SUMMARY

BACKGROUND

The early history of women in the military services was largely one of
restriction, with stringent limits on where they could serve, what they
could do, and what units they could join. Beginning in 1992, marked
changes in law and policy have dramatically altered this situation.
First, Congress repealed the combat exclusion laws, making it possi-
ble for women to fly combat aircraft and serve on combat vessels.
Second, the Department of Defense (DoD) replaced the risk rule,
which restricted women from assignments based on the “risk of
exposure to direct combat, hostile fire, or capture” with a restriction
on direct ground combat. The latter restriction was based on the
probability of any given occupation or assignment leading to
involvement in direct ground combat. These changes had two
effects: new skills—and new units—opened to women.

DoD previously asked NDRI to study the effects of these expanded
opportunities for women on the readiness, cohesion, and morale of
the forces. The results of that study showed negligible effects on
these aspects of the military services but also showed that the
progress of integrating women into the new occupations was slow
(Harrell and Miller, 1997).

Subsequent to the NDRI study, the U.S. General Accounting Office
(GAO) published two reports that raised some issues related to gen-
der (GAO, 1998, 1999). More specifically, the reports questioned
whether service requirements were being used to exclude women
from occupations that were open to them and whether women and
men were getting equal opportunities to work in their specialties.

Xiii



xiv The Status of Gender Integration in the Military

The reports also noted that, while women were moving into untradi-
tional occupations, the closure of some units to them limited the
number of women who could enter an occupation. Finally, GAO
noted that, because they lacked exposure to certain subject areas,
women were scoring low on certain segments of the aptitude test the
military uses.

THIS REPORT

Partly in response to the GAO reports and partly to follow up on the
earlier study, DoD asked NDRI to examine the extent of gender inte-
gration of positions opened to women as a result of the legislative
and policy changes of the early 1990s. Specifically, the department
wanted to determine whether men and women were getting equal
opportunities to work in selected occupations and whether there
were barriers that barred women from an occupation even though it
was formally open to them.!

To answer these questions, our research involved two steps. First, we
did a broad statistical analysis of female representation in occupa-
tions newly opened to women, that is, since the legislative and policy
changes. Second, we did a more focused analysis of specific occupa-
tions, examining ten in some detail. We sought a cross section of
occupations by service, rank, nature of the work, level of gender rep-
resentation in the occupation, and level of representation in the
occupational class (group of occupations). Table S.1 includes the
occupations selected for a more detailed analysis and summarizes
some of that research.

This table indicates that the occupations selected for case study
analysis can be divided into three categories based upon the level of
female representation evident in each. The “most progress” category
includes one Army, one Marine Corps, and two Navy occupations.

Un this book, we make the following distinctions between terms: An individual’s
occupation or career is the field in which he or she received training (e.g., cook or
infantryman). The billet or position refers to the need for such individuals within a
given unit. For example, there may be billets for four cooks on a particular ship or
several hundred infantrymen in an unit. The unit refers to the organization to which
that individual is assigned, such as a particular ship or battalion.



Summary xv

joeduwr 19918)

diysueweag suonip (parstuy) (1L€1)
pasord 19)19q 10 pue ‘smai) -uo0d paig 199uIduy Jequio)
%97—S9x  d[qereduio) IOMOT ON uno ‘Anueju;  0¢'T  ¥E€ Ap ‘Aaeey DINSN
1oedun
19918D ON
posop [rews 4091 Y31y (190130)
Jjuswugisse 00} S19q syofid suone uoneAe j011d 81-V/d
BuidguousuQ -wNu—y/N VIN ON -rdQedmdel, 20 1 101y81g OISN
091 Y3IH
S101ld suone uoneiae (190130) 1011d 91-4
auoN 9[qereduro) W/IN SOA -tado eonoel,  0€'1 12 191y31g 92104 11y
uonei3du] I9PUI pIemo], ssa1801d NI
SUONIINSIY S9[BIN 01 [re1aaQ 3 Sse[D % ‘ON NIOM uonednooQ
I991e) pareduwo) 901AI9G 0] Guisearou]  TeuonednddQ pO[eWd] Jjo
10 yuawWudIssy sarey paredwo)n orewaf aImieN
uonaduro) SUOISSAIIY %
ururexy,

paurwexy suonednadQ jo Arewrung

'S1qeL



xvi The Status of Gender Integration in the Military

1oedun Amnp eas
199180 ON diysueweag SAISURIXYH (parsipuy)
sdiys pue ‘smai) SUONIPUO0D JIBIA S,IoUUNL)
I9[[ews ‘sax  a[qeredwo) 19M0T AMoO[s ‘so  uno ‘Anueju;  Gg'v €81 9s19AIq AxeN
o paseyd
3utaq qof Is1eIadS (parstuz)
9oeduwur 19918) PoIV pue suonip (Dg8) 1049A1g
Paso[d [e21UYda, 100 plald Aoy prorg
%0.,—S9x o[qeredwo) I9MOT ON LDYO 002 ¢S Axg Awrry
(1921130 JURIIBAN)
YINYSIH  (H/42ST) 10181y
sjofd suone uoneae ayoedy $9-HV
auoN 9[qeredwo) 'V/N S9x. -radoeonoel,  9¢'1 1 1ordoorpH Aurry
uonei3a)uy Ipuan premo], ssa13014 duIoS
SUONOINISaY SI[BIA 01 [[e19A0 3 sse[D % ‘ON SI0M uonednooQ
19318) paredwo) 90IAI9G 01 Sursearou]  TeuonednodQ LO[BUId] Jo
10 JuowWudIssy sarey paredwo) oreway armjeN
uonarduo) SUOISSAIY %
Sururexy,

