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THE SECRETARY OF THE NAVY
WASHINGTON DC 20350-1000

INFO MEMO March 9, 2020

FOR: OFFICE OF THE UNDER SECRETARY OF DEFENSE (PERSONNEL AND

READINESS
| . ) <%
FROM: Thomas B. Modly, Acting Secretary of the Navy

SUBJECT: Fiscal Year 2019 Department of Defense Annual Report on Sexu sault in the
Military

o As requested within the “Under Secretary of Defense for Personnel and Readiness™
memorandum of September 23, 2019, the attached is provided as input from the Department
of the Navy (DON) in support of the Department of Defense Annual Report to Congress on
Sexual Assault in the Military for Fiscal Year 2019.

e The DON is committed to having an inclusive culture where all Sailors, Marines, and
civilians thrive. The Department has an unwavering commitment to provide all impacted
individuals with the best possible care and support, to hold every offender accountable for
their actions, and to reduce and ultimately prevent occurrences of sexual assault.

e Recognizing sexual assault as a threat to the readiness and resilience of the fleet and to our
ability to fight and win our nation’s wars, the Chief of Naval Operations, the Commandant of
the Marine Corps, and I work together to combat sexual assault within our ranks. We are
strengthening our reporting and support programs as we also work to identify the latest
research and emerging evidence-based tools to address the attitudes, culture, and low-level
behaviors that contribute to the prevalence of this intolerable behavior.

e Though there is more to do, we are confident that the Department is making important
progress and that we will continue to do so until this battle is won.

e Should you require additional information, my point of contact for this action is Ms. Melissa
Cohen, Director, Department of the Navy Sexual Assault Prevention and Response Office.
She may be reached by telephone at (703) 697-2180 or by e-mail at
melissa.e.cohen@navy.mil.

Attachments:
As stated

Prepared by: Melissa Cohen, DON SAPRO, (703) 695-4217



FY 2019 Annual Report on Sexual Assault in the Military Executive Summary:

Department of the Navy

The Department of the Navy is committed to having an inclusive culture where all Sailors,
Marines and civilians thrive. Sexual assault results in physical and psychological injuries for
teammates, impacting unit-level effectiveness, our reputation, readiness and resilience of
the Fleet; it affects our capacity to fight and win our nation’s wars. The Department has an
enduring commitment to:

* Reduce and ultimately prevent occurrences of sexual assault,
* Provide Marines, Sailors and civilians with the best possible care and support, and
* Hold every offender appropriately accountable for their actions.

The Department of Navy Sexual Assault Prevention and Response Office (DON
SAPRO) overview

Operating under the immediate supervision of the Secretary of the Navy, DON SAPRO
oversees the sexual assault prevention and response activities for the Navy, the Marine
Corps, and the United States Naval Academy.

As the Secretary’s principal advisor on issues relating to sexual assault, DON SAPRO
provides the Secretary with the evaluation of prevention and response initiatives, through
data analyses and relevant subject matter expertise. DON SAPRO also guides the
Department’s development of future policies and practices, aimed to eliminate sexual
assault. Further, DON SAPRO partners with the Department of Defense’s Sexual Assault
Prevention and Response Office (DoD SAPRO), and other military services, as well as with
academia and commercial industry.

To support the Department’s objectives (prevention, care, accountability), during Fiscal
Year 2019 (FY 2019), DON SAPRO adopted four key areas of focus:

1. Building Partnerships

2. Program Evaluation

3. Providing Resources for the Navy and Marine Corps
4. Oversight and Compliance

While not a comprehensive list, the below are examples of DON SAPRO initiatives relating
to each of these areas.

1. BUILDING PARTNERSHIPS

The first area of focus has been in Building Partnerships between the civilian institutions
and the Services. Through these partnerships, the Department is better equipped to adopt
prevention best practices, while testing its more novel prevention and response
approaches.




