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n The purpose oi this study wau to examine the utilization of bliliary woIen

and to prepare contingency plans for increasing the use of women to offset possible i

* ~shortages of male recruits after the end of the draft. It focused on the critical
traasition period FFY 1973-1977, .he% male accessions may vot meet requirements or

the costs of attracting males of the requisite quality may b- increased. The reporI • "• concentrates ca sizummain areas pertainin• .to the utiliza+tion of -military -voen.

,- (1) History of w-omn in the Armed Forces; (2) Potential supply of women, for the
Armed Forces; (3) Assignment policies; (4) Attritiou rates; (5) Costs of militar_.41f

""orzen versus men; and (6) Service plans for incressing use of 2ilitary woNme.
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CENTRAL AVF TASK FORCE REPORT

TASK #
UITILIZATION OF MILITARY KWOIN

UA REPORT OF IN~CREASED UTILIZ-ATION OF WOMEN., FY Th-Th

SUMMIARY

The Central All-Volunteer Force Task Force was asked to study tUe

it gutilization of military wozen and prepare contingency plans for increag-

lug the use of wowem to offset possible shortages of male recruits after

the end of the draft. It fccusel on the critical transition period,

FT 1973-1977 ubea male accesi•os may not meet requirements or the costs

of attractin, males of the requisite quality ray be increased.

Shortly after this study comtnced, the Equal PAghts Acendment w-as

passed by Congess on March 22, 1977. This Aendment states "Equality

of rights i-mer the Iaw shall not be abridged by the United States -or

by any ZState, on account of sex." This Amendment brought the focus of

the nation upon equal rights for- vowen, and the Defense Deparrment inten-

sified its efforts '-to make Military and Civilian service in the Depart- I
ment c- Defense a iodel of equal opportumity for all regardless of r.-ce,

sv, creed, or vatiovel origin.-W

Dlaring the course of the at-dy, the "contingency plans* beirg pre-

pared by the Services in respouse to the Task Force request becam e

11 Departmeet of Defeuse Hauma Goals
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Uaction plans." Navy and Air Force announced plans to I.crease signifi-

cantly the number of military women during FY 1973-1977, and the artine

Corps advised the TasL Force that it plamned a modest increase.

SCOPE AND S'IrDY APPR.OACH

The report concentrates on sib main areas pertaining to the utiliza-

tion of militrry women. These main areas, discussed below, are treated

in neparate sections of the report.

-- History of Women in ;the Armed Forces. The use of u-men in the

Armed Forces is traced to the present.

-- Potential Supl2y of Vcoen for the Armed Forces. The supply of

women for eolistmot in the Military Services is analyzed. Factors which

"constraiin sulpiy of vomen available to the Armed Force3 are discussed.

Attitudes of women towrd enlisr=ent in the militsry are presented to

help make supply projections more ceaningful.

-- 4 ssigtnent Policies. Past znd current aasigrment policies for

""=litary women are compared across the four Services. The numaer of

military occupations open to women and the assign--ent of women tc occu.a-

tione are presented. The izpact of the Equal Rights Amendment on assign-

ment policy is discussed.

-- Attrition Rates. Attrition rates for women are compared across

* - Services. Reasons for female .attrition are discussed. The number of

years of servlce expected from a worna- is compared with the nusber expected

from a man. The effects of policy rasnges on female attrition are

-!Xained.
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-- -- Costs off M!tay oen Versus lMen. Ceparative costs of bale

and female lit l V eorsonnel are discussed based on an Air Force coat

study. Differential costs examined include accession, training, lost

Stine, 5edical, PCS, BAQ, and separation. Attrictna rates for oen and

wozen were coe-.idered ia the cost co-utations.

-Sen- ie Plans for increasing Use of lMilitary Women. Service

plans for- i-•creas-,g the -iu.zer of tilitary women An the FY 1973-1977

F tit-- Irer- are znalyzed and compared •ith Task For--v goals.

-- s considers all military we-en except officers in th.-

S;=!i a:tz; e.g., nurses, Cietitians, physical therapists, physicians,

vettricari.a%%s, --nd dentists. Require=ents and supply for male. and female

otficerg ia the -ealina arts are tre:-ted in the study bie-ng prepared in

response to Task Order 49 ('Requireazal -- d Supply of "dic• Profes-

sionals, FY 1973-1977).

'Me Institute for Deferust Analysis, the Csmler for Naval Analysis,
Sand the T n Reso ~-Jce2 -. sarch Oganlzatit .3s ,- in th, preparation

of the histcry, suppl aa ottriL.io sact5 ̀  on eively. The .ilitary

Services sut-.itted data on assigiment, attriti -. and- costs of MilitAry

w-mern and t-!ieir plans on utilization of women during FY 1973-1977.

1The Task Force request to the Services for plans to increase the

use of military women s-cified that Army, Navy, and Air Force should

develop plans to double the number of =ilitaz : '.en over FY 1971 exto

strengths by FY 1977, and that Yarine Corps should increase the number of

military. wor.- by about 40% during t~he same period.
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C43(CLUS1ONS

"Du. rinrg the period when this study was being prepared, the

Services announced plans to incresse significantly the ner of m-ilitary

vomen during FY 1973-1977. The chart on the following page shows DOW

pl.anned feczle end-st e-gth each year from FY 1971 to 1977. Service

vlans, for the most part, fulfill Task Force pl•ning goals.

Wa-- vy and Air Force plans for increasing use of military women

=zceed the planning goals set forth in the Task Force request.

-- Army achieves .the goal by FY 1978.

M-- arine Corps plans fall short of dte Task Force objective because

Miarine Corps believes that recruiting difficulties and high loss rates

limit its ability to =ake twre than a modest increase in female military

atrength. The Task Force comc!udes that these prcble= can be solved,

In time, by Marine Corps.

Z
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2. History shows that a token number of women have been used in

the Armed Forces and that they have bs-en assigned to a restricted variety

of positions -- primarily in administration and the healing art-s. During

World War II, women represented 2.2% of total military strength. By

FY 1967, female representation had dropped to 1.0C. It rose to 1.9% by

the end of FY 1972. The advent of the All-Volunteer Force znd the

national movement for equal opportunity for women will result in increasEd

use of women in the Military Services. Service plan3 will raise the pro-

portion of milirary women to nbout 4.2% of total military strength by end

FY 1377.-1

3. The availability of wommen seeking commissions as officers is

reported by the Services as more than adequate to meet planned require-

ments.

4, The potential supply of enlisted women can sustain a substantial

increase in accessions of military womer. above the approximately 14,010

- enlisted in FY 1972. Service goals of increasing annual accessions to

about 35,000 by FY 1977 appear easily attainable. Fu-thcr increases

in annual accessions of women appear feasible. Supply estimates will be

improved as recruiting is intensified anZ accession goals are gradually

increased.

1 f The percentages discussed in this neragraph include women in the
healing arts in order to provide an historical comparison with
World War II data.

Vi



5. Mental and educational standards for women are considerably

* higher in all Services than for men. In addition, the supply of .Iilitary

women is restricted by policies with respect to minimum age, m.'rital

status, and dependentc which are different from policies for men. These

differences may be illegal after the Equal Rights Amendment is ratified.

6. Service assignment policies, w.ich previously discriminated

seriously against women, have recently undergone rapid and substantial

change. For .±xample, except in Marine Corps, the percentage of job

specialties open to women has increazed significantly.

7. Attrition rates have been higher for women than for men. As

policies discriminating_ agaifist women have been changed to treat men =id

women more equally, attrition rates for women have beg,. to decline and

will likely decline further.

8. There are significant differences between Services in attrition

rates for military women. Air Force has the lowest attrition rate and

Marine Corps the highest.

9. A comprehensive Air Force cost study concluded that the cost of

women officers was lower than for male officers and that the cost of

enlisted wo=en was about the rane as for enlisted ten. Figher accession,

training, and uniform corts for ,,omen are more than balanced by lower

vii



medical, BAQ, and PCS costs. Detailed, reliable data on differential

costs are not rep.lty available frm the other Services. The Task Yorce

estimates that at this time, the other Services will find that uromen are

a cost-effective resource. However, :csrs ior females versus males are

expected to cha-ige over time. Expected man-years for male enlistees will

most likely increa..e as the nudber of draft =otivated enlistees declines.

In order for women to continue to be a cost-effective resource, f, ale

attrition rates r-#st also decline in the fature. M a rough guide, it

is estimated, based on Air Forzz data and cost model, that tLe female

expected years of service should be at least 657% ef the male expected

years of service for females to remain cost-L-ffective. The break-even

point will vary by ýU!lcary Service and over time as other components

of the cost model may change.

The Task Force's original objective was to examine the c¢ntingency

uwption of increasing the use of military wom-er to offset possible short-

ages in .ma~e accessions. During the cvurse of the study, Air Force and

Navy announced olans to increase the ntwber of women to -n e :e. higher

level than the goals identified in the 7ask Farce centinger..y option .rnd

Army announced its plaa to achieve the Task Force goal. Marine Corms

advised the Task rorce that it plans to make a modest increase in female

military strength. -it initiatives already taken by Lhe Services mtet

the main objective of the study; therefore, the recom-sndatior. e •re

necessarily limited in scope.

iv i
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The Task Force recommends that:

1. Service plans for increasing the number of wome-. during the

FY 1973-1977 time frame be accepted by Assistant Secretary of Defense

(M&RA). As more experience is gained in recruiting and in using women

in a wider spectrum of job assignments, an assessment should be made by

the Services and Assistant Secretary of Defense (M&RA) of the advisability

of further expanding the use of women in the Armed Forces.

2. Marine Corps should intensify its recruiting efforts for enlisted

women, open additional job specialtie3 to women, and take action to reduce

attrition rates to a level more comparable to that being experienced by

the other Services. After six months of effort in making these improve-

ments, Marine Corps should advise Assistant Secretary of Defense (M&RA)

of the results achieved and how these results affect its FY 1974 plans

for female military strength in the Marine Corps.

3. In anticipation of being forced by legal authority to equalize

entry standards for men and women with respect to education, test scores,

age, marital status, and dependency, Assistant Secretary of Defense (M&RA)

should prepare a DOD Directive and initiate legislative proposals designed

to bring about equality in an orderly way.

4. Comparable data on attrition for male and female military person-

nel by Service should be collected and reviewed quarterly by Assistant

Secretary of Defense (M&RA).

5. Army, Navy, and Marine Corps should develop more accurate data on

differential costs of military men and women and track th~se over time.

To enable these costs to be compared across Services, Assistant Secretary

'ix
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of D--fense (M&RA) shaoid work witn the Services to develop a comon cost

&odel.

6. The Services should collect data on the validity of Servic: apti-

tude tests in selecting wiomen for entry level 'till training anc assign-

ment. r ~ oca h

7. -ilr Force, as the executive agent responsible for the Armed

Services V-'catio-al Aptitude Battery (ASVA-4), should determine "1,ether

' his tcst instrument requires revision when used to test female high

school students or when used as an operational test for entrance screen-

irZ and assign-ment.

8. To :acilitate achievement of the xpan.ded recruitment goals for

women, the Services should condLct aggressive infcrmation and advertising

carmpiigns to improve public awareness cf the roles of '-omen in Ailitary

Service and career ovportunities that are being offered. Assistant

Secretary of Defense (.vtSRA) should include this objective in the DOD

institutional advertisi:g progra=, beginning in -.-N 1974.

9. Legislation to provide oiliary wc_-*en rights of sponsorship and -.

BEkI equal to the .eaefits provided military men was introduced in ::-e

92nd Congress. Assistant Secretary of Defense (.M,.RA) should insure that

this iegislation is reintroduced in the 93rd Congress, and should make

every effort to insure its passage.

10. AssistaDt Secretary of Defense should considir that -n option

exists to increase the nu-,ber of women beyond present Service plans if

shortages develop in ral; accessions.

. _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _

- - - -r-
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REPORT O.N
UTILIZATION OF MILITARY WOMEN4

INTRODUCTION

Purpose

This study vas conducted by' the Central All-Volunteer Force Task

Forc-e in~ response to Task Order #44, "Utilization of Military Women,

IEME

-Y 73-77" (Tab A). It is designed to provide a contingency option for

meeting All-Volunteer Force objectives by increasing use of women to

offset any shortage of menx. It is focused on the critical tran it..on

period, FY 1973-1977, when wale accessions may not meet requiremenrts or

msale recruiting costs ray iacrease because of tight supply of -en having

requisite quality. 7he stedy is one of several conducted by the Central

All-Volunteer Force Task Force to evaluate contingency options for main-

taining required mdiiary -asnpowier in a zero-draft environment. 3

Report 92-51 of the Special Subcoclttee on the Utilization of

34ii- anpcmer in the .il1tary of the comittee on Armed Servic.,s of the Youse

of Representatives (Pike Svb.osictrpe) gives added teason to conduct tthe

study. The report states:

We are concerned that the 'eparttemt of Defense and each of the
1 -[ ilitary services are guilty of "tokenism" in the recruitment

and utilization of won in the Armed Forces. We are coiwinced
I n; that in the ateosphere of a zero draft e.vironoment or an all-

volunteer military force, wvien could and should play a zwre

*...-a im m m.-.5



important role. We stro=gly --rged the Secretary of Defense an,:
the Service Secretarie3 tc- develop a program which wil1 permit
women to take their rightxul place in serving 1z our Armed
Forces.

In addition, the Asaistant Secretary of Defense (Panpoirer and Reserve

Affairs) stated the basic DO policy On =se of military womeu in a n-

randum to the MIlitary Departments ra April 6, 1972. He stated:

I wuish you ,the Military Departmene-ts/ would take action to elzai-
nate all unnecessary distir-ction in regulations applying to
women, and where appropriate, recommefid legislatian to eliiavnte
2ny inequities which are !•a required by law. As a guiding
principle vomen mst be given equal opportunity and treatment.

The effective utilization of wcpen in the Armed Forces can be
greatly improved by the elirdnatfon of regulations which create
distinctiocs which are burdensome. Separate organizations and
restricted assignments do not provide adequate career opportunity

* fer women even though pay and promotion potential are equal to
that of men.

Scope and Study Approach

Task Order #•4 identified six sub-tasks:

-- Sub-Task #I. Consider the history of use of women in the &-red

Forces.

-- Sub-Task #2. Determine the potential supply of woeen for the

Armd Forces.

-- Sue-Tazk #3. Compare assignnut policies for military wo=en in

the four Services.

-- Sub-Task #4. Review snd compare attrition rates for military

wcmen in the four Services.

-- Sub-Task #5. Examine differential costs of military women ag
compared to military =e.

-- Sub-Task #6. Review Service plans for increasing the number of

military women in the Fl. 73-77 time fre. -

SI-Z
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With assistance of outside agencies, uamely. the Institute for

D efenise Analysis, the Center for Naval Analysis, and the Human Resources

* Research Organization, the Task Force completed the sub-tasks on the

histecry of military women and the potential supply of wctme to proviAde

background for the remainder of the study.

tie Services were requested to submit data on assignments, attrition,

and costs of military women to serve as the basis for analysis of Service

plans for increasing the namber of military won in the FY 1973-1977

time frame.

Finally, the Task Force analyzed Service plans and developed its

conclusions and recomuendations.

The T Fst. Force rejuest to the Services for plans to increase the

u* *f military women specified that Army, Nsvy, and Air Force should

approximately double the number of military women over PT 1971 end-

strengths by end-FY 1977 and Marine Corps should increase the nuqer of

jmilitary women by about 40 percent during the sne time period. L-d-

FY 1971 strengths and *nd-F! 1977 planning goals are as shown below:

-- 3
i -



Table I

Goals E7tabliahed by the Task Force

fbr increasing Nuber of (ilitary Women

I Militar Se.. i.. I' Ecd-FY 1971 End-PY 1977 P Percent

_ _ __Military Ser-vice Strength I Planning Goal . acrease

Women Officers 937 1,850

E listed Women 1j 82 24,W0
Total 12,762 26,650 l09 )

Women Officer* 646 1,400
Enlisted Women 5,476 10,000

STotal 6,122 11,400 86%

Sir Fcrc~e
Wocen Off icers 1J57 2,600
Enlisted Womn 1457r 20,200

Total U 12N 22,800 102%

Karine Corps
Women Officers 2718 j400

IEalisted- Women 1,8 .~~j 2,700
STotal 2,259 3,100 37%

DOD Totals
"" Wcawen Officers 3,018 6,250
JEnlisted Women 29.414 57,700 j 9

Total 32,432 63,950 97%

1 .fEcludes officers in the healing arts.

During the period when this study was being prepared the Services

announced action plans to significantly increase the nfber of military

women durin Y IF !•73-1977. The Service actiom plans, which are discussed

in the Plums section of this report, for the aost part, fulfilled Task

Fk rce Planning Goals.

I4' i ..
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The Task Force did nut find it feasible in this study to assese

the .=aimm umber of women that should or could be used effectively

in the -Ared Frces.

"The study considers all military women except officers in the healing

arts, e.g., nurses, dietitians, physical therapiats, physicians, veteri-

narians, and dentists. Requirements and supply for men and women officers

Sin the healing arts are treated in the study prepared in response to Task

Order #9 (Requirements and Supply of Medical Professionals, FY 1973-

1977).

-|In conducting the study, the Task Force, 2nd the Services In providing

input to the study, were guided by the following assumptions:

-- Tbhat military women will not participate as active members of

combatant units.

i That in the zero draft environment, there may be a shortfall of

male acces-iens of the desired quality.

-- That there will be no bepart--t of Defense imposed personnel

policies which discriminate between the sexes on any basis other

than physical capabflity tG perform military tasks or involvement

N •in combat.

-- That within the limits of equity and combat effectiveness, the

military labor source having the lowest total cost is preferable.

5
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7 ~~HISTORY OF WOMN 1N THE AME FORCES

The Institute for Defence Analysis reviewed the history of use of

women in the Arced Forces to identify trends, policies, and any other

factors that might be useful in designing and executing new programs to

increase the use of nilitary women. The report submitted to the Task

Force is at Tab B. Some of the most pertinent historical facts are sm'-

marized below.

Although women have assisted American fighting men d&ring every

major war since the Revolution, not until World War I did wo•me, other

than nurses, serve in the Armed Forces in a formal or organized capacity.

*. During this war, approxinately 13,000 women served with full military

status in the Navy and Marine Corps as "Yeoaanettes" and "Karinettes ."

These two organizations were disbznded after the war and the Armed Forces

revgrted to atl-male statu3, except for women in the healing arts.

Altho-gh so-e efforts ware made in the intervening peacetime period, it

wag not until the crisis created by World War 11 that legislation

creating wvon's co=poents in the Armed Services was passed.

By 1-45, when mwliteary strength reached its Vorld War II peak,

266,256 women vere serving with the WAC, WAVES, iWomen Marines, and Nurses

Cerps as shown in Table U1. This represented 2.2 percent of the 12

million persons serving in the Military Services at that time. Although "•

'At was originally planned that women would occupy only a relatively small

number of skills (clerks, telephone operators, chauffeurs, cooks, etc.),

6



Table II

Military Women as Percent of Total lilsEZ Strength

Total Perce;.tt
Year Military. Strength . _ b•r of ir1jMp . .

1945 12,324,418 266,256 2.2

1948 1,445,910 14,458 1.0
11949 1,615,360 i8,081 1.1

1950 1,460,261 22,069 1.5
M-951 3,249,455 39,625 1.2

1952 3,635,912 45,934 1.3
1953 3,555.067 45,485 1.3
1954 3,302,61 0 38,600 1.2
1955 2,935,107 35,191 1.2
1956 2,806,441 33,646 1.2
1957 2,795,798 32,173 1.2
1958 2,600,581 31,176 1.2
1959 2,504,310 j 31,718 1.3
1560 2,476,435 31,550 1.32
1961 2,483,771 132,071 1. ?
1962 2,807,819 32,213 1.1
1963 2,699,677 30,771 1.11964 2,687,409 29,795 1,1

1965 2,655,389 30,610 1.2
1966 3,094,058 32,589 1.1
1967 3,376,880 35,173 1.0
1968 3,547,902 38,397
1969 3,460,162 39,506 1.1
1970 3,066,294 , 41,479 1.4
1971 ^2,714,727 42,775 1.6

1972 . "_ 2323,079 45,033 .19

1/ Includes officers in the healing arts (nurses, dieticians, etc.).

Source: "Selected Mnpower Statistics," Directorate for InformationSOper~aions, OASD (Comptroller), April 15, 1972, Charts

P22.2 and P25.6.
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increasing shortages of men for various specialties led to a wide expan-

sion cf the list of positions authorized for women and actwally held by

them.

In 1948, Congress conferred eDermanent military status on the female

memsers of the Ar-ry, Navy, Air Force, and Marine Corps, but limited the

strength of wo-en, less healing arts, in each Service ti not more than

two percent of total strength. None of the Services reached this ceiling

and the nu.•er of %o,.-n in the Armed Forces, including the healing arts,

was a fairly constant one plus percent of the total force. Even during

t-ie Koreaa conflict, the nwaber did not exceed 1.3 pe:cent.

In 1967, Congressional strength limitations on wcmen were removed.

1 1he Secretary of each Military Department was allowed to prescribe the

number of women wvithin Congressionally imposed overall manpower ceilings.

"This change had little effect. Th-e number :f women has grown slowly,

reaching 1.9 percent of the total force in FY 1972.

As women's rights began to receive more attention and the Equal

Rights Amendment was submitted to the States for ratification, the

Department of Defense reviewed i-s policies toward women. Additionally,

on April 6, 1972, the Assistant Secretary of Defense (M&RA) provided

specific goals when he stated:

I wish v Lthe I.ilitary Departments7 would take action to
eliminate all unnecessary distinction in regulations applying
to women, and where appropriate. rezo=end legislation to
eliminate any inequities which are now required by law. As a
guiding principle women must be given equal opportunity and

, •treatment.

The effective utilization of women in the Armed Forces can be
greatly improved by the elimination of reg-latious which create
distinctions which are burdensome. Separate organizations and t

• ;, - .i , •. •- - -....



restricted assigiuments do not provide adequate career opporturn-
,ty for women even though pay and promotion potential are equal
to that of men.

Of equal concern to the Department is the achievement of the

President's objective of an All-Volunteer Force by I July 1973. To

this end, the Central All-Volunteer Force Task Force was asked to examine

the feasibility of increasing the number of women in the Armed Forces

should it be necessary to make up any shortfalls of male volunteers.

T7he pursuit of these two goals, equal opportunity and greater

utilization, may well bring about the most revolutionary policy changes

experienced in the history of women in the military.

9-I
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POTENTIAL SUPPLY OF WOMEN FOR THE ARMED FORCES

The availability of wommen seeking connissions as officers is reporc.ed

by the 'ýerjices as -more than adequate to meet planned requirements. Row-

ev~er, the supply of women for enlistment in the Armed Forces has not been

tested by attempting through aggressi~ve recruiting lo enlist !a--e numbers

of Wmener under present pay scales and with expanded job opportunities.

Hience, the Task Force requested the Center for Naval Analysis (CHA) to

consider other ways of making useful projections of the potential supply

of military women,.

Female Labor Force

CNA, after analyzing tht task, determined that the best indication of

supply would be obtained by projecting the size anc characteristics of the

17-25 year old female labor f'-rce. Tt should be o"ssible, CiA reasoned,

to comare labor force sizes for males and females and to make Eome con-

clUSions about- the feasibility of increasing th~e ntumber of women accessions

into the Armed Forces. Thte CNA study, "Projecticns and Chnaracteristics of

the 17-25 Year Old Female Labor Force, 1972-7?," is at Tab C. The CNA

projections are summarized in Table 111.

Table III

Female Pc"I~atiot ze.% g .7-~~25

(000)

Group 1972 1977

Iotal Population --6,685 18l,082

L4ýbortForce 5,9(5 6,466

ISinigle Women in Labor Force 2,529 1 2.7331



Single _-n.en in the labor force Qre oore likely candidates for

military service than those in the other -_co groups. Hence, the Task

Force chose to use this group to make further proaections.

Curient staeutes prohi.bit enlisting -cmen younger than 18 yaars

old. Hence, 17 year olds should not be considered in the available

supply. Also, the age distribution of women enlistees, shoiwn ia the

table below, indicates that few women over 24 years old enlist under

present conditions (although the Task Force does not accept that coudi-

tions cttlds not be changed rather easily). Thus, the 25 year old cohort

should be dropped, for the purposes of this study, in considering available

supply.

Table IV

&e Distribution of Women Enlistees at Ent=-

,I I
Age at Entry Percent

18 39.7I I

19 12.

20 15.9

21 9.41
22 4 .7

3 2.7

24

L 25 and ovzer 1.3

Total 100.

Seventeen year old fe=ales ineligible to enlist.

Source: OSD .. A)?M anpower _esearch Note, "Gawparion of Ceritr. Charac-
reriatick of Male and Fieae .;ray Fzlisted Personnel." February
1972. Basel on 1969 U.S. ArrS. data.

IiI
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UElivinating the 17 year old and 25 year old groups reduces the CNA

i, & projections of single •oen in the full-time labcr pool to the levels

shova below:

Table V

Proie'eion of Female, Full-Tnme Labor ?orce

for Single Womn. 18-24 Years Old

(1972-1977)

(0*10) 3

1972 1973 1974 1975 1976 1977

2,196 2,240 2,284 2,328 2,361. 2,40-5

The Services have 4ot maintained data on the percentage- of vv n

applicants *b&o have been rejected for mental, physical or moral reaz .o-

The rejection rate for men is approxi-nately 35r. -Applying the saee

factor to t~he above pzojiections reduces it as shownbeo:

Table VI

Projiection of Female, full-Timme Labor Force for

Sirmgle Women. 18-24 Years Old, Pzte-atiallv Qualifted fcr

Enlisted ?.iitarv Service'
i • [ (1972-1977) :

1972 1973 1974 1975 1966 177

"1,427 1,456 1,485 1.5i3 1 5%9 1.563

1/ ..Asiuming comparable s-ale-femaale erlisrmeit standards.

_1 The current meatel standards for vomen are considerably higher than
"those for =ea. Based on current standards, approxictnaely 651A of the
fens'Le e poui v.-ild be disqualified for military service instead of 3S5.

