Recommended Chapter V to 2005 DACOWITS Report 

V.  Responses to DACOWITS Report's Recommendations  

A.  INTRODUCTION
DACOWITS has received responses from the Department of Defense (DOD) staff agencies and the Services to the recommendations of the 2003 and 2004 annual reports.  The following is a recap.   
B.  RETENTION

In 2003 DACOWTIS was asked by the Under Secretary for Personnel and Readiness to look at the retention rates of female officers which was lower than that of male officers through all years of service but particularly in the 5-8 years of service. The Army acknowledges it is targeting programs to keep officers in the 5-8 years of service but makes no gender differentiation.  They have updated the Officer Personnel Management (OPMS) II program to OPMS III and briefed its changes to the Committee.  The Navy has identified two departing populations for female officers being the Surface Warfare Officers (SWO) and the Aviation community.   A comprehensive program to address SWOs is underway and has been briefed to the Committee.  The Aviation community has not responded with the resources seen committed to the issue by the SWO community.  The Air Force has not acknowledged that there is a retention problem for its female officers.  The Air Force has for the last three years experienced an officer corps that is over their authorized levels.  Additionally, the Air Force already has the highest percentage of female officers serving. The Marine corps has not identified that female Marine officers leaving in the early career years will be problematic. The Marine Corps has the smallest officer corps with the smallest percentage of women officers among the Services.  
One assumption is that this is a normal separation rate and is comparable to women's work patterns in civilian industry.  DACOWITS has looked at these rates through the bureau of labor statistics and current research.  It is estimated that one third of women will postpone their career by leaving the work force or move to family friendly jobs after childbirth.  Traditionally, Officers are expected to accomplish demanding leadership roles at certain times in their career and if they fail to do this they become noncompetitive.  They have little chance for retention once they have missed their promotion opportunities.   Military peak career challenges correspond to women's child bearing years.  DACOWITS recommendations have been to create the more flexible career paths women and increasingly men need to navigate career and families in the military.
'The Under Secretary for Personnel and Readiness has commissioned Rand to study the Officers Corps and provide viable options to revising the 1984 Defense Officer Personnel Management Act (DOPMA).  DOMPA prescribes the time when officers will be considered for promotion.  Relief from some DOMPA strictures will assist Service initiatives to retain women and even out the historical spikes in departure that occur at the 5-8 and 20 years of service.  This study is expected to address more flexibility in promotions, longevity, joint qualifications, education and transferability between DOD civilian, National Guard/Reserve and other opportunities to serve.   DACOWITS supports the DOD and the Services initiatives to address these issues.  
In 2003 and 2004 DACOWITS made numerous recommendations on incentive packages, family friendly policies, career paths and leadership issues to help address retentions issues for all service members and their families not just women.
DACOWITS focus group responses regarding factors influencing the decision to stay in the military are consistent with the Status of Forces Surveys (SOFs) surveys.  The number one reason heard in the focus groups was “enjoyment of the job”.   In DACOWITS focus groups, work/family inbalance was cited most frequently by both genders, all ranks, active duty, Guard and Reserve members as the determinant of their intention to leave (71% of active duty focus groups included people who attributed the imbalance as the seminal conflict prior to separation).  The second most cited reason was “change in personal goals”.  Also influential in their decisions were workload and schedule conflicts, as well as benefits. 

· More specific information needed:  The Committee has recommended research questions that address the work family balance conflict be included in the Status of Forces surveys and that has been accomplished.  
· Social Compact initiatives and investments made: have helped sustain current force levels.  The Department and the Services need to continue efforts to address member and family concerns in work/family balance, workload and schedule, relocation instability, and leadership climate.  This is especially important (and more difficult) in a high OPTEMPO/PERSTEMPO environment. 
· Leave of Absence/Sabbatical programs: The Coast Guard has had Care for Newborn Children and Temporary Separation Programs for enough years to see that it can be very helpful.  The Navy has proposed Navy Surface Warfare Officer Sabbatical.  DACOWITS strongly supports the Department in obtaining the legislative authority needed for these programs.  However, requests by the Department to establish pilot programs for these initiatives have been rejected by the Office of Management and Budget(OMB). OMB believes, "there is no compelling reason, at a time of strained manpower resources, for Service members to be away...on (extended) personal leave.  Further, the Air Force and Navy are bringing down their end strength; and the Army and Marine Corps are straining to accumulate sufficient personnel resources to support current needs associated with the war".
· New benefit, compensation, and bonus programs: Some examples of programs we believe would be helpful to those members with children are: Provide children of Service member's greater access to ROTC scholarship programs, expand transferability of Montgomery GI Bill benefits to dependent children, and allow additional enrollment opportunities for Montgomery GI Bill benefits.  