DON SAPRO’s related FY 2019 activities included:

e Inaugural National Discussion on Sexual Assault and Sexual Harassment: In
spring of FY 2019, DON SAPRO planned the first National Discussion on Sexual
Assault and Sexual Harassment at America’s Colleges, Universities and Service
Academies. This two-day DON SAPRO-hosted event was held at the United States
Naval Academy in April 2019. The event was the first-of-its-kind, bringing together
the Secretaries of the Navy, Army and Air Force; members of Congress; heads of
the military academies; and presidents and other representatives from more than
125 colleges and universities. Having catalyzed collaboration between institutions
that had historically isolated themselves on these issues, the Secretaries agreed that
the National Discussion would be a continuing annual event. Additionally, the
Secretary of the Navy tasked DON SAPRO to expand the scope of this effort,
through the creation of regional discussions based on the same model.

* Regional Discussions on Sexual Assault and Sexual Harassment: In
September 2019, DON SAPRO led its first Regional Discussion on sexual assault
and sexual harassment at America’s colleges, universities and service academies.
The event was cohosted with the State University of New York, and more than 250
attendees attended—representing more than 90 colleges and universities and all the
Services. DON SAPRO also began preparation for FY 2020 Regional Discussions,
including a February 6, 2020 event presented with the University of New Mexico in
Albuquerque, New Mexico.

* Working Group Involvement (ongoing): DON SAPRO regularly participates in a
number of working groups including: the DoD Character Assessment Working
Group; the DoD First Line Supervisory Working Group; the DoD Men’s Working
Group; the DoD Prevention Roundtable; Defense Advisory Committee on Women in
the Services; and the North Atlantic Treaty Organization Science Technology
Organization Human Factors and Medicine Technical Team 295: Sexual Violence in
the Military.

2. PROGRAM EVALUATION

Program Evaluation is essential in measuring the effectiveness of our programs. The
Department is working towards both evidence-based interventions and empirically-
validated forms of assessment. In FY 2019, relevant-efforts included:

* Prevention Plan of Action Self-Assessment (May 2019-December 2019): DON
SAPRO supported the Navy, Marine Corps, and United States Naval Academy self-
assessments and implementation relating to the DoD SAPRO’s Prevention Plan of
Action (PPoA). PPoA requires that Services assess, identify, and lay the foundation
for key stakeholders and resources to improve efforts for concrete action to address
and ultimately reduce incidences sexual assault and sexual harassment.




* Program Evaluation Experts (ongoing): Leveraging subject matter experts from
educational institutions, the Department has helped build a framework for measuring
behavioral change and program effectiveness. They have also supplied training for
the military Services’ prevention, research, and legal staff.

* Centers for Disease Control (CDC) (July 2019): DON SAPRO, the Navy and the
Marine Corps representatives went to the CDC’s Atlanta headquarters for briefings
on the methodology for assessing the efficacy of sexual assault prevention
interventions. The CDC is the nation’s leader in analysis of sexual assault
interventions’ efficacy; therefore, by incorporating CDC's techniques into
programmatic review, the Department may improve internal assessments, while also
being able to compare its efforts to other federal and industry initiatives.

» Aligning Metrics Initiative (ongoing): Following a Regional Discussion, co-
hosted with the State University of New York, DON SAPRO planned an engagement
with the university on how to best identify ways that universities and military experts
could create and use a standardized set of metrics for sexual assault, sexual
harassment and other behaviors, to more easily compare prevalence rates. Through
this alignment, we will increase our ability to identify progress, measure
effectiveness of interventions, analyze trends across the nation, and make more
reliable comparisons between military and civilian institutions.