12
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If these projections ere compared with women accession requllrNents

wader pia-ns -ub~it ted by the Services- it is possible tG determine the

percntag ofth -all~f'-* Pool uhihch v--st bE7 recruited ' r nilitary

service. Tbexe c_-reariso-1s are she--- be!":

T-'wle VIT

Percentage of Q-alified Pool of Women

Needed tc HIeet Enlisted Accession Requiren=sits

Require-eL.-cs/Pool ;FY 1973 FY 1974 FY 19'5 FY 1976 F- 1977

Accessi!on Reaulre--ents-- (-O0)! 21.7 29.2 51.2 330.2 .23.

Qulified POol1 (WOO) 11456.0 1485J 1 15113.0 15390 56-3 .0
irmet av5%9of

SL•aLed Pool t 1. 5. -. 0- 1 2.177 , .2 2.3%.

Based an Service plans submitted to Task Force.

Looked at aaothe;- uay, in 7Y 1973, it would be *vcessdry to attract

one ;--oman out of every 67 quall ".-e sirtgae voen in the full-tine labor

force in order to - accessicn requireoents. Because of higher

accession reuirevnts in. FY 1977. it vould be necessary to attract one

out -f 44. Thesc appear to b-e •ndest: attainable goals.

13---- -A---- --.. .•- ---



Factors AffectL% Supply

Significant differences exist in the basic eligibilizy standards for

mme and women applying for enlistment. Enlistment standards whicb. are

more restrictive for feales ýban males Vill constrict the 2vailable

supply of febales unnecessarily.

S•Mental Sta--ards for Entr~y. in• all Services, wv~en =st be high
school graduates cr have a GED equivalent. Male non-high school graduates

are acceptable for service. In FY 1972, 30% of =ale enlistments were non-

high school graduates. In additi.-, aone .i t!_ c Services will accept vome

who score in lower mental group III or 1ental rou, Table V1II

shows the comarative distribution of men and %;nen acc.'-Loos in FY 1972.

Table VII

FY 19?2 Enlisted Accessicas by Mental Croq , (.ercesit

r Gr Halt$ Fen alee ' 2 Mates -Ps Males Fecal*

4 4.0 12.4 4.5 5.2 5.51 7.0 2. 5.9

1128.4 86.2 32.5 50.6 3721 797 2.35.

Upper II1 22.3 1.2 23.5 4.2 !22.21 1 .3 26.31 1--5

-1 26.5 .2 19.3 416.5 0 27.1 0

IV " G 2 0 8.6 0 22.Z2 0

L Total 10. '): 100.01O u 1 . l.0 l00.01 I00.0

I/ Mental group I is the highezt, =ental group IV is the lowest acceptable
fcr militar~y service.

I/ Standardized tests which provide a zeasure of an individucl's learning
cepscity are ad•Lniutered to all incoming persornel. The test scores
are sruarited b7 broad mental groups. Mental group I indicates the
highest capacity and ramta! group IV is the lowest category accepted
for military service.



In all cases, the percentages ot women in the highest two mental

groups exceed that of the men. Mental group LII wacn Are of

%hgher quality than mental group III ten because only upper mental group

III women are eligible to eulist.

The Task Force examined the hypothesis that mental t.aud~rds should

be higher for wmen because the occupations to which women sre assigued

might require higher quality than the broader range of occupations

open to men. For example. wemen are excluded by iaw from c¢:csat occupa-

tions which have lower quality requirements than -m.y other occupations.

-the FY 1973 occupational training plans for =ales and females were analyzed

and compared wiith the quality requireupeots for each ,ccu-pation. (Assign-I

mnents to an occupation are based on the sme aptitude scare for -men and
women.) Ihe quality requirements needed to neet the FY 1973 training

"plans did not differ significantly for men and woen.

The higher standards required of female applicants decreases the

size of the availab-le recruiting pool. By forering the standards fcr

females to match tthose for males, the Services could greatly expaud

the inventory of eligible fezales and still oeet the quality requirements

f o r c cc- xp a ti a ms . _ - 1

It should be cautioned that conversions from Service aptitude scores
to aental groups for purpose of this tnalysis were made on =ale
conversion tables. It is possible that the conversion tables are not
appropriate for feoales.
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Physical Staudards for Entry. 7he physicel profile series is a device

for co icating the general physical condition of an examinee to non-

-dical personnel. the series uses grades I thr-wgh 4 in six factors,

"grade one being the highest. In both the Arwy and Marine Corps, the

I physical profile fbr entry of vomen is high.er than rhat-required for Men

i as shown below. Navy and Air Force have the s2e physical profile require-

ments fc-.r females as for males.

Tmble 1X

Enlisted PWaica'l Profile Require--ts-
-- physical Lpper -- Loer earing/MVsion

Service/Sex Capacit• Extresities Extrewitiel Ears Eves 1Ppschistric
,II

N leu 2 2 2 12 ~ 2

IWoven IlIIi---- •

I. 1 2 2 2 12 I2

11 The range of grades is 1-4, with i the highest.

2/ AR 601-210, Table 2-1.

3/ Mlitary Fersonnel Procurement Manual :CMPH), paragraph 2206.4.

A comparisou of required minim= physical profiles indicates that

there would be a significant reduction in the potential suply of omen_

if there were a strict application of the existing strndards to wenm

applicants. However, in actual practice less than 1% of the vimaen appli-

cants to A-my and Marine Corps ar* eliminated because of the disparity

between male and fesaie physical standards. Although the difference in

-tandards is not resulting in a sigmificant number of rejectico.s, the

16



difference could make DOD a target for a lmrsuit because it does consti-

tute discrininstory treatment against female enlistment applicants.

M•e Limits. By law, women must be 18 years old to enlist i.ile Cen

can enlist at Wge 17. Also, statute requires vomen under 21 years old to

obtain parental consent in order to enlist whereas men over 18 require no

parental consent.-'/

The elinInation of the 17 year old group of vomen restricts the

potential supply of voen volunteers. The parental consent requiremeut

complicates recruiting. HR 11064 was introduced in the 92nd Congress to

reYove these two loeqrotles. The Departoezt of Defense supports this

bill. It is anticipated that this bill vi1i be reintroduced in the 93rd

Dependency =d Marital Standards for Entry. A married woman W.o

otherwise meets eligibility criteria cannot enlist in the Army or Marine

Corps without receiving a vaiver because of her marital etatus. Similarly,

the Army and Marine Corps do not allow fezale enlistees to have dependent

children, although waivers are scmetine5 po3sible. Yet, male enlistees

who are carried and who have dependent children can enlist without a

waiver. In Navy and Air Force, dependency and marital status criteria

are very sitilar for men and women. Seven percent of the vomen currrtly

enlisting in the Air Force are =arried. If "y and Marine Corps

liberalize their policy, they would increase the supply of "aonen avail-

able for enlistment.

I/ Title 10, '.S. Code

17
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I In sumary, more stringent requir-aents for women than men in regard

to age, marital status, dependents, educational ind mental standards,

and physical standards exist in all Services to a gc-ater or lesser

degree. Until discriminatory restrictions are removed, the pool of

qualified women is unnecessarily constricted to the detriment of the

Services and iU a manner inconsistent with the HuMan Goals of the Depart-

rent of Defen.-se (Tab D).

Provensity of Females to Enlist

A recent survey conducted by N. W. Ayer & Son. the Army advertising

agency, of women's attitudes toward military service gives added insight

inoproclivity of young woewen to volunteer for the Arzed Forces.A
representative saup.le of 720 young worea was interviewed. The group was

about equally distributed among: I
-- Single working girls in the age range 18-24 (the same group con-

sidered in the above projections).

H-- Iigh school seniors.

-- Junior college students.

:•:• i Te most signifi~cant findng of the stiidy is that few cf the umen

interviewe had more than scant knowledge oC the roles of ii~itary mn.

Only r. indicated that they were very familiar with =ilitary careers for

42
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Svmen and only 5% had given the subject a great deal of tho •i . Thirteen

percent of the respondents h.d no perception of -hat VAC duties were sad

18% said they had no information from any source regarding the WAC. The

720 respondents give the following replies to a cuestioc regarding their

attitude tward enlisting in the Women's Army Corps:

Table X

Attittude Toward Enlistins in WAC

-Sid they felt this way
$about onlisting in WAC: Percent

IVery favorable 12"

Sneat favorable 11%

Neither favorable no: untavorable 17%

So-ewhat unfavorable 18%

rery unlavorable 52%

Total 00%

(WNber of Respondents) (720)

'thus, two percent can be considered probable enlistees and 11 percent

likely enlistees for the Women's Army Corps. Put another way, one out of

eight women interviewed was a potential enlistee for the Women's An-•y Corps.

"Replies to anothez question indicated that only 17 percent of the womeu

ranked the Women's Army Corps as their first choice atg the four Services.

CSoice of Service indicate" by the respondents is shown in the following

table:

19



.71*
Table Xl

Raank Order of Preference tgou Military Services

I"This Percent of the Respondents Said
That If it Were Necessary To Select
AlVe•,n's Milit Service, Their:
First Second Third Last

Response Choice aa~ice Choice -hic

Woulld be~

1?ýe I201 27 3

I Women' s Navy 371 99/

_ on'= Air Force 34 30 20 12

Women's Marines 9 17 29 41
No Response 3 4 5 4

(Wtsber of Respmdents) (7201

These results tend to indicate that more than one vwown out of every

eight intervieved wouid be a potentia! ealistee in one of the Services.

Complete stu-y results are shotun at Tab E.

Becarse (NA identified single vorking wo=mn as an important supply

source for omen volunteers, the Tasic Force contacted N. W. Ayer to

obtain a breakout of the survey data on single working girls in the age

range 18-24 years. It is interesting that this sub-group has even a

higher percentage who are very fsvorably inclined toward enlistment lu

the Women's -rmy Corps than the entire group (47 versus 2% in total -

sample).

---

203

4. 4$



"Table XMI

Attitude To-ard Enlisting in IIAC

tSingle Working Giris 18-24)

Said they felt this way
"about enlisting in vAC: Percent.

Very favorable 4%1

Somewhat favorable 9%~

Neither favorale nor unfavorable 15%

Somewhat unfavorable 
I17I

Very unfavorable 59I

[ Response -

Total 100OZ

Number of respondents) (225)

A similar survey of !6-21 year old ma-es couducted in Noveber 19711-

indicates that with no draft, four Percent of the sample responded that

they would definitely enlist for active service and seven more percent

replied that they w-uld probably enlist. Hence, on the basis of these

surveys, the likelibhood of young =ales enlisting appears to be roughly

the same as the likelihood of young wome- enlisting.

- Thus, from comparable size supplies of young men and WON", each

having simflar attitudes toward enlisting for act:.ve service, we might

expect the total nmber of potential sale and female volunteers to be

"1f "Atitudes of Youth Toward Military Service: A Ccaparlson of Results
of National Sturveys Conducted in May 1971 and November 1971," Gilbert
Youth Research, Inc., Consulcing Report, CR-07-72-16, dtd April 1972.
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roughly equivalent. Yet, we know that over 400,000 men will likely

enlist during FY 1973. Therefore, the probability of enlisting one-teath

as many women (40,000) should be very high. Frcm this admittedly non-

rigorous analysis, the Task Force estimates that the supply of potential

women volunteers easily matches projected FY L574 accession requirements

I of 355,000,

7The Task Force, on the basis of Its analysis of supply of vewnI

concludes that the potential supply of ilitary women can sustain a sub-

stantial increase in accession of military women over the approximately

- 14,600 enlisted in FY 1972. Supply estimates will be improved as recruit-

ing [s inteasified and accession goals are gradually increased.

I

"- I

gI
gI

lI
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ASS!GNrFE.IT POLICIES

Assignment policies for military women have two main effects on

increased use of -'litary women. First, large numbers of women will nor

be attracted to vclunteer for military service unless interesting,

challenging,and rewarding occupations are open to them. Second, the

maximum number of women who can be effectively used in military service

is directly related to the number of occupaticzs epen to them.

In this sub-task, the following will be considered:

-- Military occupations open to women.

-- Act•ial assignments of women to occupations.

-- Aptitude testing of women.

i-- mpact of the Equal Rights Amendment on assignments of women.

While the Task Force has not attempted to determine the optim=m number

of women in the Ar-ed Forces at any point in time, it does believe that, I
as asisignment policies for women and men become more standardized, men and

women will become Gm-Lh more interchang-table in military assignments.

Occupations Open to Women

7%e Services have in the pzst been quite restrictive on the number oI

occupations open to women. Report 92-51 of the Special Subco=cittee of

the Utilization of Manpower in the Military of the Coi•ittee on Armed

Services of the House of Represet.tatives (Pike Subcommittee) co-ents as

follows on testimony of Service witnesses on the subject of assignment of

women: -

23
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With regard to IMOS'z, there was the r'ýcur:-in& the-me that they
were reviewing the opening up of new YLOS's for women all the
time. Yet despite their satisfaction, women officers nare used
in only three-quarters of the ncucombat occupations and are cmn-
centrrted in administration, maapr-oer, personnel, and informa-
tion and coarmanications occupations. The use of enlisted women
is even more concent:rated. Whfile some women are found in about
t-wo-thirds of the noncombat occupations, nearly 70 percent are

- assigned in administrative and clerical skills-

The Service witnesses pointed out that the Services have not
developed unique patterns for the utilization of women and.
In general, the type of assignments made to women parallels
their utilizationr in civilian employment.

Obviously, the Services are constrained in their use of women
by lack of facilities at various bases in the military structure.

Since the publicatiou *I. Sabcozymittee's Report and during the

lifetime of the Task Force, ry Navy 'n kir Force have reassessed poli-

cies regarding assignmenL %P_ as a result of changing social pressures

and military manpower considerations. Each of these three Services have

mpde more occupatiens available to militar-. women. Thle follow6-ing table

sb::,ws the extent and rapidity of the change in career Iftelds opeu to military

women.



Table XII!

Job Specialties Open to Enlisted Women-

Previously Currently
Total Job Job Specialties Total Job Job Specialties

Service Specialties Open to Women 7 pecialties Open to Women %

krm•2/ 468 183 39% 475 423 89%

3/ 41avy- 711 171 247. 727 727 007.-

2/Air Force- 319 162 151% 317 310 98%

rarine Corps/ 499 177 36% 499 177 36%

DOl 1997 693 35%. 2018 1637 81%

11 Occupational sub-groups as defined in DOD Occupational Conversion Table
DOD 1312.1-E.

2/ As of Jun 1971.

3/ As of Jan 1972.

4/ Although job specialties open to womenassignments to combatant ships and
aircraft presently prohibited by law.

5/ As of Jul 1971.

Marine Corps has not yet undertaken a thorough review of its policies

on assignment of military women. However, each of the other Services has

effectively opened up all occupations except those involving direct combat

involvement. This sweeping revision of assignment policy is the most pro-

found change which has taken place regarding use of military women. Its

impact will be felt in recruitment where the wider variety of challenging

jobs should have greater appeal to potential enlistees.who will be needed

in increasing numbers to meet the planned expansion of women in the

Services.
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A'.tual Aszitgeut of Women to Occunatioqi.l Fields

Changes in Service assignment policies for wcmen are too new to have

cich effect on actual assignment of wc-en to occupational fields. Henea,

the data collected by the Task Force in July 1972 serves L-ainly as a

"benchmark fro-- which to teasure future changes. The following table pro-

vides a percentage break~oew of assignments of vomen as of July 1972.

Table XIV

Assignment of Enlisted Women by DOD 0ccupationai Group (Percent)
July 1972

Air Mariz
[7-DOD OccWat1iX I Group Army__ I Nav Foc. Cor-aI Ivav

10 lnftutry, Gun Crews & A
, em-ship Secialists, 0.3 0.0 0.5 0.0 0.2 iI'i, - I"" -i • ~1 Elect.-onic Equipment !"

2Repairaan 0.4 3.5 0.1 1 .2

ri • 2 COMicati•cns

Titelllgenc4 Specialists . 7.7 43 1 4.7 4.2I 1 i
ILldcal & Dental 1 23i
Specialists A"led 41.0 15.: . . T.

Othe Technical & Alie
Speciaiists I i.4 4 5.! 3.3 2. 40, }.e

-A minis$riive Spe•4alists , I i
162 ..2 42, ?5.2 I .4 66.s

E I ecrcic a I M.- aniC 1 0.1 0.0I 0.0 1 -3 0.4!

~e' 4ste . 0 jC'.2 I 0.2 e. II "
Service & s-IV H-lcrs 1.•- L ri-•- 0. 5 j 4.4 o.1

TOA oi ik 10.0 11-iý. ~~!13A1. ) . zo I zoo.o i ,r',o i r,

R Eeflects diE instLL..t'•r_- at vc-e='s bastc trainzr.q. Navy and Marine

Corps drIll instructa-s retzin the- pric-ary job code ,kile serving s
drill iastrctors.

-2, Te*-e Job spocialties, aie perfr-m;--_d by Na-I pzrronnel fcr the MariU

Corps.

- 26
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-No•e that enlisted worn are pr-dominartly assigned to the P-dadnis-

trative and M.edical/Dental fields -- 90. DOD-Vide. rie third meoat

popular field for 'iom is Coeinicatioas/tntcUl!&e.-e vith 4ft of

ftm Zotal eniisted •em being assigmed to these specialties.

2" Al-•• , wing table shbc t'b' occupatital diatritbution of enliste-d

amelet. Although July 1972 data *rc jot zvailable, June 1971 is represeetu-

**ti.ve of the turrent distribution.

Msa~g2Mnts2 of Enlisted Hme by D(F) OQSucpat sa Gromm (Percent)
.Ytme !9?I

T ir Marine
O 0cz-.pational Group [a f vy Force Corm DO

Infantry, Gmn Crev's&122 .1 3.1

4I SearmnbiF Specialists 2. 22 11 3. .

SI . I

Repairmeen 1 15.2 V1,6 ?.a io.aJ

Intellisence Specialists 7.9 I.A 6.8 8.0 8.2

M4edical & Dentalj 1i I
*Sz~ecialiats 5.2 5.6 3.5 0.0 4.3

'• • '" Other Tt.=h-4icil & '
! • 1•e Sellss2.3 I 2.8 1.8 2.1,-.'

AltdSpecialists 2.

Ad m~inistrati-.-e Specialists I
"I & Clerks 21.0 11.9 23.3 15.3 19.L "

?6 lec-tricasl/?echan-ical 16.6 30.2 25.8 19.5 22.6

,7 cr-tsz 3.9 6,9 7.2 3.3 5.1

4L & .v -H " 14.9 13.8 12 :

n.-100.0 .100.0 • I0o.0 100.0 6-1.O0
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.t- dirferences In digtribu-ion are offered for purposes of con-

partzon onty. The Task Force is not 3uggestlag that the two distribu-

tions will ever be sio lar. Powever, there is evidence that the Services

are rakimg actior_ ro--- assign women to newly o-ened fields. For eeasple,

Army is asstg=iag wocen to occupational fields dealing ,ith Air Defense

Itissilee, Precision DNtvices, Automotive M•intenance, snd Motor Transport

Operations. Wa-. is sendtug its first wemen to school to be Quarterpasters,

.ignaizen, and Boile-•vn. Air F.irce has assigned wvin as Electricians.

Vehicle Repali-rien, Ele., =itac -omputer Repeir and Flight Simulator

Trainer Specialists.

-he follovfz crmpares FT 1972 3ssignsmets with FY. 1973 training

plans.

Table XVI

En.isted Female Occspatiow) DIstribution in FY 1972

Co.parcd to FY 1973 Trainitn Plans 1

_other
• Ser-Lce Fiscal 'ear Aa M Nedical Occupations Total

1972 1 62.2 32.4 5A4 100.02S 1473 64.1I 18.9 17.0 100.0•

S 1.9 - 13.5 + 11.6 -A

AVI 1972 42.71 41.0 16.3 '100.0
r 1973 22.8 25.8 51.4 100.O%

-1 - 19.9 152 +35.115.2 +i1-
Air Force 1972 75.2 -.? F 9 100.0

1973 50.7 2010 29.3 100.,

_-----_____- 2'.5 + 4.i + 20.4

ine Corps 1972 81.4 0.0 18.6 100.

---- ____ 1973 No c-anee expected

1/ See Tab F for detailed FT 1973 training planet.
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The vlans show that the previous concentration of women in the

Administrative and Medical fields is being changed. Women will be

assigned in a wider variety of occupational fields. For exalple. 84. of

Sthe an o board in the Navy were assigned to Adn inistrative and Medical

jobs. Oaly 49% of the women entering Navy in FY 1973 dill be trained in

th.ese areas if the plans are tollowed.

Within severpI years these new assignment policies will radically

change the occupational distribution of the total fetale inventory.

Aptitude Testing of Womme

Wo-oen are assigned to entry level school trai ing on the basis of

1/
scores on the *am aptitude tests used to assign men.- Women score as

well or better than aen in those tests which are used to assign enlisted

personnel to 3uch occupations aa: Medical Care, Adainistration, Data

Processing, Drafting, Surveying, -Photography, Weather. Women score

distinctly lower than men on those tests which are tzsed to assign people

to maintenance and repair jobs. Although cost wown score low on the

electronic and mechanical =aiutenan.e aptitdie tests, sooe will score

high enough to enter maintenance type jobs previously reserved for males.

F •Data are not available on whether the aptitude tests used by the

lilitary Services predict success in training courses equ.ally well for

1/ The exceptions are as follows: (a) -Army and Marine Corps do not
admLinister aptitude tests far infantry sad artillery to wcseen as
vwomn are prohibited by law froms assigm-ent te. cwk~at roles; (b)
Na= _ administers to women a mechanical aptitude teat ipecificzlly
developed for wooen in lieu of the mecdanical aptitude test adzin-
istered to mm.
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women and men. In the past, women have been limited by policy to a smaall

number of occupations. As larger ntxaers of vomen enter service and are

assigned to a greater variety of occupational training courses, it is

iz~ortant that data be collected and analyzed to determine the validity

of the aptitude tests for predicting training performance for women.

I!FAct of Equal Rights Amendment

Onie of the priee considerations of the Ser-ice-s in ieeviving their

assignment policies regarding women has been the possible effecEs of the

ratification of the Equal Ri.ghts Amendment. In three or the Services

Qruy, Navy and Air Force) virtually all Job specialties except those which

involve coobst have býeen- opened to women.

However, it is likely that aft-er the Equal Rights Amendirent is rati-

fied, all laws and Service polici-2s which treat wooen differently than

men will be chad-enge-d on groun'ds of nmcon-stitutianality. The most

signif icant laws in question are &hose- which bar N~avy uiomen from assign-

ment to duty in aircraft or v.essels having a cembat mission and the .Army

and- Air Force policies which close. ~ 'Zoo thase speciahties which are

cowat oriented. R.-ceently, the Army Judyge Advocate General has stated

that:

Ha;.ing c~nsids~red the languzage of the Equal RiUhts kczend-.*nt
and its legislative 1history, 1 an- of the orinion that selection
of pervonel for co~bat and cobat support assigriwents stlill nay
be done on a best-qualified bassis. Obj~ective performance standards
are necessary ard ma7 be Justified for =any ass 'Ignments that re-
quire the members selected for such assignments to undergo rigorocus
physical training and to demonstrato a high degree of stainina and
physical fitness. The wzaintepance of these standards -3nd the selec-
tion of the best aual! fied individuals under the standards prolbably
will sean that most comat and =any combat suppeort assignneuts Will
be filled primsarily by male ~ers. Fenale menbers could not, in



my opinion, be required to perfor= duties for which they are
physical!- unqualified. The sae thing is true for male metbers.

The debate on the issue of a general exclusion of all female
a mbers from combat leaves any opinion on the subject open to

I questioc. Bowtever, from ny prelitinary analysis, I question
"hether the equal rights mendment would permit a policy of arbi-
trarily excluding all Zemale members from coubat and conbat sup-
"port assig•• nts. The amendment, if ratified, probably would
require that fenale members be entitled to copete for f•lection
for ny wilitary assignments on a best-qualified basis.-'

"This opinion, hihth in essence says that .11 jcb siecialties would
-I

hs'me to 1- c-,eued to qualified womien. is corroborated by a representativeA

of the DOD General Counsetl' office, •hose speech appears at Tab G. The

recent actions by the Ar-my, Ravy, and Air Force to provide wider job

opportunities to women are consistent with the Equal Rigbht Aend•e .t.

If the amendmaent is ratified the Armed Forces will have to establish. a nev z

policy with respect to assi&ning women to combat specialties.

-l1 Excerp. from A.ry Judge Advocate's opinion on the icpact of the Equal
Rights IAmndmenr, Hearings befnre a Sub-co•ittee of the Coaitt" on
Apropriations, Souse of Representatives, 92nd Congress, 2nd Session,
Part 6, page 175.
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ATTRITION RATES

Perhaps the wost powerful argument against increasing the use of

military womeu has been the history of significantil higher attrition

rates awag ilixtary women than amng military men. However, in large

part, these higher attrition rates appear to result fr= Service policies

and are not tr~aereuzm in the women who volunteer for military service

(except for the possibility of becoming pregnant). This sub-task is

designed to ex"mine the attrition iswue to put it into perspective, to

identify the effect of changing policies, and to determine trends.

Female Attrition Trends

The next table shows overall attrition among women for FY 1970-

FY 1972. .:! attriti-on rates were computed by dividing the n mber of

enlisted wo2en separated from service f•or all reasons during a given

fiscal year by the average number of wccen on board during that fiscal

year. Overall attrition amng wozin varies markedly by Service. Por

FY 1972. attrition rates r-nge frc= 27% in the Air Force to 59% in the

M'arine Corps.

3Iowever, in all Ser-ices, fe=ale attriticn rates vere lover it FY 1972

than it. FY 1970 and FY 1971. Arzy attrition decreased from 49% in FY 1970

to 461 in FY 1972. Navy attrition decreased from 44% im FY 1970 to 37%

in FY 1972. Marine Corps attrition which increased fro. 667 in FY 197C

to 74% in FY 1971, decreased to 591 in FY 1972.
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rable XVTT

ENLISTED FEMALE ATTRITION RATES BY SERVICE
Percent

of FY 1970-1972Av*, age 74

Man-' ears

70
66

60-

50 49 50

46

4443

40 3

30 37 S•--33 33

30 27

20 -

I0

70 71 72 70 71 72 70 71 72 70 71 72
ARMY NAVY AIR FORCE MARINE CORPS

I, The difference in magnitude between Air Force attrition and attrition in the other Services can be
explained by three factors. (a.) This chart shows losses as a percent of average man-years. When
average mon-years increase from year to year, but the number lost remains constant, the attrition

rate appears to decline. The Air Force average mon-years hove been increasing while the average
man-years for the other Services have remained relatively constant. The decrease in attrition in
the Air Force between FY 71 and FY 72 represents as actual decrease in losses of over 200; how-
-ver, Ali Force average man-years increased by approximately 1200. (b.) All Air Force enlistments

ae for four years. Most enlistments in other Services ale for shorter periods of timc . (c.) Lower
actual grrsses'
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Causes of Female Attrition

The reasons for female losses during FY 1972 by Service are sbown in

Table XVIII. The losses, by cause, are presented as a percent of the

average ma-years available during F.Y 1972. Eighteen percent of the

available man-years in the Marine Corps vere lost for reasons of unsuit-

I •ability, unfitness, or misconduct as compared to only 3.7% of the avail-

able man-years :n the Air Force, 8.52 in the Navy, and 9.9% in the Army.

