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- PREFACE

. « . But, between our Nation's Capital and

the state of California, there are vast

numbers of people and many, many places that

remain relatively untouched by these new ideas

of what women can and want to do.*

The Honorable James E. Johnson

Assistant Secretary of the Navy
for Manpower and Reserve
Affairs '

During the ensuing decades the U.S. Navy will face
many stresses and strains generated by national security
requirements, budgetary constralilnts, and the attitudinal
sets of the American public concerning the military services
and those who choose to serve. Public attitudes will be
reflected in our own personnel and will form a vital con-
sideration in the Navy's ability to attract and retain
quality individuals,

That women are not merely extraneous but an integral
portion of the overall personnel picture is a basic assump-
tion underlying this study; hence, it becomes crucial that
the Navy be fﬁlly alert to current public attitudes and

other factors influencing American women. This study is

intended to be a first step toward understanding the

*From an address delivered June 1969 to the 1969
Federal Women's Program Review Seminar, U.S. Civil Service
Commission.
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dominant trends affecting young“American women today and

the specific interrelationships of these trends with Navy

- environmental and policy factors relative to the women line

officer, It focuses upon the individual woman officer and

her potential needs and desires, rather than primarily em-

phasizing institutional requirementé and goals of the Navy.
Rather trying personal experiences in developing the

"study and its concepts have established clearly that the

subject matter often evokes fierce emotions from all sides--

male, female, traditionalist, moderate, and avant garde.

As John Stuart Mill, the nineteenth century philosopher,
stated:

The difficulty is that which exists in all
cases in which there is a mass of feeling to
be contended against . . . the worse it fares
in argumentative contest, the more persuaded
its adherents are that their feeling must have
some deeper ground, which the arguments do not
reach. . . .

On the Subjection of Women

I have attempted to present the various points of view
relating to the role of women, the significant trends in
theory and factual evidence related to a changing status
for American women generally, and the speclal considerations
which circumscribe the Navy's woman line officer program,
This preliminary groundwork was necessary to place the
several policy options presented in Chapter V in proper
perspective.
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Believing that the women in the Navy have a major re-
sponsibility for defining their role, I wrote this study to
assist the women in the Navy and the organization'in toto
in undertaking this task. From personal observation, how-
ever, I must conclude that the tenor of some of the chapters
would have support of only a minority of women line officers,
most of whom are junior officers. There is an analogy here:
In the feminist movement of today the women who most need
reforms are powerless to achieve them and the women most
able to work for reform are slow to recognize that times
have changed. In the highly structured organization of the
.Navy, the junior women officers who most need new policy
criteria and guldelines are helpless to_enact them. And,
the senior -women officers who are most able to work for
new policies either do not need them, or fail to recognize
the desires and goals of the junior women officers.

In order best to utilize its manpower, or womanpower
in this instance, the findings of the study point up a
critical requirement for the Navy to reevaluate rationally
the role and status of the woman line officer with a view
toward eliminating problem areas and ambivalences wherever
possible.

Special acknowledgments should be given to those men
and women in the Bureau of Naval Personnel and the Naval
War College who helped make an idea into an actual study
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and who opened the necéssary doors. There are several
individuals who should be singled out: Lieutendnt James
Dolian, USNR-R, helped in the -initial stages of the study.
Ensign Kathleen A. Mullen, USNR, of the Naval War College
staff and Lieutenant Commander Mary L. Adams, USNR-R, were
the statisticians who compiled and analyzed most of the
appendices. I am very much in debt to them for-this effort.
Ensign Mullen also assisted in editing the text. Professor
Carol Hills, é faculty member at Boston University and the
Naval War College, contributed expertise with regard to
social change in the seventies and its effect on the military.
Mrs. Franklin Hart extended considerable effort in the
nature of competent guidance in the area of the feminist
movement and also contributed in the editorial stages of
parts of the study.

To those women who consénted to personal interviéws,
thank you. And, finally many thanks to my colleagues at
the Naval War College, in particular the secretarial staff
at the Center for Continuing Education (especially
Miss Katherine A. Noto and Mrs. Anna E. Smyth) who pro-
vided outstanding administrative support, and my fellow

officers at the Center, who gave me continued moral support.
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AN EXAMINATION OF U.S. NAVY POLICY OPTIONS TOWARD
WOMEN LINE OFFICERS, IN LIGHT OF THE STATUS -OF
AMERICAN WOMEN
or

THE FUTURE OF THE RESTRICTED UNRESTRICTED LINE OFFICER
CHAPTER T .
INTRODUCTION

The U.S., Navy as an institution is making.wide—
ranging changes in its personnel policies in response to
societal values and needs. But is It responding to the
crescive trend in society toward creating a different
status for the American woman? Within the past year exten-
sive personnel inncvations have been effected in the Navy
toward humanizing the organization and moving with the
changing tides of culture and society. Few policy changes
or innovatilons reflect appreciation of the gathering momen-
tum of the resurgent women's movement across the last decade.

