations.
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Sexism

The sexism scale used in the 2019 WGRR is grounded in a theory iwhEanbsexism (Glick

& Fiske, 1996) whereby individuals may hold not only negative attitudes toward women (hostile
sexism) but also seemingly positive or protective attitudes towards women (benevolent sexism).
While the use of the Ambivalent Sexism Intany (ASI, [Glick & Fiske, 1996]) to measure

sexist attitudeamongcivilian populations is widespread, there have been relatively few

applications of the ASI in the military and none generalizable to the full Selected Reserve
population. However, prioesearch suggests that benevolent and hostile sexism are related to
several important outcomes, including labeling an unwanted experience as sexual assault
(LeMaire et al., 2016) othersd reactions to s
likeihoodof engaging i n sexual harassment (Begany
proclivity (Masser et al., 2006; Thomae & Viki, 2013).

Method In order to minimize respondent burden, 2049 WGRRIeployed a shortened version

of the ASI (Rollero et al., 2014Responses were provided to each of 12 itemte(ds each for
benevolent and hostile sexism) on agoint scale ranging from strongly disagrees to strongly
agree. To construct the hostile sexism and benevolent sexism scores, responses to thedhostile a
benevolent sexism items were averaged separately with a higher score indicating more sexist
attitudes.

Results.Overall, men in the Navy Reserve were significantly more likely than women to endorse
sexist attitudes, both benevolent and hostile. Mpeegifically, the average benevolent sexism
score for men in the Navy Reserve (3.1 on a scale from one to six) was significantly higher than
for women (2.5). Likewise, the average hostile sexism score for men in the Navy Reserve (2.7
on a scale from one ®x) was significantly higher than the average score for women (2.2).

Enlisted men were significantly more likely than male officers to endorse sexist beliefs, both
benevolent (an average score of 3.2 for enlisted men and 3.0 for male officers) dadéest
average score of 2.8 for enlisted men and 2.4 for male officers). Likewise, enlisted women were
significantly more likely than women officers to endorse sexist beliefs, both benevolent (an
average score of 2.6 for enlisted women and 2.2 for wanfiieers) and hostile (an average

score of 2.3 for enlisted women and 1.8 for women officers).
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Figure 61.
Ambivalent Sexism in the Navy Reserve
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Finally, men serving in units where women were uncommon (less than 10% of thiirymili
coworkers) were significantly more likely to endorse hostile sexist beliefs compared to men
serving in units with more women (an average score of 3.1 compared to 2.6).

Rape Myth Acceptance

Rape myth acce ance r ef egeseraltytalsebatiare widelyand s an d
persistently h d, and that serve to deny and
(Lonsway & Fitzgerald, 1994, p. 133). For example, the belief that if a woman is raped while
she is drunk, she is at least sevhat responsible for letting things get out of control or that if a
woman doesndét physically fight back, you cano

Rape myth acceptance has been studied extensively in a variety of contexts but primarily among
college studestto include those attending military service aagks (Carroll et al., 2016).

From extant research, we know that rape myth acceptance may differentiqterpetmators

from those who go on to engage in sexual violence (Yapp & Quayle, 2018), may treehgga

related to bystander willingness to intervene (McMahon, 2010; Rosenstein, 2015), and may have
implications for victim willingness to report and the responses/resources provided to victims

(Freseet al., 2004). Meanwhile, awareness of thesappot i ve bel i efs of onebéos:s
social groups may be a risk factor for perpetration by advancing the acceptance of those beliefs

as the norm (Bohner et al., 2010; Tharp et al., 2013).
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Method.The2019 WGRRitilized the lllinois Rape Myth Acceptance Se&hort Form

(IRMAS-SF Payne & Lonsway, 199% estimate the extent of rape supportive beliefs within the
reserve component. The IRMAS- comprises 17 itemsd., myths about rape) scored using a
five-point scale with responses ranging from strongly disagrees (1) to strongly agree (5). An
average score for all 17 questions produces a rape myth acceptance score with higher scores
indicating more rape myth acceptance

Il n support of

acceptance.

ResultsOverall, rape myth acceptance among Service members in the Navy Reserve was low.
However, the average rape myth acceptance score for men in the Navy Reserve (1.6 on a scale

the DoDOGs
the2019 WGRRilso included three items specifically related to myths about rape perpetrated
against males for example, the belief that men are never thewvtirape (Walfied, 2016). As
with the IRMAS SF, the male@ape myth items were scored using a-fpent scale with
responses ranging from strongly disagree (bfrongly agre€5). An average score for the
three questions produces the total score higher scores indicating more makge myth

continued emphasi s

from one to iive) was significantly higher than for women (1.4). Rappportive beliefs were
particularly notable among enlisted men (with an average score of 1.6) who were significantly
more likely than male officers (with an average score of 1.5) to accept rabg. nhykewise,
enlisted women (with an average score of 1.4) were significantly more likely than women
officers (with an average score of 1.3) to accept rape myths.

Figure 62
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There were no significant differences in rape myth acceptance between men in the Navy Reserve
assigned to units in which women were uncommon (less than 10% of their military coworkers)
and those in units where women were more common. However, womermsinvhere women

were uncommon were significantly less likely to endarsale rape myths (an averagjel.2)

than wanen in units with more women (an averagd..3).

There were no significant differences in male rape myth acceptance between women and men in
the Navy Reserve.

Resilience

While a variety of definitions for resilience exist, among the most meaningful in the military
context is the ability to Abounce back from a
psychological and spiritual responsetb exe me eventso (Litz, 2014, p.
events can vary widely and while the military has primarily focused on resilience to eambat
deploymenispecific events, recent years have brought greater attention to the relevance of

resilience tammon-combat related events aslive

The Brief Resilience Scale (BRS) was created to more closely align with the aforementioned
definition of resilience and specifically to assess the ability to recover from stress (Smith et al.,
2008). While several sad for measuring resilience exist, the BRS has multiple benefits
including its brevity and narrow interpretation of resilience. Moreover, a series of validation
studies provide support for a relationship between BRS scores and perceived stress, adxiety, a
depression (Smith et al., 2008) suggesting the potential utility of the measure for identifying the
characteristics of individuals that may benefit from mental health or behavioral intervention.

MethodThe BRS comprises six questions scored usingegpvint scale with responses ranging
from strongly disagree (1) &irongly agre€5). An average score for the six questions produces
the total score with higher scores indicating more resilient individuals.

ResultsIn 2019, the majority of both men amebmen in the Navy Reserve characterized
themselves as resilient. The average brief resilience score for men (4.0 on a scale from one to
five) was significantly higher than for women (3.8). Moreover, male officers were significantly
more likely than enited men (an average score of 4.1 for male officers and 3.9 for enlisted men)
to have a higher average resilience score. Likewise, women officers were significantly more
likely than enlisted women (an average score of 4.0 for women officers and 3.Wd@den

women) to have a higher average resilience score.

Conclusion

The2019 WGRResults suggest stability in the prevalence estimates of sexual assault for the
Navy Reserve overall and for women and men in the Navy Reserve specifically.

Men and womemi the Navy Reserve held largely favorable perceptions of their unit climate and
leaderswith regardto their sense of responsibility for preventing and responding to sexual
assault, intolerance of sexual harassment, and workplace civility. Prior research demonstrates

144 | Navy Reserve Overview Report



2019 Workplace and Gender Relations Survey of Reserve Component Members | OPA

that women, as a minority group, face a greater risk of experiencing not only ungyantks
related behaviors but also a climate intolerant of their presence.

One notable incongruity in memberso otherwise
experiences in 2019 was a significant decline in trust in théanyisystem compad to 2017.

Men and women in the Navy Reserve were significantly less likely to trust that if they were

sexually assaulted the military system would protect their privacy, ensure their safety, or treat

them with dignity and respect. While it is uncledrawis driving this decline, this change merits
attention given how critical trust is to the
sexual assault and sexual harassment prevention and response program.

The2019 WGRRs the first largescalesurvey of military members to utilize the Ambivalent
Sexism Inventory (ASI) or the lllinois Rape Myth Acceptance Scale (IRMAS). The assessment
of these constructs is important because efforts to prevent sexual violence must account for the
attitudes andbeliefs that allow the environments conducive to perpetration of sexual violence to
develop and persist. A unique benefit of the ASI is the ability to measure both benevolent and
hostile sexism. While the latter beliefs are clearly offensive and protaenie former beliefs

can be more insidious because of their seemingly harmless nature. Overall, men in the Navy
Reserve were significantly more likely than women to endorse sexist attitudes, both benevolent
and hostile and notably, men serving in uniteere women were uncommon (less than 10% of
their military coworkers) were significantly more likely to endorse hostile sexist beliefs
compared to men serving in units with more women.

The results of th2019 WGRRilso reveal an overall low level of rapgth acceptance in the

Navy Reserve. These data challenge assumptions or stereotypes about a military culture in
which rapesupportive beliefs are rampant. On the contrary, the results suggest that the vast
majority of Navy Reserve members reject rapgportive myths. It is important to note that
aggregate estimates, focusing on men or women overall, may mask important differences within
subgroups (e.g., specific units or occupations). For examplesugpertive beliefs were

particularly notable amanenlisted men who were significantly more likely than male officers to
accept rape myths.
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Marine Corps Reserve Overview Report

Executive Summary

The Department of Defense (DoD) remains committed to preventing and responding to sexual
assault, sexual harassment, and gender discrimination within its ranks. Effective prevention and
response efforts require a robust system of silemee for monitoring the prevalence and
characteristics of these unwanted behaviors. The Workplace and Gender Relations survey series
fills this critical role.

This appendix presents the findings from the 2019 Workplace and Gender Relations Survey of
Reserve Component Membe29@9 WGRRjor the Marine Corps Reserve compiled by the

Health & Resilience (H&R) Division of the Office of People Analytics (OPA). Z0&9 WGRR
provides key insights as to the prevalence and characteristics of sexual assaailt, s

harassment, and gender discrimination in the Marine Corps Reserve; Service member attitudes
and beliefs vis-vis these issues; and, perceptions of unit climate. Making these data available
at the componerevel acknowledges the unique challended each Service must address in

order to prevent and respond to sexual assault, sexual harassment, and gender discrimination.
More specifically, these data provide the opportunity to identify Compespetific areas in

need of improvement and promisipmactices.

Summary of Top-Line Results

The remainder of this executive summary details thditgpresults for the Marine Corps

Reserve. The full Marine Corps Reserve overview report is not an exhaustive summary of all
data points in the survey. Rather, it provides an overview of the prpmewglence metrics and
supporting data to help inform sexual assault, sexual harassment, and gender discrimination
prevention and response within the Department of the Navy. The complete, by question listing
of the results of the019 WGRRire availablen the2019 WGRR Results and Trends.