The attrition reasons of marriage and mavarnity and m!ncr children

are unique to voaen. Attrition by reason of marriage ranges from zero

"percent of wome Marine man-years to 5.5% of Army sum-years. Discharge

for maternity and =inor children are 17.1% of the available man-years in

the Marine. Corps, and nearly 10 in the other Services.

*.• • Table XVIII

losses as a Perc•nt of Average Enlisted Strepath. ,Y 1972

By Cause

"Air 4-arine
_ _ _Reas___ Navy Force ' CoX.
. . -a r r a g e 5 . 5 2 . 0 3 . 6 .•

Materaity and Minor Children 9.6 9.6 9,8 17-1

aUnsiitability, Unfit.ness, 99 8.5 3.7 18.2

isconduct I I

Othej/ ~~~16.7 1.5270

Sub-Total -1.7 31.8 22.3 42.3

ompletion of Tour (ETS) 4.2 5.0 4.3 16.43

Total -- All Reasmns 45.9 t 36.8 26.6 59.1

1/ It is believed that -Marine Corps losses due to marriage appear ;wder
other loss codes.

2/ Includes losses for reazon of death, physical disability, retirement,
hardship, etz:.

3/ Reflects lo number of reenlistments for Marine Corps vomen.
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IlI
Male versus Female Attr.tion Rates

Attrition rates for enlisted females are Higher than attrition rates

for miles. Table XIX shows the perreatage of males and females remaai-z.g

in service over time. These data are based on past experience and -ay

not be indicative of attrition trends in the future. The data are from

Service Master and Loss Files as of 30 June 1971 for personnel entering

service between 1 July 1966 and 30 June 1971. Ihey enable us to show

-ttrition at various points over a five year period.

At each sonth of service shown, and for each hilitary Service. the

percentage of males remaining in semrice is higher than the Dercentage

of females remaining. For example, at 30 =onths of service, 85.11% of

the Air Force males are still in service as contzasted with 43.3% of

the Air Force females. At the same point in time, 65.2% of Navy males

remain, but only 46.2% of Navy females.
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Table XIX

Attrition Pattern

11A

Male versus Female Enlisted-ý

-Porceeut Remaininx in Service After
Service I Sex 6 Ws . 18 mosa 30) mos 4 1 mo .4mos

Ary ale (En~lstees) 91.5 85. 2 141.2 17.8 10.9

Female 864 54.3 31.6 1 11.5 7.2:

awMl 15 81.0 65.2 60 4 16.5~
jFemale 181.0 62.7 46.2 7:41 3.7

Mr Force Male 96.6 88.6 85 3 77.6 16.0
Female 190.21 62.8 43:31 25.3 9.6

~Mrive Corps Male1 77.5 165.8 25.0 z3.0 7 31
_______Female 71.41 45. 1 27.6 U_ 6.6 0.D24

1! Based on accessions between 1 July 1966 and 30 June MI,. During this
period, length of enlistments differed between Services and between
males and females within a Service:

Men Women

Army 2, 3 or 4years 3 years 5
Nav 2, 3, 4 or 6 years 3 years
Air Force 4 years 4 years
Marine Corps 2, 3 or 4 years 3 or 4 ycars

Mnother way of comparing male-feizale losses is to examine the expected

years of service for each. The following table shows the estimated e-zpected

- years of service over a possible tweenty-year period for males zad females.

These estimates are based on hist-orical data and are no- =~ant to re'"ect

current pattetrns. 1%e expected years of service for sullisted zzles Is

greater than the expected years of zer-ac2a 'Kor females in sv' ry Military

Serv.ice. For example, expected Years of service for Air Force ina'le: is

5.1; for Aft Force ftzales,, 27.6.1/

1/Air Force calculations based upon more recent experience show expected

years of service for m~ies at 5.?;, for females, 3.7.-
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Table XX

Expected Years of Enlisted Service

Mal!e vs. Female

service Female-V

Service I Male2' 2

-Army Enlisted 3.4 2.2
(Excludes Draftees)

Navy 4.5 2.2

Air Force 5.1 2.6

rine Corps 2.4 1.7

11/ .Ile expected years of service should increase in the future in an
all-volunteer environment. •Ie above data include maDy draft moti-
vated enlistees.

2/ As TableXV1Isb,',s, attrition for females is decreasing. Thus, female
expected years of service are increasing and should continue to increase
as the effe-ta of current and proposed policy changes are felt.

Source: Seivice Master and Loss Files as of 30 June 1971 for pr-,unel
entering service FY 1960-FY 1970.

Effects of Policy on Attrition

Ine Task Force found that it was instructive to track losses of

enlisted women over a longer period of time to reveal the !.ýact of major

policy changes on losses. The Air Force offered a good exNc-pl* si-c- it

made policy clhanges regarding marriage and pregnancy earlier zhan the

other Services. Hence, the impact shows up more cleariiy in the data.

The graph uhich follows tracks losses of Air Force womeze .4s a percent of

annuaL female strength over a 13 year period.
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Air Force !-,=se* as a- re~aul't cf- =oat -nirr or havW 1n- otor children

dped tharply Ln '-;Y 1972 after a recý:z 4ea~ iih t

14oGme withý-~i~ror cta-lez-er. wider :ertaiz vircumatszces, to resialn in

ser-i-ice. Mte graph alis-sho u tfi iaffect of resc~isidIA tlie psdicv that

z, --oman could iea diecir' if she sarri-ed sad had completed Is

zoaths of her ser;Ate ccmt-*t This acclon was ta~ken it '? '19677 idx,

after a slight uipsurge in loss"s as aligibli women~ t~ovo adramargeL of theI
Old p ~~~before the2 de Wlize, haa remIlted in. a ai~gnficav~t loverixag

of losses as a resutk of -sarria~4c

The &.-*ph 41so sbaro_ a vbststi*1 decline in leaftes duke tc =Piratii

of term of aervi.ie (ETS5 an first term reeali1~ta~ent nmes fL,-r Air Force

vm-men s-ave c-lixned steadily hfsi ab&at 2O7% in ?'T 4ZZ ea-arlier to

nearly ~ -5=i-- 92 tevan.theless, Lhe rj,ý shýs a rearrk;Ak

lecline ~an=-&! sttrztloa fmoa aout 4r-, in PY 1W5' 4- s-11fit' *ver

26% in ?Y 1972ý

The 'tber Services have _-ide tiih * policy changes &-- the AI1r

-force but sooewhat later. Js a r--sult, the cI--S~s note bad their

,;all. efft-t ogs attr tic-n ad first-ter-r Ze-zisti~nts.

-t is J-S 7 tlhet ir ssps due to =artiaae 11n e~ie further if

we,* -e Ettzorded equal- i~eeffta to thote t:?r aen ic112div? rights lsf A

1W zecnlistitent r.tzes are 1-4eil en t~h rumber eligiib-le to ree-ilistment
Vho do. Planzi', i-igh tooser. =rizr t~- el-taining el ~f~to reu-eA_
lijst or va.tin e.lgibility crtrasdsotte pi--f..



arcusorship, zad ZAQ Legslictis- tm providie these benef its van introCsc~ed

- in the 92n4 Congres.' and it Ler, a miCiii-ated that i.t uidl b-- rcintroduced

ta the 93rd Congres.e. Wr!sV7, zad Air Fore. strc~giy si-pport this

Pregmsu--- is Ltill a ~a=cc.ar attrition of '-voeen i.n el-l Seevices.

ThOe Labor Vepartaent -4efi;nte* Vzr-jvcy as a '"tni.orarj- physical disability'

and r*qVires emaloyers ro~-react t. -it iaz the sam manA--r as to apy othsr

theA Wa;se =riterlon o tl-- Arued Poref;: and rim-ult in significat

lutte trends *upp~r ct-Aw.. Attrition or turnover rates for vcoeu In

a11 Services are bigher -iaU= for am-. Ax polcices aze changed to treat

N= and wome= mmze -eTasz1Ky attrition or "ruover rates for wvn arm

deel1.i-ing z94l wit-- decline frin--ier,
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* (X)CSTS OF MiILITARY WO?-N VERSUS P"'

Under thiS Sub-Task, the Set-vices were requested to subsit dif-

ferential cost data cosparing procurement, training, zainreznane,

ret:iremnert, an~d othier costs -.f m1iliary womeen and military cem. Only

- the Air EPorce v'as able to comply meaningfully with this request. The

other Se-rvices did not have readily available data on differential

tnale-fem&ile costs.

- ~Air Force, thowever, fsas developed a cost model 'which ellows it

to estirate differential costs of "en and w-e.. Following is a

sarF of tihe Air Force aaalysis of differential costs. Details are

contained in Tab H.

Air Force Officers

*Most Air Forze u-cm-en of ficers are coemissioned from Officer Training

School (0O75). Bonce, the nost m~eaningful differential cost comkrisons

are tnose camparing womn comissioned f rom MIS with men comissioned

frow the sase soutrce and u-c-mn comissioned fro-- OMZ with asen couz*issioned

from ROWC. it should be noted thiat women comissioned fron OTS have a

higher retention rate then men comissioned fro= (iTS. On the other haud,

zen cciamissioned ft-w ROTC have a higher retention rate than either men

or woneu comm-4ssoned from MYS. Since differential costs are sensitive

to reter thio rates, the two coeatisons e•es to different annual savinga.

•l:-+[eentalcot dtacc~pain pocuemnt trinng •a~rup.e

•- e•ireen, ad the csts•f=ilcay w.•n ad i~iar me.41l

Sthe A';r ~ ~ Foc a bet co - -eni fll t•t th- reust h
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Table XXII

A-mal Differential C:ats oi Air Force Women Officers

Part 1: Mm and Women both Commissioned ftoo OTS

Aded Cozes jo. Womezr Savings for Ien

Accession $ 30.62 Hedical $318.85

PCS 586.18

Separation 129.r)0

263.40

Training 77.76

TOTAL $ 1,?15.19

Less Added Costs - 30.62

Annual Savings/Wocm Officer $ 1,344.57

Part H1: Men Comeissio-ied from ROTC; Women Conssxicned froe OrS

SAdded Costs for Women Sarinzs for Women

Accession $ 19.56 Medical $318.85

Training 204.13 PCs 586.18

TOTAL $223.69 Separation 77.314

BAQ 263.40

TOTAL $ 1,245.77

!ess Added Costs - 223-69

SAnnual Savings/Woemw Officer $ 1,022.08
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Air Force Enlisted

Tabuis ted below are annual differential costs for Air Force

enlisted women compared with Air Force enlisted men. Sevirigs are

treated under two headings: near term and long term. Zhist is

necessary because all savings from separationI amms and ether PCS

soves will not accrue in the first few years after a women is substituted

for a man. MIedical savings will also build up over time free the ramout

shown under "near terar to the mut under "long term."

Te~ble XMIT

Annual Differential Costs of Air Force Enlisted Women

Added Costs for omnSaviggs for Women

Near Tern lkng Term

Accessiun $165.24 Separation $ 28.43 $284

Training 197.75 CS196.04 379.83

Uniforms 25.56 M~edical 132.43 756.66

II
j u" ?A L S458.72 TMArL $,456.35 $85?.52

jLess Added Costs -458.72 -458.72

Amrt'eal Saviags!Enlisted Woma -S 2.37 $398.80

LI/Savizags essocl.-ted vith BA(Q may be eliminated by legizlation before
Congress on equaltzation of =ale-feuaale W.A entitleoents.

in most studies of utilization of ailitary woomen, including this one,

attrition rates have been a key issue because vomen have had

?!Ieher *trrit ton than ame during their first term of
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enlistment. Th1e Air Force study showed that izala-f_-ale costs were very

close even though Air Force women served an average of 3.7 years compered

to 5.7 years ffor men -- a difference of 2.0 yea-rs. Te costs associated

with bigher attrition rates for vooma were offi-e by savings in =&dical,

FCS, BAQ and separation costs. It is estia.ateZ that if the Argy, Navy,

and Mariue Corps ccnducted similar cost studies, the results would show

that women are not more costly than men at the present time. T7bh estimate

Scm zmly be verified by conducting cost studiezz Eor each iudividual Service.

The Air Force model provides a technique for .rwparing these studies.

Future Cost Relationships

"Although the Task Force endorses the Air Force cost analysis. it

should be pointed out that the results may change over time. For era=2lle:

-- Male attrition has been influenced by the accession of large

=s*ers oi draft motivated ven. In an all-volurteer enviroun-ent, the

expected years of service for =ales will rise, thus reducing male costs.

-- Female attriticn may improve as a result o.E policy changes which

reduce losse" due to marriage and maternity. Higher tenure rates would

reduce training, recruitment and separation costs for wo=en. These saviugs

would be partially offset by higher medical and PCS costs.

.- -- tglLion on equalization of male-female BA1 entItler-ents may be

enacted by Congress. This change wiuld increase the B•AL costs for 04rried

women and negate a portion of the BAQ sa~vings for wosen shown- in the Air

Force study.

The Tas? Force concluded that male-female costs are currently quite

-coparable. However, all Services should condnct periodic cost analyses

*. to guide mapower plan ing.
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SERVICE PLANS FOR C,!AS!NG USE Of

MILITARY WOfMl

The Task Force was charged with th•e giss!on of:

Estimating the upper limits of utilization of military women.

R-fecommnding a five-year progra= for expanding the utilization

* of military women.

The Task Force, working with the Services, foDad that it was unable

to establish a theoretical "t•-= limit" for military wwn in the Armed

Forces at this time. It appeared to be mre productive to concentrate on

concrete plans f or expanding the use of w••en, with the expectation that

higher goals wald be developed as more experience was gained on recruiting

* I potential And perforomce of vocen in nealy opened occupations.

I Five-Year f ntZeson Goals

The Services were requested to subm~it plans for expanding the

strength of military vore (excluding nurses) from end-TY 1971 to end-

FY 1977 by approximately !00. The atrine Corps was requested to doe-eop

a pltn for only a W.. increase.

) T�he Task Force study and other facters -1-t d t- Services t- wove

ahead and convert the study goals to actim pians. Yhe acti•o plans -for Air

Force and Navry exceed the goals established by the Task Force. The Army

C action plan achieves the W.Y 1977 Task Force goal in FY 1978. The Marine

Corps tentative plan is somewhat lower than the Task force goal.
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The folloving table shows actual stremgth at the end of FY 1972

and ccupares the Se-rv4ice actIon plane with the goals origluelly established

by the Tsk Force.

Table XkIV

Service Action Plans Conoared to Task• Force Goals

Female Off-icer and Enlisted End Strenth1

�_ _ End FY 1977

1 FY 1972 Teak Force Action Shartae
M Iilitary Service Actual Goal. Plen Over Goal2 / g a l

Ary12,886 26,650 25,130- 1,520

SY6,124 11,400 20,92i + 9,521

Air Force 12,766 22,800 38,007 +15,207

Lae Corps / 2.329 3,1-O 2 800 - 30

DW 34.705 63.950 86,85-8k +22.908

1! Excludes women officers in the healing arts (nurses, dieticians, etc.).

2 The Army reaches the plaminvg goal of 26,650 in FY 1978.

FPhasiwi of Service Action Plans

The Service actiou plans increase vemen strength (excluding nurses)

in DM0 from 34,705 ir FT 1972 to 86,858 by the end of FY 1977 -- an

increase of 150*. The Army and Air Force plans alzo show an additional

increase for FT 1978. The following tables show the Service action plans

for officers and enlisted persomel.
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Table XXV

Service Plans for Increasing Militar7 Women

FY 1972-1978 End Streng.ths

Officers

- 1/1 ~ MarineJ
liFscal Year hArýy I Navy Air Force Corps DI

,92(Actual)I 997 I 726 1,231 263 3,217

11973 1,042 I 913 1,321 280 3,556

1974 ~ l8 ,2 ~ 2300 4,076 z

11975 11,3326 1,114 1,837 300 4,587;

11976 1,483 11,2-8 2,308 300 5,319

11977 11,630 1 ,458 2,709 300 6,097

11970 j11776 -3,284-

Enlisted Women

ical Year Army Air Force DOD

_-1972 (Actal)J,889 5,998 11,535 2,066 31,488

1973 115,900 8,137 14,741 2,150 1 40,928

1974 ~ 2'),WOO 12,611 18,776 j 2.252 53,639

1975 !22,000 16,309 23,617 2,362 64,288

97 123,O00o1,2 29,229 2,471 73,22

917 123,500 ~19,463 35282508,6

1/ Pl•amed officer end-strength presently under 2ev32e8.

2/ Altboulgh the study plass were for FT 1973 through TY 1977, Amy and Air
Force have mmomced plan3 for F! 1978.
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Plu.amed Accessions

In order to achieve the plauted growth of Wome In the aerItce,

anal acces•esns will Increase fron 14,616 in IT 1972 to a high of

36,700 In 1T 1977 - an Increase of 151Z. The foll ng tiable shows

the chwge by year, based on Service plams.

"Table XXV1

Plumed DOD Accessions for Wome

Fiscal Tear OfficersI Mited O. F n 72
IL972 672 1 3,944 14,616

(Actual",j

1973 931 21,667 22,598 57

1974 1,050 29.210 30,260 107.

1975 1,i35 31,210 32,345 121%I I I1976 1,326 33,210 34,536 13E%

-- 1977 1_o c 1,490- 35,210 36,6700 1.l5

Excludes of icrin the healing artts.

Wosen accessions plumed In VT 1973 w.11 be 55, higher than In FT 1972 and

by FT 1974 will be a*-re then double the FY 1972 accession rate. Accessions

Will conti•e• to rise each year through 1977.

The Navy and Air Force will require the greatest Increase in awmal

acces*ioas becamse they plan to achieve the largest expansion in their

wowan work force.
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SI
I ~Tible XVII

Planned Accessions for Waen, by Service

Officers and n isted '

FY 1972 FY 1977 Percent
Actual Plan Increase

jh rmy j6,234 12,400 99%

bmavy 2,580 8,300 2177.

Air Force 4,528 14,740 226%

rine Corps 1,274+ 1,260 -

1  14,616 36,700 1517.

I/ Excludes officers in the httling arts.

Based an exsimates of supply of women discussed earlier,

the Uask Focce concludes that the planned growth in accessions can be

achieved with a uodest increase in recruiting effort.

inalwsis of Service Plans

In FY 1972, wowen (lucluding nurses' represented 1.9% of military

4 strength. Assuming the Service pl=& for expanding women in the Services

are carried out, women viii represent 4.27 of DOID military strength by

"end-v! 1977. The table below shows the proportion in each Service.
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Table XXVIII

Women aa a Percent of Total Military Strength-

FY 1977

I I
Military Service ficers Enlisted Total

Army 4.4 3.4

Navy 5.0 3.9 4.1

Air Force 5.4 6.4 6.3

Marine Corpj 1.6 1.4 1.4_

DOD 4.8 r, 4.2% 4.

i1 Assumes that:
-- FY 1977 tota, enpower strengths wll! correspond to the cur-

renc Five Year Defense Plan.
No zhange in strength of f•ale officers in the healing arts.

Vie Task Force recommends that the Service plens be accepted. As

more experience is gained in the next few years in recruiting and in using

vone in a vider spectrum of job assignments, it is anticipated that th-tre

viIi be routinely an assessment of the advisabilit7 of further expanding

the use of womeu in the Armed Forces.

The Marine Corps plns the smallest increase in military w-oeen, going

from a strengtb of 2,329 at the end of FY 1972 to 2,800 in FY 1977. The

Marint Corps action plan is lower than the 3,100 goal established by the

Task Force. The MarIne Corps feels th•at it cannot plan on a larger

exar.sim because of re.ruftiag difficulties and t'he high attrition rates

wqmsieseed by enlIsted women in the ' --.."e Corps. The Marine Corps
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believes that if it were necessary to raise the annu.1l recruitment of

wcmen, quality would suffer and aetr•tiou rates would be even worse.

The MVarine Corps found that 23% of the enlisted women accepted in

FY 1971 were previously rejecte, by recruit.ers of the oster military

services. The Marine Corps believes that this situation continued in

FY 1972, and is a good indicatur of the difficulty that would be en-

countered in increasing female enlistments. In terms of educational 7

level ard test scorei, the Task Force could not find any evidence that

the Marine Corps was accepting women of lower quality. All Marine Corps

enlisted women are high school graduates. Their scores on the entrance

2/test- compare favorably with these of women recruited by the other

Services. In FY 1972, 3% were in the high mental groups I & ii and

27% scored in mental group 111Y This evidence indicates that those

women turned down by the other Services and :ecruited by the Marine Corps

"were originally rejected for repsons other than their failur2 to mee-

educational anJ test score standards.

Earlier in the report, there is a description of a %uriey of the

41
attitudes of young women towards volunteering for military service.ý-'

I/ Marine Corps Study, "In-Depth Study of Women Flarine Enlistments,"

August 197' (Unpublished).

2/ Armed Forces Women's Selection Test (AFWST).

31 Marine Corps mental standards for women are set at the 57th percentile.
""his eliminates those whno sco-e in the bottom half of mental group 1II.

41 See Table X, page 19.
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The respon3es shoved that only 9% of the young women listed the Marine

Corps as a fir3t choice, while 17. favored Ar,.y, 34% the -Air Force and

37% the Navy. Although Marine Corps has tie lowest popularity rating,

Marine Corps rec-ruitina goals for women are low compared to the goals

of the other Services. For example, in FY 1972, the Army reczuited

6,000 enlisted women compared to 1,200 for the Marine -lorps, and by Fy 1977

the Army plans to recruit 12,000 women compared to 1,200 for the Marine

Corps. The disparity in accession goals is even greater than the dif-

ferences in popularity rankings.

The Marine Curps attrition rare for women is higher than that being

experienced by other Services. In FY 1972, the Marine .orps attrition

rate (losses as a percent of strength) for enlisted women was 59T compared

to 461 for Army, 37% in Navy and 27% in Air Force. In analyzing attritlo-

rates, the Task V'orce founo that most of the difference between the harine

Corps and the oCner Services occurs in basit. train ng. About 25% of the

Marine Corps enlisted women fail to complete basic training and are

separated. In v•isrinn basic training sites, the Task Force observed

that Marine Corps training for women was more rigorous than that of "he

other Services and the living facilities we-re significantly more austere.

The Marine Corps recognizeb the need to reduce the failure rate in basic

trainin. .

The Marine, Corps approach to increasing women strength is to maintain

the current accession goal (1,200 enlisted women per year) and reluce

attrition. As loss ra.es are reduced, the Marine Corps believes that

strength will rise although annual accessions remain constant.
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The Task Force believes thr.• there are actions L'ich can be taken

b) che Marine Corps to achieve a larger increase in - n Z~rines.

These actioas are:

-- More intensive recruiting and advertisivg. By stimulating =re

applications for enlistment, the .ariie Corps will be in a position to

be more selective i, terrs of the characteris tics (other than test scores)

that zre conducive to successf- Ih pleting an initial enlistment in

the Marine Corps. A more aggressive recruiting effort could also

demons.trate that the annual goal of 1,200 enlistments can be exceeded

with•ut any loss in selectivity.

- -- Expand the number of occupational fields open to wocen. This

action woul. facilitate recruiting and is in conformance vith the spirit

of the Equal Ripts Amendment.

-- Reduce turnover rates of women ýarines to the level being

experienced by the other 11-ilitary Services. There is Po intrinsic reason

why Mariae Corps attrition rates should be 5ich higher than the loss rates

in A-'. Reduction in attrition rates -.-ill no doubt require review of

- policies or practices which cause higher attrition rates in the a-rine

Corps.

The Task Force believes that if the Marine Corps takes these actious,

it will it. tir- find it feasible and cLst-effective to axt.md the ntber

of women a-ove the Ievels currently plenned.
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TASK ORDER #4 To

CENTRAL TASK FORCE STAFF FOR ALL VOLUNT'EER FORCE

Task Assigned

Study the utilization of military women and prepare alternative
utilization plans, by Services, for FY 73-77.

Coverage of Study

1. Historical trends and existing plans in size, composition and
utilization of women services. (Include separate discussion of nurses
but emphasize other women's programs.)

2. Costs of utilization of women in comparison with male military or
civilian women personnel, including special reference to turnover costs
and support costs (a) under present policies and (b) possible revisions
of policy.

3. Capability, by Services, to recruit military women (a) at present
levels of recruiting effort and (b) at higher levels of recruiting effort.

4. Present policy and patterns of entry--standards, assignment and
utilization and alternative patterns designed to enhance recruiting,
retention and performance of military women. Examine the elimination of
separate women's components in the Services.

5. Estimates of upper limits of utilization of women, by Services,
based on criteria of force effectiveness, market availability, and costs.

6. Recommenc: 5-year program for each Service, including time-phasing
of procurement goals and total end strength for each fiscal year.

Assumptions of Study

1. Military women will not participate in combat but may be otherwise
assigned on the basis of the same policies as males are assigned.

2. The program recommended by the study should not degrade force
effectiveness.

3. Comparative costs and capability of recruiting women are relevant

criteria for the recommended programs.

Due Dates

1. Study plan and data annex to be submitted February 22, 1972.

2. Completed staff study to be submitted May 15, 1972.
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SWOWN IN SM A DT FORCES: AN HISTORIAL SUIAR

This pape.- traces the history of wvmen in the United States Arned

'Forces up to the present time.* Tts primary emphasis is on the utili-
zat-ion of military wcmen, with secorndary attention devoted to identi-

fying the influences of Federal law, Service regulation, and cultural

attitudes on the evolving utilization of ferale military personnel.

- Also mentioned are org--Arizational policies affecting military women,

ass well as other noteworthy policies affecting their patterns of

-- recIV, tment, promotion, and retention.

This p, per is intended to provide background information for Task

* IV, Utilization of Military women, for the Central All-Volunteer Force

Staff Study. Because of its brevity it shout d by no means be con-
sidered a complete historical recordi of the subject of military women.