3. PROVIDING RESOURCES FOR THE NAVY AND MARINES

In the third area of focus, Providing Resources, DON SAPRO’s goal is to disseminate
subject matter expertise to the Navy and Marine Corps on a strategic level, while also being
a more direct resource for Sailors, Marines and civilians. Therefore, the office is developing
and distributing toolkits that can inform the Fleet about existing programs. More broadly,
DON SAPRO is also developing prevention programs to address command climate, reduce
the incidence of destructive behaviors, and increase positive actions. DON SAPRO’s FY
2019 activities in this area include:

* Education/Training Content (ongoing): DON SAPRO staff have led quarterly
training sessions for Navy and Marines headquarters staff, as well as arranging
special events such as a panel for the 32nd Annual Joint Women’s Leadership
Symposium and a headquarters briefing on the impact of ostracism on command
climate. DON SAPRO staff have been featured presenters at Navy and Marines’
training sessions, provided overviews of the Department’s strategic priorities relating
to sexual assault prevention and related services. DON SAPRO has also offered
other subject matter expertise for activities such as Sexual Assault Awareness and
Prevention Month events.

» Development of Climate Assessment/Prevention Tools (ongoing): DON
SAPRO and key stakeholders have collaborated on the assessment of command
climate factors that may be predictive of military sexual assault, as well as on
development of tools to help commanders respond to these factors. This has been in




conjunction with the redesign of the Defense Equal Opportunity Climate Survey
(DEOCS).

4. OVERSIGHT AND COMPLIANCE

DON SAPRO'’s fourth area of focus, Oversight and Compliance, has helped ensure that the
Secretariat, Navy, Marine Corps and Naval Academy have fulfilled all congressional and
related mandates and compliance efforts. Examples of DON SAPRO’s FY 2019 Oversight
and Compliance actions include:

* Policy Review and Promulgation: As the Secretary’s principal policy advisor,
DON SAPRO has supported the Secretary during policy deliberations such as those
relating to the Sexual Assault Accountability and Investigation Task Force, National
Defense Authorization Act provisions, Navy’s revision of its sexual assault prevention
instruction, and the Department-wide implementation of the “Catch a Serial
Offender” Program.

« Site Visits (ongoing): In addition to formal assessments, DON SAPRO
representatives met with commanders, military criminal investigators, Sexual Assault
Prevention and Response Coordinators and Victim Advocates, Victims’ Legal
Counsel and related key stakeholders. Among those sites visited: Fleet Forces
Command; United States Marine Forces Command; the USS EISENHOWER (CVN-
69); USS BOISE (SSN 764); and USNA.

* Coordination and Analysis of Annual Reports to Congress (current/ongoing):
In addition to its supervisory and coordination role for this FY 2019 report, DON
SAPRO was involved in the execution of the forthcoming Workplace and Gender
Relations Survey of Reserve Component Members and the United States Naval
Academy’s submission for the Military Service Academy Annual Report for
Academic Program Year 2018-2019 (released in January 2020).

UNITED STATES NAVY AND UNITED STATES MARINE CORPS OVERVIEW

The Navy and Marine Corps have continued to make progress in the reporting of sexual
assault, with more victims willing to report sexual assault and to access support programs.
Attached to this executive summary are the two comprehensive reports from both services,
outlining their dedicated and steadfast efforts for FY 2019.

For FY 2019, the Navy and the Marine Corps carried out self-assessments based upon the
Department of Defense’s Prevention Plan of Action (PPoA), a holistic approach to
prevention. Their PPoA assessment efforts were led by subject matter experts and key
stakeholders, including experts in sexual assault prevention and related behavioral fields
(such as suicide prevention, substance abuse, and diversity and inclusion). Through these
assessments, the Services identified key prevention strengths and next steps for further
improvement.




At the same time, the Navy and Marine Corps have been improving existing programs, with
a focus on new and updated SAPR-related training. For example, the Navy has been
increasing training opportunities for leaders, mandating advanced training for all Navy
Criminal Investigation Service (NCIS) special agents, and updating victims’ advocacy
training curricula. The Marine Corps, for example, completed revisions to victims’ advocacy
training, and has been customizing its programs to better address the unique needs across
age, rank and location. In addition, they have focused on the training and creation of a
standardized measurement program for sexual assault prevention and response training
content.

