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                          Preliminary Analysis of Focus Group Results

Background

During 2004, DACOWITS conducted site visits to 14 military installations, with each military service represented, to include the U.S. Coast Guard. Installations visited were both within and outside of the continental United States (CONUS). During their site visits, members of the Committee conducted focus groups with a broad sample of military personnel and family members, male and female, to include:

· Junior enlisted personnel (e.g., E1-E4)

· Mid-grade enlisted personnel (e.g., E5-E6)

· Senior enlisted personnel (e.g., E7-E9)

· Warrant officers and junior commissioned officers (e.g., W1-W5 and O1-O3)

· Senior officers (e.g., O4-O6)

· Military spouses and other family members.

Both Active component (AC) and Reserve component (RC) personnel and family members participated in the focus groups, and some of the installations visited were Reserve component installations (e.g. Willow Grove, PA). Four Servicemember groups were held at each installation (56 groups), plus 1 family member group at each site (14), for a total of 70 groups. For the Servicemember groups, 41 were comprised of female personnel, and 15 groups were held with male personnel. 

Data Collection Procedures

A team of two DACOWITS members traveled to each site, and Committee members served as moderators for all focus groups. For seven installations visits, a Caliber staff member accompanied the team to record a transcript of the sessions. For the other seven visits, DACOWITS members recorded the sessions. Committee members collected data using a set of protocols developed specifically for each group, so that answers to questions relevant to each group could be obtained. The protocols shared a common set of questions related to the key areas of interest to DACOWITS in 2004: Retention, Deployment, and Sexual Assault. This report provides preliminary results (i.e., major themes and descriptions) for the bulk of the protocol questions. Those questions that are not reported have been tabulated, but are still in the write-up phase. 

A note to DACOWITS from Caliber 

It is important to point out that DACOWITS moderators asked participants about a wide range of topics, but that their time with each group of participants was limited. This fact—coupled with inevitable differences in the moderating and recording styles of each site visit team— resulted in a small amount of missing data on a few of the 70 transcripts. This is typically not a concern in qualitative studies, as descriptive detail and nuance is the goal, rather than percentages or frequency counts. 

However, because DACOWITS’ preferred method of presentation of these qualitative data is quantitative in nature (e.g., percentage tables, frequencies, etc.), a caveat is required: All percentages shown in the tables and throughout report are based on the total number of transcripts that had useable data for that question. In nearly all cases, this number is very close to the maximum possible for that question (e.g., 63 out of 70). The impact of this small amount of missing data is negligible, and does not (in my view) represent a major concern, or detract from the overall wealth of this large qualitative database, to which the whole Committee has contributed. –B.B.

I. Retention

A. CURRENT CAREER INTENTIONS 

DACOWITS began their focus group questions by asking Servicemembers if they intended to stay in the military, leave the military, or were undecided. Similarly, family group participants were asked to identify the intentions of their military family member. Typically, focus groups contained a mixture of individuals, some of whom intended to stay, some who were leaving, and some who were undecided. 

Exhibit 1 below shows that all of the focus groups in which this question was posed contained Servicemembers who intended to continue their military careers (or family members who reported their spouse intended to stay). About two-fifths (57%) of the groups contained participants who intended to leave (or who reported their spouses intended to leave), and two-thirds of the groups contained participants who were undecided (or who reported their spouse was undecided).

Exhibit 1: Career intentions recorded within 2004 DACOWITS focus groups*

	Response 
	Number of groups in which response was recorded
	Percentage of groups in which response was recorded

	Intend to stay
	65
	100%

	Intend to leave
	37
	57%

	Undecided
	45
	69%


* Data from 65 active duty, reserve and family member groups were recorded for this question
B. FACTORS INFLUENCING THE DECISION TO REMAIN IN THE MILITARY 

DACOWITS asked Servicemembers and their families to discuss the main factors that would influence their decision to stay in or leave the military. For those Servicemembers and family members who either intended to stay themselves or who were encouraging their significant other to stay, Exhibit 2 displays those factors—in rank order of frequency— that were most influential in this decision. 

 Exhibit 2: Factors Influencing the Decision to Remain in the Military*

	Theme
	Percentage of groups in which theme emerged

	Enjoyment of the military job 
	90%

	Benefits and compensation
	78%

	Career opportunities
	56%

	Job stability and security
	44%

	Patriotism and pride in service
	43%

	Family-related reasons
	37%

	Time invested
	17%


* Data from 63 active duty, reserve, and family member groups were recorded for this question
These factors are discussed below.

1.  Enjoyment of the military job 

Cited in 90% of the focus groups, job satisfaction was the primary factor influencing Service members’ decisions to remain in the military.  Job characteristics mentioned most often as influencing plans to stay included the opportunity to travel, military camaraderie, and the challenging nature of duties and assignments.  In almost all focus groups, there were participants who explained that they simply enjoyed their military jobs.  As one senior male officer exclaimed,

"It would take me 10 hours to tell you all the reasons why I like the Air Force. They'll have to kick me out!"

Other focus group participants were more specific in identifying the gratifying aspects of the their military jobs:
“The responsibility is key for me.” – Female Senior Officer 

“It's a balance between the flexibility and the opportunity because all of the choices are mine, and if I need to take some time off I can.” – Female Junior Officer

“I am not done with my adventure.” – Female Junior Officer

“I like moving around all over the U.S. and overseas.” – Male Senior Enlisted

2.  Benefits and compensation

Military benefits and compensation emerged as an important reason to stay among those intending to do so. Specifically, retirement benefits were cited in about two-fifths (41%) of groups, as were education benefits (38%). Basic pay was cited in about one-third (30%) as a reason to stay in the military.  Healthcare benefits were also identified, albeit less frequently (16%).  Many participants felt that the quality of benefits in the military was superior to that which could be obtained in the civilian sector. One family member explained why her husband would remain in the Air Force: 

“The benefits are good – few other jobs can beat that.”

3.  Career Opportunities

Within more than half of the focus groups (56%), career progression and advancement was identified as an influential factor among those with an intention to stay. Focus group members reported taking advantage of the training and educational opportunities afforded them, and indicated a desire to remain in the military to continue utilizing these. Many focus groups members also discussed the unique nature of these career development opportunities, acknowledging they would not be available in the civilian world. One senior enlisted female explained: 

“I’ve had a tremendous amount of opportunities that I wouldn't have had outside the Air Force - it's been great for me.” 
4.  Job stability and security 
The theme of job security and financial stability was recorded in slightly more than two-fifths (44%) of the focus groups. Focus group participants observed that the civilian job market was unstable and that they were ensuring their financial security by staying in the military.  As one junior enlisted male put it:

“ [The] job market in the civilian [sector] is not too good. [There’s] no problem with military.” 

5.  Patriotism and pride in service

Focus group members also reported that their plans to stay in the military were based, to some extent, on the patriotism and pride they feel in serving their country (43%). One female warrant officer identified this influence clearly:

“I love what I do and I feel like I support the fight.”

Many family members agreed that their Soldier spouses were motivated by this intangible factor of patriotism:

 “My husband doesn't stay in for the money; he's patriotic. That's part of the reason he went in [the military] to begin with.”

6.  Family-related reasons

Participants in more than one-third of the focus groups (37%) reported their intention to stay was influenced by family-related reasons, such as finding and maintaining spouse employment and continuing a family tradition of participating in the military. 

7. Time invested

Less frequently mentioned than other factors, time invested in the military (i.e., being close to retirement) was identified in 17% of focus groups as influencing the decision to stay. Some participants felt that they had reached the metaphorical “point-of-no-return” in their career and that they should complete their service. With her Soldier spouse five years away from retirement, one family member reported:

 “It would seem almost foolish to get out now.”