However, it is hoped that it will serve to enlighten the unfamiliar
reader and perhaps to dispel some popular myths concernirg wcmen :n

the arched forces.
Mhe paper is organized into three sections. The first section

briefly highlights the role played by women in the military during

the pre-World War II ere and during the war itself. Te secord section

deals with trhe evolution of w-men in the military frem the postwar

years up to thhe present time. The emphasis in this section is or!

-the utilization of w-men and on the legal and other barriers which

have influenced the utilization and administration of female miitary

personnel. The last section highlights some special problem areas

for today's militazy woen.

*Published data from- each service as well as personal i:,terviews
twere he primary sources for this effort.. 71me assistanc- of 2isjcr

Barbara Craun, OSAF, who provided data on the Air Force, Is g.-zte-
fully acknowledged.
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S-',x
Si. • IN THE ARMED FORCES: Pre-lq48

•-

• While many of mn• ,-•ti•n's women it,. uniform trace their for--•ai
S b• ings to the •riod dur•xi a• •-•edia•_ely following World •r iI,

others poLnt wi• pride to their proctors and to the legendary
her•s, some of •om dare hack to the •.•-erican Kevolurion. Although

Sit was not • tii the period of World War I that •geen served th e .L•

= == ==----Or. Armed Foress in an)- organized or formal capacity, women .have assisted
S"'-•[--= American fighting mean @ur•ng every major war sir•.e •_• fore the Revoiu-

S.. . .. • tion. During the French and Ir• ian W• P, fore example, ea•-h regimen• of
A

Sjjj. Ge-•eral Bra• k's expedition was allotted "fo•-•2f w•en emp!oyees• one
_• _•a•ion pe• woman2! They served, albeit as civilians, as ra•ses•

•- laundresses, clerks, •und in other related capacities. In 1775, Gen- •
mBm'IIII ,,•II• era! George Washington spor•o•ed •.e legislation creatir• an •r•

_=_= _, _, m..•
ii iiii• •pital depa•-•-ant which employed w•men as ei,•iiian m/rses. Althel/gh

w•men •re simiiarly em..Dl•fed durir• r.he Civil War and the Spanish-i" ;merican War, no serious attention was devoted to cor•iderir• any
Sofficial •men's organization withLn t•he_ miiita.•] services for s•-e

[ t•me to come.
i T• advar•es of the industrial •evolution no• o.-•y mechanized war-

I fare for men but alsc at•rac•ed women to work outside the homa; bF

the rim• of the first World War women P•d a vi•ual •r•poly over
imm I • Suc•, occuper!or•l skills as clerks, t-fpists, and telephone operators.

•l indeed, •v the t•e of -•t •., •.e A•9 was experiencLng difficu!-
•= ties in finding_ sufficient ec•pe".ent male typists ar• telephone

• ope.•ator• to serve its needs. Shortages in these fields were feit

-- - -- •. on the war fron• in Eurcoe, and in i917 C•neral J•hm j. Pershir•,

SOe•man•er of the American Expeditionary. Fo.•ce in France, .•e•uested

9 r•et one_ hund.•ed Fr•_nch-speakir•_ female telephor• operators be sent
-- -- • •o the field. •n. Per•hing further rec<•z•meP•ed •nat •hey • uni-

Sformed. This _*•quest was approved, and -zhe we•en we.•e s•_nt to

.%. M•ttie E. T•ea@,•ll, The :W•men's Ar• Co•, Vo!. S, P•: 2
of t.'.ni•ed States Ar• in World W=_.• If, O•fice of -the Chief of Mii-
tary H•story, •partn•nt o• the Ar•y (•c5•)__ • D.. 5.
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Gen. Pershing's headquarters in France where the.y served not in uni-

9 form but as civilian contract employees under- the administrative

f control of the War Department. The Army believed it would not be

legal to enlist women f,6or active m-ilitary service. Other American

commanders in Europe, upon viewing the efficiency and discipline ,%f
the British wo~men s military auxilliaries, were prompted to request

authority to replace enlisted men with enlisted -female clerical

woorkers, bait such requests wrere not f~avworably received bry higher-

ranking officials in the War Department. Similar pr;Dposals to author-

ize the enlistment of wo-men were made by the Quarter-aaster Gen~eral,

the inspector General, thie Chief of E~ngin~eers, the Suirgeon General,

and the Chief of Ordnance, but they were all, turned down by teWar

Depart-ment on the ground that such, action was `unwise" and "! ighly

undesirable." The Army Nurse Corps., established by Congress in 1901
as a separate Army orgartiatcz was the only exception to th~is

policyalthouh Armynurses served without ful officer stats
2equal pay, or other Army benefits, until the period of World War II.

In contrast to the Axrmy' s lack of interezt in emaploying 1 -en to

ease labor shortages and to replace enlisted mn~r, the Navy De,.art-

men't's position was exactly the opposite during the First Wo-..4 War.

While wcmen adserved as nurses aboard ship during prev,-)us mostili-
ties, critical shortages in clerical labor ashore priompted th.' Naval

ServiCe to enlist wom-er to fill such positicns as clerks, steicu.,,ph-ers,

typists, and telephone operators. Apparently, sincis none off le

existing statutes or rxe-rulations specif ieed that ryeomen" must be

malles, the Navy and the Marine Corps both were ab~le to enroll wc-er:

The anproimately 13,000- Navy '4Yecmenettes"' a-nd MariLne Corps

"?T-.arinett-esr -who volunteered freed, thoulsands of enlisted men C; r

coabat and- sea crazy. Trhe Marinettes' slogjan in -fact was !"Prme a

Marine- to Fight."r Of gr-'at i-Aportance was the -fact that bot~h these

groups of women weree admitted to full military rank, and status, a

fi~rst inz the US military history. The end of the wa:- saw the dis-

bandmnent of these two wonnen s mii~tary orga-.izatiorts and once agai-n

the American arzed forces reverted to an~ all-male status.

2. Ibid., p. S.
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While the contributions of the Yeomenettes and Marinettee to the

war effort did not convince higher authorities of the need to use

military women, interest in at least looking into the problem was

heightened during the postwar period. Not only had the Navy and

Marine Corps distaff members proven their value, but civiliam women's

organizations began to intensify their lobbying efforts on bhalf of

women's rights. Interestingly, it was the anti-military or pacifist

slant adopted by some of these organizations during the early 1920s

that prompted the War Department to create a posiVion within G-i for

women's relations. The job was filled by a civilian female, Miss

Anita Phipps, who served as the Army's Director for Women's Relations

for approximately ten years (1920-1931). It was Miss Phipps' hope

that women be organized into a woAen's service corps rather than
.3

serve in an auxiliary as was tried in Britain.

Miss Phipps was not the only person involved in examini-g the

feasibility Pf enployi_-r women in the Armed Forces Major Everett S.

Hughes devoted his time during the period 1928-1930 to a study on the

general subject of "Participation of Women in War." He r-eccmended
that qualified wocen be fully integrated into the Army, and pointed

- out that the next war in which the United States found itself invol-

veed would inevitably lead to wcmen playing a greater role. However.
because no ore was prepared to do anythirg about either Miss Phipps'

or Major Hughes' proDosals, the subject of military women was pretty

much of a dead issue by about 1931. A subsequent official history

of the Women's Army Corps points out that Major Hughes' "prophetic

efforts.. .were then buried so deep in the files that they were re-

covered only after the WA.C was six months old and War Department

planners had already made most of the mistakes he predicted. The

only women tngaged in what could be called militariy service during
the interlude between wars were the Army and Navy ruirses, whdose
corizined annual strength averaged approximately 1,300.

3. For details of Miss Phipps' i.opoaal, see !bid., pp. 12-13.

4. Ibid., p. 14.
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B. Women and World War II

The crisis created by the advent of World War II produced a

renewed interest in having women again occupy military or quasi-

military positions. In the early days of the war, various alterna-

tive proposals were advanced within the military establishment by a

variety of women's groups and by individual members of Con-gress. ".s

the war intensified, so did the pressures for the creation of women's

military organizations. in the spring of 1941 Congresswoman Edith N.

.Rogers annour.ced her intention to i-tr-ocuce a bill authoriziLng the

establishment of a women's corps in the Army which would grant full

military status to its members; however, the War Department dissuaded

her on the grourid that it was considerirv the problem in earnest-
Finally Mrs. Rogers was forced to compromise on the question of

an•xiliary versus full military status for women, for- the bill she

* ultimately sponsored in May of that year provided for the creation

of a "vomen's Army Auxiliary Corps (UAAC) for Scrvice with the Army

of the United States." After months of legislative haggling,

complete with s-tr..ng opposition f•rm most branches of the Army it-

self, an mf4nded version of Mrs. Rogers' bill was reintroduced on

the flocr -F the House of Representatives on December 31, 1941. With

3 the impact of Pearl Harbor weighing i:-ieasingly on our military

policy•makers, detailed plarnrng for the ultimate establistment of

the WAAC moved quickly forward. Some of the high-level Aray oppesi-

tion to the WA.AC faded, and, with the final blessing of the Army Chief

of Staff, the bill was pas-ed by the Ser-ate on May 14, 1942 and

signed into law (PT, 554) the f.3!lowing day by President Franklin D.

Roosevelt- Curicisly, at approximately the same tire the Senate also

acted favorably onr a bill authorizing women to serve directly in

rather thait with the Navy as was the -zase with the Army.ý Apparently

Congress considered time to be running out and did nort want to delay

-* a.r. longer by caorging the Army proposal.

S. The W-o•en's Reserve of the Navy (or WAVES, as they were
popularly called) was created by law on July 31, 1942.
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Mrs. Oveta Culp Hobby was sworn in as the first dilzctcr of tbie

W.AC on May 16 , 1942a with the rank of Colonel, and she iemediateiy

set about implement-hig some of the prvious planning dacis ions she

had played a role in making. The first WAAC Training Center waz

quickly set up at Fcrt Des Moines, Iowa, and its first class of 440

officer candidates and 380 enrolled (or enlisted) women reported on

July 20. With the exception of combat course material, these womenr

studied the same subjects as their male counterparts. The majicity

of the first graduating class remained at Fort Des Moines where they

served as instructors for the subsequent classes o' officers and en-

-4 sted $&ACS.

Before the first WAACS had completed their initial training,

plans to expand the Corps beyond the original 12,000 limit were

hastily drawn up. As manpower shortages in the- armed forces were
beeoming irzreasingly critical, more and more requests for MAACS were

received each day; the expanded utilization of wome: seemed a logi-

cal contribution toward easing the militar's personnel problems.

By the first WAAC anniversary in May 1943, the total strength of the

• WAAC stood at 60,243 broken down into 4,917 commissioned officers ard

55,326 enlisted women. In the interim period, Executive Order 9274

signed by President Roose%-.t had lifted the authorized strength of

25,000 to 150,000. Daring the fall of 1942, however3 G-3 was drawing

up tentative plans for the ultimate utilization of a million and a

- half iAACS, a-n others were studying the feasibility/ of drafting

women into the Army in order to meet this estimated goal. Still other-,
were examining the possibility of giving the W.An Lull military

status -is a means of attracting such a vast number of iwomen in-to the Z

Army. By ,the end cf 1942, evidence was =mr.nting that the Az-ry would

6. The 1,--fficial" history of the Army in World War nI refers toe
the "YManpcer Crisis of the swmrer of 1942.' At this time the Army
Ground Forces were more than 160,000 short. "Only -"* days before
General Marshall's decision, the 'War Deepart-ent hat admitted the
necessity either to train units understre-ngt. or to slow down the
activation of new units, thus jeopardizing invasion plans, It was
also being forced toward unpopular Measures such as dafting eighteen-
year-olds and fathers and cuttizn more -eeply into defense indi-stry
and agricultuae." Trea•weli, op. cit., p. 62.
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havwe diffICU11t-y in obtainrinTg anyq large corps of woinare onr an auxiliaryz

Status in c 11patitio!n with the neway organiz-ed WAVES, who could offer

ýMqs~Žzn all. militarv benefits -- free mailir4 qgvernument irtsu=--ance,

alltmaents to deperndents, reins Z.arfment r-110ts_ to jobs, veterdis'

boi~uses, m.d othe: advan-taqes, nonee of iwhichi the V7AC wer enstitletI
7

Pull'. militar~y status f-t~he Az~tsqs women. was cmdrng to be Con~-

sidereeti necessary rat 0111Y fromn the Standpoint of future re-cruitirg

2 fit als-,r art effetftive eranrizt-Isnl and -azý-ini strat:ive Poin~t of
view. As wm-en provped "hiahlv valuabler- replacements for ame.,- of tea i

repliacinq tW(t or Pore meý, apti-ece, et efforts wat u.re eztt1'enr iri

tiLe sprim of 1343 to securre their Ifull --ilinpty status. After varios

delays ie-oxa of: wttich were directly related to a rat-her' virullent

sledercan ~the WAAC was -c-2hanged to the WAC (Womjmxs CArm

Corns'. a da-scincti-ve brvr vh of the Ary G~enerally spealcing wcmeý

Were aranted me-st ^ýf tzie ssare rights end privileges ss mer.; mrajor

excep~.io-ns af-ý ar-ýas of diffft'ence were founad in the lf,-Ulowing pro-

visi-n~s:

1) Wcunits woul11d contain only women and be ccr~an:ded by
WAC. officers, exactly as m-en's units were com~posed of
ano-. coc-ande Iby men.

2) W.a:!s would rot he confined -.;n the same building with
mnen, e~xcept a hospital.

3) ACmeses oudntbe co-mbined with. mren's messeF,

exc~ept: withr War Department approval.

4) Wacs would not lbe used in "restaurants or cafeteria-s
in seryvice clubs, guest houises, officers' clubs, or
messes. I

53) WAC of ficers would not be promoted- to $the qrsde of
colonel. (SY act o4 -Conaress.)

6) WJaczs wouL.d not co-,%and men unless specifical~ly ordered
to d-- so. (By act of Congress.)

7) Wacs would nzot be emplo1.yed as physicians or nurses.
(By act of Congress, to avoid infringing on existing
c-raaniza t ions.

- 7. Ri~d,, p. 9?7.
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8) WAC officers would be appointed only from officer candi-
date school graduates, and officer candidates would be
selected only from women already in the Corps.

9) Enlisted standards would differ from men's in the age
and citizenship requirements set by Congress, and in a
different physical examination; venereal disease was
also disqualifying, and women with dependent children
were ineligible.

10) Discharge was mandatory for minors (by act of Congress);
authority was included for discharge for pregnancy. 8

Although previously established patterns for the utilization of

military women dictated that women would most likely be employed in

the clerical or administrative fields, shortages of manpower in many

other occupational areas opened them up to qualified women. While

available statistics are incomplete, the number of occupational spe-

cialties in which enlisted women were serving stood at 274 by May of

1944; the previous year's number was estimated at 155. With the excep-

tion of combat fields, virtually no military occupational specialty

(MOS) was officially closed to women. Nevertheless, approximately half

of the enlisted women were assigned to clerical and administrative pos-

itions, in which they had predominated in civilian life. "Toward the

end of the war a mild trend had set in away from such work in favor of

increased technical and professional assignments...but office work still took

first place. '9 The following table sunmarizes this trend:

Table 1

Assignment of Enlisted WAC 10

Percent
Type of Work 1943 30 Sept 1944

Administrative & office 53 45
Technical & professional 13 18
Motor vehicle 10 9
Foods 8 9
Supply & stock 7 8
Mechanical & trade 5 4
Communications 2 5
Radio & technical 2 2

8. Ibid., p. 264

9. Ibid., p. 559

10. Ibid.
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Diaditonto serving in a wievariety of military ocuatoa

specialties, members of' the WAC served in virtually every m.-ajor corm.and

and in ever-y major 'teater of operations. A2.ocJr~t ha&f of the WAC

served with the Annyv Air Forces (forerunner to the Air Force) both in

the Un-ited States and abroad, and- it has been said that the Army Air

Forces (AAF) demornstrated a Drogressive attitude concemrnin the

"Tassignment of women to new id unconventional jobs, No AAF schools

were barred to women except co-mbat schools, and no AMP jobs fror w'hich

chey could qulfhewe-er UnuIisual for woMen. Tt was imt ;Feven tile

Air Force'S intention to exclhde women from, the Post extremne masculine

province: its fly7ing schiools and assicgmcent -as pi_01s2'-

in the early days of the war, wom~en had served as ferry pi'lots in
a civil service rat-her ithan milit-ary stat-is. These women gradually

came to he !Tnown as the~ WASPS ,Wt-:en Tkir Service Pilots); and -it was

hope-I that they would receive aJIl_;Itar3 ta as hiad the WMAAc. 1*0w-

ever, when it became 'knows- thart the WaS?! IDirector, Mrs. jacqueline

Cochlran OdIum, favored -maxiiia trZIS %4AzSP a separate !:dLita'-y brancht with

it-s own director equal -.in rank~ arm:i ýýtats tc, :he WAXAC directCor, rather

th-an integrating women Pilots in the Air Por-ces, tzonar~ess icnral senti-

ment against the w#.idespreead 1-ase of womzen tpilots w.as stirred up. In

the end., the MASS' were -forced tr %disba.-. !Fwever, fl.ying-r--'ated

jobs other then Pilot were not closed to WKS azsiorned to the AAF.

Fo:' example, many fou-nd themaselves :ýozkinrz a:ý weathp: '-b-servers,

* ~electrical speeciali-sts, Link, trainer isrcos-control tower oDerjz-

*tors, parachute riggers, bombsight mainzirenarce speciaIlists, airplane

..echanicS, andý phot-ointerpreters -

In addition to serv-1ce with the WA, the WACS were assigned to

the Arity 'Ground Forces primarily as clerical workers and drivers. and

to the Ayrny Service Forces where WAnCs fille..' a wide variety of jobs

kL the Sign-al. Corps, Chemical 'Aa-:farre Service, Engineers Corps, CtG-rc

nance Depar.tanert, ana Meed-ical. Dieparrment. WACi were senit to almost

every eŽorner of- the globe, although; the Eurrope-an theater receive,_

the .arg-t share. 4

11. Thdp. 285.
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By the idleof 194S, th+. strergath. of the 'lAC had peaked at -just

tmaer ;-100,0--considerably less than the 150,0030 auithorized and no-,

wAheere approaching the 1,500,000 women who Azny plarners ',-ad estimated
could he eff4ectively used. The follawin- tA.l u~a-zsteeou

ricon of the WAC st--rengt durrixg Wozrld- War II:

Table 2
W-.amt s A-my Corps Stre-ength1

YeLar as WCA Warrant, WAr
of JuXne 30 T otal. Officers Offi-;cers Enl1isted

1943 60,243 4,9-z-7 0 55,326
1944 77,152 C5,855 10 71,2877
1945 (pea-k) 99,288 5,717 2 9 93,542
r945 96,557 5.,73.3 44 90,780

1~a--8,510 .,7.?3 18 16,699

Trhe totalI num-ber ft V'oe ho served in the Aziny durim_ the same perioed

U- sh-c~-.n belIow. 'IThese figures -ýriciud-e Army Hiurse Corps and *ther nwvedi-

cal Pel'sone±1.

Tabhle 3
Womesn in the A-y1

Tot i. Womer:,, Mry ~edicai
Yea r Vum er Amy Zturs e Medicel Special-ist

(30 ~Jrnue) --ý-en Corns cor~es c-s C s

19"ý2 ý2,475 - 12.475
91943 1, 548 60,24.3 3-0, 316 -989

113,074 7-7,152 40,01a :Z1185
3-945 (DeeK) --- %,44-ý 9?,238 5~291 72 2 7,96

S 4 6 3.674

Th-e end~ c-; .Jcrl..d War I! , wo ugh z ibc-ut a rapid de-molbilization ~
~ACar~theothr ~ s militar~y orgenizations . Th iei -ie

.±:r-nri-, rjehind- th ;-AC, reoewas due to expi- a hy ~z~1, 1948

12. Cotpme tr~ atist---al mmuiaries.

i O Cmpilec- frcm Department -,f the Arvny st-atiLstIc-s ,.Itr-rqb
c.- the



although the W,2AC leadership had previously anticipated that the Corps

would be totally demobilized *w;-.Zhin six monaths follawirn the en~d of

the war. In spite of zmezrus problems within the Army (one of which

was the fazt that the W•C leadership itself was generally opposed to

the continued service of women in peacevime ), the Arvy, together with

the Navy and Marine Corps, proposed legislation permitting women to

join the regeilar mdila.tary establishment. After a great deal of con-

gJressiona!. footdrcagi_ a.i anot.er smear campaign similar to tha
la-u-whed during the wa-, the Women's A'rea Services Integration A•t of

1948 (PL 625) was signed into law by Prh-esident Harry S. Thnman on
IJue 12, 1948. It is this law that arives legitimacy to today's mili-

tazy wom~en.

The story of the other women who saw aýctive military service dur-

ing World War II -i. the Navy, Marine Corps, and Coast Guard is similar

,o that o! the Ari-y. A major difference, however, is the fact that

vor-en were a:CeDted into the Navy as WAV.RS (Wcman Accepted for Vozmn-

teer Emergency Ser••ce) under a Women's Feserve -.-mmonent. These

women experienced none of the pr*blems of auxiliary versus full Miii-

tazy status which nad plagued rheir sisters in the SAC, though their

treatment pm-bably differed only slightly.

The RiJmen's Reserve of the Navy .r AVE2S as they were popular--

iknoa.) were authorized by Cormyress in aid-s'-umer of 1142, aft-- -aq.y
!i tos of serX-ou ccnsideratic.n arx deteileI p!a:rndng bv -- e Ivav-;
D Del-rtment. As was the case with the Arvy, severe man.ow-tr z0ortages

fcc'ssed atten--ion on the dasirability :34 t;:`-%L~ in z'tanoccu-

pational areas, prizarily ccr-ýxanicators, yc.cmen. and st're~ceepers.

Withii a -az'er =f n-nths, th. Navy had e,.talished its trainLig
faeiliies for both cdfficers and enlisted WAVBS; by the foiiowiinl I
s•mer (1943) the combined officer and -znlistec5 strength strod a-t

27,000. While a significant ,n=er of these wexe in the midst of

nrai-dnig, it has been estizate-d that those already assiT.'A ad .• E3de

availab.e "exvxugh officers ard men to mar. tren shiDs of a mejor_ task
force, imluding battleship, t-o large airc-caft carriersa t heavy

L:
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cruisers, four light cruisers, and fifteen destroyers'" 1 4 One year
later the strength of the WAVES on active duty had mov~e than doubled.

The following table summarizes these strength figures for the period

of World War II:

Table 4

Strength of the WAVES (Line) 1 5

Year Total WAVES WAVES
(30 June) WAVES Officer Enlisted
1943 27,000 3,827 23,173
1944 72,350 6,573 65,777
1945 (peak) 86,000 7,055 78,945

The peak strength of the WAVES comprised approximately 13 percent
of the shore-based naval establishment serving in CONUS. It has been

estimated that these 86,000 women had freed approximately 50,000 men

for either sea duty or overseas assignment. (WAVES did not receive

congressional authorization for assignment outside the continental

United States until September 1944.) However, while overseas duty was
generally not available to the majority of the WAVES, duty in the

United States was possible at naval hospitals, air stations, navy

yards, and supply depots. For example, WAVES accounted for approxi-
mately 55 percent of the Navy Department's uniformed personnel sta-

tioned in Washington, D.C., during the height of the war. Just as the
WACS served in a variety of fields, so did the WAVES, but again the

highest concentration was in the clerical and administrative positions.

The Navy's Bureau of Personnel was composed largely of WAVES.

Another area of concentration was naval aviation where approximately

30 percent of the WAVES served in positions such as airplane mechanics,
parachute packers, weather information, Link Trainer instructors and
gunnery instructors, and air traffic controllers. Corunissioned offi-

cers were designated as Naval Air Navigators; as such they became the

14. Karl Shuon and Ronald D. Lyons, Servicewomen and What They Do
(New York: Franklin Watts, Inc., 1964),- p. 78.

15. Navy Department, BuPers Statistical Summaries.
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first military women to perform duties as rart of a military air crew.
Other Navy woiaen officers served in the Medical Corps, Dental Corps,

and Medical Service Corps, though these numbers were limited. 1 6

Within a year after the end of World War II, the majority of the

WAVES had been discharged or placed on inactive duty. Because the

WAVES had proven themselves to be a valuable asset, the Navy permitted

i small number of officers and enlisted women to remain on active duty
while Congress was considering the future of all military women. Navy

planners hoped that the continued use of women would provide a nucleus

for any future rapid mobilization of women as well as aiding in the
efficiency of the Navy. At the time the Women's Armed Forces Integra-

tion Act was passed in mid-1948, approximately 1,750 WAVES were serving

on active duty. By mid-1949, this figure had almost doubled.

The Marine Corps again opened its doors to women during the Second

World War. Under the legislation creating the Women's Reserve of the

Naval Reserve, the Marine Corps requested that a similar group be
established in order to release able-bodied men for combat duty. In

October 1942, the Secretary of the Navy granted authority for the
Marine Corps to "organize and maintain a Marine Corps Women's Reserve

with an authorized strength of 1,000 officers and 18,000 enlisted

personnel." Formal organization was announced in February 1943, along
with the appointment of Mrs. Ruth Cheney Streeter at the first direc-

tor.

By the end of June 1943, the active duty strength of the Women's

Reserve stood at 244 officers and 3,313 enlisted women. The author-
ized strength was achieved the following year. Table 5 summarizes the

evolution of the strength of the Women Marines.

16. Shuon and Lyons, op. cit., pp. 78-80.
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Table S

Wor1d War 1: Mte~~i -c~narines

Year
(30 duze) Totra1Qi~f 41ers Enlisted

1943 3,557 244 3,U31
1944 - 2.7466 ?97 16,669ý

.9~1.8,4009 031 1'7 ;,$7
19-46 2.220 ~ 2,057

As was the case with the Ma zinetres who set'ved- curing the First

World War, the missi-an of the wc--.en reser'vists 'waý to -3re Ma-xaineU
to 'Light." But un-like their predecessors, t~hsy wearo -ioif Uttited to

clercalposiion. Duir4 World War I1, Wae-Pn !~rie as th-a- were

simply called, served in over two hundmred d-ifferevt k~rids cf: jobs.I
Ovezr 60 per-cent of the Reserve was assigned. to operata*on-als Jobs, thille
the rem~ainder was corraerrned with problems of admr-inisterinc the 7czrpa~

itself z Amiong the jobs which we=-- held by Wcxzen M4arin~es we-re air

"tralffic controller, truck driver, phnotographer, art-ist, parachure

rigger, cook , stenographer, and cler~k. Sincre thie pre -war Occupational

experience of those who Joined Ithe w4ar:L-e C.orjs was heavily conc-entratted

in the clerical fields, it!- is nwt -:uri-zisirng that the naJority ofE

wcmen served in1 this cerseral anea.