panunuo)—I°S A[qeL



Summary xvii

'100¢C JO se ele(,
yoeduur
199183 ON (1901JJ0) 199110
sdrys rews suone Amp eas dIBJIBA\ 90BJING
A19A ‘May A19A  91qeIRdWion Ioy3iH SaK -doeonoel,  0SI1 V16 QATSUIXY AneN
1oedun
1991ed ON s1orredoy Anp eos (pa3stiuy) 9oryINg
sdrys Iomo] juswidinbyg QAISUSIXY  -URIOIUYII ], IBUOS
Io[[ews ‘s9g Apysis o[qeredwo) Sox omonod[d €101 68€  Yoa1YSIH AneN
sisiferoadsg
ouadieiul (paistiuy)
pardde pue suon suonip (¢¥e.) 1oddng 1y
Apuaimod auoN o[qereduio) drqereduro) ON -epoTUNWIWOY)  00'IT A2 -uo0d prarg JINSN
drysueuresg SUONID — (paysiqug) (Oz1) 19q
pue ‘sma1) “UOOPPE _yrewmarn a8pug
QUON IaMoT 1oySiH S9x uno ‘Anueju; €691 8FT AIp ‘Aaeoy Awry
uonei3a)u] I9pUdL) premo], ssa1301d ISOI
SuONIINSAY S9[BIN 01 [re1aaQ F Sse[D % ‘ON NIOM uonednooQ
19918D) paredwo) 90I1AI3S 0} Gursearou]  [euonednooQ LO[eWd,] Jjo
10 JuwWudIssy sarey paredwo)n orewa amyeN
uonarduro) SUOISSIIY %
Sururexy,

panunuo)—I°S A[qeL



xviii The Status of Gender Integration in the Military

They include both officer and enlisted occupations, a range of envi-
ronments, and both demanding physical labor and highly technical
work. These differences underscore the extent to which gender
analysis should consider occupations on an individual basis.

COMPLICATING FACTORS

Several factors complicated our analysis, and these should be kept in
mind when reviewing our results. Some of these are specific to a
service, and others cut across all services. One service-specific item
pertains to the Navy: the process of modifying ships to accommo-
date women. In some cases, providing separate berthing and sani-
tary facilities for women on ships can slow the rate of integration,
even if a particular skill group is open. Second, service obligations
can make it difficult to identify retention trends. For example, going
to flight school carries with it a substantial service obligation. The
long obligation can mask a retention problem, and it will take some
time to determine retention trends accurately. Another issue is that
some of the decision processes that affect occupational choices are
opaque. For example, the determination of aircraft-specific follow-
on training involves student preference, instructor recommendation,
and performance in basic flight school. Thus, it may not be clear
whether student enrollment for a specific type of flight training
results from student choice, performance in basic flight training, or
perhaps institutional biases. Finally, relatively few women are
involved in many of the occupations, and the retention or resigna-
tion of a single individual can skew the results significantly. In addi-
tion, it is not clear that the first women in a newly opened occupa-
tion will encounter the same experiences or behave similarly to their
SUCCessoTs.

For these reasons, we present our statistical analysis primarily as a
benchmark for future work. The case study analysis is limited by
design but presents some insightful patterns regarding gender inte-
gration.

WHAT WE FOUND OUT

Our more-detailed analysis of the ten occupations lead us to a num-
ber of conclusions:
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Success at achieving gender representation is mixed. Of the ten
occupations studied, female representation is increasing in half. For
example, in the Army, women are overrepresented in the Bridge
Crewmember occupation, and their numbers are increasing.
However, they are underrepresented in the artillery surveyor skill,
and their numbers are declining. In the Marine Corps, numbers are
falling among field engineers. The numbers are not increasing in the
air support occupation, but the percentage of women in the skill
exceeds that of women in the Marine Corps. Female representation
is increasing among Air Force F-16 pilots but not among Marine
Corps F/A-18 pilots.

Such metrics as the level of female representation and the percent-
age of accessions that are female are useful as benchmarks but need
to be understood in the context of an individual occupation. There
are valid reasons, such as the length of the average career and the
time the occupation will take to become fully integrated, that some
occupations have less female representation. In these cases, the sta-
tistical evaluations are useful as benchmarks for further analysis but
cannot be used in a single snapshot to indicate “significant” levels of
representation or underrepresentation. Additionally, the rate at
which female representation is increasing may also be misleading if
the occupation is integrated at an appropriate level (and definitions
of “appropriate level” vary), if the occupation is being terminated to
all personnel, if the occupation is being closed to women, or if
increasing representation in a particular occupation is a result of
limited opportunities in other occupations.