Socliety in general is increasingly attempting to under-
stand and resolve the role dissonances between the feminine
ideal as traditionally understood and the role reality of
the American woman in the working environment. WNavy per-
sonnel generally, however, héve dismissed this new movement

as ridiculous or amusing, believing that the Navy is

1



containing the implications of, and can remain aloof from,
the resurgent feminist movement. This study questions such
containment and points up the need for Navy management to

- be more responsive to the meaning of a changing image for
the American woman.

The primary principle applied in the study is that any
future Navy policy decisions regarding women officers must
be based in part upon knowledge of the status of the Ameri-
can woman: In.order to project feasible policies regarding
utilization of the woman officer, the Navy must study the
status of American women and relate this analysis to any
future work roles assigned to the woman officer.

The study uses socilological constructs to develop the
overall parameters of the status and perscnality of the
American woman generally and the female unrestricted line
officer* specifically. Inasmuch as the study discusses the
present and future state of the woman line officer in the
context of social changes occurring in American society and
its institutions, it considers three variables: (1) woman
and her changing role and status in the American soclety;

(2) the individual woman line officer and her changing needs

*For purposes of this study woman line officer will be
used in lieu of woman unrestricted line officer.



and values; and (3) the ﬁavy, i1ts changing patterns of per-
sonnel needs, human behavior and values.

In Chapters II and IIT the study overviews the differ-
ing viewpoints on the nature of woman and locks at some of
the trends on the American scene with respect to sex role
differentiation, including the impact of the revived femin-
ist movement upon the American woman and 1its implications
for the services. The last section presents some of the
solutions put forth by various authorities with regard to
the current "woman queétion." Chapter IV concentrates on
the woman line officer and the policies within which she
presently functions. Personal interviews of 34 women line
officers help to outline the woman line officer's own role
perceptions concerning her status within the organization
and existing barriers against her full participation in the
Navy hierarchy. Statistical data substantiate the premise
that the woman line officer is a pseudo line officer.

Chapter V offers for consideration five alternative
policy options that the U.S. Navy might adopt toward the
woman line officer in the next decade. There is critical
discussion of the advantages and disadvantages of each op-
tion primarily in personnel terms. The requirements of
the Navy organization in the next decade are only indi-
rectly addressed and would necessarily be significant
inputs into any final policy decisions. The last chapter,
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Chapter VI, contains the conclusions of the study and proposes
recommendations for future studies regarding women in the

Navy.



CHAPTER II

WHERE IS WOMAN'S PLACE
or

DOES WOMAN HAVE A PLACE?

All elements of our American culture are undergoing
considerable and aCcelerating change. The sex roles are no
exception. Today the rules, standards, and assigned roles
of the sexes are in a transitional state best described as
confused and confusing. Jessie Bernard, a renowned
sociologist, describes the situation as of the late sixties:

This is where we find the sexes today . . .
caught up in a revolution they don't entirely
understand, uncertain themselves of how much

of their difficulties--at home, at work, at
play, in social life--is intrinsic and in-
evitable and how much of it they can do some-
thing about, engaged with desperate earnestness
in an effort to find the modus operandi that
fits the kind of peoplé they are, the kind

this day and age produces.l

Perhaps tﬁe clearest means toward an understanding of
the variances in opinion, sometimes very subtle but none-
theless significant, regarding the different roles which
might be assigned to the female sex is to examine the
assumptions of those speaking out on the subject. What do
they believe concerning the nature of woman? What under-
lying assumptions may eventually lead to differing Jjudg-

ments and in some instances misunderstandings regarding



woman's place in the society? Such basic social constructs
concerning woman's role are germene to the question of

. woman's place in the Navy; i.e., the general culture's
rationales and attitudes will impact upon the future work
role of women in the Navy profession, providing an under-
pinning for Navy poliéies with respect to both its enlisted
women and women officers.

These rationales also involve thoughts as to the nature
of mankind and his relationship to society. Is man's goal
to develop his potential to its fullest extent, as provided
in the theory of self-actualization? Or, is it to play
certain roles in the society for soclety's sake more than
that of the individual? Another cardinal point to bear in
mind is that the general controversy continues to rage over
which predominates: biological or cultural determinants of
sex differences; i.e., nature versus nurture. Vance
Packard, after an exhaustive research effort on the.subject
reaches the conclusion held by many authorities:

The sum of the evidence would seem to indicate

that much that we consider to be male and female

in personality patterns has a biological basis,

but that the way children are reared_also has

much to do with shaping personality.

The folléwing discussion is intended to provide a con-
ceptual framework for categorization of rationales concerning

woman's place, This lays the foundation for policy options

developed in Chapter V.



THE TRADITIONALIST or "old masculinist" is the viewpoint
whiph basically posits that woman's place is in the home.
The male 1s responsible for suﬁporting and protecting women
and the family; the fémale carries responsibility for nur-
turing children and maintaining households. Woman's work
is prescribed by hef_anatomy. Women are the subordinate seX
as observed in biological, physiological, and mental dif-
ferences. These innate differences cause women to be more
compassionate and empathetic than men, more concerned with
human relationships than the completion of worldly schemes,
Woman's sphere is inner-space oriented toward domestic and
‘interpersonal affairs. The Women's Liberation Movement is
attempting to disrupt the natural order. The male should
be the primary breadwinner whereas the female should regard
the home and children as her dominant concern. A wife's
occupational commitments are Secondary to her husband's
career and, if anything, detrimental to her domestic re-
sponsibilities.