C. FACTORS INFLUENCING THE DECISION TO LEAVE THE MILITARY 

Most focus groups also contained Servicemembers who expressed an intention to leave the military, or, in the case of family groups, spouses who hoped their significant other would not remain in the armed forces. Exhibit II displays those factors that were most frequently recorded across groups as influential in the intention to leave. It is important to note that, while each factor is discussed separately, many of these factors are interrelated (e.g., workload vs. family-related reasons).  


Exhibit 3: Factors Influencing the Decision to Leave the Military*

	Theme
	Percentage of groups in which theme emerged

	Conflict between work and family
	71%

	Personal reasons
	68%

	Workload and schedule
	51%

	Benefits and compensation
	29%

	Job satisfaction 
	22%

	Leadership or unit climate issues
	22%

	Incompatibility with the military
	22%


 *  Data from 41 active duty, reserve, and family member groups were recorded for this question
Each of these factors is discussed below.

1. Conflict between work and family 

This factor, which also includes conflict between work and personal goals/relationships expressed by single Servicemembers, was recorded within more that two-thirds of focus groups (717%) It was common among those with an intention to leave to express that their military obligations impinged upon their ability to form and maintain relationships with persons outside of the military, and/or that the military’s policy toward work and family balance was too inflexible. For example, when one senior female officer was asked why she was leaving, she expressed her frustration: 

“I can't have a child and be working the way we do – rotating in 3 months at a time, 3 or so times a year.” 

Other focus group members explained that they intended to leave the Service because of spousal pressure or because of their spouse’s job or career needs. 

2.  Change in personal goals and priorities 

Distinct from the theme of work-family conflict, this theme, recorded in two-thirds (68%) of groups, reflects the views of participants who were leaving in order to pursue personal or professional goals they believed could not be accomplished in the military. For example, some participants articulated a desire to either try a new career path or revisit a former one, as illustrated by the following quotes:  

“[I] would like to go into the entertainment field. [I’m] a musician - classically trained,”

— Junior enlisted male

“[I’m] anxious to get out and do something different.”

— Senior enlisted female

3.  Workload and schedules 

Slightly more than one-half (51%) of Servicemember focus groups mentioned workload and schedules as a factor influencing the retention decision. Specifically, about three-tenths (32%) of Servicemember focus groups indicated that the high frequency of unpredictable deployments contributed to the decision to leave the military. One junior enlisted female explained:

 “I've been deployed 3 times, and this is my first assignment.  I'm already burned out!”

Participants also mentioned both the high PERSTEMPO and OPTEMPO as factors impacting their decision to leave the military. Commenting on why her Soldier spouse is leaving, one family member revealed that her Soldier spouse: 

“does not enjoy the Coast Guard as much as before [due to] longer hours.  [He is] currently frustrated with his job, and the job is a ‘brain drain.’ He feels the qualified ones are leaving.” 

4.  Benefits and compensation 

Participants in about one-third (29%) of focus groups pinpointed benefits and compensation as a reason for leaving the military. Individual participants identifying this theme felt that they would be better compensated in the civilian sector. 

“Why do I want to do this, when I can work 8 hours/day and make more money on the outside?“ - Senior enlisted female

5.  Job satisfaction

While some Service members identified job satisfaction as a reason to stay in the military, this them also emerged as influential among those with an intention to leave. Among the job-related elements that tended to lead to dissatisfaction included a perception of limited upward mobility, and unrewarding duties and assignments. Other job-related factors playing a role in the retention decision included rigorous travel/PCS demands, high OPTEMPO, and an unpredictable deployment schedule.

6. Leadership or unit climate issues

Leadership or unit climate issues were recorded in about one-fourth (22%) of focus groups. Aspects of this overall theme that were expressed by individual participants included the belief that professional achievements were not recognized, that their subordinates did not respect them, or that women are not treated with the same respect as men within certain career fields. For example, a junior enlisted female Servicemember reported that although she loves the Air Force:

  “It's like the good-old-boy system. ‘You're female. You're fragile. You can't do that.’”

7. Incompatibility with the military 

About one-fourth (22%) of groups contained individuals who expressed a general failure to adapt to the military culture or lifestyle. These participants reported feeling alienated by hierarchy, regulations and policies, lack of personal freedom, and the overall pace of military life. 

D. FACTORS INFLUENCING “UNDECIDED” PARTICIPANTS

Not all focus groups contained undecided personnel or family members. Among those groups that did contain undecided participants, and who elaborated on the factors that would affect their retention decision in the future, the themes shown in Exhibit 4 below emerged most frequently:

Exhibit 4: Factors influencing the military career decisions of “undecided” participants*

	Theme
	Percentage of groups in which theme emerged

	Job opportunities
	57%

	Work/family balance
	40%

	Leadership and other unit climate factors
	29%

	Workload and schedule
	26%

	Compatibility of military with personal goals
	23%

	Benefits and compensation 
	20%


 *  Data from 35 active duty, reserve, and family member groups were recorded for this question
1. Job Opportunities

Paticipants in more than one-half (57%) of undecided Servicemember focus groups identified job opportunities as a theme impacting their retention decision.  Many undecided participants reported that the availability of advancement opportunities, including promotions, would greatly influence their decision. Some felt their capabilities exceeded their opportunities:

   “I feel like I have a lot more potential than I have the opportunity to do.”

Undecided participants also identified duties and assignments as a factor that would influence their retention decision. Individual participants reported that they were currently dissatisfied with their duties and assignments and wanted to change career fields. Some mentioned that they would stay in the military if they received a new position. 

“I will stay in the military if I can change career fields.” – Junior enlisted female

2. Work/Family Balance

Participants in two-fifths (40%) of the focus groups containing undecided personnel reported that work/family balance issues would impact their decision.  

“If I didn't have any children I might stay. I really don't have time to be actively involved in things.” – Senior enlisted female

“Military life is hard on families.” – Junior enlisted male

3. Leadership and other unit climate factors

Undecided participants in about one-third (29%) of focus groups reported that leadership and other unit climate factors would impact their decision. Specific aspects that were stressed included differential treatment and lack of recognition and respect (6%). One junior enlisted female explained that she felt undecided because of

 “the changes in the [Coast Guard] in general. The overall command climate; there's nothing but hypocrisy.”

4. Workload and schedules

Participants in slightly more than one-fourth (26%) of these groups reported that workload and schedules contribute to the retention decision of undecided participants. Explaining why she felt undecided about staying or leaving the military, one senior enlisted female stated: 

“It's OPTEMPO for me. The AF is trying to do too much with too few people.”

5. Compatibility of the Military with Personal Goals

This theme emerged in one-fourth (23%) of focus groups containing vocal undecided personnel. For example, several groups contained at least one person who felt undecided about staying or leaving the military because they desired a career change, but that such a change depending on the job market. Others felt undecided because they wanted to pursue higher education outside of the military:

“If civilian market gets better I may get out.” – Junior enlisted male

“I was activated and want to finish my degree.” – Junior enlisted female

6. Benefits and Compensation

In one-fifth (20%) of groups with undecided personnel, the theme of benefits and compensation was raised as a retention influence. Individual participants focused on the limitations of key aspects of benefits and compensation: retirement, basic pay, and health care coverage:  

“I think the benefits are something that a lot of people look at before they decide to leave [the military]. With 3 kids and ear infections, colds, the flu, and ER visits, even if you get an 80K job, your insurance only covers 80% of that - 20% is a lot of money.” – Officer family member
E. ARE YOU WORKING IN YOUR ORIGINAL CAREER FIELD? 