Worla War II ai.:ý- saw a~prroximaztely 1 ,ý:00 SPAIS (Coast Guard-

W~zan 's Reserve) c. -active Juty. The inffo=-al desigm&ýtion, SPAR, is

derived bit corabi~ninq the r(2oa-st Gup.r-dis mot' -:, "'Semper Faratus.. with

its English t-rsn-slarticr, 'Al.ways, Ready ." i).irI-Tq 'Wor-li War :Ii then-

Coast 3'uard f-unction-ed as D~art: !f z:-Se W Navy; ir,, Deacet-L-k it has

fa~llen undei- the Jurisdiction of: !.,e aT-,prMcn of the Treeasu:y,
untiU 1967 w-hen it w.as ro1a-^cd under. t--hv n?.wly-c-rezted De:>arcnent cf
Tz'ansponrtarion. The wa'rti~e ~alssion of the SPAIRS wds th- same as -ha-t
r-,f the other woments gz'ut!ý--ts release =-An ro'c-bror ccbait-I
re !ated dut~y by taiiz-q-r c-ver scrae of their clenical res Dons ih ilities

ashore.

a.Compiled ":awv. ;MuPers, Annua~l Statistical- Sumn-ries.
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During the war, female officers were t.-ained at 1he Coast Guard

Academy in New London, Connecticut--marking the first and only time
women have ever attended a military academy. By the end of the war,
the 1,000 or so SPAR officers were serving in the following areas:

communications, pay and supply, personnel, training, procurement,

intelligence, and law. Enlisted SPARS served primarily as Yeomen,

Storekeepers, Radiomen, Hospital Corpsmen, Telemen; others saw duty as

radio technicians, loran operators, chaplains' assistants, engineering

draftsmen, tailors, photographers' mates, parachute riggers, aero-
graphers' mates, and chauffeurs. 1 8

At the end of the war the SPARs were disbanded until 1949 when the
Women's Reserve of the Coast Guard was established by legislative

authority. However, only a few women have served on active duty. There

are no present plans to alter this situation.

During the period of World War I, a total of approximately 350,000
women served on active duty with one of the six female military compon-

ents. This figure represented almost three percent of the 12 million
persons who served in the military. These many, many thousands of

women who volunteered to serve the United States during the Ser id

World War on the whole performed in an outstanding manner. While it
was originally contemplated that women would be confined to a rela-

tively small number of positions (clerks, telephone operators,
chauffeurs, and cooks), increasing shortages in various skilled occu-

pations led the services to make use of womenpower either readily

available or trainable. According to a 1957 evaluation, "as additional

shortages of qualified men developed, the list of positions authorized
for women was expanded, and the specialist training programs designed

to qualify personnel for these positions were also open to women.

The fact that women in service performed many jobs as well as service-
men and in some instances better...led to a complete reversal in

policy.'"19 While it was also recognized that the costs of utilizing

18. Shuon and Lyons, op. cit., pp. 255-256.
19. National Manpower Council, Womanpower (New York: Columbia

University Press, 1957), p. 288.
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women duringq the war "ere secmewhat hiahe, than for. men, the War Doepart-

irent beelieved that payira such costs was pre-ferable to training ma le:

for clerical, ~ei~-eh~aand simil"r Wc-rk. 71hus, T"fc- 54ny
noncombatant Posititans encame to be recccrniize- as mmorse vlahtv

the wreffort '-n-e.

11. WOE IN TIE -AM.D FMZES: 1.948-1?_ýPIT

H-vina successfully demonstrated their value to the country, many
of Amrias mi-Litarry tsomen were not content V: sit back and p~ermit
themsellves= to !)- legislated out cf existenbce. Wtilce the vast ma-iority
of the wmen who volunteered for m-ilitax-y service %durirN IWorld War 1:
&elt tei patriotic duty and responsibilities -had terminatted with- the
en-j -)f the wer, a small ha-ndful remained on active duty durrir the

ir~eiat~postwar period. With. the passage i.Em the Women's Armed
Foc~.es int-evration Act of 154a.. all four- services (A.-,y, Navy, !4larine

Co-rps, arzd the ntewly este-blishledd Air F'orce) veree able to offer the
opport-unity f;:a a permanent miilitary career, rather than temporary

duty2. to interested ane qualified, young woc-en. Saving survIved -vari-

ous organ.izecý :Iarder car-p~aians in whic:h mil itary i'cvwer. werre bran-deed
a=s sexually presiscuous casimp foflcyoaers or lesbians, it is hardly

-surprisi;;g that the k-men theimselves felt, the best way to zd.Intairx a
positive im~age of iailitarry wcmen -,sas ro insist or. higher standards.
TI- -,apS generall felt that the role of wcmemn in the military shaoule

be te serve as a readily expandiable nucieus or 1iimobilizatioiu base ofI
train-ed persominel to facilitate the rapiai recruitment, ass igm-ent,
and utiliz~at-fonz of voluntser 'nin case cf war- or snationali em-er-
oe~ncy; and to !make available the skilIls off 6%men for- the acco-_lilsh-
gent of the peacetzime missian of the zditaizry- D" uring the late
forties an e-arly fiffties, ---ost wc-.n on active duywere qcuite Con-
tent with thi __dul & . tibe ~bnce of Aa war similar irs o-otioma2.
an-eal -.:0 either tae -51TSt or thie seccr-n world wa'rs cr~e oa

gesneral sermse of' co-opla-:ancy :ind !actk Of des-i~re for czha:nge-

20. roid. , p. 290.

21. Ihid.I
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Tit addition to conferring permanent military status on the female

i.•ibiers of the Army, Navy, Marine Corps, and Air Force, Congress in

I948 also limited the refular, as opposed to reserve, strength of

thes-e components (WAC, WAVES, Women Marines, and WAF) to two percent

of thc ftrength of the parent services. The Army-Navy Nurse Act of

1947 established the Army Nurse Corps, the Army Medical Specialist

Corp,--, •nd the Navy Nurse Corps as permanent components within the

officer structure of the Army and Navy. The Marine Corps has no medi-

cal officers. The creation of the Department of the Air Force also

provided for an Air Force Nurse Corps and a Medical Specialist Corps

(Biomedical Sciences Corps). Force limitations of 350 and 2,500 regu-

lar female efficers were prescribed for the Army Medical Specialist

Corps and the Army Nurse Corps, respectively. However, none of the

services have even come close to the two percent limit on "regular"

personnel; in fact, even when combining the female regular and reserve

numbers (and including medical officers such as nurses, dieticians,

dnd therapists--the majority of whom have been women), the total

annual strength of active duty female military personnel has remained

relatively constant, hovering arounrc one percent of the total strength

for each service! Table 6 summarizes these strength figures since

1948; a more detailed partial breakdown by component is contained in

the Appendix. As these figures indicate, women have consistently

represented a statistically insignificant percentage of the active

duty service strength. Even the peak strength figures for the Korean

War period show little variation (Army: 18,282, September 30, 1951;

Navy: 12,414, October 31, 1952; Marine Corps: 2,787, September 30,
22

1953; Air Force: 16,724, November 30, 1952). Since that period

none of the servi'eY strength figures for women have actually reached

the Korean War peak, although the Marine Corps can be considered to

have dcne so. Moreover, if one excludes the so-called healing arts

officers(medical, dental, nurse, and other medical-technical) from

these totals, the picture becomes even less encouraging. It should

22. CSD, OASD(C), Selected Manpower Statistics, April 15, 1971,
Table p. ",5•.
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be otentioned, however, that the Korean War peak figures of enlisted
women and the so-called "line" women's officer components (WAC, WAVES,
WAP) have been approximated within the last 7ear or so. Interestingly,
the Vietnam experience appears to have made only a modest impact on
the force levels; the trend for increased numbers of women is still
continuing despite reduced manpower commitmencs. Table 7 shows the

evolution of the women's "line" components from 1948 to 1971.

While modest individual service efforts have been made from time
to time to increase the active duty strength, one of the major reasons
behind the failure to push harder has been the overwhelming desire of
each service to maintain relatively high enlistment standards. Other
reasons may include the generally negative attitude held by the general
public towards military service for women as well as the lack of popu-
lar appeal such as existed during World War II. Furthermore, until
fairly recently, i.e., within the past several years, the services
themselves seemed generally content with their force structure. The
impact of discussions concerning an all-volunteer force has manifested
itself in renewed interest by all services except the Navy in expanding

their numbers of women. The Air Force appears to have taken the lead
but, as Gen. Jeanne Holm (Director, Women in the Air Force) frequently

has pointed out, the nature of the Air Force mission easily lends it-
self to a greater utilization of women.23 Since the congressional
strength limitations were removed in 1967 (the Secretary of each

23. At a recent meeting of the Defense Advisory Committee on Women
in the Services, General Holm remarked: "The Air Force now knows that
they cannot man the United States Air Force without women. It's that
simple. That is a fact of life. The Navy and Air Force have unique
organizations and the missions are different. We are different from
the other Services in that our combatants are the pilots who fly combat
aircraft and a few air policemen who guard bases in Southeast Asia.
Other than that our people are support people. All the other men and
women in the Air Force are really support people to that mission. And
it doesn't matter whether that base is in Southeast Asia or whether itts
in Ohio, the jobs are basically the same. The Navy has a ship rotation
problem that is unique to the United States Navy. The Army has some-
thing similar to it with its combat units. The Marine Corps is also
entirely combat with most of its support provided by the Navy. We have
the unique situation where the Chief of Staff of the Air Force could
say...that 70% of the United States Air Force could in fact be done by
women or some other category of people. Because, an aircraft controller
is an air-craft controller... Seven percent of the military people in
the United States Adr Force are combatants. It's a different s tuattbn."
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de~art~ient :-.- Drescribes anyj ceiling on. the riumber of women the

service has), -forize level Dlamsiang can be morre ef fectively conducted

interma i.r. The Women M.nefor examo].e, are- limcited- to an enlisted

stcremncth cf; onhe percent of tdhe total enlisted. strength of the Corps;

the Off icer- limtitatio~n is set at 10 percýent Of the enlisted *-icxnen's

s trength.

Ir. addition to a= modestlly expanding number of militazy ;.Woen, there

has breert an ever- iinoras irS anyd widenin; utilization- or asi-,.-ent or

both femal c4fficers an,' enli;sted- pers(.mnel. .¶orze and, more oc 'Upa-

tional frields o,- soscialties have been opened to *,omen as demands. for
skilled Der-Sonnel have -inr-reased and4 as more and more of the Tyaythsft

c~oncerning what c';nst-itutes wwmrv orik' have been dispelled. The

dir-ectCors ef wo-men. in the services consistently point With pride to

th., greater numb-er of M'OSs tdiich have been opened to women. In. 1956,

fo.:r exa-mp-e, the box scor-a on the ramber of occupational fields open

to enlisted w-m-en was estimrated as tolJlcws- Azmy--S cut of 10, Air

Force--32 out -:f 43, Navy--25 ou-t of 61, and Martne Corps--26 out of
24p

_37. '~A !ittlIe less than ten years later, a different sourc-e stated

tha t the numbers on the scorreboard had changed onlI.y modestly: for the

Mzr T- Cos ther-e were 72 MOSs c-cmpris ing 28 occupational fieldis in

4-1if wenere permaitted to serve.L IThe Air- Force, on the other

hazrd, had, decreazsed the ntmh~er of occupationa-I lic2lAs oien to ezilisted
women Jn order "to cormentrate them in those jobs which 1we do
better tharmn. Fifteen occupational fields werec selec-rrd as

ac-dfield-'s for w-omen. Trhe net efr-ect orf thhis poi icy, however,
m erelW ftorca'ALZed an establishedj WAS Pattern ofl uti-zxtt S. .

that time additi~onal career fields havP been openeed or reopene~d to

* the CAF.

24. rowr p. 2,96.
2~. ~oarnentof-he !Lvy U rine Corps, Reeport froz thPe Cr'Tan-

danc c4f the Marincý Ccrr2 byi The Wozan %Karine Study Group, 17-64. p. 34.

'S C e 'zý-rk imGa r Uziliztation of
iicmey in the A~me;: Services, Aut;gust 31, 1,;iE6, Annex IC: P. 5.



The only legal barrier concerning the utilization of women is con-
tained in Title 10, US Code, which prohibits women from serving on

aircraft engaged in combat or on ships other than hospital ships and

transports. Thus it is theoretically possible for women to serve in

an even greater number of noncombat occupational fields, but each

individual service has the authority to decide which fields are con-

sidered appropriate for women, and, moreover, there is a gap between

policy and practice. Today nearly all occupational fields except those

related to combat are theoretically open to women, yet the actual

assignment pattern has varied little in the past twenty years. In

1966, a major study on the utilization of military women pointed out

that, although enlisted women served in 36 of the 61 noncombat occupa-

tional groups, two of the areas (administrative and clerical and medi-

cal and dental) encompassing 13 of the 36 groups employed over 91 per-

cent of all enlisted women. This pattern of utilization was felt to

be prevalent in each of the services. 2 7 As of June 30, 1971, the

percentage of women employed in these two areas was approximately the

same--89.1 percent on a DoD-wide basis. 2 8 Table 8 compares the current

distribution of male and female enlisted personnel by DoD occupational

areas.

The pattern of utilization for officers, excluding those in the

health professio'ns, has been similar to that of enlisted women. That

is to say, approximately 60 percent to 70 percent of the women officers

have been concentrated in administrative positions, especially those

in the fields of general administration, manpower, personnel, and

information. The next major clusterings of women traditionally have

occurred in supply fields and, to a lesser extent, in the scientific

and technical areas. Cultural attitudes, both within the military

and in civilian life, have probably played a strong role in dictating

the military occupations in which women can be employed. The typical

college coed who enters the armed forces as an officer has probably

27. Ibid., Annex C. p. 2.

28. AVF Staff, Back-up Book for Mr. Daoust, ca. March 1972,
Table C-i.

79 B-22



* ~ ~ ~ ~ ~ C a, CL0 . lc- i - 3 J

I4J

N -i7 CL.*

0

S-4

iI~~C. C' -,4 -

1--4

'4 V
-. 0i -3 1.

0 -c ~ 0 z:

-4 E -1 0 .

C SO



pursued a liberal arts cu•iculum, wuhich would earmark heir for a

career in administration instead of in a more technical area. By the

same token, the average female high bch-ool graduate has probably been

exposed to training In typing and shorthand rather than auto mechanics

or metalworking. Attitudes tcvards work are likewise bred into our

children. For example, Itm: often do we hear litltle girls say they

want to be nurses igen they grow up, while little boys tend to lean - - -

toward being astronauts and pilots: -"..i.e tttese are oversimplifica-

tions Pnd pat answers, the subtlet- '- o f 11 r culture have to be core-

side-ed when discussing patterns of employment.

A 1966 stuy conducted by the Wowr--i Marines asserts that ia•-:y .

little hIad chaged in the way of polici ¶ for ---en K..--- =.

A similar statement could probably be mat> for each of the oU -- - -

services. However, by 1967 such an asse-rtin would m- loxer--haw ie--e÷-

true. !he passage of PL 90-130 produced scoe vexy basic p.ci-cy chanqes

affecting a vital area for all military en--namel:, teir F ti-_

opportunities as well as their ret.remenc and separat. n prc-• on.

Lon before "equal pay for eual work" became a --i : E
wumen's liberatio•ists, it was gemnrally icknowiedged that •ii - --

waen were receiving equitable ccmpensation when e-ompare~d •c t ,i5z -. .

counterparts. The basic salary of a lieuitersant is the e
that ranK is held by a mar. or a woman. However, in loo-ki-1u tr-

into the area of pay as equated by rank, women were consideribl'- -

worse off than their male classmates. The reason was that, pxior t,-

1967, congressioral restrictions on the rank structure for female

ailitary officers limited the nmtbers cf~ me-n serving in certain ranks
and had prohibited womn from being considared for prcooticap- above the

permanent ran of lieutenasnt colonel or cownaxer. Cach service was

allotted one female colone•l (a captain in the case of the Navy) whose

job was tc direct the female componentc, but that rarg was only

teporat-y and! the officer reverted back to her permanent grade upon
=mpletion of that tour. Even the nurse corps-,, which have tradition-

ally been 1 irger in teres of officer strength ccapared with the "line3

compoetst, were hNmpered by similar restrictions on the grade struc-

ture of their corps. The highest grade attaia•ble in the Army and

81I[2



t Air Force Nurse Corps was colonel (five were authorized for each).

The Nivy Nurse Corps was permitted two-tenths of ome percent of its

artual strength in the grade of captain. No branch was authorized

appointments of women to flag or geneval officer rank.

0C1ita!. %estricti-,ns were placed on the zuWrs ef women permitted
to hold certaina grades. Por example,, the IAM aW~ the ýFS were
-Imited to 10 percent of 1heir regular cf f cer a-r th in the permanent

grade of lieutenant colonel. The WRVW and Wxocn I'urines w per-

-itted 30 percent cf their actual regular effi-r 3eigf In"h field

."rade positions of com der-lieutenant c¢--vander (ii-Can- colOnel-

major.4, and w-ith a limit of 10 Pei --n-, in the higherx, 1CnLI -grade.

~eeand other promotion restrictions bad been Us effect since Z948
%&nen the Women's ;reed Services Integration~ Act wa~io poazed and thus
""--ited the prcmation opportunities for wmen.

The passage of JL 90-130 in Novemer 1067 reved the arbitrary

--romtions restriztions that had prevented military women frm adftnaing

Ix hig-er levels of responsibility despite their previous educat;,onal

-a,-i experleawe qualMfkations. Te new la also has helped alleviate

So-m e- c the- inequities of eases where woen officers are given Izpor-

-- :_ -ci.gnm s "at a lwer grade than the billets normally call for
.- _ _- '-i* by male off icers."0 Statistical data on the ist-ribu-

.---- e-f gle officers and enlisted women are contained in the Appendix.

T- additional areas of concern deserve brief nertio• at this

poirx. Ite first concerns the organization and admaidstrati-n of

wnen -in the armed services. The second concerns policies affecting

recruitment and retenoticm.

29. Prior to the passage of PL 90-103, the Aray was limted to
the following officer structure for men: Colonel - M% Lt:. Col. -
14%9, Mjor - 19Y, Captain - 23%9, st Lieut. - 1M, 2-end Ieut. - 18%.
The rank structure in the WC, however, was as follows: Colonel -
0%, Lt. Col. - 10%, Major - 19-31%, Captain - 23-25%, 1st Lieut. -
18-30%9, 2nd Lieut. - 18-30%. M combined percentages for the --aks
of 2nd Litut. through major mast total 90%.

30. US Coress, 9buse, Promtion Restrictions on Wn
in the Armed Forces, a-ad for O Puhr oses. H. Upt. 216 to ACcomp41
SRV Corg., Ist Sess., 1967 p. 3.
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Excluding nurses and the other medical specialists such as dieti-
cians and therapists whose professions have been opened to men since

the mid-1950s. all military women except those in the Women's Army

Corps are theoretically integrated in the male service establishment.

The WAC remains a separato and distinct branch of the Army--a status

it has enjoyed since its inception. It is interesting te note, how-

ever, that the WAVES, which were established shortly after the WAACs,
were adamant about not wanting to accept less than full military status.

Following the end of World War II, the Women's Armed Services Integra-
tion Act conferred full military status on the other existing groups

of womer., but retained the WAC as a separate component. The WAF, WAVES,

and Women Marines serve as an integral part of their service and not

in separate women's branches. While each of these services has its

so-called "Women's Director," in reality they are little more than

advisers to the Chief of Personnel and have little if any actual power

over the women they are allegedly responsible for "directing." The

Director of the WAC, on the other hand, as the Director of a separate
branch, does exercise direct control and power over the entire WAC.

While women in the Army are theoretically eligible to serve with almost

any branch, their first allegiance is to the WAC. One outspoken WAC

officer, in a recent article in Army magazine, recommended that "the
first official move must be to abolish the WAC branch, that anachronis-

tic relic of World War II," in order for the Army to fully benefit from31
the talents and skills which women have to offer. This question is

one of the important issues concerning women in the Army today.
Each service also has its own procedures for the administration of

women, and the differences between them are relatively minor. The Air

Force today claims to be the most integrated service, with WAF squad-

rons established only for routine matters of housing, and counselling.

Another important area of concern is that involving patterns of

recruitment and retention. Each service maintains a tradition of

31. Capt. Karen McKay, "Army Womenpower: Go Ahead--Exploit Us!",

army (April 1972), p. 23.
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higher recruitment standards for women than for men. The rationale
has been that, since the women's components were merely serving is

scoething of a small token force, they could afford to select the very

best anorg those who volunteered to join. 7he needs of the women's

gkvups were seen to be such that there was no shor-tage of qualified

4 recruits--umless, of course, patterns of utilizatim were changed.

Generally speaking, the women's components have experienced only

modest difficulties in attracting high-ýquality women. Enstrance stan-
da-rds, especially in terms of educational qualifications and test

scores, have traditinmally beer. higher for won than for men,, a fact

that all servicewGwm esphatically do not wish to anarge. Lower

#itanards are equated with a lessened image, and the image of uxmen in-I the services, according to servicewomen themselves., is alfl-important.
The other side of the coin, so to speak, conerns the area of re-

tention, a subject that has been closely related to legal or other

policy restrictions. The policies dea-ling with separation from the

i service for reasons of either marriage and,'or pregna~ncy were the two

most frequently cited examples of retention problems in the past. Only

in the last year or so have the regula-tions dealing with involuntary
separation for reascus of preg'ancy been charged so as to permit w n
to request a waiver of the separatici policy. Current policies also

state that women may be married and serve on active duty; many, how-

ever, are unable to cobirne marriage aMd active duty. Thus, separa-

tions for these two reasons conti-ue to account for the majority of

those who leave.

MI. SPECIAL PFOMAM AWLS

The subject of women in the military has become one of Increasing
interest in the last ieveral years, due primarily to di%cussiorss
concerning the future of dte draft and to the public attentioe. which

has been given to wen's problems under the stimulus of the so-"alledj ~women's Liberation movve'ent. InterestL-41gy ensoughi it w4as an earlier
version of the wen's "Jib'* mvement which caused the War De•partmt

to consider the possibility of establishing a womem's organization

within the A-ry during the period between the two world wars.

1 84



ThE gr-airq rtle whicn wmien have asstýd . the national libor

market since "4krld W6r U has alst played a part inr f. rq attention

on -womaVir-er- as a ooter.tial solution tc rdlitary neea for person-

nel. A I'epartsent of L•bor survey reported in 19-fi that over >ilf the

persons enerfirg the wark force since the late 1950s had beeen woete•

* and that a third of the work forme were uosen. It alIo predicre-; that

by 1975 tbe mamber of men in the labor force wvo-d inor- ase by 17 per-

cert, ;reas the rumer of women wIuld i--•rease by 25 par.ent. 3 2

Such growth has not occtarred in the •-l:itary. Although the mrwbers of

Swcen have :credsed somewhat, the percen-taces cf wown in each service

have mot ir&reased significantiy. Only recently havew wmen reached

their Xe2ean War peak sterqýis.

To a -. rtain extent military wown mi.-Tor their civilian sisters,

especially xin tev-s of their utilization or employment patterns. one

of the most dis-turbiriv national trends is that while job opportinitles

for wmen have no dcubt i~meazed in the last decade or so, the nuwber

of wmen renployed in the less skilled j.-bs has also increased. Women

account for a lesser share of the ji'~fessional arx ted'Lnioal work force• 33
than thay have in the past. this in turn has ied to a widerning

salary gap b-et-een -men and woen.. A similar trend car be f ond in

the m~illtai-. _%Iiile 4asn vio seurved on active t-zty during World war
11 *ere pi-aeers not only in P-eving into uwxami!iar territory but also

in sei\,-•im in positions w1tých were certainly not eizhin the traditional

female oo.upatiosal fields, today's military woman has not advanced

m-ch h.-rther. in Zact, the statistics for erlisted woven reveal a

higher c-centration of women in the clerical fields today than was

the case fdurin WNrld •r =-. At the present ti-me, "top level manage-

-ent a&- exec-utive positions* wIrin the military "are, for all prac-
34tical puz-oaes,e WcelsCe 'o "wcoen. ?he thee en brigaed•er generals

32. US Department of labor, .M•arpwer A&,nist-ation, wHigh Cost
of Sex rdscr aion !i JA plcyCent ?rA3ctize-s. gloymen. Service
Review, Deerm 1-968, pp,. 1-2.

33. US Departme• t of Lallp, wjWen's BWreeu, MbM - i
utilized Rem.sccee (Washington, D.C.: Ga ,e rintig Mrice,
1968), p. 2.

34. Jeame M. Hla, '",oaen and Future Manpowr Neaeds.m, Defense
Nanaze-nit Journal, wl. VI (Winter 1570), p. 10.



I now on active duty (Ary--Dir-ector, WIAC; Air Force-- Director, WAF;

Army lmrse Corps Directcr) are chiefly responsible for administering

women's program., despite theifact that a case can be made for not

S1 calling the y Nurse Corps a women's program.

While the services continually point with pride to the ever-

increasing rntmer of jobs which have been opened to women, little men- - -

tion is made of the fact that women are wot assigned in accordance with

the distribution of jobs open to them as shown in ITable 9. More women

coratime to occupy positions in the aaministrative or clerical fields

than in any other single field. For example, at the present tim en-
- i listed women are permitted to serve in 39 percent of the Army's posi-

ti4ozis, 24 percent of the Navy's, 35 percent of the Marine Crps', and
50 percent of the Air Fem-l's. While the actual as-igment pattern of

I enlisted women in each service does not reflect this situation., this

m ay be due te other factors not directly related to ut'lization

policies. Ta?.ble 9 compares where enlisted women may serv-' with where
they do serve. "Tie same sittaticn applies to officers.I 2_ e -eat concentration of military woaen in a few occupational
f -sldb r-aizes the questior of whether they are being used effectively.

S j The 'act that many msilitary women sc•.se a growirJg teinency toward

u-- !umcilization is an additional reason to give this question urgent
W ! attenioz,.