In response to the above DACOWITS recommendations the Department and the Services have listed the resources and incentives they have in place to address retention issues.  The resources and incentives the Service have in place to address retention do not always line up with the DACOWITS recommendations nor do the responses make a commitment to adopt the recommendations,  stating that their programs are sufficient.  Good examples where the Services deferred adoption of DACOWITS recommendation include ROTC scholarships and transferability of the Montgomery GI bill benefits.  Services said adequate programs are in place or additional incentives are not needed.  Good examples of current initiatives by DoD and the Services that are successful are the increased bonuses for retention and enlistment and increases in base pay and housing allowances.  Additionally, Congress took significant action to address health care and access equity for activated National Guard/Reserve members during mobilization.  For 2005 all the Services and the Reserve Components will report a success in retaining service members.  
C.  DEPLOYMENT

In 2003 and 2004 the Committee made numerous recommendations on deployment.  DACOWITS recommendations cover frequently mentioned themes in the focus groups: predictability, child care, insufficient time, communications, service delivery and impact on children.  The Department of Defense has responded to the current increased deployment tempo by investing in websites, 1 800 numbers, free counseling sessions, $44.4M added to child care in 2004, expansion of child care options and increasing childcare flexibility for high tempo Service members, significant out reach to community and service organizations for child care support, and pre and post health care assessments, just to name a few.  The Services have responded to the Committees recommendations with the extensive opportunities Service members have for briefings pre and post deployment, programs for unit support systems to include ombudsmen, key volunteer leaders, family readiness groups, Services’ current marketing efforts to achieve outreach to families and Service members during deployment and the two week mid tour leave option for deployed Service members.  Services responses to DACOWITS deployment recommendations is an extensive array of programs which DACOWITS finds has mixed results at the execution level.  Service members do not know about these programs or do not use them.  Availability of and access to support programs continues to be an issue, in spite of all the efforts and progress that has been made. This is especially true for Guard and Reserve.  The Committee acknowledges there’s been much progress made here in the last two years, but there’s more to be done.  Support to families is a concern of the military member while deployed, especially for those who deployed independent of their unit.  It’s important to remember that “family member” includes the dual military spouse and families of single members!  Hard to reach populations(parents, male spouses)  and high-risk family members (junior enlisted female spouses) who do not avail themselves of services due to inexperience in the military system or geographic dispersion continue to be a gap in service being provided by these extensive programs.  Misinformation by well meaning volunteers or information provided by people who are not subject matter experts and cannot answer more complex questions from individuals continue to aggravate family members.   Deployment and redeployment dates continue to be an unpredictable event for Service members and the Committee has made clear the impact of this unknown on Service members and families. The Services respond with the leadership’s efforts to maintain a good information flow and provide the most current information in a timely manner.  Although quarterly surveys of Service members are being conducted which include questions on deployment service support, regular surveys of family members at the DOD level have not been conducted since 2000 and pre 9/11 in the Army.  Most of the post 9/11 surveys of family members was driven by Congress requiring a quality of live survey for the Quadrennial Quality of Life report due to congress in 2003. Listed below are the most recent spouse surveys: 2003 Air Force Community Assessment, Navy 2002 Spouse Survey, Marine Corps Col/LTC Spouse survey and 2002 Marine Corps population survey that included spouses/reserves/recruiters, 2002 National Guard/Reserve Spouses Survey.  Current assessments of families and their intentions and perceptions of support are hard to quantify.  With this in mind it is more important that Services review the findings and recommendation of DACOWITS focus groups with Family members as the Committee is providing near real time feedback from the force.  
A recent area of investigation by the Committee has been the impact of deployment on children.  At DACOWITS recommendations, the Department will include in surveys questions about this event and gather data that has not been looked at before in broad surveys.  Additionally, DACOWITS wanted to make recommendations that would lessen the impact on children of the deployment of single parents or one or both parents in a dual military family.  The Department and the Services stated they are satisfied with current policy requiring family care plans for the long term support of children during deployment of dual military and single parents. 
D. HEALTHCARE 