References to the perpetrator or offender thr
perpetratoro or fialleged offendero because wi
allegation, the presuption of innocence applies unless there is an investigation that

substantiates the allegations and there is an adjudication of guilt. Additionally, all references to

Aexperienceso of sexual assault, gemarer di sc
based on behavi or s e-megoots; thezefore bcgnclusiens gsdonvtiethart s 0
the events reported occurred are beyond the
assault, o fisexual har as s meghoutthé remortdofmag ienplyd er di
|l egal definitions and should be interpreted

Results of th2019 WGRRare presented for both men and women. However, in many cases,
data are not reportable for women due to low reliability. In this, eeseeport results for men
only.
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Estimated Sexual Assault Past Year Prevalence Rates

Sexual assault offenses refer to a range of behaviors prohibited by the UCMJ and include
penetrative sexual assault (completed intercourse, sodomy [oral or anal dggnatration by
an object), nofpenetrative sexual assault (unwanted touching of genitalia), and attempted
penetrative sexual assault (attempted sexual intercourse, sodomy [oral or anal sex], and
penetration by an object). Service members were askddrntfy unwanted behaviors that
occurred in the past 12 months.

1 In 2019, 0.3% of Marine Corps Reserve members (an estimated 118 Marines)
experienced sexual assault in the prior 12 months.

1 Estimates for the prevalence of sexual assault for women in theeM@orps
Reserve were not reportable. However, the prevalence rate for men in the Marine
Corps Reserve was 0.1% (an estimated 36 Marines). This prevalence rate was
statistically unchanged fro2017, wheran estimated 0.3% of men were sexually
assaulted®

1 An estimated.2%of members of the Marine Corps Reseexperienced a
penetrative sexual assault and 0.1% experienced-peretrative sexual assault.
The estimates of the prevalence of each type of sexual assault were statistically
unchanged frol2017.

Estimated Sexual Harassment and Gender Discrimination Past Year Rates

Sexbased Military Equal Opportunity (MEO) violations include behaviors in line with either
sexual harassment or gender discrimination. We construct rates for each typetiohviola
separately.

1 In 2019, 3.4% of Marine Corps Reservists (an estimated 1,241 Marines) experienced
sexual harassment.

1 Estimates for the prevalence of sexual harassment for women in the Marine Corps
Reserve were not reportable. However, the prevaletedaramen in the Marine
Corps Reserve was 2.4% (an estimated 850 Marines).

1 In 2019, 1.5% of Marine Corps Reservists (an estimated 554 Marines) experienced
gender discrimination.

59 As a part of a continuous review of oursey program, OPA is working to better align (where appropriate) the
WGRR survey instrument, data processing, and reporting with that of the Workplace and Gender Relations Survey
of Active Duty Members (WGRA). In 2019, this necessitated updates to theda@dsét that were minor (and did

not substantively impact the results of #@7 WGRIRbut did produce slight differences in some estimates for

2017 shown in this report as compared to what was reported 201#fTeWGRR Overview Reporfhe updates to

the2017 WGRRuvill be described and reported in full in a separate report.
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1 Estimates for the prevalence of gender discrimination for women in theéV@arps
Reserve were not reportable. However, the prevalence rate for men in the Marine
Corps Reserve was 0.7% (an estimated 235 Marines).

Culture, Climate, and Trust in the Military

In 2019, Service members were asked several new or revised quegandsigalcohol use,
bystander intervention, and perceptions of the unit climate. Responses to these questions cannot
be compared to data from prior years. However, they offer useful insights regarding the context
in which Service members operate and maywe useful for designing future interventions for

sexual assault, sexual harassment, and gender discrimination prevention and response.

Alcohol Use

1 Overall, 16% of men in the Marine Corps Reserve were hazardous drinkers in the
prior year.

1 About onethird (34%) of men in the Marine Corps Reserve engaged in binge
drinking at least once in the prior year and 9% of men experienced amnesia related to
excessive alcohol use at least once in the prior year.

Bystander Intervention

1 Roughly one in ten men witased at least one situation that potentially required
intervention in the prior year. The most common situation they witnessed (10%) was
someone who drank too much and needed help.

1 The vast majority of men (84%) who witnessed a situation intervened m\was
(either during or after the situation).

Unit Climate, Leader Actions, and Workplace Hostility

1 Datawere notreportablevéisv i s womeno6s perceptions of
support, and workplace hostility in the Marine Corps Reserve. Jhis important
limitation given that comparing differences in the perceptions and experiences of men
and women offers critical insight as to the workplace environment.

1 The majority of men in the Marine Corps Reserve rated their units favorably based on
a variety of behaviors they witnessed people in their unit exhibit to a large extent,
including encouraging victims to report sexual assault (86%), making it clear that
sexual assault has no place in the military (84%), leading by example by refraining
from sexist comments and behaviors (82%), and publicizing sexual assault reporting
resources (82%).

1 Men in the Marine Corps Reserve provided largely positive assessments of the
climate for sexual harassment in their workplace. Men were the least liledyee
that they would feel comfortable making a sexual harassment complaint at their
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current military workplace (74%) and that penalties against individuals who sexually
harass others at work are strongly enforced (75%).

1 Men in the Marine Corps Reserve provided positive assessments of their inmediate
supervisorso | eadership regarding a range
behavior (88%), willingness to intervene if an individual was receiving sexual
attention awvork (88%), and encouraging individuals to help others in risky situations
that could result in harmful outcomes (86%).

1 Most men in the Marine Corps Reserve rarely experienced hostile workplace
behaviors from their coworkers or immediate supervisorwéder, enlisted men
were significantly more likely than male officers to experience nearly every type of
behavior, including having a coworker yell at them when they were angry (31% of
enlisted men compared to 14% of male officers), use insults, saraagestores to
humiliate them (20% of enlisted men compared to 9% of male officers), or not
provide information or assistance when they needed it (21% of enlisted men
compared to 11% of male officers).

Trust in the Military

1 A significant and sizable deok in trust in the military system occurred between
2017 and 2019.

T In 2019, men in the Marine Corps Reserve were significantly less likely to trust
that if they were sexually assaulted the military system would protect their
privacy (80% compared to 89 2017), ensure their safety (81% compared to
90% in 2017), and treat them with dignity and respect (80% compared to 89% in
2017).

T The significant decline in trust in the military system was evident among enlisted
men in the Marine Corps Reserve but maie officers.

Social Perceptions and Experiences

The2019 WGRRncluded a series of questions constructed to measure the extent and type of
sexism and rape myth acceptance in the Reserve component. These items were new to the
survey and, thus, cannog lsompared to prior years. Nonetheless, the results are informative in
that they offer clues that can support the development of specific and targeted interventions to
address inappropriate beliefs as well as a benchmark for future evaluations.

Benevolent and Hostile Sexism

1 Overall, men in the Marine Corps Reserve were significantly more likely than women
to endorse sexist attitudes, both benevolent and hostile. More specifically, the
average benevolent sexism score for men in the Marine Corps Reséron é3scale
from one to six) was significantly higher than for women (2.6). Likewise, the
average hostile sexism score for men in the Marine Corps Reserve (3.1 on a scale
from one to six) was significantly higher than the average score for women (2.3).

152 | Marine Corps Reserve Overview Report



2019 Workplace and Gender Relations Survey of Reserve Component Members | OPA

1 Men serving in units where women were uncommon (less than 10% of their military
coworkers) were significantly more likely to endorse hostile sexist beliefs compared
to men serving in units with more women.

Rape Myth Acceptance

1 Overall, rape myth acceptamamong Service members in the Marine Corps Reserve
was low. There were no significant differences between men and women in the
average level of rapmyth acceptance. However, rap@oportive beliefs were
particularly notable among enlisted men who wagaificantly more likely than
male officers to accept rape myths.

1 There were no significant differences in male rape myth acceptance between men and
women in the Marine Corps Reserve.

1 There were no significant differences in rape myth acceptancedeMarine Corps
Reserve members assigned to units in which women were uncommon (less than 10%
of their military coworkers) and those in units where women were more common.

Resilience

The2019 WGRRNncluded a measure for resiliedceefined as the abilitio bounce back or

recover from stress (Smith et al., 2008). The capacity to assess the relationship between
unwanted genderelated experiences and resilience offers one way to demonstrate the impact of
these events on Service members' health and wedibéiloreover, the ability to demonstrate the
relationship between resilience and important military outcomes, such as retention, offers one
way to examine one potential consequence of unwaygedesrelatedevents and unhealthy
climates on the alolunteer force.

1 In 2019, the majority of both men and women in the Marine Corps Reserve
characterized themselves as resilient. The average resilience score for women was
3.8 (on a scale of one to five) and the average for men was 4.0.

Conclusion

The2019 WGRRresults suggest stability in the prevalence estimates of sexual assault for the
Marine Corps Reserve overall and for men in the Marine Corps Reserve specifically. However,
a decline in response rates in recent years that prevented the calculagi@abtd estimates for
women in the Marine Corps Reserve (who are more abfiskxual assault) is a notable

concern. Given the critical surveillance function that the WGRR provides, increased efforts to
encourage survey participation are necessary.

Men in the Marine Corps Reserve held largely favorable perceptions of their unit climate and
leaderswith regardto their sense of responsibility for preventing and responding to sexual

assault, intolerance of sexual harassment, and workplace civility. ugdovtke inability to

compare the perspectives of men and women (because of the lack of reliable data for women) is
problematic. Prior research demonstrates that women, as a minority group, face a greater risk of
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experiencing not only unwanted gendelaed behaviors but also a climate intolerant of their
presence.

One notable incongruity in mend6s otherwise po
experiences in 2019 was a significant declintust in the military systemMen in the Marine

Corps Reserve were significantly less likely to trust that if they were sexually assaulted the

military system would protect their privacy, ensure their safety, or treat them with dignity and

respect. While it is unclear what is driving this decline, thsnge merits attention given how
critical trust is to the fabric of the milita
harassment prevention and response program.

The2019 WGRRs the first largescale survey of military members tolizie the Ambivalent

Sexism Inventory (ASI) or the lllinois Rape Myth Acceptance Scale (IRMAS). The assessment
of these constructs is important because efforts to prevent sexual violence must account for the
attitudes and beliefs that allow the environmsesdnducive to perpetration of sexual violence to
develop and persist. A unique benefit of the ASI is the ability to measure both benevolent and
hostile sexism. While the latter beliefs are clearly offensive and problematic, the former beliefs
can be mae insidious because of their seemingly harmless nature. Overall, men in the Marine
Corps Reserve were significantly more likely than women to endorse sexist attitudes, both
benevolent and hostile and notably, men serving in units where women were uncf@sson

than 10% of their military coworkers) were significantly more likely to endorse hostile sexist
beliefs compared to men serving in units with more women.