Servicemember focus groups typically contained a mixture of individuals who reported that they currently worked in the job they were trained to do when they first entered the military, and others who reported that they no longer did so.
 About four-fifths (81%) of groups contained at least one participant who had remained in their original career field, and about two-thirds (64%) of groups contained one or more participants who had switched from their original field (Exhibit 5).                                                                

                                      Exhibit 5: Career fields

	Are you currently working in the job you were trained to do when you entered the military?
	Number and percent of groups in which theme was recorded (n =42)

	Yes
	34
	81%

	No
	27
	64%


* Percentages refer to groups, not to individuals, and for this reason do not sum to 100%.

Most Servicemembers who reported they currently working in their original MOS did not offer explanation as to why they still do so. Within those sessions in which Servicemembers elaborated on why they continued to work in the same field, those most common reasons were that:

· They were denied the opportunity to cross-train (recorded in 6 of 34 groups)

· Certain career fields provide limited lateral mobility (recorded in 6 of 34 groups).

For example, one junior enlisted male explained: 

“I'm in the job I started out with. I tried to change many times: after 4 years in, after 8 years in, and after 11 years in, but wasn't allowed.  I was shot down from base level all the way to HQ, and it looks like I'm stuck here as a crew chief.” 

Among participants who reported working in a different career field and who elaborated on the reasons why, the most frequent themes were:

· They were rotated or reassigned to another job (recorded in 6 of 27 groups)

· They requested and received cross-training (recorded in 4 of 27 groups)

· They were forced to cross-train due to overstaffing in a particular career field (recorded in 4 of 27 groups). 
II. Deployment
Active-duty, reserve and family groups were all asked to discuss the challenges faced during deployment. Though the DACOWITS focus group moderators (and the focus group protocol itself) asked participants to distinguish pre-deployment, during deployment, and post-deployment challenges and to discuss each phase separately, in practice it was often the case that participants talked about their experiences as a whole, mixing descriptions of events from all three phases into the discussion. It seemed that, in some groups, once the deployment topic was broached, all deployment phases became “fair game,” and participants began to discuss their major challenges, regardless of phase. 

In cases where there was overlap between the phase-specific challenges in the recorded transcript, data analysts later sorted the comments into pre-deployment, during deployment and post-deployment themes to the extent possible, based on the nature of the comments. Though deployment challenges were recorded in every focus group, not every recorder was able to capture comments about all three phases in the same session, due to time constraints and to the “group dynamic” issue described above. 

A. PRE-DEPLOYMENT ISSUES 

During their focus groups, DACOWITS asked Servicemembers and their family members to identify what challenges, if any, they encountered during the pre-deployment process.  The pre-deployment issues that most frequently emerged are shown in Exhibit 6.  

Exhibit 6: Pre-deployment Challenges for Servicemembers and Families*
	Theme
	Percentage of groups in which theme emerged

	Responsibility to be prepared
	100%

	Unpredictability
	83%

	Childcare arrangements and issues
	69%

	Administrative issues
	62%

	Communication issues
	33%

	PERSTEMPO (pace of workload)
	21%


* Data from 42 active duty, reserve, and family member groups were recorded for this question
These pre-deployment themes are discussed below.

1.  Responsibility to be prepared

Cited in all of the focus groups (100%), being prepared for a deployment emerged as the primary challenge that Servicemembers and their families faced.  One senior male officer summed it up succinctly:

“This is the career you chose, so you must be ready for responsibilities.”
Focus group members cited the military’s formal support programs and services as well as individual responsibilities as part of their pre-deployment strategies (recorded in 15 of 42 groups).  Other aspects of the responsibility of “being prepared” included:

· Mental preparation (recorded in 14 of 42 groups)

· Balancing work and family (recorded in 10 of 42 groups)

· Making new family and/or household arrangements (recorded in 9 of 42 groups)

The challenge of shifting responsibilities within the family during pre-deployment was described in this way by one spouse: 

“You have to deal with the knowledge that you will be running the show.”

One quarter of the focus groups identified this balance of work and family as part of the pre-deployment process. Although single and married Servicemembers viewed the issue differently, they still identified it as stressful. Some married Servicemembers felt that the military did not understand their need to spend time with their families prior to deployment. According to one junior enlisted female who was married with children:

“You have to put up with the criticism [that] the military did not issue you children.”

In contrast, single Servicemembers felt that the military did not respect their non-family obligations (e.g., education) as much as the family obligations of married persons.  As one junior enlisted single female put it:

“[P]arents can leave work early, whereas single people can't leave early if they have extra schoolwork to do.  How can you put a value on that?”

2.  Unpredictability

The impact of the unpredictability of the deployment’s timing was cited in more than four-fifth (83%) of focus groups as a major challenge faced by Servicemembers and their families during the pre-deployment period.  The lack of advanced notification hindered pre-deployment preparations and left Servicemembers and their loved ones feeling aggravated.  One family member explained that her Soldier spouse’s departure date kept changing, which was “extremely frustrating and hard on the kids.”

3.  Childcare arrangements and issues

Over two-thirds (69%) of focus groups contained participants who identified childcare as a pre-deployment challenge. Creating and implementing family care plans were stressful for Servicemembers and their families.  Preparing both themselves and their children for the impending deployment also emerged as an aspect of this theme.  One senior enlisted female explained that the most difficult part of the pre-deployment process was: 

“…trying to prepare my child that I would be gone for 6 months.”
Childcare issues related to being part of a dual military household were also raised and included both the frustration of making childcare arrangements on base, and the worry that both parents might be deployed simultaneously.

4.  Administrative issues

Completing administrative requirements emerged as a pre-deployment theme in more than three-fifths (62%) of the focus groups. Specific pre-deployment administrative challenges that were cited included:

· Making legal arrangements (e.g., powers of attorney, wills)

· Managing financial matters. 
5.  Communication issues

One-third of focus groups identified communication issues as a concern during the pre-deployment process.  Dispersing information and establishing points-of-contact were the issues most often cited, although focus group members were also concerned about the communication between spouses and within families.  Both the quality and quantity of information concerned family members, with participants explaining that sometimes their Soldier spouses “do not always bring home the right information” or “forget to pass on deployment information to their spouses.”

Servicemembers also commented on the challenge of internal family communications during the pre-deployment process. One junior enlisted male elaborated: 

“When I go away, I have a lot of clarification to do with my family.  You try to put them in a comfort zone, [but] there is an unending [number of] questions that come to you.”

6.  PERSTEMPO (pace of workload)

One-fifth of focus groups expressed frustration with the pre-deployment schedule. Specifically, participants mentioned that the hectic pace preceding deployment was stressful and that the quantity of pre-deployment training detracted from time spent with family. 
B. ISSUES DURING DEPLOYMENT 


DACOWITS also asked Servicemembers and their family members to identify the challenges they encountered during the deployment itself. The themes that most frequently emerged within the focus groups are shown in Exhibit 7: 

Exhibit 7: During-Deployment Challenges for Servicemembers and Families*

	Theme
	Percentage of groups in which theme emerged

	Adjustment to lifestyle and role changes
	79%

	Communication problems
	67%

	Work and family balance
	64%

	Impact on children/childcare issues
	64%

	Administrative problems
	31%

	Support programs and services
	24%

	Fluctuating deployment schedules
	24%


* Data from 58 active duty, reserve, and family member groups were recorded for this question.
These during-deployment challenges are discussed below. It is noteworthy that many these themes are similar to those identified as challenges of the pre-deployment period. 

1.  Adjustment to lifestyle and role changes

Cited in 79% of focus groups, difficulty in adjusting to lifestyle and role changes was the primary theme that emerged as a challenge of the deployment period. Primarily, participants reported experiencing emotional adjustment problems that included loneliness, depression, isolation, and fear of loss (recorded in 27 of 58 groups). One junior enlisted male explained that his wife “lost her sense of security” while he was gone. Numerous other focus group participants simply reported that “it gets lonely” during deployment. 