Navy and Marine Corps leadership are at the helm of all prevention efforts: The Chief of
Naval Operations leads a 4-Star Flag Officer “Culture of Excellence” Governance Board
that addresses how the Navy can counter sexual assault and other destructive behaviors,
while promoting positive signature behaviors. Similarly, the Commandant of the Marine
Corps focused on the priority of combatting sexual assault in his 2019 Commandant’s
Planning Guidance. The Sergeant Major of the Marine Corps and the Master Chief Petty
Officer for the Navy have also both been outspoken advocates for prevention efforts across
the Fleet, as have other senior leaders across the Fleet.

Both services have also been implementing the new “Catch a Serial Offender” program,
which empowers victims who filed a restricted report to disclose information about their
assailant or assault in a safe and confidential way, is aimed at the removal of serial
predators from our ranks.

On the prevention side, the Navy and Marines have been adopting empirically-based
prevention approaches, while developing new, innovative scientifically-based interventions.
Both Services are moving to more use of data analytics, to better understand when Sailors
and Marines are at increased risk, and how to tailor programs to address these
circumstances.

More specifically, Navy is taking a more holistic approach to prevention through the Culture
of Excellence (COE), an overarching philosophy that aims to achieve warfighting
excellence by fostering toughness, trust and connectedness - psychological, physical and
emotional toughness, organizational trust and transparency, and inclusion and
connectedness among every Sailor, family member and civilian throughout their Navy
journey. COE embraces a public health approach for preventing destructive behaviors,
promoting Signature Behaviors (positive behaviors) and leveraging science and data
analytics.

The Marine Corps is taking a more focused approach to development and evaluation of the
annual required SAPR training. With the creation of SAPR Standardized Evaluation
Measurement Program (STEMP) system, Headquarters SAPR will have the evaluation data
on quality of instruction and effectiveness of training content, knowledge change in
participants, and intent to intervene. Initially STEMP’s implementation is focused on “Take
a Stand” Non-commissioned Officer Bystander Intervention Training, but the goal is to
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employ the STEMP process with all SAPR annual trainings, Sexual Assault Response
Coordinator initial training, and SAPR Victim Advocacy initial training by Fiscal Year 2021.
SAPR is leading the way with this evaluation which will ultimately be replicated across the
other Marine and Family Programs Divisions curricula.

In summary, the Department of the Navy has been collaborative, forward leaning and
dedicated in its efforts to prevent and respond to sexual assault. While there is much more
work to be done, a holistic approach is being implemented, spanning leadership
engagement to deliberate evidence based intervention.




FY 2019 Annual Report on Sexual Assault in the Military Executive Summary:

United States Navy

The following Executive Summary Template should be used to capture a strategic
summary of your submission regarding the progress made and principal challenges
confronted by your SAPR program from October 1, 2018 through September 30,
2019. This summary should be written from a high-level perspective, and
emphasize key messaging points for your Military Service that link major actions
taken throughout the year.

The Navy's Sexual Assault Prevention and Response Program reflects the Navy’s force-
wide commitment that sexual assault is not tolerated, condoned, or ignored. Sexual
assault is a threat to the United States Navy that adversely impacts readiness, morale,
and retention. We are focused on developing and implementing strengthened primary
prevention efforts and increasing victim reporting, support, and resiliency. Accordingly,
Navy leadership is aggressively pursuing a more dynamic, team-focused prevention
strategy while requiring continued critical evaluation of prevention programs to eliminate
negative behaviors and prevent harmful incidents from happening. The Navy remains
committed to cultivating an environment of mutual dignity and respect for all, in which
Sailors look out for their shipmates, victims are supported, and offenders are held
appropriately accountable.