Nature of the work does not alone affect gender representation.
The nature of the work involved in the occupations does not seem to
affect the willingness of women to enter it. Neither the hard physical
work of the engineering occupations nor the austere living condi-
tions of the air support skill appear to deter women from seeking to
work in the jobs. Additionally, high-technology occupations that
operate in relatively more comfortable circumstances do not neces-
sarily draw women in greater numbers. Navy sonar technicians work
with sophisticated electronic equipment in relatively comfortable
surroundings. This occupation has lower female representation than
does the Navy overall.

Accession models and processes may require adjustment. The ser-
vices determine how many women they want to recruit into a spe-
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cific occupation by using different accession models. Some of the
data developed in this study suggest that the models may need to be
adjusted. For example, the Marine Corps has decided to stop recruit-
ing women for the Field Engineer occupation, but the current female
representation in that skill is only 1.3 percent compared with 6 per-
cent overall in the enlisted ranks. Additionally, the Armed Services
Vocational Aptitude Battery (ASVAB) tests, which are prerequisites
for these occupations, are biased toward test takers with prior expo-
sure to the subjects. This bias disadvantages women. Among the
occupations examined herein, the ASVAB test requirements did not
preclude the services from meeting the female accession targets.
However, this could currently be a barrier in other occupations or in
these occupations in the future.

Women do about as well as men in training. The data show that
women do about as well as men in the skill training or only slightly
worse. The small numbers involved make this a difficult area for
analysis, but nothing in this research suggests that women will have
difficulty performing well in nontraditional occupations.

Some skills have assignment limitations that make it unlikely for a
woman to have a viable career. Assignment constraints can pose a
problem for integration. For example, 70 percent of assignments for
Army Field Artillery Surveyors and almost half of assignments for
Marine Corps Combat Engineers are closed to women. However, the
services have different models and methods for translating these
assignment limitations into targeted levels of female representation.

Predicting future levels of gender integration is difficult. Several
issues make it difficult to predict future levels of integration. First, if
the women do not enter directly into a skill and must first undergo a
long period of training, as they must to become a pilot, it is difficult
to tease out the factors affecting integration. Second, the small
numbers involved in many of the skills complicate making future
estimates. Service obligations further complicate the problem.
Finally, the first women in a field frequently experience a “pioneer
effect.” As a result, neither their experiences nor their performance
in the occupation may be the same as those of their successors. As
the first representatives of their gender in a field, these women may
feel extra pressure to succeed. Thus, early completion and retention
rates may not be typical. It will not be until some years have passed
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and the presence of women is regarded as routine that it will be pos-
sible to identify representative trends.

RECOMMENDATIONS AND POLICY IMPLICATIONS

Do not let women join occupations that are going to merge with
ones closed to women. The issue for the services is more than ensur-
ing a representative number of women in a given occupation. It is
also ensuring that the skill fields offered to women can provide them
aviable career. Thus, women should not be encouraged to enter skill
areas that a service plans to merge with others that are not open to
women. Furthermore, the service needs to develop a plan for how to
deal with the women in the occupation when it does merge with
another.

Verify and validate the service models that limit female accessions
as a result of assignments closed to women. All services need to
review the models that determine the targeted number for female
accessions to ensure that the assumptions and inputs are not
inappropriately limiting female accessions.

Ensure that publicly available information, such as that on official
recruiting Web sites, provides accurate information about opportu-
nities available to women.

Account for the pioneer effect. The services should recognize that
the initial trends of women entering new occupations may not be
representative of what will occur later.

Recognize that female representation needs to be understood by
occupation.

Do not assume that female service members will lack interest in
jobs with seemingly less-appealing work environments.

Counsel incoming personnel about the career opportunities avail-
able to them in various occupations. If no advancement opportuni-
ties are available within a given occupation, the incoming recruit
should be informed. Lack of opportunities for promotion may dis-
suade a new recruit from selecting that occupation. However, if the
skills to be gained translate well to civilian occupations (as is the
case, for example, for Marine Corps Combat Engineers), limited
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opportunities within the military occupation may not deter acces-
sions. While this is more likely to be an issue for women entering
occupations with limited assignment opportunities for women (and
thus limited advancement opportunities), both male and female
recruits should fully understand the career opportunities available to
them.

Promote analysis of trends in accession, training, assignment, and
retention data by gender. “Gender-blind” data records serve little
purpose other than to simplify the daily activities of those who main-
tain the records. Such records obscure both negative and positive
trends. As a result, the services recognize neither when they need to
address problems nor when they can applaud successful integration
and capitalize on positive trends.

Conduct further research into the role of individual experiences
and decisionmaking processes in occupation selection, assignment
selection, and retention.

Conduct further research to understand the role of individual deci-
sionmaking in aircraft selection. Such research should illuminate
the reasons quality flight students, both male and female, are
neglecting to fly jet aircraft.