The results of th2019 WGRRilso reveal an overall low level of rape myth acceptance in the
Marine Corps Reserve. These data challenge assumptions or stereotypes about a military culture
in which rapesupportive beliefs are rampant. On the contrary, the results suggest that the vast
majority of Marine Corps Reserve members reject-majpportive myths. It is important to note

that aggregate estimates, focusing on men or women overall, may mask important differences
within subgroups (e.qg., specific units or occupations). For examplesugpertive beliefs were
particularly notable among enlistaten who were significantly more likely than male officers to
accept rape myths.
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Introduction

The2019 WGRPprovides key insights as to the prevalence andacheristics of sexual assault,
sexual harassment, and gender discrimination in the M@ongs Reserve; Service member
attitudes and beliefs vigvis these issues; and, perceptions of unit climate. Making these data
available at the componelavel acknowledges the unique challenges that each Service must
address in order to prevent and @sge to sexual assault, sexual harassment, and gender
discrimination within their ranks. More specifically, these data provide the opportunity to
identify Servicespecific areas in need of improvement and promising practices.

Background and Methodology

The Health & Resilience (H&R) Division, within the Office of People Analytics (OPAas

been conducting the congressionally mandated gender relations survey of reserve component
members since 2004 as part of a quadrennial (biennial starting in 2010) cycle of human relations
surveys outlined in Title 10 U.S. Code Section 481. Past suinfdfis population were

conducted by OPA in 2004, 2008, 2012, 2015, and 2017. In 2014, the RAND Corporation
conducted the 2014 RAND Military Workplace Study (2014 RMWS) of military members (both
active duty and reserve component) in order to providedependent assessment of unwanted
genderrelated behaviors in the military.

The ability to estimate annual prevalence rates for sexual assault, sexual harassment, and gender
discrimination is a distinguishing feature of this survey. The purpose ofrtitesas to provide

the Department with a biennial estimate of how many military men and women experienced
behaviors prohibited by the Uniform Code of Military Justice (UCMJ) or by policy during the

past year. Chapter 1 of the Overview Report providegiadal information regarding the

construction of these measures.

Survey Methodology

OPA uses industry standard scientific survey methodology to control for bias and allow for
generalizability to populations, and these scientific methods have been hbgatelependent
organizations (e.g., RAND and the Government Accountability Office [GAOPppendix F
contains answers to frequently asked questions (FAQ) on the methods employed by the
government and private survey agencies, including OPA.

60 Before 2016, the Health and Resilience (H&R) Research Division resided within the Research Surveys and

Statistics Center (RSSC) of the Defense Manpower Data Center (DMDC). IntBéIBefense Human Resources

Activity (DHRA) reorganized and moved all divisions of RSSC under the newly established Office of People

Analytics (OPA).

511n 2014, an independent analysis of the methods used faotieWGRAl et er mi ned t hent [ AOPAO]
standard, well accepted, and scientifically justified approaches to survey sampling and derivation of results as

reported for the012 WGRA Mor r al, Gore, & Schell, 2014). I n 2010,
methods, and although they fousampling and weighting procedures aligned with industry standards and were

reliable for constructing estimates, they provided recommendations on conducting nonresponse bias analyses that

are now standard practice for OPA surveys (GE®751R Human Capital)
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Data for he2019 WGRRvere collected between August 16 and November 8, 2019. The survey
procedures were reviewed by a DoD Human Subjects Protection Officer as part of the DoD
survey approval and licensing process. Additionally, OPA received a Certificate of
Confidentiality from the National Institutes of Health (NIH) at the Department of Health and
Human Services to ensure respondent data were profécted.

The2019 WGRRvas largely modeled off of t#017 WGRRnd comparisons can be mawiéh
regardto the estimatd sexual assault rates and many of the characteristics of sexual assault
between 2017 and 2019. However, because of multiple changes in the sexual harassment and
gender discrimination metrics in 2019, direct comparisons to 2017 data should not heitnade
regardto sexual harassment and gender discrimination rates or experiences. Chapter 1 of the
Overview Report provides further details on the sexual harassment and gender discrimination
metric revisions.

The target population for 12019 WGRRonsised of members from the Selected Resrive
Reserve Units, Active Guard/Reserve (AGR/FTSfARitle 10 and 32), or Individual

Mobilization Augmentee (IMA) programs from the Army Reserve, Army National Guard, Navy
Reserve, Marine Corps Reserve, Air Forced®ee, and the Air National Guard. Sampled

military members were below flag rank and had been in the reserve component for at least five
months®® Singlestage, nonproportional stratified random sampling procedures were used to
select and invite participds.

OPA sampled a total of 13,160 Marine Corps Reserve members 20188 NGRR® Surveys
were completed by 1,002 Marine Corps Reserve members, resulting in a weighted response rate
of 8.1% for the Marine Corps Reserve.

OPA scientifically weights theusvey data so that findings can be generalized to the full

population of reserve component members. Within this process, statistical adjustments are made
so that the sample more accurately reflects the characteristics of the population from which it
was dawn. 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

62 This Certificate of Confidentiality means that OPA cannot, without consent of the participant, disclose

information that may identify study participants in any federal, state, or local civil, criminal, administrative,
legislative, or other proceedings

The fiSelected Reserveod refers to one of three subcat e
Ready Reserve [IRR] and the Inactive National Guard [ING]). Selected reservists are essential to initial wartime
missions and are theimary source of augments to active forces. While the Coast Guard Reserve is a component of
the Selected Reserve, the Coast Guard was not sampled 21O&GRR

64 Names for this program vary among reserve components: AGR/FTS/AR is a combinatiivef A

Guard/Reserve (AGR), Ftillime Support (FTS), and Active Reserve (AR).

5 The sampling frame was developed five months before fielding the survey. Therefore, the sampling population
included those reserve component members with at least five nuirgévice at the start of the survey. In other

words, individuals who joined after the sample was drawn were not able to be selected for the survey.

5 Three separate surveys of the Reserve Component were scheduled to field at the same tirdethe 2019

WGRR the Workplace and Equal Opportunity Survey of Reserve Component Mer2028&WEOR and the

Status of Forces Survey of Reserve Component Memb@t® (SOFIR In order to minimize survey burden, a

census of the reserve component was conducigdthat every member was selected to receive one, and only one,

of the three surveys.
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nonresponse. OPA weights the data based on an industry standard jnatcestutles (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. Furthéorimation on this process can be found in
Chapter 1 and in th2019 WGRR Statistical Methodology Report

The remainder of this appendix details theliop results for the Marine Corps Reserve. The

full Marine Corps Reserve report is not an exhaustivensary 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, sexual harassment, and gender discrimination prevention and response
within the Department of thidavy. The complete, by question, listing of the results 02019
WGRRare available in th2019 WGRR Results and Trendss a part of a continuous review of
our survey program, OPA is working to better align (where appropriate) the WGRR survey
instrunment, data processing, and reporting with that of the Workplace and Gender Relations
Survey of Active Duty Memberd{GRA. In 2019, this necessitated updates to the 2017 dataset
that were minor (and did not substantively impact the results @0theé WGRIRbut did produce
slight differences in some estimates for 2017 shown in this report as compared to what was
reported in th017 WGRR Overview RepoiThe updates to ti#017 WGRRyvill be described

and reported in full in a separate report.

Referencesto he perpetrator or offender throughout t
perpetratoro or fAalleged offendero because wi
allegation, the presumption of innocence applies unless there is atigaties that

substantiates the allegations and there is an adjudication of guilt. Additionally, all references to

Afexperienceso of sexual assault, gender discr
based on behavi or s sefmegoots; thezefore bcgnclusiens asdonvilethart s 6

the events reported occurred are beyond the p
assault, o fisexual harassment, 0 or fAgender di s
legal definitonsand houl d be i nterpreted as fAall egedo ev

Data in this appendix are presented for women and men when available. When data are not
reportable for men, only results for women will be discussed.

Sexual Assault

This section examines the estimated prewed of sexual assault among reserve component
Service members. Beyond estimated prevalence rates, the following sections describe the
characteristics of sexual assault situations identified by Service members as the worst, and
descri be me mdswithani atiudgs eegardmgreporting their sexual assault
experience. This chapter concludes with a discussion regarding the ways in which these results
inform and refine our knowledge regarding sexual assault in the military.

Sexual Assault Past Year Prevalence Rates

Sexual assault offenses described throughout this chapter refer to a range of behaviors prohibited
by the UCMJ and include penetrative sexual assault (completed intercourse, sodomy [oral or anal
sex], and penetration by an object), fpEmetrative sexual assault (unwanted touching of
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genitalia), and attempted penetrative sexual assault (attempted sexual intercourse, sodomy [oral
or anal sex], and penetration by an object).

The WGRR measures the prevalence of sexual assetirtizationmeaning that Service
members who experience an unwanted behavior and meet legal criteria are included in the
estimated sexual assault rate regardless of the status of the alleged offendelitary

member or civilianf’ Seechapterl for further déails on rate construction.

Estimated Sexual Assault Past Year Prevalence Rates

In 2019, 0.3% of Marine Corps Reserve members (an estimated 118 Marines) experienced
sexual assault in the prior 12 months. Estimates for the prevalence of sexual assauftsior

in the Marine Corps Reserve were not reportable. However, the prevalence rate for raen in th
Marine Corps Reserve was 0.18& estimated 36 Marines). This prevalence rate was
statistically unchanged fro2017, wheran estimated 0.3% of men in thrine Corps Reserve
were sexually assaultég.

Figure 63.
Estimated Sexual Assault Past Year Rates for the Marine Corps Reserve
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Percent of all Marine Corps Reserve members 2019 Trend Comparisons: T Higher than 2017 | Lower than 2017 ++No Change
Al l references to fiexperienceso of sexual assault i

self-reports; therefore, conclusions on whetherehents reported occurred are beyond the purview of this survey.

OPA scientifically weights the survey data so findings can be generalized to the full population of Reserve
component members.