3S. As of January 1972, the Arv-y . -se Corps was compsed of.
3,542 female (77%) .tnd 1,084 sale (23%) u..Lses.

V.29 n.6
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SUMMARY

This memorandum contains projections and characteristics of

the pool of women from which military recruits can be drawn

over the next five years. It is Sub-Task #2 of a study proposal

of the Central All-Volunteer Task Force, "Optimum Utilization of

Military Women, FY 73-77," dated 5 May 1972.

The projections include conservative estimates of the number

of women in the full-time labor force, 6.0 million in CY 1972

rising to 6.5 million in CY 1977, and the number of single

women in the full-time labor force, 2.5 million in CY 1972 rising

to 2.7 million in CY 1977. These women will be at least as

well qualified as men with regard to mental ability and educa-

tional attainment. Since there is no sex discrimination in

military pay as there is in civilian pay, military service should

appear relatively more attractive to women than to men.

PROJECTIONS

The following tables present projections foi the female

labor force, aged 17-25 through CY 1977. This is the pool

from which military women can be drawn. In all cases, the most

conservative assumptions were made so that any estimation

errors would result in an underestimate of this pool. More detail

on the derivation of these tables is contained in Appendix A.

Table 1 lists Census Bureau projections for the total

U.S. female population, aged 17-25, for the calendar years

c-i95
C-1



TABLE 1

PROJECTION OF THE U.S. FEMALE PIOPULATION FOR
17 TO 25 YEAR OLZ:S

CY 1972-1977

(Thousarnds)

Year

1972 1973 1974 1975 1976 1977

17 Years 1980 2003 21"? 2071 2076 2052

s18 1954 1963 2006 2085 2074 2079

19 1906 1957 1986 2009 2088 2077

20 1846 1903 1961 1990 2013 2092

21 iM AI0 1913 196 19 2017

22 1760 1843 1854 1918 1970 1998

223 1771. 17 6 1648 1859 1922 1974

24 1759 1776 1769 1852 1863 1926

25 1970 176Ua 1780 1773 1656 1867

Total 16665 16849 17199 17522 17856 1806?

Source: U.S. Eu-4-eau of the Census, Current Population Reports,
umroections of the Population of the Ui~rted -States,

by Age and Sex: 1970 to 2020,'* Series 11-253 No. 3170,
November 1971, p. 19.

Also, see Apiend-ix A.

* c



1972 through 1977. These figures are the most azcurate presented

here and show a substantial population, ranging from 16.7

million women in CY 1972 to 18.1 million in 1977.

However, not all women in the appropriate age groups are

potential military recruits. The most obvious exceptions are

women enrolled in school and housewives. Consequently, table

2 presents projections for the full-time female labor force.

These figures are based on Bureau of Labor Statistics estimates

and show a full-time labor force ranging from 6.0 million women

in CY 1972 to 6.5 million in 1977. (The BLS defines "full-time"

workers as those persons who are currently working full-time

plus those persons working part-time or unemployed who are

seeking full-time work. Consequently, here and elsewhere, this

is the interpretation that should be given to the concept of a

full-time worker or labor force.)

The figures in table. 1 and 2 include both single and

married women. Married wgmen may be less inclined toward

military service as well as less attractive to the Services.

Therefore, tables 3 and 4 provide the same information as tables

1 and 2 but for single women only. Table 3, based on Census

projections, shows a projected single female population ranging

from 8.3 million women in CY 1972 to 8.9 million in 1977.

Table 4, based on BLS and Census data, shows a full-time labor

force of single women numbering 2.5 million in CY 1972, rising

to 2.7 million in 1977.
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TABLE 2

PROJECTION OF THE U.S. FEMALE LABOR FORCE,
FULL-TIME WORKERS

"17 TO 25 YMARS OLD
1972-1977

(Tnous ands)

Year

i972 1973 1971 1975 Ic975 1977

1 ..7 Years 269 274I 271 272 269

843 a 5? 871 886 893 899

-195 4 2'28~ 437 4 4464& 45S55 44

E 2, 612 16 614 644 6S3

-TnLal 60123 613S 623S 8364 5,466

Sou.r-ce: See Appendix A.
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TABLE 3

PROJECTION OF THE U.S. FV"ALE POPULATION FOR
I• SINGLE 17 TO 25 YEAR OLDS

1972-1977

-(Thousands)

Year

Age 1972 1973 1974 1975 19T7 1977

17 Years 1649 16568 1734 1725 1729 1709

18-19 2977 3038 3077 3159 3205 3203

S20-21 3333 34&05 3486 3570 3632 3724

25 299 282 285 284 297 299

Total 8258 8393 8582 8738 38864 8935

" I

Source: See Appendix A
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STABLE

PROJECTION OF THE U.S. FEMALE, -FULL- ._ L-A.•O rCE
FOR STNGLE WCMEN, 17 TO 25 YMARS OLD

* 1S72-1977

•(housands)

Year

1972 1073 i97:1 1975 196 9 77

17 Years 229 224 228 226 227 22'*

18-19 55,3a 661 E72 E83 689 69,i

10-24 1546 1579 1612 1645 1679 1712
2,5 104 98 90 8 0 0

2-69 103 iolt

Total 2529 2552 2611 2652 2638 2733

Source: See Appendix A
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Before turning to the characteristics of this projected

recruitinr pool, - fir.her discussion of t.% i direction Of

an. err-r.s in the data in tables i --hrough L is a.p-ror;•i-_e. As

noted earlier these figures, especial1y in tab-es 2 through i,

are very likely underes•-i•ates. As detailed in the appendilx A,

wherever an interpc ation, extrapoioaticn, or assumpt.io- was

needed to co-pDeze -the -able;. the most conservative approach

a.-,- used.

The figures in tables 2 through 4 are unaer'estimate- in

another sense a5 well. BLS projections of labor force parti-

cipation ares based on current behavior and reasonable expectations
concerning future behavior of women, in terms of participation

in the labor force. Tc the extent that the Services can

favorably chauii e-i-ne, attitudes toward, or the attractiveness

of military, service, for women, they _ay induce participation

in the labor force by some projected non-participants. This

would make recruitment of wor=_n easier than is indicated by the

* -igures presented above.

W-hile the figures in tables 1 through 4 are a good indi-

cation of the number of women available for military service,

they say nothing about the characteristics of this grouD. With

regarld to mental groups and educationai attainment, ai appropriate

working assumption is that women recruits will be as qualified

iLo
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as their male counterparts, perhaps somewhat better cualified.

Men and women of high school and college age score rougýly the

s •ame on examinations similar to the Armed F~rces Qualification

Test, but women do somewhat better on verbal sections while men

tend to score higher on mathematics sections.

in termn s of educational attainment, women are likely to

be better qualified than men although the difference is probably

not significant. As cf March 1971, median years of school

comple ted for women (18 years and older) in the labor force was

12.5 years, while the figure for men was 12.4. For individuals

not in the labor force, the comparable figures are 12.1 year-s for

women and 9 .9 for men. Among persons in the lat nr force, women

are more likely to have completed at least four years of high

school (71.9% versus 64.6% for men). Men, however, are likelier

to be college graduates, but this is probably of limited

importance for recruiting enlisted personnel, since persons with

a college education will tend to find an enlisted career less

-1rewarding than civilian opportunitie.--

Although Their qualifications are similar, women should

find military pay scales more attractive than males do. As

the figures in table 5 indicate, there is a significant difference

between the earnings of full-time male and female participants

,li/.Manpower Report of the President, March, 1471, pp. 203-5.
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S!T.ABLWE 5

-•TOTAL MONEY INICOME IN 1969, PDLL-TIM1E WORKERS
S', 20-24. YEARS OLD, BY SlEX

-- ____Male Female

"••Media-n income $6,'169 $4 ,648

•-Mean Income 6,164 4,594

- Source: U.S. Bureau of the Census, Currrnt Population Reports,

20-24 YEARSrOLDsBY-S3

" "Cha-acteristicz- of American Youth, 1970, SeisP2,
,No. 34, Feb. e, 1971

- 103

- --

- i. . . . . . . . . . .. .. . . : = - = z -=2 - .2 . . . . - " : - - -



in the l.abur force, aged 20 to 24. This difference is likely

to persist for some time. Since male and female military pay

scales are identical, e. military career should appear more

rewarding, financially, to a female than to a male, relative to

their respective civilian opportunities.

CONCLUSIONS

The information above suggests a large pool on which the

military can draw for female recruits. These women ought to

be at least as well qualified as male recruits and are likely

to find military pay scales relatively more attractive thanr

males do.
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APPENDIX A

This appendix presents detail on the derivation of tables

through 4.

Table 1 is the most accurate of the four. Since the

individuals counted are already alive, predicting their numbers

through the next five years involves merely adjusting for

mortality and immigration. In both instances, these numbers

are small and easily predicted.

Table 2 was derived starting with a projection for total

female labor force (full and part-time) shown in Table A-1.

The 1975 figures were taken frcm BLS, "Special Labor Report No.

119'1 p. 4. Other years are based on a linear interpolation

using the 1975 figures, 1980 figures from the same source, and

actual data for 1970 and 1971 taken from the Manpower Report

of the President, March 1972, p. 158. BLS age cohorts were

16-17, 18-19, 20-24, and 25-34 year-olds; thus estimates for

17 and 25 year olds had to'be made. This was done by assuming

that the proportion of 17 year-olds in the 16-17 year-old labor

force was the same as the proportion of 17 year-olds in the 16-17

year-old total population, and the proportion of 25 year-olds

in the 25-34 year-old labor force was the same as the proportion

of 25 year-olds in the 25-34 year-old total population. This

underestimates the 17 year-,.ld labor force and probably the

25 year-old labor force as well.
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TABLE A-1

PROJECTIONS OF THE TOTAL U.S. FEMALE LABOR FORCR
(FULL AND PART-TIME) FOR 17 TO 25 YEAR OLDS

1972-1977

(Thousands)

Year

A.e 1972 1073 1974 1__7s i076 J.9_

17 years 65r, 637 647 640 E44 b37

18-19 199'- 2027 2061 2005 21111 2127

20-24 5111 5220 5329 5438 5S•"9 J559

839 788 793 7G0 82- 841

Total 8594 88'2 8830 8963 9133 92-4

Source: See appendix A.

106

C .1.2

wI



The figures in table A-1, multiplied by full-time parti-

cipation rates, yield -he figures presented in table 2. Full-

time participation rates were taken from U.S. Bureau of Labor

Statistics, Employment and Earnings, Vol. 18, Nos. 7-10. The parti-

cipation rates are averages of the first 4 months of 1972. These

probably err on the low side for 2 reasons. First, participation rates

for the first four months are typically lower than the average

for the entire year. Second, full-time participation rates

have been rising over time, so using 1972 figures is likely to

understate participation rates for later years. The particiDation

rates used for 17-19 year-olds was the 16-19 rate which is

certainly an understatement. The rate used for 25 year-olds

was the BLS rate for the 25-54 age group which produces an

error of unknown sign and magnitude.

In short, the figures in table 2 are underestimates for

the 17-19 year-olds and almost certainly underestimates for the

20-25 year-olds as well. These errors, of course, are carried

through to table 4, where the figures from table 2 are uged

again.

Table 3 was derived by multiplying the figures in table 1

by the percentage of single women in each age group in 1971.

The percentage of single women for 1971 was taken from U.S.

Bureau of the Census, Current Population Reports - Population

Characteristics, "Marital Status and Living Arrangements,"

Series P-20, No. 225, March, 1971. This technique probably
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uiderstates the number of single women, especially in the later

year .. s..nce the percentage single in these age groups has been

steadi.1y rising in recent years. The aiumber of single 317 year-

olds iS fur-ther underestimated because tflhe percentage ofl 17

ye~r-nlds who aree single is unavaiAlable so the -figure fox' 18

year-olds was used.

Table 4 was derived by multiplying the figures in tahble 2

by t~he percentage of single women in each age group. This

-ercantage was taken from the Census report, cited im~mediately

above. Note that this procedure assumes that the vroportion of

single women in the full-time labor force is the same as ý-he

proportiorx of single wommen in the total 'Labor force. Thlis

probably pruduces am underestimate. Ccupled with the fact that

t-he figures in table 2 err on the low side and our pro~jected

percentages of single women are almost surely too low, the

figures in table~ are also almost certainly uniderestimates.
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2
SDEPARTMENT OF DEFENSE

j HUMAN
__ GOALS

""'/• Nation was toe nee the priipl that rim individual hm in-

6 mte digni; -nd worth. The ,department of Defense. which exists to

"keep the Nation secur and at peace, ahways be Stided by tMis

prinipe. In all that we do. a-, must show respMc lot the Serrireman.
tim Servwcwoaaan. and theCiiinEp ee *izA 'hiid-
vidnal needs. uspiratbo. and capabilities.

The defense of the Nation requires a wel-tLained force. Mliltary and
* Civlian. Regular and Rserre. To provide such a ir-ree we mustfin-

cetwes the attract e of a career in Defeme so that the Service
member mW the Cirvyian emploee wll leed the hisaest pr-de in hem -
selves and tivex work. in the u•ndorm am the udrF prcfessaom.

THE ATTAINMFENT OF THESE GOALS REQUIRES THAT WE STRI VE-

SToanra ct to the Defteuse sje- the tepartamnt of Defense to tuU

vwe peopie with ability. deilica- reoalianc with thc poliCY Of
twn. and capacity !or growth: equal empl.*•ynt opp"muniry.:

- To provide opportruniy tor ev- To help each Service member

eryone. Miitary and Cvniian. to in leaving the Service to readijst

rise to as high a leel o1 respO- to civiian life. and

Wiblry as possible. depxndent only
on ijdividual takent and diligence:• !'To comibr-e to the imp.,~e-

'To make Miliary and Ciri•m nent rj our Society. inuding its

L •service in tce Department ot L• de- d'3,a(ed ,mers by great-
lease a model of equal opportun- c- utiliaton of oau human and
ity !or all regardless oi race. sex. physical reources whie maintain-

creed, or national or.gin. and to irg iull ertectiseness in t.he per-

ho.d these who do business wvith ormnar of our primary arssion.

S.CAR.TARY OF DEOrE.S. SEC ETAKY Oi" THfE AIk FO*CE

----- • r.EPt;T, ;.•'5RET.ARY Or DgAE1.trit CRIECT df S7AFr•. US ARMlY

-,CH.AM~MANt. ;OIXfT C'JFI£F$ OF` STAFF CIPt AA rr-ror
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TAB E

A STUDY OF ATTITUDES

TOWARD ENLISTMENT IN

THE WOMEN'S ARMY CORPS

March 1972

Consumer Research Dept.
N. W. Ayer & Son, Inc.
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Objectives:

- To determine levels of awareness, familiarity and interest

in women's military service, particularly with respect to

the Women's Army Corps

- To determine the perceptions of and attitudes toward the

Women's Army Corps, in terms of . . .

advantages and disadvantages of membership

the role and image of individual members

the financial, personal and psychological benefits

and restraints

- To determine principal motives and barriers to interest

in joining the Women's Army Corps

LI
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Method:

- Focus Group Interviews

.single working girls, 18 to 24 years of age

.high school seniors

.Junior college students

- National Study of Young Women - Personal Interviews

.720 young women

.23 locations throughout the U.S.

.large and small urban areas

.rural areas

- Interviews With New Enlistees

.AFEES - 7 cities

I

E-2
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Summary of

Findings
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Specific Plans After Finishing School

This'Percent of:
High Junior Total
School College Students

Said they had these plans Students Students
after finishinR school:

Marriage 9 10 9
More school 55 25 38

Teacher 12 24 18
Secretarial/clerical 13 17 14

Nursing/medical work 15 17 15
Dentistry/dental technician 3 3 3

Social work/Peace Corps 4 8 6
Professional (law/engineering) 2 3 3

Stewardess 1 3 2
Beautician 3 1 2

Journalism 2 2 2
Interior decorator 2 1 1

Other occupations 8 11 10
Full time job, don't know

what kind 4 6 5

Travel/leisure 4 10 7

Don't know plans/have no plans 4 5 5

(Number of Students) (238) (255) (493)
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General Values SouRht in a Job

This Percent of the kespondents:

Said they are looking for %
these thinas in a Job:

Starting pay/salary level 45
Informal, friendly work environment 24
Interesting, diversified job 14

Regular working hours 17
Place to make social contacts/

meet people 16
Doing useful things for society 7

Chance to be creative, express self 7
Opportunity to work with chilcren 7
Self satisfaction/personal satisfaction 5

Opportunity for advancement 6

Opportunity for learning 4
Opportunity to come and go as I please 2

Social work 3
Challenging job/responsibility 4
Convenient location 4

Good benefits (retirement, medical plan, etc.) 8
Sufficient vacation/paid vacation 3
Job security 3

Opportunity for excitement/adventure 1
Opportunity for travel 2
All cther 7

(Number of Respondents) (720)

E16



Familiarity

Percent of Respondents in. Groups Shown Who:
Are "very familiar" Have given

with women's subject a "great
military service deal" of thought

% %

Total sample: (720) 2 5

By occupation

Working girls (226) 4 9

Junior college students (256) 2 2

High school seniors (238) 1 6

By race

White respondents (628) 2 6

Black respondents (84) 2 2

By location

Large cities (524) 2 5

Smaller cities (130) 4 5

Rural areas (66) 4 8
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Knowledge of WAC Duties
(Perceived)

Percent who said members of the
WAC perform these duties: %

Clerical/secretarial/office work 68
Nursing/niedical/dental 67

Kitchen work/food planning 9
Eitertainment/USO/public relations 5

Teaching 5
Technician 3
Social work 2

Communications 2
Data processing work/computers 2
Recruiting 1
Mechanics 1

SOfficers 3
Can choose own career/select work 1
Marching, drilling 2

f Menial or boring jobs 4
All other 11

SDon't know 13

E-7
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Source rf Inform-atioin

Ibis Percenv Of:
All Working Jr. College High School

Responden'ts Girls Students Students

Said their information
about thtr W.'C came from:%

Beard fro= other people 112 407 41 38

- radl.; advertising 20 -4 20 26

SchooL guidance counselor l1 12 -0 16

•:Pamphlets in mail 8 9 Ii 2

P'.agazine advertising 7 6 7 8

AMvertising (unspecified) 5 6 5 4

Mo-vies abomt W'.C 6 5 5 8

Brochures/booklets 6 5 6 6

Enlistment/recruiting center 58 4 4

* %sters 3 3 24

All other 3 2 1 7

Have no information !8 16 20 19

(Ner of Resronderts)7 (227) (256) (238)

4 Ar
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OVERALL A~TTITDE TOWaARD

W(O1'S M!LITARY SERMICE

FOR, YO(THG GIRLS ~NGFSKELAL,

£AND FOR, THEIMELVES

This Perccnt of the Respondents
~n Reference To:

"Young CGiris Th e y
Likp14e a- Teielves'! Themzselves

Said their attitude tciward
military service women was:

Verv favorable 6 4

Sorc-Aat favorable 2713

Neither ftvorable nor unfavorable 28 18

ScmeVhat unfavorable 14 18

AA

(iatsber of Respondents) (720) (7201)

uii
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UEALS4JS FORt OVER-ALL 14TMRSS LEVEL.

1~i~EN SMlLITAIRY SZ.RVIC$'

This ?ercent of tht± Rexporxi-enta
'Aiose interest ir. Wo--en's Military

Ser.-ice Was Classified as:
Mid-h la

Save th-ese teasons:

*Travel 33
Learn skilals Icareer development 21

Opportunity to meet people 16
Chance to matu~re 10
Job security 7

ilnique/exci At/ingintereating 7
Rod previously considered Joinin~g 6
Opporturicv to serve ccuntry 3

* Better thin present job/sounds like 4icrth-
* while, satisfying job 3

.adep-cde ce/get away from home 2
All other positive reasnns 10

Accustoiied to xv freedoadr-dlitarv tocý
restrictive 31

rta-%e oti-er plans -18
Gereorally unappealing to me -17

W,:;like militaryr/do nc-t bhelieve in it -16
%!fere'inne 6
')islike hwving to leave home e 5

iDoat w.-trt to I' coamiLted -5
Bjoring, mmotoa nks life 2
Dislikte trsr.el

Sad rep--tat ion 2
.Mst w~ear uniforms

No opportumiiry to be an individual
amt ia~ev a.x~ L-ut/never t~'uh
4ý;7t C.

AlD c-ther negative reasons

(fthr-er of W4,spoadents) (1122) (1.72)
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ADV*ITPES OF WOM'IS MILITARY SERVICE

Tibs Fercent of the Respondent.s:
Total Military Service
S&Vle Interest Level

SaiLd the advantages of Rg o

wmns military se:v'ice are.

Opportunity to travel 6466 63
Learn job kl..s 30 38 26
Hake social contact/meet people 32 4 28

Job security 21 21 21
Free tchoo!ingleducatioui it 17 9
B&OLec- Independent 12 19 110

bbtt men 15 12 16
Dewelop as a person/matur& 12 19 10
Starting a is good/good pay 8 11

ake contribution to society 7 7 7
Opportunity fo , avei • 6 7 6
Good wedicrl/dtae-i pot 6 7 7

Obpscurtunity to sere coutry 8 12 7
Teach discipline 4 34
Retiremen ben-ef its 3 7 3

Free room, board 3 4 3
so clotbi--g. rrableer 2 3 2
PX/comissary privileges 1 1 I

Serh e in r1e5cted or1ma2at-oo I 1I
All oeher 7 14 1

3 i 4

qkx.r of R~~*t ~(720i) 12% (472)

- 7.-
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DTSiAVANTAGES OF WOMEN'S MILITARY SERVICE

This Percent of the Respondents:
Total Military Service
Sample Interest Level

High Low
Said the disadvantages of
women's military service are: % %

Too strict, regimented 38 31 42
Loss of independence, freedom 24 24 25
Must be away from home 14 17 13

Must make long conmitment/enlistment
period too long 13 13 12

Hard to get out 10 14 8
Must wear uniforms 13 12 14

Dress/hair regulations 2 4 2
Curfew/bed check/reveille 4 3 5
Bad reputation 7 7 6

Unfeminine 10 2 14
Must go places prefer not to 7 5 7
Poor salary/pay 6 7 6

Undesirable living quarters 4 2 5
Lack of privacy 3 - 4
Associate with low class of people 2 3 3

Not get home often 5 5 5
Not want to be part of military 6 1 9
Job limitations 3 3 3
Too much travel 3 2 3

Work too hard 2 5 1
Impersonal 1 1 2
All other 8 9 8

None/no disadvantages 4 5 3

(Number of Respondents) (720) (122) (472)
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JAMIME TIM-7tR MLISTINr., IN A

Total )tilitary Service
!2atple Interest loevel,

Said they felt tinis way aý,v
enlistila in the 1W,. %,7

Very favorable 2 10 -

knoort iavorable S. 3

vIctber favorable nor unf a'i 17 216 6

SComewthat unfavorable if-1 1

Verv un 52 1. 72e 5

(flumber of Respon~dents) (72*) (122) (472)
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: I
RANK OR=E OF PR~EiFERECE

WK FOMR WOEN'S MILITARY SERVICES

This Percent of the Respoodents Said
"That If It Were lecessary to Select
?I Women's ilitary Service. % r-eir:
. irst second Third Last

Choice Choice Choice Choice

Would be:

W-Me' s A 17 20 27 32

Women's Xay 37 29 19 it

Ur-'s Air Force 34 30 20 12

Women's Marines 9 17 29 41

so Response 3 4 5 4

(Number of Respondents) (720)

An *ULM



RANK ORU (F PVMmZc M~ VAC,

FRo smATE SAWU calm

Ibis ftrccmt of the Resatalfrns In ]bee~ 2ISops:
I Nilit. 7a Service

Total Race Interest Level

Z EMIG Wte ck JoaM LOW

Said Vac would
ra*nk In this way
(tommpred to 'ter Services)I

First choice 17 16 24 25 16

Second choice 20 20 19 25 17

Third choice 27 28 i6 21 28

Last choice 32 32 38 30 34

- N-ber of Iespdents) (720) (628) (84) (122) (472)

FI1I
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•-ASS FOR FIS CEflt2 Ot

•eu'I'S ~fJLIT_,l SUnVICE

7Tis Percent of the Respondents 14o
Picked These Drences of the lilitarv=

AIR
AMi NAVY FORE LM"

Gave these reasons for
their first choice: % %

Ra-e relative/friend in
particular brandt 28 25 22 27

Most DOpular/ezcititaf
organization 27 12 20 24

Prefer land 1 - - 3
Career training 6 3 4 3

Chance to travel 5 9 10 3
Clesaer life/best treatwent 4 6 1 3
Mat as dangerous 3 7 2 -

Sounds good/heard about it 3 5 3 10
better conditions/food/living

=&uarters 3 1 1 -

Prefer uniform 2 8 3 11
Oldest organizatiom 2 - 0 -
"Prefer veter/ship - 31 - -

Want to learn hwv to fly/
"vant t.o fly - - 37 -

Less rigid - 6 6 3
More pr.st1ige - - _1 6

All other 13 7 10 10
Don,' t kn-rIw 9 6 3 11

kNU of 0 ÷i tspoodens) (122) (266) (242) (63)



1 40 50 60 70 80 90R•nk__* -•: '' : p + II
I Informal, friendly work ' , "

environment
2 Opportunity to develop,

mature
3 Working for a respected

organization -"
4 Chance to express self/

be creative

5 Job security

6 Social contact/meet people
7 Doing useful things for __

society

8 Opportunity for advancement

9 Starting pay or salary
10 Opportunity to learn job ,,----,

skills

11 Regular working hours

12 Excitemeut, adventure

13 Opportunity to be fen-i-
nine

14 Sufficient vacation time

15 Choice of location in U.S. ,_ _ _

16 Become independent /
17 Medical/dental care ,,,_

program
18 Come, go as please; can

quit
19 Place to meet men

20 Opportunity to travel in -

the U.S. .
21 Opportunity to travel ,,___

overseas
22 Opportunity to serve

coun try 4 LIS" 40 50 60 70 80 90

*Benefits ranked on basis

of mean importance as a Legend:-.. Importance rating (indexed) for
general job benefit, general job benefits

-- Satisfaction rating (indexed)
E-.L7 for WAC
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StM4AK OF "NEW WENEFITS"

WITH GREATEST APPEAL

Avera4e
Rating of Percent Selecting as

Importance FIRST, SECMDCJE
(Max. - 4.0) or THIRD CHOICE

Nore freedom outside of
normal duty boars 2.8 26

Fewer regulations!/ I ss
strict control of daily life 2.7 26

Choice of work assipaent
for which qualified 2.8 24

"Three son:h "trial peri-d"
before 3 year comitment 2.8 22

Guaranteed geographic

aasigant in U.S. 5 28

increased starting pay 2.6 28

More privacy in barracks
or living quarters 2.7 24

Treat WAC like an
Individual 2.8 17

129k



LI .IUOOD OF JOINING TE WAC,

7btI ASED OF MMERIE (W PRC?0SED 9MEFT-S
Positive 32.1
interest

28.0

Pa obably
'Would 24.6 24.0

Join 20.7

18.3

14.9

12.8 12.1

10.2 10.8

8.8

Definitely

Join•:+; &. 0 .... 2.5

4,0 L

S5 4 3 2 1 None Curreas.
~Sit~uation SAadusmd Rder of Pro-soed Beaefits

1L30
3-1
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SINS THE WV M IGhT DO TO MAIKE CORPS MOUE

ATTRACVE TO, YOMW W GVZUALLY,

AND TO RESPWDERT PERSONALLY

This Percent of the Respondents
In Reference to:

Said the WAC should offer these Youn•g Women
"things, to make the corps Generally Themselves
mare !•aeligs:

Higher pay/letter salary 24 26
Fewer rules, rteulationrs/greater freedom 18 14
"IndivIdualise, go as you please 6 5
Shorter enlistment/no enlistment 9 8

Travelloverseas duty 16 13
Choice of duty station 8 10

Trainin•ueducational benefitsicollege credits 12 15
"Career preparation for civilian life 5 7

Nore opportnity/better jobs 9 10
SCheIce of job or area of work 6 9

Better uniform/no uniforms 0 6
B- etter living quarters 5 4
)bre privacy 2 2
Better social life/easy to meet •en 6 5
1Iore feadnine 4 2
Nore liberal hair styles I I
GCl1urIex= i tewent 3 3
better image 3 1

More tiae at hownelere vacat. n ttime 6 6
Job security 3 2
Health benefits/other benefits 4 4
Deilit&rize army/end the draft 2 2
Should advertise wmreiprovide more

information 2

All other 8 10
Nothing to be done (vomldn't be appealing

under any circimstances) 4 19
"Don't know 12 3

(Number of Respondents' (720) (720)
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TABLE I

DISTRIBUTION OF TRAINING SPACES FOR WOMEN (FY 1973)!/
(Percent)

DODOccupational Group Army Navy Air Force

0 Infantry, Gun Crews & 0.0 1.9 0.0
Seamanship Specialists

1 Electronic Equipment 0.5 8.4 9.0
Repairmen

2 Communications & 4.8 17.0 6.9
Intelligence Specialists

3 Medical & Dental 18.9 25.8 20.0
Specialists

4 Other Technical & 0.7 4.1 2.5
Allied Specialists

5 Administrative Specialists 64.1 22.8 50.7

& Clerks

6 Electrical/Mechanical 0.5 10.4 3.3

7 Craftsmen 0.2 2.2 1.2

8 Service & Supply Handlers 10.3 7.4 6.4

TOTAL 100.0 100.0 100.0

1/ No change in Marine Corps training plan from FY 1972.
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- Ti.troductito

Sxs. Stacy, Generai Isencie, Iembers of .ACiWITS, and vwoen of

the .- Il:tary. As a -tarting point for my. opic today, I'd like to read to yoi"

rrom a court decision once written by Justice Brandeis, one of the -nosc

eeinent -md respected Justices ever to sit on the United States Supreme

Court. Here is uIhar he had to say on the role of wownc in. society.