Endeavoring to establish a shared understanding and more holistic approach for
addressing workforce readiness, the Navy developed an overarching prevention effort
plan that focuses specifically on building capacity and capability for primary prevention.
Additionally, the Navy conducted a headquarters-level Prevention Plan of Action self-
assessment to determine strengths and gaps in its primary prevention system. The Navy
is implementing policies, programs, practices, and processes that prevent the onset of
destructive behaviors through a proactive, population-based public health approach.
Response efforts remain an integral and critical component for strategies addressing the
welfare of the Navy workforce; however, a comprehensive prevention system and process
will reduce risk factors and increase protective factors throughout Sailors’ careers to move
the Navy to the left of psychological, physical, and behavioral health issues.

To that end, the Navy has continued its Culture of Excellence 4-Star Flag Officer
Governance Board chaired by the Chief of Naval Operations to define and align the
Navy’s efforts to counter destructive behaviors and promote signature behaviors that
reflect the Navy ethos and core values. The Culture of Excellence Governance Board and
its associated working group lead efforts to establish a culture of excellence that fosters
and facilitates Signature Behaviors rather than a culture of mere policy compliance. The
Navy’s Culture of Excellence framework strengthens the Navy’s warfighting and mission
effectiveness by developing psychological and physical toughness, building trust through
transparency, and maintaining a sense of belonging and connectedness in every Sailor,
civilian, and family member. This framework connects the Navy’s various resilience and
prevention efforts and is grounded in three lines of effort: leveraging data analytics,
developing a behavior learning continuum to establish primary prevention touchpoints
across a career, and implementing evidence-based policies, programs, practices, and
processes.




Commanders and front-line supervisors complement these efforts through sustained
emphasis on appropriate behavior, which establishes climates of dignity and respect as
well as proper environmental expectations. Environmental and cultural conditions serve
as drivers for healthy versus unhealthy behavioral decisions that Sailors make. Key
factors such as connectedness, toughness, and trust are associated with choices that
simultaneously promote Signature Behaviors and reduce destructive behaviors. Thus,
leadership engagement and positive examples reinforce what “right” looks like and help
prevent unacceptable behavior, including sexual assault. Pilots, such as the virtual
leadership coaching program, will be implemented to provide scaled and appropriate
content to Sailors through state-of-the-art learning technologies. The overall aim of
persistent deckplate leadership and improved educational platforms is to produce more
resilient Sailors and a more lethal workforce; this is achieved by building relational
knowledge and skills and by reinforcing healthy environmental and social conditions to
increase Sailor readiness and holistic well-being.

Concurrent with its drive toward better primary prevention, the Navy continued to refine
response, investigative, and accountability capabilities through readily available high-
quality services and support resources provided by well-trained and accessible personnel.
Victim assistance and advocacy services address victim physical, mental, and emotional
well-being, instill confidence and trust, strengthen resilience, and encourage victims to
report. Resources to support this ongoing capability include Sexual Assault Response
Coordinators, civilian and unit Sexual Assault Prevention and Response Victim
Advocates, Deployed Resiliency Counselors, Victims’ Legal Counsel, Chaplains, and
medical providers.

Naval Criminal Investigative Service continued their training efforts with a goal of having
all agents and investigators trained and available to respond to allegations of sexual
assault. This effort, along with sustained collaboration with Special Victim Investigation
and Prosecution personnel is crucial for a holistic approach to sexual assault
investigations and to victim participation. Through the expansion of training courses,
Judge Advocate General personnel improved the quality of legal support to Sailors who
reported sexual assault.

The Navy’s efforts reinforce the expectation that every member of the Navy total force will
uphold an environment of dignity, respect, and trust. Adhering to standards of
professional behavior and maintaining an environment of mutual respect are critical to
establishing a Culture of Excellence. The Navy will leverage data analytics to make
informed decisions and focus on outcomes rather than processes. The Navy recognizes
that every member of the team must be actively engaged to create social norms
conducive to preventing sexual assaults. Leaders at all levels will continue to champion
the Navy’s primary prevention efforts so that all Sailors possess the attitude, knowledge,
behavior, and skills to keep themselves and their shipmates safe on and off duty. All
Sailors deserve, and must expect, a safe and secure work and living environment, and a
culture intolerant of destructive behaviors.