58 While this appendix focuses on the results for the Marine GRegsrve, we estimate prevalence rates for sexual
assault for the Department of the Navy (i.e. the Navy Reserve and the Marine Corps Reserve) as well in order to
inform policy and program assessment and development at the Department level. In 2019 wbh¥éroin the

Navy Reserve and Marine Corps Reserve (an estimated 619 Service members) and 0.4% of men (an estimated 282
Service members) experienced a sexual assault in the prior 12 months. This rate is statistically unchanged from
2017, when an estimed 2.0% of women and 0.2% of men experienced a sexual assault.
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Type of Estimated Sexual Assault Prevalence Rate

An estimated.2%of members of the Marine Corps Reserve experieageehetrative sexual
assaulin the prior yeaand 0.1% experienced a npenetrative sexual assault. The estimates of
the prevalence of each type of sexual assault were statistically unchanged from 2017.

Figure 64.
Estimated Sexual Assault Past Year Prevalence Rgtd@ypefor the Marine Corps Reserve
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Estimated Sexual Assault Prevalence Prior to or After Joining the Military

In order to provide adequate resources to sugaovivors of sexual assault, it is also necessary

to monitor prevalence rates of sexual assault prior to and after joining the military. To construct
these rates, Service members were asked to think about events that occurred more than 12
months before #hsurvey and then asked if they occurred before or after they joined the military.
Estimated rates of prior to or after joining the military sexual assault were not reportable for
women in the Marine Corps Reserve.

In 2019, an estimated 0.7% of men in kharine Corps Reserve had experienced sexual assault
prior to joining the military. This rate was statistically unchanged £20dv, wheran estimated
0.6% of men had experienced sexual assault prior to joining the military.

In 2019, an estimated 0.6%men in the Marine Corps Reserve had experienced sexual assault
since joining the military (including the prior 12 months). This rate was statistically unchanged
from 2017, wheran estimated 0.9% of men had experienced sexual assault since joining the
military.
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Sexual Harassment and Gender Discrimination

To estimate past year sexual harassment and gender discrimination rates, Service members were
asked about whether they experienced behaviors prohibited by MEO policy by someone from
their military workphce and the circumstances of those experiefic€his section provides the
estimated rates for each of these-saged MEO violations. The characteristics of each of these
upsetting situations and the prevalence of reporting are summarized for eattbrvggdparately.

In other words, the report characterizes the attributes of incidents of sexual harassment and
gender discrimination separately.

Estimated Sexual Harassment Past Year Prevalence Rates

Sexual harassment comprises two behadi@sexuallyhostile work environment and sexual

quid pro quo A sexually hostile work environment includes unwelcome sexual conduct or
comments that interfere with a personds worKk
offensive work environment; orwhetehe conduct i s a condition of
career, and the behaviors must have continued after the alleged offender knew to stop or were so
severe that most Service members would have found them offensive. @aryatio quo

includes instancesf job benefits or losses conditioned on sexual cooperation. The estimated

past year sexual harassment rate includes experiences of either of these beldantipis.

changes were made to the sexual harassment metric in 2019. Therefore, the essuitegpm

this report regarding the prevalence and characteristics of sexual harassmektarnbeCorps

Reserve are limited to responses provided in 2019 and no comparisons are made to data collected
regarding sexual harassment in prior years. Moreover, readers are strongly cautioned against
making direct comparisons between the 2019 sexual harassmeratestand prior years. For

more on rate construction, sgeapterl of the full overview report.

It is worth noting that in order to be includ
experiences had to involve a person the member had conthcsaptart of their military duties.

This is in contrast to the measure for sexual assault which does not include a requirement as to

the context in which the assault occurred or the status of the alleged offender.

In 2019, 3.4% of Marine Corps Resersigan estimated 1,241 Marines) experienced sexual
harassment. Estimates for the prevalence of sexual harassment for women in the Marine Corps
Reserve were not reportable. However, the prevalence rate for merMarihe Corps Reserve

was 2.4%an estinated 850 Marines).

Al | references to fAiexperienceso of sexual harassment
behaviors endor s-epoflisytherelore, ganciudiens dn svitetheyaingnts reported occurred are

beyond the purview of this survey. OPA scientifically weights the survey data so that findings can be generalized to
the full population of Reserve component members.

OWhile this appendix focuses on the results for the Ma@orps Reserve, we estimate prevalence rates for sexual
harassment for the Department of the Navy (i.e. the Navy Reserve and the Marine Corps Reserve) as well in order to
inform policy and program assessment and development at the Department leHI9,Ih67% of women in the

Navy Reserve and Marine Corps Reserve (an estimated 2,542 Service members) and 3.1% of men (an estimated
2,426 Service members) experienced a sexual harassment in the prior 12 months.
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Figure 65.
Estimated Sexual Harassmeraind Gender DiscriminatiorPast Year Rates for the Marine
Corps Reserve
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Estimated Gender Discrimination Past Year Prevalence Rates

The gender discrimination rate includeembers who experienced behaviors or comments
directed at them because of their gender in the prior 12 months. To be included in the rate, the
specified behaviors needed to meet the DoD legal criteria for gender discrimination and, more
specifically, Serv ce me mber sdé6 experiences had to involv
as part of their military duties. Again, this is in contrast to the measure for sexual assault which
does not include a requirement as to the context in which the assault d@ruire status of the
alleged offender. Further details regarding rate construction are available in Chapter 1 of this
report/t

In 2019, 1.5% of Marine Corps Reservists (an estimated 554 Marines) experienced gender
discrimination. Estimates for thegualence of gender discrimination for women in the Marine
Corps Reserve were not reportable. However, the prevalence rate for meNlaritteeCorps
Reserve was 0.7%&n estimated 235 Marines).

Culture, Climate, and Trust in the Military

This section preents the results of a series of questions included 20th® WGRRo assess the
extent of excessive alcohol use across the Reserve component, willingness by Service members
to intervene to prevent unwanted behaviors, workplace climate, and trustiritag. Many

T While this appendix focuses on the restdisthe Marine Corps Reserve, we estimate prevalence rates for gender
discrimination for the Department of the Navy (i.e. the Navy Reserve and the Marine Corps Reserve) as well in
order to inform policy and program assessment and development at the Repdetral. In 2019, 10.1% of women

in the Navy Reserve and Marine Corps Reserve (an estimated 1,544 Service members) and 1.0% of men (an
estimated 817 Service members) experienced gender discrimination in the prior 12 months.
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of these questions were new to B8 9WGRRand, thus, the data cannot be compared to prior
years. Nonetheless, these results offer useful insights regarding the context in which reserve
component members operate and may help to infoendélsign and evaluation of future
interventions for the prevention of or response to sexual assault, sexual harassment, and gender
discrimination.

Alcohol Use

Binge drinkingd defined as five or more alcoholic drinks for males, and four or more alcoholic
drinks for females, within a twbour period may have severe health consequences (World
Health Organization, 2019) and has been associated with increased risk of sexual violence
(Abbey et al., 2014). In order to assess the extent and severity of alcohotheseeserve
component, th2019 WGRRncluded a modified version of the Alcohol Use Disorders
Identification TestConcise (AUDIFC).”? The AUDIT-C comprises three questions related to 1)
frequency of alcohol use; 2) amount of alcohol use; and, 3)oingking (Bush et al., 1998).

Overall, 16% of men in the Marine Corps Reserve were hazardous drinkers in the prior year.
Moreover, about onthird (34%) of men in the Marine Corps Reserve engaged in binge drinking
at least once in the prior year.

Figure 66.
Alcohol Use AmongVarine Corps Reserv&ervice Members
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2 The thredtem AUDIT-C is amodified version of the Xiem AUDIT developed by the World Health
Organization. Furthemodifications made to the AUDIT in the2019 WGRRncluded the addition of a time
reference (Adur iQramdthe ise of ppdatet, gehtlasedchardria for binge drinking (as
articulated above).
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Alcohol-related periods of amnesia may prove useful as indicators of other types of harmful
behaviors such as future heavy alcohol use or injury (Wetherill & Fro2@is). In addition to

the AUDIT-C, the2019 WGRRilso measured excessive drinking by asking Service members to
indicate how often they drank so much that they could not remember what happened the night

before. Nearly one oten (9%) of men experiencednnesia related to excessive alcohol use at

least once in the prior year. Women were significantly more likely than men to never experience

memory loss related to excessive alcohol use in the prior year (96% of women compared to 88%

of men).

Bystander Observations and Intervention Behaviors

Bystander intervention is among the most widely recognized approaches for preventing sexual

vi ol ence. As such, t he

militaryds trali

ni

ng

bystander intervention, todgtude providing Service members with the tools for considering how

best to intervene in difference scenarios. However, in order to intervene, Service members must

be alert to the presence of inappropriate behaviors. Identifying what types of behawimes Se

members observe and how they respond may help to not only assess the effectiveness of existing
training on bystander intervention but also improve that training. To this er)IBeNGRR

asked Service members to identify whether they had witnessete of behaviors in the prior

12 months and, if so, how they responded.

Roughly one in ten men witnessed at least one situation that potentially required intervention in
the prior year. The most common situation they withessed (10%) was someod&anhtoo

much and needed help.

The vast majority of men (84%) who witnessed a situation intervened in some way (either during
or after the situation). Most men who intervened did so by speaking up to address the situation
(46%) or talked to those invadd to see if they were okay (42%).

Figure 67.
Bystander Intervention in the Marine Corps Reserve
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Workplace Climate

Prior research has demonstrated the influence of workplace climate on not only the perpetration
of sexual assdiuor sexual harassment but also victim reporting decisions and recovery
(Buchanan et al., 2014; Sadler et al., 2017; Sadler et al., 2018; Willness et al., 2007). More
specifically, evidence suggests that a positive organizational climate is relatéelci@ased risk

of sexual assault (Klahr et al., 2017) and sexual harassment (Bergman et al. 2002; Walsh et al.,
2014) and more positive outcomes for those who report sexual harassment (Bergman et al., 2002;
Offermann & Malamut, 2002). Leader attitudes aetlaviors in particular may serve as either a
risk or protective factor for sexual assault in the military (Sadler et al., 2017; Sadler et al., 2018).
Moreover, perceptions by Service members of the equal opportunity climate are also directly
related toother outcomes that are important to the DoD, including unit cohesion, job satisfaction,
and organizational commitment (Estrada et al., 2011; Walsh et al., 2010).

I n 2019, Service members were asked tod assess
responsibility displayed by unit members for prevention and interventiegawigssexual assault;

the level of leadership shown by their immediate supervisor to promote a positive and healthy
workplace; the level of intolerance for sexual harassnagat; the extent of workplace hostility

displayed by coworkers and leaders. The following sections detail the results of Service

member 6s responses t oDataaverdnotordportbbteedsva st ovpimes disn
perceptions of their unit cliate, leader support, and workplace hostility in the Marine Corps

Reserve. This is an important limitation given that comparing differences in the perceptions and
experiences of men and women offers critical insight as to the workplace environment.