":'That woma's physical structure and the performance of

taterial functions place her at a disadvantage in the struggle for
subsiltence is cbvics-s. This is especialiy true Vh_-n the burdens
of anotherhood -re upon her. Evm uhden they qre not, by abundant
"testimony of the medical fraternit-;, continuance for a long tie on
her feet at work, repeiiting this fro-- day to day, tends to injurious
effects upon the body, and a4 healthy mothers are essential to
"vigorous offxpring, the physical well-being of voter becomes an
obý"ct of public interest r4d -ire in order to preserve the strength
aO vigor of the race.

""St ll again, hi.*torr- discloses the fact that woman has always

been dependent upon Lan- He established his control at the outset
by superior physical ;trengtb, and this control in varlas forss, --

v:th diminishing intensity, has continued to the present. As minors,
though not to the same extent, she has been looked upon in the courts
as needing especial care that her rights tmay be preserved. Education
was !o-g deni•ed her, P'd wrile now the doors of the school room are
openea an! her opportumities for acquiring knowledge are great, yet
even writh that and the consequent increase of capacity for business
affaira It- is still true that in the struggle for suiststeuce she is not
an ewual cos•etitor with her 1rother."

What i have just read to you imay sound thockl.ng in this day and age,

vilch all its m•ale supre-icist asstntions that -o.an's prt.+ar.V role is

to produce vigorous offspring for the preserv-atiom of the race, 2nd U-ith

* its ass tions that wose.2n is obvic-urly inferior to zand weaker than san.

In fact, if amy man today rz*ade such a stater-ect, he would iamediately be
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brarded ov certrin women's libbers as a "male chauvinist pig" of the

worst order.

That statement is part of a court opilmio written by Justice Brandeis

in 1908. 'he case was ?uller v. Oregon, in which the Supreme Court

upheld an Oregon law forbidding women to work in a f-ctory or leandry

any longer than 10 hours a day, while nc such restrictio-n was placed on

cen. The part I read to you vas part of Juetic, is's rationale for

why such a law protecting women vw"k ances*ary a.. coustitutional.

* I quoted that opI-tos in order to give you an Idea of just how radically

* the legal tbinking on women's rights has changed in the past 60 years or

-o, =4l also to give you a historl-cal perspective from whicb to study the

impact of the new Equal Rights AnePmeot.

I'd like to start out by giving you the hiatorical backgromd on related

Constitutional Aeendments and on the court cases dealing with sex discrisina-

tion, so that you can see why Congress felt that a special Constltutional

imendeent to give women equal rights was necessary.

II. Risterical Background of the Equal Rikhts Aemdment

A. History of Related Constitutional mendments

The attempt to obtain equal rights for women dates f-r back into

our history, and yet it is only in recent ti_-2s that voen haw begun to

achieve their objectives of equality in the areas of civic rights, employment

opportunities, and legal rie-ts in general.
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For example, although this country is nearly 200 years old,

women have bad the right to vote for only 52 years.

It wasn't until 1848 that women first actually organized to try to

achieve equality under the law. This was known as the Seneca Falls

Convention.

In the 1860's and 1870s, when the 14th and 15th Amendments were

being proposed to the Constitution, to give blacks the right to vote and equal

protection under the laws, thousands of womcn sent petitions to Congress

asking to be included. They were told, "No. This is the Negro's hour, you

must wait ... ", and it was a long wait indeed. It was 50 years before

the 19th Amendment was finally passed and ratified in 1920, giving women

* the right to vote.

However, that Amendment only gave the right to vote and did not

grant women any other type of equality under the law. The courts have

continuously refused to extend the privileges or guarantees of the 14th

Amendment to cover discrimination by sex. The 14th Amendment is the

one that forbids the States to deny equal protection of the laws to any person.

The 14th Amendment was ratified shortly after the Civil War and was designed

to protect the emancipated slave. Its framers did not inteni to include women

within its pcotections. The standard under the 14th Amendment has always

been that a State may classify persons into groups which are treated

differently, as lon6 as those classifications are not unreasonable.
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Classification based solely ;n race have consistently hete held to be

unreasonable and therefore in violation of the 14th mendrient.

But since the .1*.% MAendment was passed in 18M, the Supreie

Court in a loug Huie of cases, has re.Fused to extend the equal protection

clause of the 14th Asezbdient to women as a class. For example, in the

1908 case of 14ulltr v. Oregon, 208 UýS. 412 (1908), which I have already

alluded to, the U.S. Supreme Court held that a State law regulating the

number of hours a few-le may labor, while not so restrictirg sales, did

not violate the equal protection clause of the 14th Amendment. Although

this decision vas intended for the sbenefit of uomen, it did allow tie States

* • to treat woven differently under the law as a sepa.rate c!ass, And ther'eby

did not grant equal protc-tiou of the laws to women as a group.

In a more recent example, a 1961 care, the U.S. Suprese Cturt

In Huoyt v. Florida, 368 U.S. 37 (1961), beld that a State jury selectio- law

differentiating betwen men and -oestm salely on the basis of se= was based

* oc a c.assification which war "reasimn1ee -*mder the _qual protection require-

S me t of the Ath Am--Went. The statute gave wooei an absol'ti cxe---ptfon

from jury duty based solely on thtir sex, -.h.ereas there w-u no such exemption

for men. The court held that such a statut* was constituticnal.

The basic hold!.-4 of this llni- of casez before the U.S. qupreeme

Court is that sex alone is a valiJ basis in nost site.iooA f.r classification

- of -A' n into a separzee cl•tas to be treated differently, and zhe result is
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that the Supreme Court has not extended to wu as a class the equal

protection due "to a&y persou" under the 14th Amendmud .

There are only a few exceptions to this line of Supreme Court

cases. One is the case of Reed v. Reed, 40 U.S.L.W. (13 (1971), in

-Aich the U.S. Suqreue Court, relying on the equal protection clause of

the 14th mesdent, did strike down an Idaho lw arbitrarily requiring

that smea be preferred over equally qualified women i- the appoiatsent of

estate administrators. 3st the Court did not overrule such ca"se as

Ailler sad Hoyt, and the Court did not hold that sex discrimination per se

is umreasonable daler the 14th Anadient. Instead, the Court left the

burden on every wman plaintiff to prove that governmental action perpetuating

sex discrizinatian in her particular case is 'wireasomable."

The point of all this case history is to exp! &in why the Equal Rights

daeudn•et to the Constitution is considered necessary. Since the Supreme

*Court has generally refused to apply the 14th Amndet to women, awd

si•ce that is the only existing neadmeut to the Constitution which would ban

discrimination of the laws solely on ts-h basis of sex, Congress d4esed it

recessary to pass a special Amendment to the Constitution solely to prevent

discrimination in the lms on the basis of sex.

S. listory of the Enaal Ritts kreAdmmnt

Now that you' ve se** why a special Equal Rights Amendment was

considered necessary, i'd like to give you a brief history of that mehsxent.
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In 1923 the first Equal Rights oAm ment was introduced in

Conress by Senator Charles Curtis and Representative Ti--• -I e1= •

both frow Kasas. Similar re.soLwtoas have been introdoc,'d in every

single Congress sixce then. During the years 1924 sod 1918, th* Senate

3tcilary Subcomttee favorably reported the propoLsl -o the fui-

cowettee three different times.

Ina ay, 1943, the Amendmet was rerted to thee Seate with

In •96, the Senate considered the Ameeumt fd defeated it by

a vote of 35 te 23. The Smeate has approved the tusl 1kights edmet

an two occasions, in 1950, by a vote -,f 63 to 19, arA In 1953, by a vote of

73 to 11.

Ia the bouas, in 1945, after publtc hearings, the ose Judiciary

Comittee favorably reported the Aeadme t to the Rose for the first

time. but so other action vas takes. The Judic-ary Committee sazgn held

public hearings in 1%84, but no further action ftlioued.

hen finally, thi* year, the Equal Rights Andmenat vas passed

by Congress an March 22, 1972, almost 50 years after it was •irst introduced.

1II. 'Me ounal Rights Amadsent Itself

e Amendment mat nov be ratified 6y 314th of the States vithin sevw

year. S-i far, 21 States bave ratified It. A total of 38 States st ratitf it

before it becomes lw.
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0 -me It is ratified by the Statesj, there is a two !Peer waiting period

before the Ainewmnt takes effect.

I Mere has been mixt confusion over Aat this Asmednt actually

'sys, so I'd lke to read it to you:

I "Equality of rights uvAier the law shall not be abridged ýPy
the ftnited Stattes or by any State. om accomt of set.*ISo youa see, thia Memonmt grats equal riohts to amas wall as

I w, and its purpose is to prevent discrimixatiom solely *a the basis of

TV. Possible Effecets of the Eqal& !Mzts A imt on Sim o in the

Armed Forces

A. Speculative Nature of this Topic

I would like to emphauize at the outset that mwy coaclusions made

at this point about the effects of the Equal Lights ~Amedent ouwn ts in

the military are extremely tenuous and speculative in nature. The reasons

for this are twofold: (1) there is tremencus controversy among legal

I expert* as to 'that the .zffcts of the 0due t will be; and (2) a great

mawy of the Issues created by the Amndment will haew to be resolved by

* the courts, amd it Is Impossible to predict. how the courts will handle thisj senirely new area of the law.

So while I an discussing with you the possible impact cf the Equal

l- ights Amndent on wome in the military. please keep in mind rhatt
vverything I say is io fact only speculation, and that either Congress or the

1L41L
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court: may take an entirely different view of the matter on any T-_rticule

Issue. .ever, I vill try to focus on wba't the most. l esxlts vwil be,

based an v-bt priznent authorities in this field heve snid.

B. Policies of the Services ~INch ý,*y Be Affected by the Esual ntgh"

-Amer~ent

1. The Draft

Ore of tbhe cost ccetroversil issues crest-ed by the Amen&ent

.is the questIon of hether wurn v4".i1 be req•rred to be drafted along with.

men. At present, t~he !'Ilitsr. Selectivre R-ervice Azt sevecifically aprplies Onl:y

to .ie yersons. "Me general consewme of rost authoritles end of the

C-pess on this issue is that wcner. will be- subj~ect to tbc draft.

The Senate Report on the ,mend=nt stated that:

"It se-s likely . . . tbet the ERA illI require Conress
tc treat en end vomen etqally vith respect to the draft.
This nenas that, if there is a draft at Pll, both men and
vocer. who neeft the physi-2al and ot-her requirements, end
who are not exempt cr deferred by lov, will be -.bJect tc
conscript ion...

"OCf • c•use, the MA will no" require t.hazt all wvnc
serve in the mi•itary a.- wre -ta-n all men are now requid.-r-
to serve. T.hose woen vho are physiceLY cr =eeitelly uz-
qualifird, or %-bo sre consczencit-i obectors, or utse cre
e ~t b-cause of their responsitilities (e.g., -certain pb~lic
officials; or those with dependents) iUl not have to ser--, ý.ut
as men who are unqualified or exempt do not serve tofty. Thus
the fear t•a•, motbers win be consc•ipted frm tbeir children
into riltA~ry service if the Equal Rights Amendert is ret Li led
is totally a&W competely unfownded. 0C,-ress viii retalz
sW15 Power to creat legitinat~e aee-neutrel ezcptions

from =qmpsalsr. service. Per excuple, Congre-ss mighnt well
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decide te ezxeW all parc-us of children under 18 frm
the draft."

Du1 r•.- e House idicieay Cmi..ttee hearings oa the

kmenzrenWt In April of 197, .W. Willi•ai H. Rehnquist, vbo was then

the Assistant Attcrney Generae of the United Stetes, and who is nmw a

United States Suprere Cout jstice, wams asked to provide the Coinzttee

with a legal opl•oin on the pr-ble effects of the Imendie on ccarioaus

matters, including the mailitey dreft. Mr. ]Rehnquist did prepare such an

apinio• n for the Coittee and in it he states as the 'egal opinion of the

Deptre-•. ef Juixt* I the folloevig:

"The question here is vbetber Congress vould be
reqiared either to draft both men and vwoen or to draft
nao oce. A closely related question is whether Congess
must per'*it Vwoen to volunteer on an equal basis for all
sorts of military service, including caat duty. We
believe that the likely result of passage of the equal rights
amendment is to require both of those results. As has
been panted out by weny of the menaeitts supporters,
that would Wt require or perwit women any more than
am to aDadertalkedties for which they are physically
unqmlified under *" e generally aplied standard. "

1n ary event, this entire question may soow be moot since

•estdent N'Ixon has stated his intention not to ask for an ex-tension of his

induction authority after June 3C, 1973. Itis wmud mean that no on,

neither men nor ioeonr, would be sabject to the drift. But since it is

possible duri• g e fture• mergency that the draf. W be retnsrtted,

this Issie mWy aWise again at that time.
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2. Ratran** R~equ.EnM!As

At presom ... re are different entrance requirements for

ren than for me in all of the Services.

In title 10 oa the United States Code, section 505, there sre

Lsted general qualifications are i euts for original enlisenmts in the

Fllavr Bancbes of al1 of the Services. This statute establisbes a

different mae requiment ftw woe than for men. It provides that a

fmele m=st be at least 18 in arder to ealist, and mirt get ber p ntr'

permission If sbe is under 21; vbereax a ale need only be 17 In order

to enliUst, and must bayw is parents' consent oly if be Is under 28.

It OeMS verY probable that this age rluirm2ent bilew

to e mRde the sme for both am and womn in orter to coply with the

Secondly, all of the Services have indicated to me that In

gearal the miniam st-andwds on test results end eteetinal level reqaIred

* In wrder for a person to =nIst cor be an officer are generally higher for

mown than for me. In addltice, at least so of the tests given awe

Sdifferent for wtoe tham for amen. is dae by policy and regulation

in each Service rather then by statte. The reasce for this difference is

sIxple -- the Services generally bav more vanes aVpl€cants than they can

use, anli tbey also requlre much fewer numbers of vuwen than me. As a

remit, the Services can set h rstanards for w ne,, pclzing and
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ehoosling aong only the best qualifiea, and still' fill their needs. In the

case of men, cm the other hand, -much .rester numbers of them are needed,

I and it's often diff-11cult to get enough e-jiplicw"t to fill all of the manpower

alots for ren. As a result, the Services muust set lover standards for men

in wder to jet eiough men to fill their needs.

SThere tre at least tvo views on hou the EquzI Riht•s Aendent

vill affect this difference in scta rs betve-n men and wvoien. One view

is that the laendent will require tbe standards to be absolutely the same

across the board for both men and women. This view vold require either

that the vmen's standards be loiered to those of the meon, or that the en's

standards be raised to those of the vwen. This argument can certainly be

supported by the languae of the •a-adnent, vhich calls for 6 "ealty of

rights' for r-en and women.

Ho5evin, eather -iew is that employers, both military and

civilian, have ealays been free to select the root quelified applicants for

a position, as long as in doing so they did not arbitrarily :-ale ont certain

persons solely on the goands tbet the. belonged tn a c-ertair. race, religion

or sex. Using this rationale, the argnent. has been made that the nlitary

departments vill be allowed to choose the most qualified applicants, both

am and wone, Vho apply, keeping in zind that the Services vill go only

as far ez they have to for either men or vaen in iowering their test

standards and educational qualifications in order to get enough men or
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enough woen for their particular needs. 'ThIs view 'ould not require that

the standards be identical for both men and woen, but would allow the

military departments to pick the "cream of the crop" aong both aen and

women applicants.

It is impossible to say vhich view will be taken by either

Congress or the cr-mts. However, it s_-•s likely that under either view,

the Services would probably have to at least give the same tests to both men

and vow=.

7he third aspect of entrance reouirements is the matter of

physical standards. Since there are bas-1e pb•ysiooweical differences between

-aer and ven, there will probably have to be s$e differences in the

ph1ysical zeminatioas given to vo-en and in the physical standards applied

to them. Since there are certai- p Aice)l conditions that onLy o'men can

hve, such as pregnancy, and which mi~ht make It difficult physically for

a vcmen to nerfLorm satisfectorily -n the military, it wuld be impossible

to apply those sase physical ste.,4,a.rs to men; or- vice verae.

iHobvever, when you get into t•he area of wvj-t physical standards

are required in crder for a wmcan to enter a certain tync of occupational

xpecialty, those types of standards =-y have ta be the sre for both men

anrd womn. I will discuss t.•i•s a littlc later in ?! talk.

n~ainirký,

Basic traininc hs 1 lvsny been sep-rate for ren and women

anro still iz.

G-12
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Training that occure after basic training has in the past been

-separate for men and women in sme of the srvice; for at least some týpes

of training.

W-ji13 the Equal Rights Amendment require all training to be

coeducational in the future, including basic training?

It h1as been long established that different types of physical

exercises, for example, are desirable for vanen as opposed to men in order

to maximize their physica1 development. This is due to the differing

physiological stmcture of men and wor-en. One could argue- that no one's

exu.al rights would be denied by prescribing different types of physical

exercise and training fcr women than for men, if this is what would best

maximize the p'tysical fitness end potentialities of woen as well as of

men. Therefore, there is an argument for separate basic training under

the Equal Rights kenent.

1.cwever, the opposing viw is that equality means equality,

e-d that the m-e.n must train along with the men tvh ouglxt basic training.

.ither -rgwnent is defensible tumder the Amendment, a&. we

may havo to wait for Congress or the courts to decide this one.

Bat when it coes tc tro ning in the individual t s occupatioal

specialty, many pecple argue that there iF no rvo u-Jter the Amendent

to Justify separate training for men end wmen. This . le contends that

if that specialty is one that is open to both men and women, then there is no

0-13
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rationale for arguing that women be trained separately for performing

skills identical to those to be performed by the men.

It is my understanding that all of the Services either already

are, or soon will be, training at least some women persomnel in with the

nen for both officer and enlisted specialty training. Ccmplete integration

of training may take some time, as some training facilitles currently used

only for men will have to be expanded to accommodate additional numbers

of people.

Another phase of training is ROTC scholarships. This year,

for the first time I believe, that program has been opened to women in all

of the Services. In some of the Services it is only in a partial limited stage

for this academic year because it is such a new program. However, the

Equal Rights Amendment would probably require that the ROTC program,

along with all other types of educational programs and benefits, be open

equally to men and women, within the limits of how many women officers so

"trained were needed by each of the military departments.

4. Assignments

The question here is: Does the Equal Rights Amendment require

that women be allowed to volunteer on an equal basis with men for all sorts

of military service, including combat duty? Needless to say, there has been

much controversy over this issue.

Within the last year or so, the services have opened up

practically all specialties to women except those that are combat-oriented
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or are cons1Oa-ed p'zyslcaLJJ tOO =ftwsA Or ow9*x=W fort-m

In the PAIW 4a3l meC's (Miltary Ocoapatiainal SPecialties)

aem nr open to enlisted vomen end ably 48~ are c2-osed to them For

off_ 1-ces, 1" speialties we oeu to m , ad 1M8 are closed. Of these

188 closed fields, 81 are nedical, and of the raminn 10T, 35 are male

c ad posIitio"s; 49 involve railroad, Walne, or aW.ation opematios; and

23 Others Involve strem=aas pkysical labor or essiguent to cadat or

bazorm aty "em .

la the Nsrine Corps, for torth officers and enliste vm,.
23 g fieldsa•re now open to vm , and Only 13 fields we closed to

them.

in the Navy, oy mathority of a fmous ="Z-a= put out lwm

spring by, Afiral Zaualt,, Chief of Sa'sl Opa!ratims, a!K eanlted ritiqp~

a.-- uw epen to vowen, and afll staf f corpr are no open to r. officers.

And in the Air Force, most specialties are open to woen

except those Vhich are cwmbet-orlented, pbysically too arftous, or ,hicz

Wt-WA in special 3eopa-rdy.

Tkui Air Force iz presently prohtbited by 1e, !z sectioni 8549

of title 10, United SUtat Code, fros assigning vw to duty in atrc-af

engaged In cmat missions. This does not nean w•tu can't fly in

aircrafti, it only means they can't be !w~ to cae hevWn a oemdt
S:mtssion.
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Navy is presently prohibited by ism, in sectilm 6015 of

tit.]e 10, united State Code., fm asaiganig ,men to UttY In arCsmft that

we eingaged in ev~at missiems, or an vessels of the Navy,* otber tban

hospital ships and tramspots.

Thre is no law ProidbUiing the Arow from assigning vawm

to combat &fty or wz othe type or duty. However - the kW~ has closed

to woom by reati to se vct ies whih e cmbat-ortead,

p qsicraly too -, too da.gera" fe omen. The Air Force has

a s&1la Standard.

2b Wzestion is, will all meh types of 't- have to be ape-

to women, awe theA Zqaa Ri ,ts m eunt becomes lwa If you will

remb fr.1 my prerims qaotatian of Mr. hebagaist's legal opintio,

be, as A•ssistant Attary Genrl, felt tha t• e likely reIult of passage of

the A n vcm'ld be to reqpize Cogess 'r .- tio permit MOM to

volunteer ccma eqaal basis EvIft uw2C for anl Mwts of military serwice,

1.ncudijW comat auty . . . . 0 W. Rehnquist men ca to point out, h owever,

that tlx A 1 1 . . . vowid not requir.; cc permit voen any upoe

then --- to undartake duties fo idihe they are mysically .unimalified under

&em Saral3,y applied *atwdard . . . . w

Pere is vwt the Samte Repot on the Ame et baha to say

about this issue:
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"It seems clear that the Equal Rights Amendment will
require that women be allowed to volunteer for military
service on the same basis as men; that is, women who are
physically and otherwise qualified under neutral standards
could not be prohibited from joining the service solely on the
basis of their sex. This result is highly desirable for today
women are often arbitrarily barred from military service
and from the benefits which flow from it: for example,
educational benefits of the G.I. bill; medical care in the
service and through Veterans Hospitals; job preferences in
government and out; and the training, maturity and leader-
ship provided by service in the military itself."

And the report went on to quote Congressman Edwards, who had chaired the

House Su'committee Hearings on the Equal Rights Amendment who stated:

"Women in the military could be assigned to serve
wherever their skills or talents were applicable and
needed, fn the discretion of the command, as men are
at present."

This viewpoint argues that the Amendment will require that

women be allowed to enter any type of duty for which they are physically

and mentally qualified, including combat duty. The Services would have

to establish neutral standards, and based on those, any man or woman

who was strong enough and otherwise qualified to perform the tasks required

of that type of duty, would be allowed to do so. Under this system, for

example, if any particular women were strong enough to carry a rifle and

a pack many miles across country, she could become a combat infantryman,

assLming she met the neutral minimum physical and other standards set up

for that type of duty. I would like to stress that the physical standards

would have to be neutral as to sex, that is, they must be based cn the

actual physical and other qualifications function lly necessary to perform that
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task. For example, the standard could not require that all applicants

weight at least 365 lbs. and be at least 5'10", unlecs those attributes were

actually necessary to perform such a duty. Obviously, such a standard

would automatically bar most women from qualifying.