1. Goal 1—Prevention: “institutionalize evidenced-based, informed prevention
practice and policies across the Department so that all Military Service members

are treated with dignity and respect, and have the knowledge, tools, and support
needed to prevent sexual assaults.”

1.1 Prevention Plan of Action (PPoA) Self Assessment: Provide a summary of your
Military Service’s PPoA Self-Assessment findings. Include in the description the
scope of your Self-Assessment prevention activities. (SecDef Memo, Actions to
Address and Prevent Sexual Assault in the Military (May 1, 2019) / OUSD-PR Memo,
Execution of the Department of Defense Sexual Assault Prevention Plan of Action
(April 26, 2019) / DoD Prevention Plan of Action 2019-2023 (April 2019))

The Navy conducted the Prevention Plan of Action (PPoA) self-assessment in accordance
with Department of Defense (DoD) guidelines at the headquarters (HQ) level and used the
findings to determine the needs, priorities, next steps, and resources required to sustain
progress toward reducing sexual assault prevalence in the Navy. The Navy’s overarching
prevention strategy includes implementing the PPoA goals and establishing and
maintaining a Culture of Excellence (COE) throughout the Navy. The PPoA is an honest
reflection, analysis, and assessment of past initiatives to forge the best way forward.
Embracing a public health approach, COE aims to achieve warfighting excellence by
fostering psychological, physical, and emotional toughness; promoting organizational trust
and transparency; and ensuring inclusion and connectedness among every Sailor, family
member, and civilian throughout their Navy journey. This emphasizes a higher standard of
excellence as a progressive warfighting organization, which leverages human capital to
promote Signature Behaviors (what “right” looks like) while simultaneously preventing
destructive behaviors as the Navy continues to mature its critical response capabilities.

Sexual assault prevention requires a holistic, comprehensive approach focusing on the
three tiers of prevention (primary, secondary, and tertiary) operating within the social-
ecological model (SEM) in conjunction with Navy Sexual Assault Prevention and
Response (SAPR) strategies, and, finally, executed with unity of effort toward the desired
end state. The Navy acknowledges the role that destructive behaviors play in sustaining
environments and harmful attitudes contributing to incidents like sexual assault and sexual
harassment. Thus, the Navy self-assessment included sexual assault, sexual harassment,
substance misuse (includes drug and alcohol misuse), and suicide prevention, as well as
Inclusion and Diversity (I&D) at the HQ level. However, this summary addresses only the
SAPR portion of the PPoA self-assessment. For the purpose of this report, Navy HQ
refers to the Navy’s 215t Century Sailor Office (N17). A team of more than 20 personnel,
including an 8-member final rating panel, assessed N17’s alignment with 24 DoD-
established criteria comprised of the following 9 elements: Leadership, Prevention
Workforce, Collaborative Relationships, Data, Resources, Policy, Comprehensive
Approach, Quality Implementation, and Continuous Evaluation. All criteria were rated
based on prevention activities occurring over the last 12 months.

During the PPoA self-assessment, N17 identified key strengths and gaps for each self-
assessment element. N17 leadership has significant strengths, including support for
prevention staff and evidence-based prevention decisions and programs grounded in
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proven research and evaluation. N17 has a clear plan for aligning best practices and next
steps as outlined in the PPoA. N17’s COE includes promising primary prevention
initiatives to inform policy updates under the “Simplify and Align” umbrella of work. N17’s
most significant strength is its comprehensive approach to primary prevention, as
evidenced by the Navy’s active prevention capacity and capability-building through Fleet-
wide training being developed and implemented with Command Resilience Teams (CRT).
The Navy’s recognition of I&D as a critical component for COE is reflected in its strong
leadership support and recruitment goals. N17 will continue its progressive activities in
primary prevention by translating best practices to lower echelon commands Navy-wide.