Responsibility and Intervention

The majority of men in the Marine Corps Reserve rated their units favorably based on a variety
of behaviors they witnessed people in their unit exhibit to a large extent, including encouraging
victims to report sexual assaul6@®), making it clear that sexual assault has no place in the
military (84%), leading by example by refraining from sexist comments and behaviors (82%),
and publicizing sexual assault reporting resources (82%).
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Figure 68.
Respon#ility and Intervention in the Marine Corps Reserve
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Male officers were significantly more likely than enlisted men to witness people in their unit
promote a climate based on mutual respect and trust (88% of male officers compared to 80% of
enlisted mehor lead by example by refraining from sexist comments and behaviors (91% of
male officers compared to 80% of enlisted men).

Leader Actions

Men in the Marine Corps Reserve provided posi
leadership regarding range of actions, including modeling respectful behavior (88%),

willingness to intervene if an individual was receiving sexual attention at work (88%), and
encouraging individuals to help others in risky situations that could rasudrmful outcomes

(86%).
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Figure 69.
Leader Actions to Prevent and Respond to Sexual Assault in the Marine Corps Reserve
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Members of the Marine Corps Reserve who identified their leaders as being in the paygrade of

E4 or E5 rated theirimmediaseu per vi sor 6s significantly | ower
senior supervisors.€.,those in the paygrade of E6 and abovih regardto two specific

actions. Service members with an E4 or E5 immediate supervisor were significantly less likely

than thee with more senior leaders to agree that their immediate supervisor would correct
individuals who refer to coworker as fAhoney, O
language at work (75% of those with junior enlisted leaders compared to B6¥have senior

leaders) or would stop individuals who were talking about sexual topics at work (71% of those

with junior enlisted leaders compared to 86% with more senior leaders).

Psychological Climate for Sexual Harassment

Men in the Marine Corps Reserprovided largely positive assessments of the climate for sexual
harassment in their workplace. Men were the least likely to agree that they would feel
comfortable making a sexual harassment complaint at their current military workplace (74%) and
that pealties against individuals who sexually harass others at work are strongly enforced
(75%).
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Figure 70.
Psychological Climate for Sexual Harassment in the Marine Corps Reserve
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Workplace Hostility

Most men in the Marine Corps Reserve rarely experienced hostile workplace behaviors from
their coworkers or immediate supervisor. However, enlisted men were significantly more likely
than male officers to experience nearly every type of behavior, inglhdiving a coworker yell

at them when they were angry (31% of enlisted men compared to 14% of male officers), use
insults, sarcasm, or gestures to humiliate them (20% of enlisted men compared to 9% of male
officers), or not provide information or assistarwehen they needed it (21% of enlisted men
compared to 11% of male officers). Accordingly, the average score for workplace hostility by
coworkers for enlisted men (1.4) was significantly higher than for male officers (1.2). Likewise,
the average scorerfaworkplace hostility by immediate supervisors for enlisted men (1.3) was
significantly higher than for male officers (1.2).

Trust in the Military

Trus® in leaders and the military systdm s par amount to the DoDOS r €
sexual assaultService members who believe that they can rely on their leadership and the

militarybés system odwith digsity and respadtonaytbe recaetlikelyto e m f a
report unwanted experiences. Moreover, prior research suggests that the pes€eption
procedural justice (a fair process) may be mo

report future incidents, than the actual outcome of the process (Tyler, 2004; Nix et al., 2015).
The same may be true f orposiivelrenegativewdparting bser ve t
experience.

A significant decline in trust in the military system occurred between 2017 and 2019. In 2019,
men in the Marine Corps Reserve were significantly less likely to trust that if they were sexually
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assaulted the iitary system would protect their privacy (80% compared to 89% in 2017),
ensure their safety (81% compared to 90% in 2017), and treat them with dignity and respect
(80% compared to 89% in 2017). The significant decline in trust in the military system was
evident among enlisted men in the Marine Corps Reserve but not male officers.

Figure 71
Trust in the Military Systemn the Marine Corps Reserve
If you are sexually assaulted, you can... % who indicated agree/strongly agree

100% 87% 89% 80%]
80%

Trust the military
60%

system to protect o 65% 64%
your privacy
20%

0%

Trust the military 100% 83% 99% 81%|
system to ensure 80% —
your safety 60% 73% 68%
following the  40%
incident 20%
0%
- 100% 87% 89% 80%|
Trust the military ., fon— = —

system to treat 60%
you with dignity 409 69% 62%
and respect 20%
0%
2015 2017 2019
USMCR Women =@=USMCR Men
Margins of error range from £2% to +10%
Percent of all Marine Corps Reserve members 2019 Trend Comparisons: T Higher than 2017 | Lower than 2017 Q170

Social Perceptions and Experiences

The2019 WGRRncluded a series of questioosnstructed to measure the extent and type of
sexism ad rape myth acceptance in theserve component. These items were new to the

survey and, thus, cannot be compared to prior years. Nonetheless, the results are informative in

that they offer clues th@an support the development of specific and targeted interventions to
change inappropriate beliefs as well as a benchmark for future evaluations.

Sexism

The sexism scale used in @19 WGRRs grounded in a theory of ambivalent sexism (Glick &
Fiske, D96) whereby individuals may hold not only negative attitudes toward women (hostile

sexism) but also seemingly positive or protective attitudes towards women (benevolent sexism).

While the use of the Ambivalent Sexism Inventory (ASI, [Glick & Fiske, 1p&@6ineasure

sexist attitudeamongcivilian populations is widespreatiere have been relatively few
applications of the ASI in the military and none generalizable to the full Selected Reserve
population. However, prior research suggests that benearidriostile sexism are related to
several important outcomes, including labeling an unwanted experience as sexual assault
(LeMaire et al., 2016), othersdé6 reactions
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likelihood of engaging in sexual harassinen( Begany & Mi |l bur n, 2002) ,
proclivity (Masser et al., 2006; Thomae & Viki, 2013).

Method In order to minimize respondent burden, #0649 WGRRIeployed a shortened version
of the ASI (Rollercet al., 2014). Responses were provided to each of 12 iteitesr($ each for
benevolent and hostile sexism) on agoint scale ranging from strongly disagrees to strongly
agree. To construct the hostile sexism and benevolent sexism scores, respihreskadtile and
benevolent sexism items were averaged separately with a higher score indicating more sexist
attitudes.

Results Overall, men in the Marine Corps Reserve were significantly more likely than women
to endorse sexist attitudes, both berernt and hostile. More specifically, the average
benevolent sexism score for men in the Marine Corps Reserve (3.4 on a scale from one to six)
was significantly higher than for women (2.6). Likewise, the average hostile sexism score for
men in the Marin€orps Reserve (3.1 on a scale from one to six) was significantly higher than
the average score for women (2.3). Enlisted men were significantly more likely than male
officers to endorse sexist beliefs, both benevolent (an average score of 3.5 fait erdistand

3.1 for male officers) and hostile (an average score of 3.2 for enlisted men and 2.7 for male
officers).Men serving in units where women were uncommon (less than 10% of their military
coworkers) were significantly more likely to endorse hosgeist beliefs compared to men
serving in units with more women (an average score of 3.2 compared to 2.9).

Figure 72
Ambivalent Sexism in the Marine Corps Reserve

Ambivalent Sexism Inventory”

Benevolent Hostile
6 Sexism Score Sexism Score
4 3.4t 3.1t
2.6t 2.3t
: . .
0
Women Men Women Men
Units in Which Women Common Versus Units in Which Women Uncommon
USMCR Women USMCR Men
6 Benevolent Hostile Benevolent Hostile
Sexism Score Sexism Score Sexism Score Sexism Score
3.9
4 27 3.3 2.9% 3.2
2
NR NR NR
0
Common Uncommon Common Uncommon Common Uncommon Common Uncommon
Margins of error range from +0.1% to =0.7% " Higher scores indicated a more sexist attitude
Percent of all Marine Corps Reserve members T Higher Response { Lower Response Q173

Marine Corps Reserve Overview Report | 169



OPA | 2019 Workplace and Gender Relations Survey of Reserve Component Members

Rape Myth Acceptance

Rape myth accept aandleeliefs thdt are genetally falBesbtit are widelgt &nd
persistently held, and that serve to deny and
(Lonsway & Fitzgerald, 1994, p. 133). For example, the belief that if a woman is raped while

she is drunkshe is at least somewhat responsible for letting things get out of control or that if a
woman doesné6t physically fight.Rapamkh, you canéd
acceptance has been studied extensively in a variety of contexts but primanly eotiege

students to include those attending military service evaek (Carroll et al., 2016From extant

research, we know that rape myth acceptance may differentiajgenpetrators from those who

go on to engage in sexual violence (Yapp & Qua3d,8), may be negatively related to

bystander willingness to intervene (McMahon, 2010; Rosenstein, 2015), and may have

implications for victim willingness to report and the responses/resources provided to victims

(Freseet al., 2004). Meanwhile, awarersfsberapes uppor ti ve bel i efs of o
social groups may be a risk factor for perpetration by advancing the acceptance of those beliefs

as the norm (Bohner et al., 2010; Tharp et al., 2013).

Method.The2019 WGRRitilized the lllinois Rape Myth Acceptance Sc&leort Form

(IRMAS-SF Payne & Lonsway, 199% estimate the extent of rape supportive beliefs within the
reserve component. The IRMAS- comprises 17 itemsd., myths about rape) scored using a
five-point scale with responses ranging from strongly disagrees (1) to strongly agree (5). An
average score for all 17 questions produces a rape myth acceptance score with higher scores
indicating more rape myth acceptance.

I n support of thesbDeD®dn omemtbisnseduamplssaul t
the2019 WGRRilso included three items specifically related to myths about rape perpetrated
against males for example, the belief that men are never the victims or rape (Walfied, 2016). As
with the IRMAS-SF, the maleape myth items were scored using a{pent scale with

responses ranging from strongly disagree (Bttongly agre€5). An average score for the

three questions produces the total score with higher scores indicating morapeatgth

acceptance.

Results.Overall, rape myth acceptance among Service members in the Marine Corps Reserve
was low. There were no significant differences between men and women in the average level of
rapemyth acceptance. However, ragpgpportive belief were particularly notable among

enlisted men (with an average score of 1.9) who were significantly more likely than male officers
(with an average score of 1.5) to accept rape myths.