Within Servicemember groups specifically, participants explained that they needed to adjust to a host of job-related factors such as increased workload and “new leadership at deployed location” (recorded in 16 groups). Participants also experienced problems adjusting to both foreign environments and cultures, citing difficulties with time zone changes, weather patterns, remote locations, and language barriers (recorded in 13 groups).

2.  Communication problems

Comments related to communication problems and to the dispersal and/or the receipt of information were recorded in two-thirds of the focus groups (67%). As one junior enlisted male explained it: 

“Communications are either very brief or non-existent.” 

Family members also identified specific concerns including the frustration of trying to separate rumors from truth and the inadequacy or unavailability of e-mail and satellite telephones.  Family members were frustrated with being unable to obtain details about the deployment and their Servicemember’s physical well-being or whereabouts. One spouse said that the most difficult challenge experienced during deployment was “not being able to communicate” with her spouse.
3.  Work and family balance

Participants in approximately two-thirds (64%) of the focus groups identified a host of challenges related to balancing work and family during the deployment period. These challenges primarily revolved around meeting family responsibilities such as being able to call on their child’s birthday or attend their grandparent’s funeral. 

 One family member explained how this kind of problem affected her eldest son, who joked that “Dad likes his younger sons more” because her spouse had missed most of this son’s birthdays.  Servicemembers also described difficulty in maintaining interpersonal relationships, particularly with their spouses and children. Other relationships were also strained; for example, one junior enlisted female broke off her engagement. 

4. Impact on children/childcare issues

Related to the challenge of balancing work and family responsibilities was the issue of the impact of deployment on children, a theme that emerged in nearly two-thirds (64%) of the focus groups. The quality, availability, reliability, and cost of childcare and youth activities continued challenge Servicemembers during the deployment period. 

Moreover, participants within almost half (45%) of focus groups identified the deployment process as adversely affecting children’s emotional well-being, behavior, and school performance. Commonly observed problems among young children and teenagers included developing an insecure attachment, demonstrating a “fear of loss,” stunted academic progress, and displaying “a lot of rebellion and confusion.” 

5.  Administrative problems

The theme of administrative problems emerged in approximately one-third (31%) of the focus groups.  Issues most frequently mentioned were problems related to managing finances, exercising powers of attorney, using healthcare benefits, obtaining basic pay, and searching for housing.  For example, one family member who was traveling with her husband had trouble using the military credit card because only her husband’s name was listed on the account. She was explicitly told to “charge the room to this card because pay is not always able to be counted on when it’s supposed to,” yet ended up having to pay for the room out of her own pocket.

6. Support programs and services

Participants within one-fourth (24%) of the focus groups reported dissatisfaction with the adequacy and availability of support services during the deployment. Participants cited several different reasons as to why there wasn’t a “good support group [in place] for the people who remain behind.” For example, some Servicemembers in certain career fields deployed individually and, therefore, may not have had family support groups; family readiness groups and units did not always greet new families who arrived after the main body of Servicemembers had departed; and base-oriented formal and informal support networks unintentionally excluded those living off-base.  

Some focus group participants suggested that enlisted Servicemembers and their families tended to use family support services less often than the families of more senior Servicemembers. Generally speaking, Servicemembers felt that family services were not as user-friendly as they should be.

7. Fluctuating deployment schedules

As in the pre-deployment period, the uncertainty of deployment schedules represented another aspect of the process described as challenging (recorded in 14 groups). That is, participants reported feeling distressed by the inaccuracy of the actual deployment schedule or actual length of the deployment.  Not knowing these details was difficult for both Servicemembers and their families.  According to one spouse, her husband

“should have been gone 90 days, [but] was gone for 178 days.  We went through a lot of disappointments.”
C.  DEPLOYMENT ISSUES FOR FEMALE SERVICEMEMBERS 

During the discussion of challenges that emerged during the deployment, DACOWITS asked female Servicemembers to identify those issues or hardships that they felt were unique for women.  The themes that most frequently emerged are shown in Exhibit 8. 

Exhibit 8: Deployment Challenges for Female Servicemembers

	Theme
	Percentage of groups in which theme emerged

	Healthcare and Hygiene
	84%

	Sexual Harassment and Differential Treatment
	65%

	Work climate
	19%

	Inequitable housing
	13%

	Isolation
	10%

	Cultural differences 
	10%


* Data from 31 female active duty and reserve Servicemember groups were recorded for this question. 

These themes are discussed individually, although focus group participants viewed them as interrelated. 

1. Health and hygiene

The adequacy and availability of healthcare and related hygiene issues emerged as the predominant theme, reported in 84% of the focus groups in which this question was posed. Specifically, participants cited problems obtaining proper medical care and various hygiene products such as soap and sanitary napkins. One junior enlisted female explained:

“If you're in the field and you have a medical issue, there's nothing available.” 

Participants also mentioned the lack of shower and rest facilities both on the installation and during the trip to the installation. According to one senior enlisted female:

“If you have to fly on a C-130 for 3 days and in between eat and drink, but not drink before getting on the plane since there aren't facilities - yes, that is a problem.”

2. Sexual harassment and differential treatment

Another major theme that emerged in response to this question related to sexual harassment and differential treatment.  Treated more extensively later in this report, this issue was cited in two-thirds (65%) of the groups in which participants responded to the question about deployment challenges unique to women.  Several female focus group members reported experiencing sexual harassment during their deployment and a lack of support for female harassment victims, while others explained that they simply encountered “differential treatment.” For example, one senior enlisted female explained that she was the only female soldier in the company. She said:

"It was like being exposed to an old boys' club."

3. Work Climate

Women in nearly one-fifth (19%) of the focus groups identified challenges relating to work climate during deployment. Overall, female focus group members reported a basic lack of understanding and respect by male Servicemembers. Drawing on a health-related example, one junior enlisted female reported: 

“If you have a personal health problems, (men) just tell you to suck it up.” 

Another related a uniquely female problem during high OPTEMPO:

“As a nurse, at that time of the month, we didn't have time to change a pad/tampon because we were running around all the time.”

4. Inequitable housing

A few focus groups (13%) pinpointed tangible aspects of the work climate such as inequitable housing:

“Females are always packed into the tents.”

5.  Isolation 

Another challenge cited in a few focus groups (10%) was the isolation some participants felt during deployment. Additionally, female Servicemembers felt that the small number of deployed “female pals” contributed to an inadequate support network for women. 

6. Cultural differences

Three of the focus groups (10% of the total responding to this question) reported experiencing problems related to cultural differences. Several senior female officers provided examples to illustrate this theme.  One female officer explained that there were special rules for those with blond hair in Turkey, while another female Servicemember explained that in Saudi Arabia female Servicemembers were not allowed to use the bathroom when in uniform. 

D. POST-DEPLOYMENT ISSUES 


DACOWITS also asked Servicemembers and their family members to identify the challenges they encountered during the post-deployment period. The themes that most frequently emerged are shown in Exhibit 9. 

	Exhibit 9:  Post-Deployment Challenges for Servicemembers and Families*

	Theme
	Percentage of groups in which theme emerged

	Reunion and readjustment
	91%

	Administrative issues
	35%

	Leave
	14%


* Data from 57 active duty, reserve, and family member groups were recorded for this question. 

These themes are discussed below.

1.  Reunion and Readjustment

Nearly all (91%) of the focus groups identified reunion and readjustment as the major challenge of the post-deployment period. While participants reported problems adapting to lifestyle changes (e.g., slower tempo, different structure) and “getting back into the swing of working again,” the major aspect of this theme was the difficulty in reestablishing relationships and family dynamics. Focus group members described the challenges of reintegrating Servicemembers into the family routine and redistributing household role responsibilities. Several Servicemembers expressed concern that their younger children no longer recognized them or continued to rely only on the parent who had not been deployed. Both family members and Servicemembers felt it was taxing to “try to fit [one another] back into your lives again.” 