Another area DACOWTS looked at in 2003 was health care for women and families.  The Committee was asked to look at the impact of Congress mandating that female family members be allowed off post for their Obstetrics care and not have a co-pay under TRICARE.  The Department was concerned that an exodus of female family members would impact patient numbers in military treatment facilities and consequently funding.  DACOWTS made several recommendations concerning improved provider communication, privacy, access and continuity of care.  All the Services and the DOD responded with the DoD program called Family Centered Health Initiative for OB/GYN care.  The roll out and execution of this program was suppose to address the issues brought to the Department's attention during their own surveys and investigation into maintaining female patient satisfaction.  The Family Centered Health Initiative was suppose to address the recommendations made by the Committee.  The Committee considered the roll out premature to the availability of resources at military treatment facilities to fulfill the expectations of the program.  However, it was too early in the programs release in 2003 to assess its impact and the Committee has not addressed the health care issues of women in its subsequent two years.  The anticipated exodus of female family members has not occurred.  Additionally, in 2003 DACOWITS was asked to address the issue that somewhat over 10% of active duty women do not receive care in the first trimester of their pregnancy.  Service members' responses revolved around the stigmatization that goes to announcing a pregnancy to the chain of command.  DACOWITS recommendations were for greater education and focus by health care officials, Commanders and the Services' Surgeon Generals.  The DOD and the Services responses were that the current services are adequate to improve on reaching an overall 90% rate of appointments in the first trimester for active duty females.  The DOD is looking at better ways to assess this goal.  These figures are self reported by Service members and the TRICARE Management Agency is trying to find more quantifiable ways to assess DOD's real success in reaching the 90% goal.  However, in essence, the Department and the Services failed to address the real finding that some women are reluctant to announce a pregnancy due to possible negative feed back from their work environment.  
E. SEXUAL ASSAULT

In 2004 DACOWTS looked at sexual assault.  The DACOWITS recommendations closely parallel the recommendations of the DOD Task Force for the Care of Sexual Assault Victims and its subsequent work at conference level and later at DOD staff with the Task Force for Sexual Assault Prevention and Response (SAPR).  Two areas where the Committee differed in recommendations concerned the establishment of and utilization of a clear definition of sexual assault.  Sexual assault was defined by the Task Force and SAPR to ensure consistent training, data gathering and understanding by leadership.  The Committee also wanted this definition to be included in the Uniform Code of Military Justice (UCMJ).   UCMJ revision was done by the Uniformed Board for Administration of the UCMJ.  SAPR and the Board collaborated on the changes to the UCMJ; however, the definition is not an exact cross walk to the UCMJ.  Changes to the UCMJ are pending the FY06 Congressional legislation approval.  The other area the Committee differed was in their recommendation for gender segregated sexual assault training.  None of the Services in their response to the DACOWITS recommendation committed to training sexual assault in gender segregated groups.  SAPR in their response to the DACOWITS recommendation describe their training guidance to the Services as scenario driven which could be done in mixed or segregated groups.   All the Services' responses to DACOWITS recommendations included compliance with zero tolerance recommendations, compliance with increased training at accession and all leadership levels, increased efforts for outreach, compliance with recommendations to subordinate resolutions of minor offenses to the resolution of the major case, and full and aggressive prosecution and investigation of allegations while maintaining maximum privacy and confidentiality.        
DACOWITS appreciates the time spent by the Department and Services to respond to its 2003 and 2004 recommendations.  It is the Committee's intent to continue to address these issues as they arise in our focus groups in the force and our review of surveys and research.  We hope the Department and Services will continue to refine the delivery of these many programs, regulations and training, all of which increase satisfaction, quality of life and the retention of our valuable service members.  
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