There were no significant differences in med@e myth acceptancetiien women and women

in the Marine Corps Reserve. Moreover, there were no significant differences in rape myth
acceptance between Marine Corps Reserve members assigned to units in which women were
uncommon (less than 10% of their military coworkers) #wode in units where women were

more common.
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Figure 73.
Rape Myth Acceptancby Agein the Marine Corps Reserve
Rape Myth Acceptance#
16 Overall _ 18
NR | 1720 yearolds [N 1
NR | 21-24 year olds _ 19
NR 25-30 year olds _ 19
14 31-35 yearolds [N 17
14 36+ year olds - 15%
5.0 4.0 3.0 2.0 1.0 - - 10 20 3.0 40 5.0
USMCR Women USMCR Men
Margins of error range from =0.1% to +0.4%
Percent of all Marine Corps Reserve members " Higher scores indicate more rape myth acceptance
 Higher Response I Lower Response Q174-Q176

Resilience

While a variety of definitions for resilience exist, among the most meaningful in the military

context s the ability to fibounce back from an und
psychol ogi cal and spiritual response to extre
events can vary widely and while the military has primarily focused on resltermombator
deploymenispecific events, recent years have brought greater attention to the relevance of

resilience to nortombat related events aslive

The Brief Resilience Scale (BRS) was created to more closely align with the aforementioned
definition of resilience and specifically to assess the ability to recover from stress (Smith et al.,
2008). While several scales for measuring resilience exist, the BRS has multiple benefits
including its brevity and narrow interpretation of resilience. Meeeoa series of validation

studies provide support for a relationship between BRS scores and perceived stress, anxiety, and
depression (Smith et al., 2008) suggesting the potential utility of the measure for identifying the
characteristics of individuathat may benefit from mental health or behavioral intervention.

Marine Corps Reserve Overview Report | 171



OPA | 2019 Workplace and Gender Relations Survey of Reserve Component Members

MethodThe BRS comprises six questions scored using goibiet scale with responses ranging
from strongly disagree (1) &irongly agre€5). An average score for the six questions preduc
the total score with higher scores indicating more resilient individu&gesultsin 2019, the
majority of both men and women in the Marine Corps Reserve characterized themselves as
resilient. The average resilience score for women was 3.8 aadldlage for men was 4.0.

Conclusion

The2019 WGRResults suggest stability in the prevalence estimates of sexual assault for the
Marine Corps Reserve overall and for men in the Marine Corps Reserve specifically. However,
a decline in response rates @cent years that prevented the calculation of reliable estimates for
women in the Marine Corps Reserve (who are more abfiskxual assault) is a notable

concern. Given the critical surveillance function that the WGRR provides, increased efforts to
en@urage survey participation are necessary.

Men in the Marine Corps Reserve held largely favorable perceptions of their unit climate and
leaderswith regardto their sense of responsibility for preventing and responding to sexual
assault, intolerance oésual harassment, and workplace civility. However, the inability to

compare the perspectives of men and women (because of the lack of reliable data for women) is

problematic. Prior research demonstrates that women, as a minority group, face a grester ris
experiencing not only unwanted gendelated behaviors but also a climate intolerant of their
presence.

One notable incongruity in menb6s otherwise
experiences in 2019 was a significant decline isttiuthe military system. Men in the Marine
Corps Reserve were significantly less likely to trust that if they were sexually assaulted the
military system would protect their privacy, ensure their safety, or treat them with dignity and
respect. While its unclear what is driving this decline, this change merits attention given how
critical trust is to the fabric of the mildi
harassment pwvention and response program.

The2019 WGRRs the firg largescale survey of military members to utilize the Ambivalent
Sexism Inventory (ASI) or the lllinois Rape Myth Acceptance Scale (IRMAS). The assessment
of these constructs is important because efforts to prevent sexual violence must account for the
attitudes and beliefs that allow the environments conducive to perpetration of sexual violence to
develop and persist. A unique benefit of the ASI is the ability to measure both benevolent and
hostile sexism. While the latter beliefs are clearly offenai problematic, the former beliefs

can be more insidious because of their seemingly harmless nature. Overall, men in the Marine
Corps Reserve were significantly more likely than women to endorse sexist attitudes, both
benevolent and hostile and notabtyen serving in units where women were uncommon (less
than 10% of their military coworkers) were significantly more likely to endorse hostile sexist
beliefs compared to men serving in units with more women.

The results of the019 WGRRlso reveal an ovelidow level of rape myth acceptance in the

p o

t

Marine Corps Reserve. These data challenge assumptions or stereotypes about a military culture

in which rapesupportive beliefs are rampant. On the contrary, the results suggest that the vast
majority of MarineCorps Reserve members reject rappportive myths. It is important to note
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that aggregate estimates, focusing on men or women overall, may mask important differences
within subgroups (e.g., specific units or occupations). For examplesuppertive kliefs were
particularly notable among enlisted men who were significantly more likely than male officers to
accept rape myths.
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Air Force Reserve Overview Report

Executive Summary

The Department of Defense (DoD) remains committed to preventing and responding to sexual
assault, sexual harassment, and gender discrimination within its ranks. Effective prevention and
response efforts require a robust system of surveillance for monitoring the prevalence and
characteristics of these unwanted behaviors. The Workplace and Gender Relations dasvey ser
fills this critical role.

This appendix presents the findings from 2049 Workplace and Gender Relations Survey of
Reserve Component Membe2819WGRR) for the Air Force Reserve compiled by the Health

& Resilience (H&R) Division of the Office of People Analytics (OPA). B8dIWGRR

provides key insights as to the prevalence and characteristics of sexual assault, sexual
harassment, and gender discrimination in the Air Force Reserve; Service member attitudes and
beliefs visavis these issues; and, perceptions of unit climatakiiy these data available at the
Componerdevel acknowledges the unique challenges that each Service must address in order to
prevent and respond to sexual assault, sexual harassment, and gender discrimination. More
specifically, these data provide tbpportunity to identify Componersipecific areas in need of
improvement and promising practices.

Summary of Top-Line Results

The remainder of this executive summary details thditgpresults for the Air Force Reserve.

The full Air Force Reserve owdew 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, sexual harassment, and gender discrimination prevention and
response within the Department of the Air Force. The complete, by question listing of the results
of the 2019 WGRR are available in @19 WGRR Results and Trends.

References to the perpetrator or offender throughout this report should be interpfeted ds e g e d
perpetratoro or fialleged offendero because wi
allegation, the presumption of innocence applies unless there is an investigation that
substantiates the allegations and there is an adjudicatianitof dditionally, all references to
Aexperienceso of sexual assault, gender di r
based on behavi or s e-megoots; thexefore bcgnclusiens asdonwtiethart s S
the events reportedoccard ar e beyond the purview of this s
assault, o fisexual harassment, o0 or fAgender di s
|l egal definitions and should be interpreted a

sc
0

Results of th019 WGRRare pesented for both men and women. However, in many cases,
data are not reportable for men due to low reliability. In this case, we report results for women
only.
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Estimated Sexual Assault Past Year Prevalence Rates

Sexual assault offenses refer to a ramigeehaviors prohibited by the UCMJ and include
penetrative sexual assault (completed intercourse, sodomy [oral or anal sex], and penetration by
an object), nofpenetrative sexual assault (unwanted touching of genitalia), and attempted
penetrative sexuakaault (attempted sexual intercourse, sodomy [oral or anal sex], and
penetration by an object). Service members were asked to identify unwanted behaviors that
occurred in the past 12 months.

1 In 2019, 1.6% of women in the Air Force Reserve (an estima@diten) and
0.2% of men (an estimated 80 Airmen) experienced a sexual assault in the prior 12
months. This rate is statistically unchanged from 2017, when an estimated 1.3% of
women and less than 0.1% of men experienced a sexual d3sault.

1 An estimated.7%of women in the Air Force Reseregperienced a penetrative
sexual assault and 0.8% experienced apwretrative sexual assault.

1 Less than 0.1%f men in the Air Force Reserexperienced a penetrative sexual
assault and 0.1% experienced a-penetative sexual assault.

Estimated Sexual Harassment and Gender Discrimination Past Year Rates

Sexbased Military Equal Opportunity (MEO) violations include behaviors in line with either
sexual harassment or gender discrimination. We construct ratesfotype of violation
separately.

1 In 2019, 10.3% of women in the Air Force Reserve (an estimated 1,899 Airmen) and
3.2% of men (an estimated 1,566 Airmen) experienced sexual harassment.

1 In 2019, 6.6% of women in the Air Force Reserve (an estimated Ajggaén) and
1.3% of men (an estimated 646 Airmen) experienced gender discrimination.

Culture, Climate, and Trust in the Military

In 2019, Service members were asked several new or revised questions regarding alcohol use,
bystander intervention, and peptiens of the unit climate. Responses to these questions cannot
be compared to data from prior years. However, they offer useful insights regarding the context
in which Service members operate and may prove useful for designing future interventions for
sexual assault, sexual harassment, and gender discrimination prevention and response.

73 As a part of a continuous review of our survey program, OPA is working to better align (where appropriate) the
WGRR survey instrument, data processing, and reporting with that of the Workplace and R3datiens Survey

of Active Duty Members (WGRA). In 2019, this necessitated updates to the 2017 dataset that were minor (and did
not substantively impact the results of the 2017 WGRR) but did produce slight differences in some estimates for
2017 shown intis report as compared to what was reported in the 2017 WGRR Overview Report. The updates to
the 2017 WGRR will be described and reported in full in a separate report.
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Alcohol Use

T

In 2019, 10% of women in the Air Force Reserve and 9% of men were identified as
hazardous drinkers. Enlisted women and men in the Air Force Reserve were
significantly more likely to be identified as hazardous drinkers than officers of the
same gender in the Air Force Reserve.

Enlisted women and men (16% and 17%, respectively) were significantly more likely
than women or men officers (10% and 11%, respectiveliiave engaged in binge
drinking at least once in the past year.

Less than one out of twenty women (4%) and men (3%) in the Air Force Reserve
experienced amnesia related to excessive alcohol use at least once in the prior year.

Bystander Intervention

T

Just over ongjuarter of women (24%) and significantly fewer men (13%) witnessed
at least one situation that potentially required intervention in the prior year.

The most common situation witnessed by
t he | ithe& sexisvgomrhents or jokes. The most common situation witnessed
by men (7%) was someone who drank too much and needed help.

The vast majority of women (85%) and men (81%) who witnessed a situation
intervened in some way (either during or after thaasion).

Unit Climate, Leader Actions, and Workplace Hostility

T

Overall, members of the Air Force Reserve provided positive assessments of their
i mmedi ate supervisorso behavior. Me n
assessments than did women and officers consistently provided more positive
assessments of their imchate supervisors than did enlisted Service members.