2.  Administrative issues

To a lesser extent, administrative issues emerged as a theme, recorded in approximately one-third of the focus groups. Participants in about one-fifth (18%) of focus groups described financial challenges, including reports of spouses mismanaging fiscal accounts during the deployment.  For instance, one junior enlisted female explained that while she was activated, her husband took over the responsibility of paying their bills: 

“My accounts were screwed up when I got back.  It took 3 months to get [it straightened] out.”

Less frequently mentioned administrative issues included: 

· Amount of time spent in-processing and debriefing (recorded in 3 groups)

· Problems with civilian job (recorded in 3 groups)

· Frustration of waiting for replacements (recorded in 2 groups)

· Inadequacy and unavailability of healthcare (recorded in 2 groups).

3.  Leave

Participants within a few focus groups (14%) identified the lack of post-deployment leave or vacation time as a challenge, explaining that not being able to take leave hindered the ability to reconnect with families and generally readjust to post-deployment life.

E.  SPECIFIC CHALLENGES FOR CHILDREN 

DACOWITS also asked Servicemembers and their family members to identify specific challenges for children in dealing with the deployment of a family member.  Responses are grouped into three age groups:  young children, school-age children, and teens.  Many similarities emerged across these age groupings, but some age-specific trends were evident.  

1.  Young children

The themes that most frequently emerged within the focus groups with respect to young children (those not yet attending school) were: 

· Not understanding what was going on  (6 of 32 groups – 19%)

· Failure to recognize the deployed parent on return (6 of 32 groups – 19%)

· Missing the absent parent (5 of 32 groups – 16%)

Some participants felt that the strain of deployment was “tougher with younger children.” Specifically, focus group members reported that it was difficult to explain deployment to young children because they did not understand what it involved.  Young children missed the absent parent, sometimes feeling insecure or fearful.  Several Servicemembers explained that their young children did not recognize them when they returned from the deployment. For example, one family member revealed that her son thought the babysitter was his father.  

2.  School-aged children

The themes that most frequently emerged within the focus groups with respect to school-aged children (those not yet teens) were: 

·      Declining academic performance (8 of 19 groups – 42%)

·      Discipline problems (8 of 19 groups – 42%)

·      Changing schools (3 of 19 groups – 16%)

·      Missing absent parent (3 of 19 groups – 16%).

For these children, the primary problems identified by focus group members were related to school.  Focus group participants reported that the academic performance of some children declined and that others faced the challenges of changing schools. One senior female officer explained that every time she and her family moved, her son failed a grade.  

Focus group participants cited discipline problems (e.g., “acting out”) among this age group. A smaller portion of school-age children had feelings of abandonment or fear of loss. For instance, one junior enlisted male observed:

“[My] 9 year-old was the worst one. He understands a lot more than the other ones.  He was scared and said, ‘Dad, don't die.’”

3. Teens

The themes that most frequently emerged within the focus groups with respect to teens were:  

·        Discipline problems (12 of 24 groups – 50%)

·        Missing the absent parent (6 of 12 groups – 25%).

Generally speaking, focus group members agreed that “there’s a lot of rebellion and confusion among teens,” but, as one senior enlisted female observed, deployment seemed to exacerbate discipline problems: 

“My teenager was suspended from school the last two times the Coast Guard was deployed.”

Other discipline problems included  “acting out,” “not listening,” and “staying out late and missing curfew.” Focus groups participants also reported that some teens had difficulty in adjusting to a Servicemember’s absence. The following comments are examples: 

“Mom, how are we going to survive with Dad and my younger sister with you gone?”  (son of senior enlisted female)

“My oldest just doesn't want to do anything.  A lot of it is they are used to you being there and when you are gone they feel abandoned.” 
“Older male children experience a role reversal. When dad returns, people readjust in their roles. Dad resumes the role his older male children assumed in his absence.” 

F. EFFECT OF EARLY RETURNS ON INDIVIDUAL AND UNIT MORALE (Q13)

DACOWITS also asked Servicemembers if personnel returning home early from a deployment for personal reasons (e.g., emergency leave, pregnancy) had an effect on individual and unit morale.  Typically, most groups contained a mix of personnel with different opinions; some believed this was an issue, some did not, and some were undecided. Exhibit 10 indicates there was a greater number of focus groups (32) that contained participants who answered ‘yes’ to this question than groups containing participants who answered ‘no’ (16), and more than half the groups (29) contained participants who were undecided on the matter. 

Exhibit 10: Impact of early Returns 

	Is there a negative effect on individual or unit morale by early returns?
	Number and percent of groups in which response was recorded (n=51)*

	Yes
	32
	63%

	No
	16
	31%

	Maybe
	29
	57%


*Note: Percentages refer to groups, not to individuals, and for this reason do not sum to 100%

Within those sessions in which Servicemembers elaborated on why early returns had a negative impact, the most common reasons were that:

· Early returns leave units understaffed, which increases personal workload for members of the unit (recorded in 16 of 51 groups)

· There is a sense of differential treatment (5 of 51 groups)

One senior enlisted male summed up the impact succinctly:

“We have to pick up the slack when other people can’t go.”

Among participants reporting that early returns do not affect morale, the most common reasons were that 

· One needs to put oneself in another’s shoes  (4 of 51 groups)

· Leave helps morale (3 of 51 groups)

Those espousing this view argued that they would want the same consideration if they faced a personal need to return home early.  Interesting enough, one junior enlisted male felt that leave can sometimes help boost morale, at least on the home front:

“During the year I spent in Korea, I got environment leave.  We went to a FRG and talked about our mission.  I gave them more information in 30 days than they received in 6 months.  That helped morale.”

A substantial portion of participants explained that the specific situation determines the impact of an early return on morale, listing these reasons most frequently:

· Depends on the situation or reason (27 of 51 groups)

· Depends on leadership (3 of 51)

Participants emphasized that it is understandable that Servicemembers go home early when they have a valid excuse (e.g., family-related problems, medical ailments, bereavements).  However, doing so otherwise depressed morale.

G. RECOMMENDATIONS FOR IMPROVING FUTURE DEPLOYMENTS 

DACOWITS asked Servicemembers and their family members to make recommendations for improving future deployments.  The themes that most frequently emerged are shown in Exhibit 14: 

	Exhibit 14:  

Recommendations for Improving Future Deployments*

	Theme
	Percentage of groups in which theme emerged

	Improve support services
	47%

	Workload and schedule
	38%

	Predictability
	32%

	Administrative issues
	30%

	Organizational characteristics
	28%

	Preparedness
	23%


* Data from 47 active duty, reserve, and family member groups were recorded for this question. 
These recommendation themes are discussed below.

1. Improve support services

Participants in almost half (47%) of focus groups recommended improving support programs for spouses and families of deployed Servicemembers. In making these recommendations, some family members discussed the isolation they felt from the lack of active spouse groups and family activities.  One family member explained that “there was a regrettable lack of interest on the part of the base in the welfare of the families.” She suggested a simple solution:

“Rent a bowling alley. Invite these women and their kids, and give 'em a piece of pizza.”

Echoing these comments, another spouse elaborated on the need to include spouses in post-deployment activities:

“After the return, there was a party and the wives were not invited. We greet these men as heroes and the base says, 'Who's that woman?  She took care of our kids, let's ignore her!’”

Participants believed that “better communication is needed,” but disagreed as to the cause of poor communication.  Some felt that the “infrastructure is there, but we need to do a better job of communicating what is available,” while others felt that consistency, not dissemination, is the problem. One senior enlisted male felt that “there are too many people telling us too many different things.” 