5. Promotion

In the Amy, Navy, and Marine Corps, women officers at

present are by law considered for promotion separately from the men, but

the enlisted women in those services compete on an equal basis with the

men for promotion purposes.

In the Air Force, both women officers and the enlisted women

are complete.y integrated with the men for promotion; there is no separate

promotion for women in the Air Force.

Will the Equal Rights Amendment reqiire that a separate

promotion system for women officers be abolished?

Most legal authorities seem to agree that a promotion system

kept separate solely on the basis of sex would violate the Amendment's

mandate that equality of the laws must not be denied on account of sex.

There is no apparent rationale that would justify the continuance of a

separate women's promotion system under the new Equal Rights Amendment. So

that system will probably have to go, in which case, the present laws which

provide for separate promotion will have to be changed.
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6. Scparate Women's Corps

Now we come to the problem of whether it will be permissible

under the Equal Rights Amendment to maintain separate women's corps.

The only Service which still has a separate women's corps per se is the

Army. This is largely cue to the unique organization of the Army, which

is divided into corps along functional lines, and in which each member is

permanently assigned to a particular corps. A woman who is in the Army

must belong to either the Women's Army Corps or to one of the various

branches of the medical department; she is not allowed to belong to any

other corps. However, she can be given all kinds of assignments which

require her to be detailed to a different corps. When that happens, she is

merely detailed or assigned to the other corps for the duration of her

assignment. But at all times she remains a member of either the Women's

Army Corps or a medical corps; she never joins another corps.

A similar system applies to the men in the Army -- a man joins

a particular corps, such as the Army Engineer Corps, and usually remains

in it throughout his career, even though he may frequently be detailed to

other corps at various times. However, a man is allowed to transfer to

another corps, if he has the qualifications, and if there is an opening,

whereas a woman may not transfer from the Women's Army Corps to

anything but one of the medical corps.
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The other Services, while not having a separate women's

corps p sec, do handle women separately for at least some administrative

purposes. For example, the Marine Corps at most bases has, for ednainLs-

trative purposes, a separate women's company within a given battallion.

For their job assignments these vomen are assigned among all the various

men' s branches and are counted against the overall strength of whatever

unit the:y serve in. But for purposes of housing and adhministration they are

treated separately.

Just how far the Equal Rights Amendment will require that

the women's branches be integrated with the men's units is impossible to

say.

But I would like to tell you what the Judge Advocate General

of the Army had to say when the Army was questioned by the House

Appropriations Committee this year. The Committee asked: What effect

vill the Equal Rights Amendment have on the structure of Women's Army

Corps? Here is part of his reply:

"The legislative history Eof the Equal Rights Amendmentj
.. indicates that a number of functions now served by

maintenance of a separate W:omen's Army Corps will not be
permitted if the equal rights amendment is ratified. For
exanple, selection, assignment, and promotion of personnel,
in my opinion, will have to be done on a best qualified basis,
rather than by continuing separate assignment categories and
promotion lists.
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'Thee pr1tary function of maInitatioiu a &epmrte
Von4~ Mw~ -=Ms winl wcobly be elininated ~upon

ratification of the *qua rieft mesn t. %ther
those distinetlo based mo aex thdtwouM rmw"n per-
missible under t+-he wemet vill be contimned through

ja fpwall label for female a is p rl J a
! question of policy. Bover, the fr act of the equal

ribts amendmt, in ey opinion, ,ill so limit the
pezmissible distinctions that it vodd be i"namm-te to
dW V-e e f e r bers at belongioW toe seaprste
eops, as tat. term is Use4 to designte sprate branches
vithin the Arsy. The ult lust 1=pact on the Women's
AM~Y Corp will Oepend, in large purtl, an tt-e ature of
BU--' Implementing legislation ox Congress way ewet and,

to sne extent, oM court decision if liti tlon results.
It tberefore is Premature for ae to rtate an opiniim "onJ
whetber the aen nt -ill re•uire the Arm to .iscare
er•irely the eonc•pt of a Unceen't Army Corps.

I think what the Judge Advocate General of the ArMy bad to say

ca this subject pretty well s-ts it rp.

7. Kntiltlomrats forWoe

There are sttill' certain benefits and ,Ell€wances autoa-tical],y

granted to men in the Services vwich are not av•!lable to wjmen.

NWle -nxbers are prc.vie• quarters cc bare, or else a basic

quarters allowrance for their dependents is provided if they live off base.

A marTed vman wwber, while she could li.-s on base by herself if she

chose, uoWald uotural.y want to live off base si ta•t she could be -dt+- her

civii~an busbend. And yet this -am is wiot entitla4 to any quarters

allowance unless her hesband is dependent on ber for aver one-half of his

j aap t. A male Me.ber, on the other hand, automatically ets a quar.ers



allovance for his wife end children whether or not they are in fact dependent

on him. The same thing applies to a woman member who has children. She

must prove that they are dependent on her for over one-half of their support

for some benefits and, of course, if her husband is working she usually can't

prove this.

The same system applies to medical benefits. A woman

aembr'r's husband is not entitled to any free medical care at all unless he

is dependent on her, whereas a male member's wife automatically gets free

medical care. However, both male and female members get medical care

for their minor children.

If a woman member is transferr-d, her husband must travel

to the new location at his own expense and she gets no allowance for moving

expenses, whereas a male member would get both of these things.

Under the Equal Rights Amendment, in my opinion, these

policies will probably have to be changed, because the present system

appears to be an abridgment of equality under the law on account of sex.

Probably all members, both men and women, will either have to prove that

their spouses and children are dependent on them, or else all members,

both nele and female, will automatically get certain allowances for their

spouses and children without having to prove dependency. In other words,

in my opinion, the standard will have to be the same for both male and

female members with regard to qualifications for entitlements.
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B13ils rzve been proposed In Congress, Imth by 1nciivmloa

Congressmen anu by the Defense Departentt, to alleviate acne of these

problais, but so far none of the-. has passed. If the Equal Rights

Amendert becom~es law, such dhenges voold, 1 believe, be reqaired.

C.

"Mhe above are the ac~or sub~ject tr-eas that. vii prcbab3,- bc E.ffected

by the Eqr i1 Rights rtc&,ent. * I c¶4etb~orities m th is s;Wolect ace to

* agree that et lecst some chengc:: vi"" be requ!.red In the areas of enttrance

re-quir~e13ts, train'.g and essigrnerfts, separate promotions, separate

wm-en s cwrpe, and eatitlemexits for women.

V. is~a the Defense Derzetis Doing to 22S&l with the EMual Rights

Acen=eint

-Both the Ax;* and t.-oe M,- *rz-ic each re'ent2y ap~poinited - Task ftrce

to r--view all of their law's emo re~r-lations t.o deter!:irke uhich, if any, are

disxriminating zgz-.gsýn *-cren cnod to pirrpoint tho-sc voich may th-eefore

have to b- canped if O'he Eci'za2 ;r:kendient 'necomes isv. Each

Task Force is ecr-mosed of tbr-jad rcmnze of nrersons, ine:ýudizig J~idVe

Ad-*ocate Geei 1-v~r and -epera~ personnel =&nvaw

anud paics-makerv. Thbe Air Force, throo~rh the of fice of General Roln,

is takin E si~idl-- look at threi~r laws arZ regulations.

These grops will be rsakicii a Teryj thorou4 rh v o f every law and

re~gpalatioc vhicit treats vaen differeetly than. men, inclcdtng a review of
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all the subject areas I hav eovere today, as vei es others. Out of this

shauld ame some ver.y coacrete suacstions for legislatite .-r-oeals 9&

reguaetor.,u chaniges to end azW resainin. inequality or treat.ient. that still

exst today.

¶'t-ese chen~s, both the ones that ame -. being made and thoise tbet. un-

doubtedly vii be made by the Servicess, vii make ou 'wi! tary depcrtaents

amQon- the most progressive in the world in their t-2aetment of vomen, -ad

vll be an eiw-ep to other branches -i ltb ,oerme=n as well as to private

inillwry of the kinds of o •pctmit ies that can be cede aveilable to ••ven.

In conclusion, al.though~ the SL-al Ridght £ziement =ay impose some

additlocal military responsibilities cc vmen, in my opinion, the benefits

and thorertt -that thiis k~enduzt will bring to vamen In the armed

forces viii hrx outveigb the eddiltiowai 8duties imposed.
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X'RCOwCTION NM'I

51- attached cost enalysis vas prepared by Air ?orce for use in its
SieernzI studies of ir=reesing the utilizetion of military women. The

¶i- • Force wes unable to ob+tain definitive differential cost date f--=
the otter Services. Hence, after thoroghly revieving the methodoloa
use.d %u this Ah Force cost arslysis, the T.-sk Force decided to use it
as the basis for sadressing Sub-Task #5.

ft-_e AL- Force analysis is reproduced here for backgpmd
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COST ARAI YSIS OF WAF OFFICERS

1. Analysis of WA? officer accession, training, and sustaiment
costine, revealed that these costs do nat constrain the Air Force in
reco=ending higher levels of WAY officer procurement.

2. Accessions--Cost off coissioning a WAF fr amounts to
030.62 per year over the cost of comissioning s ,man from the swme source.
This results from higher uniform costs and higher loss rates for the w•men
during training based on 197i cost date. The cost per WA? comissioned
from RMOC anounts to $19.56 per year over the cost of a zale due to hi~ber
uniform costs.

3. - raiing--The term "WAF reserve officer" will lue used in this
paragraph to describe all resere "WAF officers in the Active Air Force
inventory ubose comissioning sources are OCS, OB4C, OTS and ROTC. OMS
will be used to identify all camissionino programs except ROTC 'nd the
academies. Because the nai-n comissioning source for 1.4F is OTS and only
small nidubers were procured from OCS, 034C and ROTC, WVAF officers will be
compared as a group with males accessed from OTIS and ROM. WAF reserve
officers show slightly better retentiom rates than =ales com•issioned
frow MlS. Since this source of mles is most comparable vith the comis-
sio.- g source for females, the best analysis of v.4le and female retention
Is based on a compqrison of WA? officers with OTS graduates. 1"en cm-
"missioned from ROMC have historically stolw better retention rates than
women or men from OTS. Improving WA r--.tention rates and recent changes
in WA? policy on separation for oregnai.cy, dependents, and marriage
reinforce the expectation that reaZes for WAF frw- ROTC will become fully

* ~comparable 'rith male RITC rates as ue cccess more. W-F officers from MITC.
Since there are presently insufficient numbers of i officers com.i-sioned
from ROTC to compare ui~h males from this source, the comparicon of all
WAW officers with ROTC ma.Les forms the only present basis for comparison.

* Conclusions fr, this comparison must recognize the differences in these
-commssioning progrms. All comparisons are limited to reserve officers
since regular WA officers are reprcsented i~ n ufiet nwmbers to
make a :c-parison. The differential cost ," trrning women Insteed of
men is based on their retention patterns. Sinc. W47 accessed through OTS
exhibit better retention roetes than men accessec from the same source, each
rdditional WAM vould save $177.E per expected man year of retention based
c, an average training cost of $ 4 ,812.00. in comparison witb men accessed

frMI the 'W? show~ lower reten-tion rates and would cost $2,0.13 In
ac44d;tionai tr*ininig costs per expected man year. Follovirg are retention
sttst.stltc of reserve, non-rated Air Fcrce officers by co issioning source:

Retention after ten years: OTS-Mlie: 15. Th
All-Female: 17.3C

Men years served 4uriniz OTS-Male: 5-.0
the first ten years: All-Femele: 5.15

ROTC-.Male: 5 89

* (See Figure 1 for retention compr.rison by years of service)
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RETENTION COMPARISON
Non-rated, Reseve Officers

% ON ACTIVE DUTY

SI•)!'•mR llt,-all,

60-

MAN YEARS ROTC

ROTC - 5.89 WAF20 ,,•"OooS o
OTS - 5.06
WAF - 5.15

I 5

0 2 4 6 9 10
YEARS OF SERVICE

FIGURE 1
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4. Sustetmirent--WAF Officers show a savings when costs of sustainment
are cona•dered 'due to the fact that women generally do not act as sponsors.
Figures cn medical costs show a savings of $318.85 per yeear on each WAF
based on high option Blue Cross insurance costs at single and married rates.
These costs were 0djusted to compensate for the numbers of male officers
who are not married. BAQ costs are $263.40 lower per WAF annually based
on the cost of proposed legis]otion to pay married WAF and their military
spouses single BAQ, adjusted for the number of males drawing BAQ at the
"with dependents" rate. This is the "cost" of the proposed legislation,
and is an underestimate of the actual pay inequity. This based on estimated
pay impacts of HR 2335, HR 2580, and S2738 introduced in 92nd Congress.
Moving costs were established on the basis of a move every 1.9 years for
a married officer and then adjusted for the types of moves which are made,
such as oversens and training moves. Considering a comparison of single
versus married moving costs4 compensating for the proportion of married
officers by grade, and converting to an annual basis shows E yearly savings
of $586.18 per WAF officer.

5. A one-time savings is incurred for WAF at time of separation due
to single versus married separation costs. When this savings is distributed
over the nuimber of man years expected per woman, the savings amounts to
$129.00 in comparison to male OTS graduates and $77.34 in comparison to male
ROTC graduates. This difference between OTS and ROTC rates is due to
different expected man years of these groups.

6. Annual savings per WAF amounts to $1,34.457 compared with male OTS
graduates and $1,022.08 when compared with male ROTC graduates.*

WAF/O¶IrS COMPARISON

Added Cost Savings

Accession $30.62 Medical $ 318.85

PCS 586.18

Separation 129.00

BAQ 263.40

Training 77.76

$1375.19

Less Accession Cost -30.62

Total Annual Savings/WAF $1344.57

-263.1.0

(Total Without BAQ $1081.17)
* Legislation on equalization of female BAQ entitlements would eliminate

BAQ savines, so cost comparisons are also shown without this.
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COST ANALYSIS OF WAF A32DEN

1. The cost and effectiveness impact o:f increased utilization of1
•icn in the Air Force is of direct concern in the evaluation of objectives

fom" the future. Previous studies have identified potential problems in
ob'aining re~urn on training investments and providing inputs in sufficient
numbers and skills to the career force to sustain the goals of Volume III,
USAF Personnel Plan (TOPCAP). The analysis included retention factors,
training costs, support costs and quality comparisons.

2. In all studies on utilization of military women, retention has
been a key issue. This is because women have had substeatially higher
turnover rates than men durirg early service years. 11,ere have, however,
been significant changes in WAF airman retention in the past few years.
Annual turnover losses dup to marrigge have been reduced from over 11%
to about 3.5% since 196-. Tarnover for maternity is about 6.4% for the
first eight months of FY 1972 compared to 9.6% for the same portion of
FY 1971. The reenlistfent rate (number reenlisting divided by number
eligible to reenlist) for womEn has risen from 25.0% in FY 1970 to 37.5%p!
in FY 1971 and has been 61.I4, for the first ten months of FY 1972. These
trends are a result of the impact of policy changes, attitudes of women in
general, acceptance of women in new roles, and economic trends. Incentive
programs aimed at increasing and keeping volunteers are expected to show
more effect for women than men in the immediate future because the positive
effect for men is obscured by the decreasing presence of draft motivated
individuals.

3. Retention patterns have beenm and will remait key factors in '-A
evaluatiag the cost effectiveness oa various personnel sub-groups.* Women
have had higher early losses than men on the average. The time pattern of
these losses is of direct concern. Early losses result in fewer expected
ruan-years return on the training investment than the same loss rate occur-
ring at a later point in the career. Air Force personnel management
objectives, as reflected in the TOPCAP volume of the USAF Personnel Plan,
call for providing the proper number and mix of skilled personnel into the
career force at the end of the first tour. This calls for adequate
reenlistment rotes as well as retention during the first tour . Figure 2
shows the percent of men and women expected to be retained by year of
service based upon Calendar Year 1971 data. Retention is shown for the
first six years of service. Retention of women in the career force is
slightly lower than for men. Data reliability is limited, however, because
of the small number of women in the career force. Complete retention data
are contained in Table 1.

NOTE: Characteristics of the first term tend to exert a maor impact on
this analysis. Since these characteristics may change significantly
during the transition to the All Volunteer Force, the nature of the
first term force must be continuously examined.
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4. The arc& under the curves in Figure 2 represents the number of
expected man-years. Over the full career, this is estimated to be
5.668 man-years for mien, and 3.736 man-years for women. Of this, 3.564
man-years for men and 2.786 man-years for women are expectel during the
first four years of service. This implies the 62.7% of men versus 7h.6%
of women would be expected to be in the first term force. The data further
indicate that 19.8% of men versus 15.7% of women are expected to enter
the fifth year of service based on 1971 experience.

5. The expected career estimates are the basis for estimating the
t'ka3 annual cost trade-offs to maintain a woman instead of a man in the
force for costs or savings that do not occur on an annual basis. Training
costs, for example, are assumed to be incurred at entry to the service.
The equivalent annual training cost would then be the expectcd training
cost divided by the number of expected man-years. The expected technical
training costs for courses open to women is $2167.40, based upon the
proposed distribution of women by AFSC, including consideration of category
A and B skill and direct duty assignments. These same jobs could equally
be filled by men at the same training cost, since it costs the same to
train a man as a women. We train 1.52 women for every man replaced to
sustain the same size force (5.668/3.736--1.517). The cost of replacing a
man with a woman from increased training rates is $197.75 per year
(2167.40/3.736 - $2167.40/5.668 = $197.75).

6. Accession costs for women are greater per person than for men
because of added uniform and attrition. It costs $1549.52 per women
versus $1414.26 per man for recruiting, accession travel, and Basic Military
Training. This accession costper year for replacing a man with $ woman
is: $1549.52/3.736 - $1414.26/5.668 ý $165.24.

7. The added personnel turnover from using a woman instead of a man
will also result in larger numbers of personnel in OJT status who are
therefore less than fully productive. The data indicate that women up-
grade as rapidly as men of the same aptitude, and that high aptitude
personnel upgrade faster than lower aptitude personnel. As one means of
estimating non-productive time, the expected time below the five skill
level has been determined for men and women. Of this time: .154 years
(eight weeks) are expected to be spent in school based on the courses open,
and this time has been previously accounted for by inclusion of student
pay in the training cost. Part of the time after leaving school and before
achieving the five skill level is non-productive. Expected years below
the five skill level are 1.075 for women and 1.2 for men. If twenty-five
rercent is non-productive, the estimated cost of additional non-productive
man-years due to training women more frequently to sustain the force would
be $70.17 per year. This is based on the pay and allowances for an E-2
under two yecrs' service: E(I.075 t .154) /3.736 - (1.2!.154) /5.668J
X (0.25) X $4528.80 = $70.17. This is an estimate of the opportunity cost
of reduced capability from having more personnel in unskilled status, and
wvll not oe reflected as a budgetary cost. The percent of time non-productive
will probably vary by skill and is a subjective estimate. If an adequate

* Expected man-years below the 5 skill level for a male is 1.2 years
and for a femnle, 1.075 years.
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supply of high optitude men is not avwilable, use of high aptitude women
rather than lower aptitude or non-high school graduate men will reduce non-
-productive time, bec-uase those male sub-groupe also have higher early
losses and haive slower upgrade times than the averase mni.e.

8. Uniforv maintenance costs are greeter for enlisted WAF than for
men by $6.30 - $4.50 = $1.60 per month for six to thirty-six months of
service, and $9.C0 - $6.30 - $2.70 for over thirty-six months. The reten-
tion data indicate that 52.M, of the women will be in the first three
years of service. The monthly cost difference is computed as: (.628 X
$1.80) + (.372 X $2.70) = $2.13. This is $25.56 per year.

9. It has been estirnsjted that women have PL-rmanent Change of Station
move costs that approximate the costs for single men. Fewer women are
married, and those that remain in the service and experience military
moves are usually married to military members or other government employees.
When two military members of the family are moved to a new Joint aesigrnment,
only one household is hIoved. The costs associated with separation moves
are computed as follows. Average married separation moves costs sre $930.00
per move versus $163.00 for a single move. About 68% of the first term
airmen are single. Therefore, the annurl costs are EC.32) X ($930) +
(.68) X (163)] / 5.668 = $72.06 for men. The annual costs for wcaen are
(163)/3.736 - $43.63. The difference of $28.43 per year is a cost savings
for separation moves associated with replacing a man with c woman. There
is also an annual savings from total rotational moves (training, operational,
rotational, unit) for women.

MOVE TYPE OF TOTAL COST DIF (MARRIED/SINGLE)

Training 17.4 $ 652

Operational 24.7 917

Rotational. 55.14 1923

Unit 2.5 8141

This results in an average cost difference between married and single
airmen of $1641.86 per move. Aiimen experience one family move every
2.68 years. This then amounts to $1641.86/2.68 = $612.63 per year. The
cost differential is estimated by assuming that women cost the same as
single men. The cost estimate is sensitive to the percent of men married.
For the first years of expanded use of women, the percent of first term
men married is most appropriate. This is 32% • This increases to 62%
married for the total airman force. For the early years, the cost savings
are estimated as $612.63 X .32 = $196.04. This could increase to potential
cost savings of $612.63 X .62 = *379.88. These cost savings will be in
money that is not spent, and could appear as over-estimates of PCS move
costs if there were substantial rapid changes in W6F strength.
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10. Women are expected to hayw lower medical dependent support costs.
WUoen do not incur costs as uponsors to any significant degree. If a
military male narries a WAF, the marriage in effect removes the WAF as i
potential sponsor. The savings are estimated from comparisons of family
and self-only Hi-Option Blue Cross medical insurance costs. The total
cemployee contributions for self-only are $23.96 per month compared to
$58.46 per month for family coverage. The difference is $34.50 per month,
or $414-.00 per year. For the early years of expanded use of women, the
first term percentage married for men of 32% is used to obtain ($414.00 x
.32) = $132.48 as the potential savings. Over a longer period of time, and
for women now in the career force, the savings are estimated as ($434.00
x .62) = $a56.68. This is an annual savings per female service member.

i1. Women do not receive the same Basic Allowance for Quarters (BAQ)
entitlements as men. This results in reduced costs to the Air Force, but
is based on a pay inequity. The savings are estimated to be $99.40 for
the first term airmen, and $192.58 for total airmen based upon the cost
of paying married WAF single BAQ and adjusted for the expected percent of
men married,* This is an underestimate of the actual pay inequity. Costs
are also reduced because fewer women are married. As a conservative
assumption, these BAQ savings will not be available when legislation is
enacted.

12. The annual support costs and savings from use of more women can
be summarized as follows:

COSTS

Accession $165.24 Separation $ 28.43

Training 197.75 Moves 196.Oh

Uniforms 25.56 Medical 132.48

Non-Productive 70.17 BAQ 99.40

OTAL: $458.72 TOT.kL: $456.35

(Without BAQ: $356.95)

SAVINGS (LONG TERM)

Separation $ 28.43

Moves 379.83

Medical 256.68

TOTAL: $664.94

• Bosed on estimaxed pay impacts of H.R. 2335, H.R. 2550, and S. 2738
int~roduced in 9,2nd Congres.
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If the EAQ ent!.tlements are not changed, there would be an heded savings
of 192.58 per year in the long term. The costs and savings will appear
over varying periods of time. Uniform costs will be almost immediate.
The other costs will build up as the training rates increase to replace

the earlier losses for women. Savings from separation moves and other
PCS moves will build up over four or five years parallel with the in-

creases in training and accession costs. Medical savings will build up
slowly over a long period, and will be felt in terms of reduced load
on medical facilities. Medical services are a substantial all volunteer
problemp and any reduction in load will help. The savings from BAQ would
develop over a long period of time, but Legislation is expected to remove
the inequity.

13. There are no costs included for construction or modification of
facilities as a result of increased use of women. AF/DPXOH has indicated
that most of the housing adjustments c~n be made through more flexible
use of existing facilities, and that the Air Force policy was to build
housing for people. Proposed new construction permits the desired flexi-
bility.

14. Recruiting Service has indicated informally that implementing the
proposed policies for recruiting women specifically by skill as we do men
would require added effort by recruiters. There may be a need for increased
recruiting resources. The costs have not been estimated in this study.

15. The findings of this analysis indicate that women are expected
to be cost effective.

H- 0O



I I

I
RETENTION COMPARISON

(CU 1971 DATA)

PERCENT RETAINED

S75- 1%%• %i%

I WOMEN

2c1

1 " 7
-: • YEARS Of SERVIlCE

i i •,, . 13r CTXPE I MANI'ETARIS
• •FIRST TERM CAREER

SMEN 3.6 5.668

WOMEN 2.7863.6

FIGURE 2

---- "--" -



I

EXPECT RETENTION TO EACH YEAR OF SERVICE

(CY 1071 DATA)

CUMULATIVE CUMULATIVE
YEAR OF PERCENT EXPECTED PERCENT EXPECTED
SERVICE RETAINED MAN-YEARS RETAINED MAN-YEARS

1 1.000000 1.00oo 1.000000 1.000
2 0.915000 1.915 0.765000 1.765
3 0.861930 2.777 0.580635 2.346
4 O.786942 3.564 o.440702 2.786
5 0.1975.2-1.. 3.761 O.157331 2.944
6 0.170857 3.932 0.113750 3.057
7 0.16295o8 4.095 O.098963 3.156
8o0.150936 4.246 o.0o84811 3.241
9 0.120447 4.367 O.0o47494 3.289

10 0.113581 4.148o 0.043552 3.332
11 0.11G969 4.591 O.043552 3.376
12 O.108084 4.699 0.036279 3.412
13 o.103976 4.803 0.036279 3.449

lit 0.102417 4.906 0.036279 3.4I5
15 0.101250 5.007 0.036279 3.521
16 0.100379 5.107 0.036279 3.557
17 O.099676 5.207 0.034537 3.592
18 0.099078 5.306 0.034537 3.626

o. o98012 5.405 0.034537 3.661
20 o.0S7892 5.503 0.034537 3.695
21 O.016499 O.0616i4o 3.712
22 0.029945 5.579 O.010965 3.723
23 0.021770 5.6Ol 0.0051483 3.728
24 0.017133 5.618 0.002741 3.731
25 O.013415 5.631 0.001371 3.732
26 0.01173C 5.643 0.001371 3.734
27 0.003757 5.652 0.001097 3.735
20 O. 006533 5.658 0.0005843 3.735
n 0. 005 331 5-.664 0.000366 3.736
30 0.003987 5.668 0.000000 3.736

PERCENT FIRST PERCENT FIRST
TEr.fl? 62.7•, TER4: 714.6cS

TABLE I