Women in the Air Force Reserve provided significantly less positive assessments of

the climate for sexual harassment in their workplace than did men. More specifically,
women were also significantlyde likely than men to feel comfortable making a

sexual harassment complaint in their workplace (58% of women compared to 73% of
men) and significantly less likely than men to agree that penalties against individuals
who sexually harass others at work drerggly enforced (54% of women compared

to 73% of men).

The vast majority of Air Force Reserve members rarely experienced most hostile
workplace behaviors. However, women were more likely than men to experience
most types of hostile behaviors.
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Trust in the Military

T

However, a significant and sizable decline in trust in the military system occurred
between 2017 and 2019.

In 2019, women in the Air Force Reserve were significantly less likely to trust that if
they were sexually assaulted the militarytegs would protect their privacy (56%
compared to 72% in 2017), ensure their safety (62% compared to 76% in 2017), and
treat them with dignity and respect (61% compared to 75% in 2017).

Likewise, in 2019, men in the Air Force Reserve were also signifyclass likely to

trust that if they were sexually assaulted the military system would protect their
privacy (72% compared to 83% in 2017), ensure their safety (76% compared to 86%
in 2017), and treat them with dignity and respect (76% compared to 83347 2

The differences in the perceptions of men and women were also sizable and
statistically significant.

Social Perceptions and Experiences

The2019 WGRRncluded a series of questions constructed to measure the extent and type of
sexism and rape mytacceptance in the Reserve component. These items were new to the
survey and, thus, cannot be compared to prior years. Nonetheless, the results are informative in
that they offer clues that can support the development of specific and targeted irtesvienti
address inappropriate beliefs as well as a benchmark for future evaluations.

Benevolent and Hostile Sexism

1

Overall, men were significantly more likely than women to endorse sexist attitudes,
both benevolent and hostile. More specifically, the ayetenevolent sexism score
for men in the Air Force Reserve (3.2 on a scale from one to six) was significantly
higher than for women (2.6). Likewise, the average hostile sexism score for men in
the Air Force Reserve (2.7 on a scale from one to six) igagisantly higher than

the average score for women (2.1).

Rape Myth Acceptance

1

Overall, rape myth acceptance among Service members in the Air Force Reserve was
low. However, the average rape myth acceptance score for men in the Air Force
Reserve (1.6n a scale from one to five) was significantly higher than for women

(1.4).

The average male rape myth acceptance score for men (1.4 on a scale from one to
five) was also significantly higher than for women (1.2).

Men in units where women were unconmmaere significantly more likely to
endorse rape myths (with an average score of 1.7) than men in units with more
women (with an average score of 1.6).
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Resilience

The2019 WGRRnhcluded a measure for resiliedceefined as the ability to bounce back or
recover from stress (Smith et al., 2008). The capacity to assess the relationship between
unwanted gendeaelated experiences and resilience offers one way to demonstrate the impact of
these events on Service members' health and wellbeing. Moreovdiilitygademonstrate the
relationship between resilience and important military outcomes, such as retention, offers one
way to examine one potential consequence of unwaygedesrelatedevents and unhealthy
climates on the alolunteer force.

1 The aveage resilience score for women in the Air Force Reserve was 3.9 (on a scale
of one to five) and the average score for men was 4.1.

1 Despite generally high scores, the average resilience score for women was
significantly lower than for men and the same tae of enlisted women and men
compared to officers.

Conclusion

The results of the019 WGRReveal that there was no significant change in the estimated
prevalence of sexual assault for women or men in the Air Force Reserve since 2017. We
interpret his as evidence of the considerable work that remains to be done to prevent sexual
assault. The data also indicate that perceptions of the climate in the military wadkplace
particularly visa-vis tolerance for sexual harassnierg worse for women in theiAForce

Reserve than for men. Combined with the enduring prevalence of sexual harassment and gender
discrimination, th2019 WGRRrovides further evidence of the need for heightened attention to
aspects of unit climate and lower level grooming behavi@smay be of particular importance

to sexual assault prevention and response.

Prior research identifies bystander interverdidaking steps to prevent potentially risky

situations from happenidgas a critical approach to sexual assault prevention. tawe
significantly more women than men witnessed these types of situations. Moreover, almost one
out of five women and men who witnessed a situation reported that they did not intervene in any
way. To the extent that bystander intervention is effectigiditional training may be necessary

to make Service members more attentive to risky situations and willing to intervene.

The sexism and rape myth acceptance measures utilizedd@1BaNVGRRelp to reveal the
attitudes and beliefs that Service memiterge that may influence their behavior and actions.
Additional research that examines the ways in which these attitudes and beliefs differ among
subgroups may be informative for designing and implementing more targeted interventions for
sexual assault pvention and response.

Finally, the average level of individual resiliency in the AirdeoReserve was high. However,
unwantedgendersrelatedbehaviors and unhealthy workplace climates may be detrimental to
individual resilience which may have serious consequenceise ability to respond to stressors
and for force readiness more broadly.
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Introduction

The2019 WGRPRrovides key insights as to the prevalence and characteristics of sexual assault,
sexual harassment, and gender discrimination in the Air Force ReSemnwice member

attitudes and beliefs vigvis these issues; and, perceptions of unit climate. Making these data
available at the componelavel acknowledges the unique challenges that each Service must
address in order to prevent and respond to $essault, sexual harassment, and gender
discrimination within their ranks. More specifically, these data provide the opportunity to
identify Servicespecific areas in need of improvement and promising practices.

Background and Methodology

The Health & Rsilience (H&R) Division, within the Office of People Analytics (OPAjas

been conducting the congressionally mandated gender relations survey of reserve component
members since 2004 as part of a quadrennial (biennial starting in 2010) cycle of huti@rsrela
surveys outlined in Title 10 U.S. Code Section 481. Past surveys of this population were
conducted by OPA in 2004, 2008, 2012, 2015, and 2017. In 2014, the RAND Corporation
conducted the 2014 RAND Military Workplace Study (2014 RMWS) of militarynivers (both

active duty and reserve component) in order to provide an independent assessment of unwanted
genderrelated behaviors in the military.

The ability to estimate annual prevalence rates for sexual assault, sexual harassment, and gender
discriminaton is a distinguishing feature of this survey. The purpose of these rates is to provide
the Department with a biennial estimate of how many military men and women experienced
behaviors prohibited by the Uniform Code of Military Justice (UCMJ) or by padlicing the

past year. Chapter 1 of the Overview Report provides additional information regarding the
construction of these measures.

Survey Methodology

OPA uses industry standard scientific survey methodology to control for bias and allow for
generalizability to populations, and these scientific methods have been validated by independent
organizations (e.g., RAND and the Government Accountability Office [GAOPppendix F

contains answers to frequently asked questions (FAQ) on the methodyeainipy the

government and private survey agencies, including OPA.

74 Before 2016, the Health and Resilience (H&R) Research Division resided within tharéteSurveys and

Statistics Center (RSSC) of the Defense Manpower Data Center (DMDC). In 2016, the Defense Human Resources
Activity (DHRA) reorganized and moved all divisions of RSSC under the newly established Office of People

Analytics (OPA).

S1n 2014, an independent analysis of the methods used f@b2 WGRAl et er mi ned t hat [ AOPAO]
standard, well accepted, and scientifically justified approaches to survey sampling and derivation of results as

reported for the012 WGRAMorral, Gore, &S chel | , 2014) . I n 2010, GAO conducHt
methods, and although they found sampling and weighting procedures aligned with industry standards and were

reliable for constructing estimates, they provided recommendations on conductingpooseebias analyses that

are now standard practice for OPA surveys (GE®751R Human Capital).
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Data for the2019 WGRRvere collected between August 16 and November 8, 2019. The survey
procedures were reviewed by a DoD Human Subjects Protection Officer as part of the DoD
survey aproval and licensing process. Additionally, OPA received a Certificate of
Confidentiality from the National Institutes of Health (NIH) at the Department of Health and
Human Services to ensure respondent data were protécted.

The2019 WGRRvas largely moeled off of the2017 WGRRind comparisons can be mawiéh
regardto the estimated sexual assault rates and many of the characteristics of sexual assault
between 2017 and 2019. However, because of multiple changes in the sexual harassment and
gender diseémination metrics in 2019, direct comparisons to 2017 data should not benitiade
regardto sexual harassment and gender discrimination rates or experiences. Chapter 1 of the
Overview Report provides further details on the sexual harassment and gendemigation

metric revisions.

The target population for 12019 WGRRonsisted of members from the Selected Re$éive
Reserve Units, Active Guard/Reserve (AGR/FTS/ARitle 10 and 32), or Individual

Mobilization Augmentee (IMA) programs from the AyrReserve, Army National Guard, Navy
Reserve, Marine Corps Reserve, Air Force Reserve, and the Air National Guard. Sampled
military members were below flag rank and had been in the reserve component for at least five
months’® Singlestage, nonproportiohatratified random sampling procedures were used to
select and invite participants.

OPA sampled a total of 25,393 Air Force Reserve members fa0t®WGRE® Surveys were
completed by 4,270 Air Force Reserve members, resulting in a weighted respeasd 7a9%
for the Air Force Reserve.

OPA scientifically weights the survey data so that findings can be generalized to the full
population of reserve component members. Within this process, statistical adjustments are made
so that the sample more acataly 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

6 This Certificate of Confidentiality means that OPA cannot, without consent of the participant, disclose

information that may identify study participants in any federal, state, or local civil, criminal, administrative,
legislative, or other proceedings.

“"The fiSelected Reserveod refers to one of three subcat e
Ready Reserve [IRR] and the Inactive National Guard [ING]). Selected reservists are essential to initial wartime
missions and are the primyasource of augments to active forces. While the Coast Guard Reserve is a component of
the Selected Reserve, the Coast Guard was not sampled for the 2019 WGRR.

8 Names for this program vary among reserve components: AGR/FTS/AR is a combination ef Activ
Guard/Reserve (AGR), Ftillime Support (FTS), and Active Reserve (AR).

®The sampling frame was developed five months before fielding the survey. Therefore, the sampling population
included those reserve component members with at least five mon#hwioésat the start of the survey. In other

words, individuals who joined after the sample was drawn were not able to be selected for the survey.