2. Workload and schedule

Participants in over one third (38%) of the focus groups mentioned feeling dissatisfied with the distribution of duties, the stability of the work schedule, the quantity of leave time, or the process through which people are selected to deploy. Regarding the distribution of duties, many Servicemembers declared that there are “too many tasks and not enough people” and that those who want to deploy are not given the opportunity to do so. Expressing his frustration, one junior enlisted male said:

“I've been on zero deployments and I wanted to go.”

3. Predictability

Improving the predictability of the deployment was recommended in 32% of the focus groups. Many Servicemembers also cited timeline stabilization or the lack of a stable work schedule as problematic. Participants explained that it was extremely frustrating not “knowing when you are coming or going” and then having your deployment extended.

4. Administrative issues

Participants in nearly one-third (30%) of the focus groups recommended improving administrative procedures, including those related to healthcare, special pay, and travel preparations. Several focus group members, for example, mentioned that better planning was needed in general. Specifically, one junior enlisted male suggested that “bar codes be used to keep track of equipment, etc., so stuff won't be left behind.” With regard to comments about special pay, it was suggested that the military “make sure that those receiving BAS continue to receive it” and that family separation payments be made prior to the deployment.

5. Organizational characteristics

Participants in approximately one-quarter (28%) of the focus groups recommended improvements within the military organization.  They recommended improving the quality of communication between leadership and Servicemembers and their families. One senior male officer explained, “Squadron leaders need to get to know people better,” while one family member complained that the “people in charge don't seem to know what they are doing or communicating what is happening.” 

Several female Servicemembers made gender-specific recommendations.  Observing that she was the only female in her unit, one senior enlisted female stated that “no one should be put in the same situation that I was as the only female” and that “people need to be trained on how to interact with different genders.” As a recommendation for future deployments, female Servicemembers seemed to feel that increasing female support, particularly in senior ranks, would alleviate this problem. One senior enlisted female explained:

“[H]aving a senior female go along would help some females who would like to talk to a female versus a male.”
6. Preparedness

Improving the unit’s preparedness was a recommendation in 23% of focus groups.  Several Servicemembers expressed a need for more modern, reliable equipment. Several junior enlisted males commented that the equipment was simply too old: “We use radios from Vietnam” and the “flak vests are 20 years old.” One junior enlisted male went so far as to state that the quality of the equipment may impact his retention decision.

III. Sexual Assault

A. UNIT CLIMATE’S IMPACT ON RETENTION

In all Servicemember focus groups in which the question was posed and data were recorded (n =36), there were participants who believed unit climate affects retention. As one junior enlisted male put it, “if [you’re] not happy where you work, you won't stay.” In some groups, participants offered further elaboration on the specific characteristics that they believed impacted retention. These were:  

· Leadership (recorded in 8 of 36 groups)

· Respect (recorded in 2 groups) 

· Differential treatment (recorded in 2 groups)

The following comment, from a junior enlisted female, provides an example of the influence of these factors on the retention decision: 

“I think the whole reason I'm not staying is because my chief does not like me. He's held me back from promotion.”

B. ASSESSMENT OF CURRENT UNIT CLIMATE

Comments on unit climate were recorded in 47 of the Servicemember focus groups. Most groups had a mix of participants, some of who provided positive assessments of their unit’s current climate, and others whose assessments were less than positive. Positive comments regarding unit climate were recorded in about four-fifths (79%) of Servicemember groups, and negative comments were recorded in nearly all (98%) groups. Exhibit 15 displays the most frequently recorded positive and negative themes with respect to unit climate: 

                  Exhibit 15: Group Assessment of Unit Climate

	Positive unit climates themes
	Percentage of groups in which theme emerged

	    Leadership
	42%

	    Morale (is high)
	38%

	    Absence of Harassment & Assault
	29%

	    Fair Treatment
	25%

	    High Level of Trust
	23%

	    Cohesion & Camaraderie
	17%

	Negative unit climates themes
	Percentage of groups in which theme emerged

	    Leadership
	54%

	    Differential Treatment
	46%

	    Harassment and Assault
	40%

	    Lack of Trust
	35%

	    Morale (is low)
	33%

	    Internal Conflict
	31%

	    Job Gender Context
	27%

	    Respect, Recognition, & Tolerance
	27%

	    Motivation and Responsibility
	13%


These themes, and whether they were viewed as contributing to a good or a poor unit climate, are briefly described below.  

1. Leadership

Participants who spoke positively about leadership at their unit mentioned that leadership is willing to understand and listen to everyone, that they are encouraged to educate themselves, and that the leadership is fair and caring. One junior enlisted male explained that leadership has “an open door policy at all times.” 

Participants who felt dissatisfied with leadership at their unit reported that leaders are often out of touch with subordinates, that they only listen to and care about everyone to the extent that it benefits them, that leaders embarrass and disrespect subordinates, and that they bestow special treatment on some subordinates. One senior officer expressed that: 

“Leaders lose focus on what is going on in unit…how can a commander know what is going on if you don't visit the work centers?” 

Other Servicemembers felt dissatisfied with the level of respect and recognition they receive from leadership and subordinates. Some lower ranking Servicemembers felt that their work was unappreciated and unrecognized, while some in the higher ranks felt that the newer generations of subordinates failed to respect leadership, their duties, and the Core Values.
2. Morale 

Overall, participants describing unit morale as “good” did not explain why they felt this way. One exception was a junior enlisted female who expressed that her unit’s high morale:

 “has a lot to do with deployment.  You're around each other all the time.”

Participants describing unit morale as low felt that it needs improvement and is an indirect result of other causes such as poor leadership, differential treatment, and lack of respect.
3. Harassment and Assault

While slightly more than one-fourth (23%) of Servicemember focus groups mentioned that harassment and assault do not occur in the unit, two-fifths (40%) of Servicemember focus groups mentioned that sexual harassment and sexual assault do occur in the unit. (Note: It is important to recall that the number of female focus groups substantially outweighed the number of male focus groups). 

Among those reporting that harassment and assault do not occur in the unit, one senior enlisted female explained:

 “I don't think I've ever heard of anybody mentioning anything related to sexual assault or anything like that, and I've been here 8 years.” 

Consistent with this comment, another junior female officer stated: 

“I don't perceive a problem so much [with sexual assault in the Coast Guard].” 

In contrast, several Servicemembers recounted instances in which they were victims of harassment. One junior enlisted female, recounted an incident in which her supervisor sexually harassed her:

 “I had a tech SGT [who] was a real bear for everyone on the flight.  He said, 'If I wasn't married, I'd sleep with you.' He was my direct supervisor for a particular shift.  It got to the point that I got other people involved. He made me feel really uncomfortable.  He kicked my chair and I asked him to stop. He kicked it again and I asked him to stop again. He pulled my hair and I kept asking him to stop.  For some reason out of nowhere, he slapped my butt - this was the absolute breaking point.”

4. Fair treatment

One-quarter (25%) of Servicemember focus groups contained at least one participant who agreed that people in the unit are treated fairly. When asked to rate how fairly people were treated, the majority of individual participants reported that people were treated on an average level. Supporting the idea that people are treated fairly in the unit, one junior enlisted female explained that gender does not play a role: 

“It doesn't matter if you're male or female; you're going to be punished.”
Participants who chose to discuss leadership’s treatment of subordinates often felt there were cliques of people who receive preferential treatment, especially regarding career opportunities. For example, one junior enlisted male suggested: 

“If you're part of the clique, you get the best TDY/deployments.” 

A handful of Servicemembers felt that there was differential treatment by gender. For example, one senior enlisted female mentioned that there are still:

“…females that can't get on ships and aren't eligible for promotion because they can't get the sea time. They are behind the curve.”

5. Trust

Approximately one-fifth (23%) of Servicemember focus groups reported that their unit has a high level of trust. When asked if unit members trust one another and their supervisors, most participants felt that this level of trust was at least at an average level. 