N17 still has much work to do to achieve a fully functioning and mature prevention system.
However, efforts already underway show great promise as N17 implements primary
prevention for sexual assault and other destructive behaviors within the Navy.
Recognizing the interconnectedness between the risk and protective factors for these
behaviors, the Navy’s COE supports healthier outcomes that feed into optimal
performance and enhanced warfighting excellence. The Navy drives toward this COE by
holistically addressing primary prevention for the range of destructive behaviors and by
promoting 1&D.

1.2 Self-Assessment Elements: For each Self-Assessment element (Human
Resources, Collaborative Relationships, Infrastructure, Comprehensive Approach,
Quality Implementation, and Continuous Evaluation) provide a brief summary and
examples of key strengths and gaps. (SecDef Memo, Actions to Address and
Prevent Sexual Assault in the Military (May 1, 2019) / OUSD-PR Memo, Execution of
the Department of Defense Sexual Assault Prevention Plan of Action (April 26, 2019)
/ DoD Prevention Plan of Action 2019-2023 (April 2019))

Human Resources — Leadership

Leaders at all levels are key to championing the Navy’s prevention efforts but for the
purposes of the PPoA self-assessment, leadership is defined as the 215t Century Sailor
Office Director, Executive Director, Deputy, Behavioral Development and Performance
Branch Head, and Compliance and Competencies Branch Head. Leadership also includes
Chief of Naval Personnel (CNP), Vice Chief of Naval Operations (VCNO), Chief of Naval
Operations (CNO), and their deputies, but the self-assessment primarily focused on
leadership within N17.

N17 leadership consistently leverages the expertise of its Prevention Highly Qualified
Expert (HQE), as well as subject matter experts (SME) in all areas of destructive behavior
and I&D. Prior to making prevention decisions, leadership often asks its HQE and SMEs
for available research, as well as contextual and/or experiential evidence regarding
pending initiatives. The N17 HQE and other SMEs provide briefings, information papers,
and data regarding practical application gleaned from other similar programs and
initiatives in and out of the military. Currently, evidence-based prevention information flows
across N17 through a combination of leadership reaching out to ask questions or
conversely, the HQE and SMEs driving information up to inform leadership about
evidence-based prevention.




N17 considers all of its staff to be part of the prevention workforce, but most are not
specifically dedicated or trained for primary prevention. Navy leadership’s imperative to
shift emphasis to primary prevention required a reorganization of the N17 team to allow for
a continued focus on policy and compliance and a new and sustainable effort at behavior
development and performance. While the newly structured organization continues to
settle into their redefined roles, leadership now has an improved ability to direct and
collaborate on primary prevention activities.

Despite the nascent nature of primary prevention knowledge within the Navy, N17 laid the
groundwork for evaluating prevention practices. For example, the Navy worked with
Boston University to conduct a longitudinal randomized controlled trial (RCT) on the One
Love Foundation’s Escalation Workshop with 335 Navy Sailors. The Escalation workshop
includes a short film about college-age intimate partner violence followed by a peer-
facilitated discussion regarding abusive versus healthy dating relationships. The control
trial revealed statistically significant improvements in Sailors’ attitudes about dating abuse
and bystander intervention, including one type of prevention-oriented bystander behavior.
The positive findings suggested the Escalation Workshop should be implemented more
broadly across the Navy. As a result, leadership supports expansion of this prevention
program, as well as continuous evaluation of its effectiveness. The Escalation Workshop
is one of the few prevention activities N17 actively evaluates, but N17 has also started the
process for evaluating the Navy’s CRTs. N17 leadership recognizes a need for more
systematic and routine evaluation with all Policies, Programs, Practices, and Processes
(P"4).

The Navy’s implementation of COE is leadership-driven and evidence-informed, and it has
significant potential for increasing the Navy’s primary prevention capacity and capability.
However, an existing gap is the reliance on one HQE to inform leadership with a small
contingency of specialized experts lacking institutional program area knowledge and
primary prevention experience.

Human Resources — Prevention Workforce

The Navy is building its primary prevention capacity and capability through efforts to hire
and train staff. The Navy expanded its academic, behavioral, an