80 Three separate surveys of the Reserve Component were scheduled to field at the same tirdethe 2019

WGRR the Workplace and Equal Opportunity Survey of Reserve Component Mer2028&WEOR and the

Status of Forces Survey of Reserve Component Memb@t® (SOFIR In order to minimize survey burden, a

census of the reserve component was conductedlisaicevery member was selected to receive one, and only one,

of the three surveys.
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nonresponse. OPA 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, anddisting for

poststratification to known population totals. Further information on this process can be found in
Chapter 1 and in th2019 WGRR Statistical Methodology Report

The remainder of this appendix details theliop results for the Air Forcedgerve. The full

Air Force Reserve 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, sexual harassment, and germstgndination prevention and response within the
Department of the Air Force. The complete, by question, listing of the results2if1BaVGRR

are available in th2019 WGRR Results and Trendss a part of a continuous review of our

survey program, OP# working to better align (where appropriate) the WGRR survey
instrument, data processiragnd reporting with that of thé&/orkplace and Gender Relations

Survey of Active Duty Memberd{GRA. In 2019, this necessitated updates to the 2017 dataset
that wee minor (and did not substantively impact the results of the 2017 WGRR) but did
produce slight differences in some estimates for 2017 shown in this report as compared to what
was reported in th2017 WGRR Overview Reporthe updates to tH2017 WGRRuvill be

described and reported in full in a separate report.

References to the perpetrator or offender thr
perpetratoro or fAalleged offendero because wi
allegation, the presumption of innocence applies unless there is an investigation that

substantiates the allegations and there is an adjudication of guilt. Additionally, all references to
Aexperienceso of sexual a s s aassinént in tlyseapattare d i
based on behavi or s e-megoots; thezefore bcgnclusiens asdonvtiethart s
the events reported occurred are beyond the
assault, 0 fisexual itarra ss marnti ,on oo rt hir ppeurgcheorutd t h
| egal definitions and should be interpreted a

scr
6 s
p

Data in this appendix are presented for women and men when available. When data are not
reportable for men, only results for women willdiecussed.

Sexual Assault

This section examines the estimated prevalence of sexual assault among reserve component
Service members. Beyond estimated prevalence rates, the following sections describe the
characteristics of sexual assault situationstiied by Service members as the worst and

descri be membersdé experiences with and attitu
experience. This chapter concludes with a discussion regarding the ways in which these results
inform and refine our knowlge regarding sexual assault in the military.

Sexual Assault Past Year Prevalence Rates

Sexual assault offenses described throughout this chapter refer to a range of behaviors prohibited
by the UCMJ and include penetrative sexual assault (completecbunteec sodomy [oral or anal
sex], and penetration by an object), fpemetrative sexual assault (unwanted touching of
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genitalia), and attempted penetrative sexual assault (attempted sexual intercourse, sodomy [oral
or anal sex], and penetration by an ob)jec

The WGRR measures the prevalence of sexual assetirtizationmeaning that Service
members who experience an unwanted behavior and meet legal criteria are included in the
estimated sexual assault rate regardless of the status of the allegedrdffentilitary

member or civilianf! Seechapterl for further details on rate construction.

Estimated Sexual Assault Past Year Prevalence Rate

In 2019, an estimated 1.6% of women in the Air Force Reserve and 0.2% of men experienced
sexual assauf This rate is statistically unchanged fr@®17, wherl.3% of women and less
than 0.1% of men experienced sexual assault.

Figure 74.
Estimated Sexual Assault Past Year Rates for the Air Force Reserve
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80.0%
60.0%
40.0%
20.0%
1.8% 1.3% 1.6%«
0.0% @ & ]
’ 0.2% <0.1% 0.2%«
2015 2017 2019
USAFR Women =@=USAFR Men
Margins of error range firom =0.1% to =0.7% Q71-Q112
Percent of all Air Force Reserve members 2019 Trend Comparisons: T Higher than 2017 | Lower than 2017 < No Change
8All references to fiexperienceso of sexual assault i

self-reports; therefore, conclusions on whether the sveaported occurred are beyond the purview of this survey.
OPA scientifically weights the survey data so findings can be generalized to the full population of Reserve
component members.

82 \While this appendix focuses on the results for the Air Force Reseerestimate prevalence rates for sexual
assault for the Department of the Air Force (i.e. the Air Force Reserve and the Air National Guard) as well in order
to inform policy and program assessment and development at the Departmennl@@dl9, 1.7%of women in tle

Air Force Reserve or AiForce National Guard (an estimated 698 Airmen) and 0.1% of mess{jamatedl44

Airmen) experienced a sexual assault in the prior 12 monfthis was statistically unchanged from 2017 when an
estimated 1.5% of woem and 0.2% of men experienced sexual assault.

82 For example, the National Crime Victimization Survey (NCVS) administered each year by the Bureau of Justice
Statistics (BJS) reports both victimization and prevalence rates for each category of crime.
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Type of Estimated Sexual Assault Prevalence Rate

Sexual assault prevalence rates vary by the type of befguéretrative, nopenetrative, or
attempted penetrative. These categories are mutually exclusive and created hierarchically, with
penetrative sexual assaults assigned, #sthat members who indicate experiencing multiple
types of assault are only categorized once.

Figure 75.
Estimated Sexual Assault Past Year Prestate Rates by Type for the Air Foré&eserve
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® Non-Penetrative M Non-Penetrative
0 0,
45% o penetrative 5% upenetrative
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0.1% <0.1% 0.2%
1.5% <0.1% - 05%
' 0.8% <0.1% <0.1%
0.0% S 0.0% 1 S
2017 2019 2017 2019
USAFR Women USAFR Men
Margins of error range from =0.1% to =0.7% Q71-Q112
Percent of all Air Force Reserve members 2019 Trend Comparisons: T Higher than 2017 | Lower than 2017

There were no significant differences in the estimated rate of any specific type of sexual assault
between 2017 and 2019. However, in 2019, Air Force Reserve women were significantly more
likely than men to experience a penetrative sexual assault (aratesti0.7% compared to less

than 0.1% of men).

There were no significant differences between women and men in the estimated attempted

penetrative sexual assault rate (0.1% of women and <1% for men). However, women were
significantly more likely than meto experience nepenetrative sexual assault in 2019 (0.8% of
women compared to 0.1% of men).

Estimated Sexual Assault Prevalence Prior to or After Joining the Military

In order to provide adequate resources to support survivors of sexual assault, it is also necessary
to monitor prevalence rates of sexual assault prior to and after joining the military. To construct
these rates, Service members were asked to think ebewits that occurred more than 12

months before the survey and then asked if they occurred before or after they joined the military.

In 2019, an estimated 7.7% of women and 1.2% of men in the Air Force Reserve had
experienced sexual assault prior to jegnthe military. These rates were statistically unchanged
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from 2017, wheran estimated 6.9% of women and 0.6% of men had experienced sexual assault
prior to joining the military.

In 2019, an estimated 12.8% of women in the Air Force Reserve (sigtiificaore than the

10.3% in 2017) had experienced sexual assault since joining the military (including the prior 12
months). Meanwhile, 1.1% of men in the Air Force Reserve had experienced sexual assault
since joining the military. The rate for men in 20&as statistically unchanged frd2017,

whenan estimated 0.9% of men had experienced sexual assault since joining the military.

Sexual Harassment and Gender Discrimination

To estimate past year sexual harassment and gender discrimination rates nSambegs were

asked about whether they experienced behaviors prohibited by MEO policy by someone from
their military workplace and the circumstances of those experi€hdgsis section provides the
estimated rates for each of these-saged MEO violatiog The characteristics of each of these
upsetting situations and the prevalence of reporting are summarized for each violation separately.
In other words, the report characterizes the attributes of incidents of sexual harassment and
gender discriminatioseparately.

Estimated Sexual Harassment Past Year Prevalence Rates

Sexual harassment comprises two behadi@sexually hostile work environment and sexual

quid pro quo A sexually hostile work environment includes unwelcome sexual conduct or

commentd hat interfere with a personbdés work perfo
of fensive work environment; or where the cond
career, and the behaviors must have continued after the alleged offendeo lsta@pvdr were so

severe that most Service members would have found them offensive. @aryaio quo

includes instances of job benefits or losses conditioned on sexual cooperation. The estimated

past year sexual harassment rate includes experienegbasfof these behaviorddultiple

changes were made to the sexual harassment metric in 2019. Therefore, the results presented in
this report regarding the prevalence and characteristisexual harassment in the Air Force

Reserve are limited to respses provided in 2019 and no comparisons are made to data collected
regarding sexual harassment in prior years. Moreover, readers are strongly cautioned against
making direct comparisons between the 2019 sexual harassment estimates and prior years. For
more on rate construction, se®apterl of the full overview report.

It is worth noting that in order to be includ
experiences had to involve a person the member had contact with as part of their choiliezsy

This is in contrast to the measure for sexual assault which does not include a requirement as to

the context in which the assault occurred or the status of the alleged offender.

8Alreferences to fAexperiencesod of sexual harassment or
behaviors endor s-epotisytherelore, ganciudiens dn svitether the efvents reported occurred are
beyond the purview of this survey. BRBcientifically weights the survey data so that findings can be generalized to

the full population of Reserve component members.
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In 2019, 10.3% of women in the Air Force Reserve (an estimated Aig86n) and 3.2% of

men (an estimated 1,566 Airmen) experienced sexual harassment. There were no significant
differences in the estimated rate of sexual harassment for enlisted versus women officers, but
enlisted men were significantly more likely thaalmofficers to experience sexual harassment
(3.7% compared to 1.298.

Figure 76.
Estimated Sexual Harassment Past Year Rates for the Air Force Reserve

For women in the Air Force Reserve, the most common types of sexual harassment involved
being repeatedly told sexual @Ajokeso that mad
attempts by someone to establish an unwanted romantic or sexual relat{8@%hjpmade

repeated sexual comments about their appearance or body that made them feel uncomfortable
(30%), and to be touched repeatedly in a way that made them uncomfortable or angry (30%).
Women were significantly more likely than men to experienoeesme making repeated sexual
comments about their appearance or body (30% compared to 7%) and to be repeatedly touched

in a way that made them feel uncomfortable or angry (30% compared to 7%).

The most common type of sexual harassment experienced by renAir Force Reserve also
included sexual Afjokeso that made them feel u
common experience for men was someone repeatedly suggesting that they do not act like a man

is supposed to (34%) followed by beingrepddtey t ol d about someoneds s

84 While this appendix focuses on the results for the Air Force Reserve, we estimate prevalence rates for sexual
harassment fothe Department of the Air Force (i.e. the Air Force Reserve and the Air National Guard) as well in
order to inform policy and program assessment and development at the Departmeihh [2028,10.6% of women

in the Air ForceReserve andéir ForceNational Guard (aestimated £94 Airmen) and3.6% of men (arestimated
4,697Airmen) experienced sexual harassment.
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