Some participants who reported unfavorable unit climate described their unit as having a low level of trust. Participants who raised this issue of expressed that they did not know who to trust in their unit.

6. Cohesion and camaraderie
Slightly less than one-fifth (17%) of Servicemember focus groups mentioned a high level of cohesion and camaraderie when describing the unit climate. Participants mentioned that their co-workers care about and look out for one another. As one junior female officer put it: 

“We love the people that we work with.  The people that we're surrounded with make the situation bearable or enjoyable.”
The following additional themes emerged within groups containing participants who characterized their unit climate as poor: 

1. Internal Conflict
When describing the unit climate, participants in about one-third (31%) of Servicemember focus groups mentioned a great deal of internal conflict and that this aspect of the unit climate needed improvement. 

“[There is] some internal conflict in my unit. I am only female staff NCO, and there is someone that I am not speaking too and I don't know why.” – Senior enlisted female
2. Job Gender Context
“It's a male environment.  We've been here long enough to know how to adapt.” – Senior enlisted female

"NCO's here are openly sexist.  It's a just different mentality here.  Everybody notices it.  There's a stigma attached because you are a female." – Senior enlisted female

“Some career fields are predominantly male vs. female.  You can have an environment where there is a [hostile] environment - and if leadership doesn't do anything to change it, you're less apt to step forward and say something - because you know senior leadership doesn't care.”- Senior Enlisted Female
3. Respect, Recognition, & Tolerance
“Recognition - people felt they weren't getting any.  It's not so much getting a plaque or a certificate.  It's just being told they're doing a good job.  They need to be stroked…they need it bad.  And a lot of young airmen aren't doing a good job anyways.  They're a lot more needy anyways.” – Senior enlisted female

4. Motivation and Responsibility
“I think the pool of candidates has changed.  The influence on that is largely economic.  If you look at my parents' generation - they couldn't send me to college (tech Sgt, nurse).  I never was told that we're putting you through college, etc.  I come from a generation of self-starters.  I've got one dynamite airman - she came into the Air Force because her parents cut her off - she's got an M.A.  The other 2, I couldn't motivate them if I set their hair on fire.”

 – Senior enlisted female

C. RESOURCES AVAILABLE TO ADDRESS SEXUAL ASSAULT 

All Servicemember focus groups (100%) contained at least some individuals who reported they were aware of available resources to help in the event of sexual assault. Only about one fourth (22%) of groups contained personnel who were not aware of any resources (Exhibit 16). 

  Exhibit 16: Awareness of Resources Available in Case of Sexual Assault

	Response
	Number and percent of groups in which response was recorded (n=44)

	Aware
	44
	100%

	Not aware
	10
	23%


* Percentages refer to groups, not to individuals, and for this reason do not sum to 100%.
Exhibit 17 displays the specific resources that were most frequently reported as being available to help deal with sexual assault.

              Exhibit 17: Resources available to help with sexual assault
	Resource 
	Percentage of groups in which theme emerged

	Military programs and services
	68%

	Unit leadership
	50%

	Hospitals (military or civilian) 
	45%

	Law enforcement personnel (military or civilian)
	43%

	“Someone you trust” (e.g., friends, family)
	39%

	Chaplain
	34%

	Civilian care providers/services
	32%


*  Data from 44 active duty and reserve Servicemember groups were recorded for this question
These resources are briefly discussed below. 

1. Military programs and services

Within more than two-thirds (68%) of Servicemember groups, participants cited one or more military program or service that was available in the event of sexual assault. These programs and services included: 

· Crisis hotline (recorded in 5 of 44 groups)

· EEOC (recorded in 5 of 44 groups)

· Work-life office (recorded in 3 of 44 groups)

· Sexual Assault Victim Intervention program, or SAVI  (recorded in 2 of 44 groups)

· Family Support Services (recorded in 2 of 44 groups)

Classes, training and briefings, and Employee Assistance Programs (EAP) were each mentioned in 1 group. 

2. Unit leadership

Members of leadership were mentioned in one-half of the focus groups as a potential resource. As one junior enlisted female suggested:

“I would be able to go to my leadership and tell them what's going on.  My section and unit are close - so I could tell them what has happened to me.” – Junior enlisted female

One junior enlisted male Servicemember felt similarly and expressed:

“Just say the word and every NCO knows what to do, I think every NCO has a card in their wallet on what to do.” – Junior enlisted male

3. Hospitals (military or civilian)

Military hospitals were mentioned as a resource in 9 of the 44 groups, and civilian hospitals in 8 of groups.

“I would go to whatever medical facility is closest.” – Senior officer female

4. Law enforcement personnel (military or civilian)

Civilian law enforcement personnel were mentioned as a resource in 9 of 44 groups, and military law enforcement in 6 focus groups.

5. “Someone you trust” (e.g., friends, family)

The resources most commonly mentioned in this category were:

· Friends (10 of 44 groups)

· Family (9 of 44 groups)

· Significant other (8 of 44 groups)

Rather than seeking help formally, it was suggested by one senior officer female that:

“Often [times] a victim just seeks support from a friend rather than report the incident.” – Senior officer female
6. Chaplain

Within 15 of the 44 groups, the Chaplain was mentioned as a potential resource in the event of sexual assault.

“If you don't want to go to command you can go to the chaplain.” – Junior enlisted male
7. Civilian care providers/services

Other than hospitals, civilian providers that were mentioned as potential resources included counselors, crises centers, and hotlines. 

“They do not trust the chain of command MPs.  I would send them to off-post resources such as a rape crisis counselor.” – Senior enlisted male

D. BARRIERS TO REPORTING SEXUAL ASSAULT (Q20)

Servicemembers identified a large number of barriers that they believe inhibit the reporting of sexual assault in the military.  These are shown below in Exhibit 18, in order of the frequency with which they emerged across groups. 

Exhibit 18: Barriers to Reporting Sexual Assault

	Theme or barrier
	Percentage of groups in which theme emerged

	Fear of repercussions
	79%

	Confidentiality, confidence, privacy, trust
	62%

	Career-related concerns
	45%

	Distrust of Leadership
	38%

	Gossip, “bad reputation”, and stigma
	30%

	Nature of investigation/reporting process
	26%

	Shame, embarrassment, self-blame
	19%

	“Don’t want to get someone in trouble”
	9%

	Believe credibility will be questioned
	9%

	Ignorance
	9%


* Data from 47 active duty and reserve Servicemember groups are included in this total
Each barrier is briefly discussed below. 

1.  Fear of repercussions 

Within more than three-quarters (79%) of Servicemember groups, participants cited fear of repercussions as a potential barrier to reporting sexual assault. One senior male officer succinctly summed up this fear with the words: 

“I think folks understand what options, outlets, are there.  But in a military environment where you get punished for not sharpening pencils correctly, huge repercussions await.” – Senior officer male
Repercussion included fears about:

· Retribution and reprisal (recorded in 25 of 37 groups)

· Not being taken seriously (recorded in 11 of 37 groups)

· Authority/rank of perpetrator (recorded in 4 of 37 groups)

These fears are vividly represented in the following statements provided by Servicemembers:

“I reported a lot of cases of harassment and it got turned around on me…. you just think [to yourself] what's the use in trying again.” – Senior enlisted female

“A lot of females feel intimidated because when she actually reports something [an instance of assault] they are categorizing her as trying to stir up trouble, especially if it becomes more public than it should…she could possibly experience some backlash from the unit.” – Junior enlisted female

2.  Confidentiality, confidence, privacy, and trust

Confidentiality, confidence, privacy and trust emerged as a major theme in 29 of 47 groups. For many of the focus group participants, they feared that the absence of any of these qualities could present a potential barrier to reporting sexual assault.  For example, one junior enlisted female reported:

“…it's a very small world.  It wouldn't take long for it to circle around and get back to where it started.” 
One junior officer female suggested:

“If I knew there was a committee I could turn to that was private, that they're separate from everyone else - beyond the instructors.  And they can do something about it.” – Junior officer female

3.  Career-related concerns

In nearly half of the groups (45%), participants mentioned potentially harmful effects to a Servicemember’s career as a barrier to reporting sexual assault.  Some examples of career-related concerns that focus group participants mentioned were impact on promotion potential and working relationships.  For example, one senior enlisted female suggested: 

“It depends on who's doing the raping.  If it's another service member, there's more reluctance to report it.  Especially if you've got to work with them.” – Senior enlisted female

4.  Distrust of Leadership 
Distrust of leadership was reported in 18 of the 37 focus groups as a barrier.  Participants who reported this theme felt trust in leadership, particularly their ability to follow-through, could contribute to a Servicemember’s willingness to report a sexual assault.  As one senior enlisted female openly expressed: 

“If they don't feel they can trust leadership with regular issues, how is that Soldier going to go to their leader and tell them ‘hey, I was raped last night’?  It falls back on leadership a lot.” 
“The attitude of your leadership permits you to come forward or not.” 

– Senior enlisted female

5.  Gossip, “bad reputation”, and stigma

Participants in 14 of 47 groups mentioned the idea of being stigmatized or obtaining a “bad reputation” as a potential barrier. Similarly, participants felt that if a Servicemember reported a sexual assault they could potentially become the topic of “gossip” on the installation.

“…Silence is more of a code.  If you do blow the horn, you've just ostracized yourself.  If you ever complain about anything, you're ostracized, even if you're in the right. No one wants to associate with you, because you're the one that's caused the rolling rock.” – Junior officer female

“I think it goes unrecorded/reported because of the stigma, and command turns it against the women, ‘Why did you go out with this guy?’.  They turn it against the women?” – Senior enlisted female

“People gossip/talk; if I am a guy he will tell all his friends and ruin my reputation while he claims to be innocent.” – Junior enlisted female
6.  Nature of investigation/reporting process

In more than one-quarter of groups (26%), participants reported that the perceived nature of the investigative and/or reporting process might potentially deter a Servicemember from reporting a sexual assault.  As described by one male senior officer: 

“The process gets muddled after that…so, to them [the victim] it is just easier to let it slide.”

7. Shame, embarrassment, self-blame

Participants in about one-fifth (19%) of groups expressed that a Servicemember may feel too ashamed, embarrassed or even believe they are partly responsible for the act, therefore they may be less likely to report an act of sexual assault.   

“If you talk to any victim of an assault case, there is guilt.  Kids are blaming themselves, the mother is blaming them, and you can't get away from it.” – Senior enlisted female
“The biggest thing is letting them know that it's not their fault…. People say, ‘She was wearing this and that’.  It's important to let people know that it's not their fault.  Often it's an unknown person.  Rapists are not regular people.  If it's not reported, there's no data.” – Senior enlisted male

8.  “Don’t want to get someone in trouble”

In 4 of 47 groups, participants reported that a victim of sexual assault might choose to not report the act for fear of getting someone in trouble. As one female junior officer suggested,  “there is a perception of protecting the perpetrator”. 

9.  Believe credibility questioned

Some participants (9%) believed that the credibility of the complainant could come into question, particularly when the assault involves alcohol. In this respect, Servicemember’s felt that the victim would choose to not report it.

“It was reported, there was a criminal investigation.  Due to the female's amount of alcohol intake, she could not remember a lot of details of the incident, so the charges were dropped.  There was no punishment for the perpetrator.  She could never prove that she did not consent.  The guy's saying, "She did, she wanted it, she said she wanted it, she can't remember." – Senior enlisted female
“There's a fear from the person that if they were seen drinking together with someone, then everyone would assume that it was consensual.” – Senior enlisted female
10.  Ignorance

Ignorance emerged as a theme in 4 of 47 groups. Some participants expressed that a victim may be unaware of what constitutes sexual assault, and in some instances, are completely unaware of what to do if an assault occurred.
“I didn't report my assault as an airman.  I didn't even recognize it as what it was until someone told me, 'Do you realize he assaulted you?'” – Senior enlisted female
E. RECOMMENDATIONS TO PREVENT SEXUAL ASSAULT 

Exhibit 19 shows the recommendations provided by Servicemembers to prevent sexual assault in the military.  Recommendations are shown in the order of frequency with which they emerged across focus groups.

Exhibit 19: Recommendations for Command to Prevent Sexual Assault *

	Theme or recommendation
	Percentage of groups in which theme emerged

	Promote awareness
	83%

	Organizational changes
	49%

	Reporting process
	32%

	Working and living conditions
	22%

	Programs and services
	20%


* Data from 41 focus groups; active duty, reserve, and family member groups are included in this total
Each recommendation is briefly discussed below.

1.  Promote awareness 

Promoting awareness of sexual assault emerged as a major theme in 34 of 41 groups.  Participants suggested a need for more briefings and training on recognizing or identifying sexual assault. As expressed by two senior enlisted females, the need for awareness cannot be underscored enough: 

“We should have more quarterly briefings and more education than what we're getting.” 

“More awareness briefings on this issue. As much as they stress things in the Army (e.g., we know to wear seatbelts, and other safety issues), they should stress awareness.  I knew of a female that was raped in the MP barracks, and she was so afraid and didn't trust anyone…she did exactly what we've talked about.” 

In addition to the suggestion of more briefings and training, one senior enlisted male suggested an organizational approach to promoting awareness:

“I think the main emphasis needs to be at the unit level. Policy can come from the top-down, but it needs to be talked about from the bottom-up with immediate supervisors.”

2.  Organizational changes

Within nearly half of the focus groups (49%), participants recommended changes to leadership schemes that they perceived as preventive measures to sexual assault.  More specifically, participants reported a need for command to take a more proactive role in establishing a climate where trust is prominent.  One junior officer female suggested:

“The command proves themselves with small issues first, (e.g., emphasizing with mid enlisted women to look out for the junior personnel).  There's a climate of trust in command and just knowing what to do….including that in part of your leadership scheme is important.” 

3.  Reporting process

In nearly one-third of focus groups (32%), participants reported a need for command to address the sexual assault reporting process.  Some areas within the reporting process that were recommended include:

· Punishment (recorded in 7 of 13 groups)

· Follow-through (recorded in 3 of 13 groups)

· Swift action (recorded in 2 of 13 groups).

“There needs to be stiffer punishments, but you don't want to seem vindictive.  If I see a guy get a slap on the wrist for sexual assault, I'd think to myself ‘Man…what is going on?’  If it is a heavy punishment across the board….you'd think that would get their attention.” – Mid-grade enlisted male

“Command should enforce the rules when they find out. They shouldn't turn the other cheek.  After it's reported, follow through.” – Junior enlisted female
4. Working and living conditions 

Improving working and living conditions emerged as a theme in 9 of 41 groups.  Participants made recommendations that varied from addressing the surrounding environment to enforcing stricter dress codes.

“Coed living is a problem.  Men and women in the same rooms - what do you expect?” – Senior enlisted male

5.  Programs and services

Participants offered improvements to existing military programs and services, along with ideas for new victim services.  Included among these recommendations were:

· Formal establishment of mentorship program (recorded in 3 groups)

· Sexual Assault Victim Investigation (SAVI) (recorded in 2 groups)

Forming a private committee, offering more forums for women, involve an outside agency, and developing a hotline were each recommended in 1 group.

“Even maybe a hotline or something - (if) they don't want to talk about it, or are embarrassed, that will start the ball rolling.” – Junior officer female

� Family groups were not asked this question, so the overall number of groups is lower here than for other questions.
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