This outlook in various forms is represented by the
ideas of men such as Aristotle, Augustine, Frederich
Nietzsche, Billy Graham, SigmundrFreud, and more recently
the psychoanalyst Erik Erikson. These authorities support
the traditional sex divisions of role and status in society.

Aristotle firmly believed in the differentiation of the

SexXes:



In all genera in which the distinction of male

and female is found, Nature makes a similar differ-
entiation in the mental characteristics of-the two
seXes. This differentiation is the most obvious
in the case of humgn Xind . . . the female is
softer in character, . . . less spirited than the
male . . . softer in disposition . . . more
mischievous, less simple, more impulsive, and more
attentive to the nurture of the young . . . these
differentiated characteristics are more or less
visible everywhere, but . . . most of all in man.

The fact is, the nature of man is the most rounded
off and complete, and consequently in man the quali-
ties or capacities above referred to are found in
their perfection. Hence woman is more compassionate
than man, more easily moved to tears, at the same
time is more jealous, more querulous, more apt to
scold and to strike. 8She is, furthermore, more
prone to despondency and less hopeful . . . more
vold of shame or self-respect, more false of

speech, more deceptive . . . the male is more
courageous than the female, and more sympathetic

in the way of standing by to help.

Aristotle, History of Animals

Relative to differences in the sexes, Aristotle de-
veloped the following propositions:

(1) In nature there is a distinction between the sexes
that lends itself to the creation of a masculinity-femininity
index;

(2) The connotation of activity versus passivity equates
to maleness versus femaleness:; and

(3) There is an inherent mental superiority in males,
whereas females tend toward greater emotionality.

Aristotle was perhaps the first to expand on spheres of
infiluence as related to the sexes. He envisioned the family

structure as the basis of society. This involved the
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subordination of women, women as creatures properly limited
to specific spheres of activify rather than the whole range
of human endeavor, and women who relate to the state through
membership in a family rather than as auvtonomous individuals.
There is a long line of authors who represent this
Aristotelian philosophy. Freud's contribution, capsulized

" should not be underes-

in the phrase "anatomy is destiny,
timated as a force prevalent in society today. From this
observation Freud developed the theory of woman's innate
inferiority to man., The position that Billy Graham has
taken on the subject of woman's role is also directly re-
lated to the Aristotelian. In a recent article, for ex-
ample, Mr., Graham rejects the notion that the female as a
human being can be complete within herself and proclaims
the traditionél role for woman:

Wife, mother, homemaker-=this is the appointed

destiny of real womanhood. . . . After talking

with hundreds of American women I am convinced .

that the overwhelming majority want to remain

feminine . . . and be what they were meant to be

. . women cannot abdicate the greatest power

of all--the power of shaping the world through

the influence of a Godly home. . . . God frees

us to be what we ar% created to be. . . . That

is true liberation.

The viewpoint of sociologist Lionel Tiger has become a
popular philosophy of those who espouse the traditional
view, Tiger updates the Aristotelian sphere of influence

concept, and Freud's anatomy is destiny. In his book, Men

~in Groups, Tiger says,
/ 9



Males dominate females in occupational and politi-

cal spheres. This is a species-specific pattern

and is assoclated with my other proposition: that

" males bond in a varilety of situations involving
power, force, crucial or dangerous work . . . they
consciously and emotionally exclude females from
these bonds. The significant notion here is that

these broad patterns are biologically based. ., . .

To use Count's terms, male dominance_and bonding

are features of the human "biogram,"

In his essay "Womanhood and Inner Space," Erik Erikson
develops the theory that woman has a disposition toward an
inner spacial sense which is influenced by the experience of
the growing body's build and function. He develops the
ideas that personality is destiny, and that woman's per-
sonality is related to her inner body space. In a recent
interview Erikson put it this way:

. « « I submit that in women, the sexual and pro-

creative experience of an "inner bodily space’

is central both in personality development and

social role. So, my interpretation (based, of

course, on clinical and anthropological as well

as developmental observations) seems to fit right

into Freud's_now much-maligned dictum that "anatomy

is destiny."
Erikson 1is somewhere between the traditiocnalist and neo-
traditionalist in his attitude toward the woman's role in
society.

Not far from this sphere/space differentiation of the
sexes are the current rules of our society by which a
majority would explain the sex boundaries. Caroline Bird
says there are three of these basic rules:

(1) Women should work inside; men outside,

10



" Service worklis.for women; profit-making work, for
men.

(3) Work with mdchinery, as well as that involving the
top jobs and prestige, is reserved for men.

The traditionalist sees a difference in temperament of
the sexes, either because of anatomy or personality. These
differences include those which authorities such as David C.
McClelland of Harvard has set forth. Through his studies,
McClelland has concluded that there are differences between
the sexes in physical durability, assertiveness, the kind
of situation that absorbs their interest, natural skills,
sensory perception, speed of maturity, and concern for stable,
predictable environment.9

THE NEOTRADITIONALIST or "new masculinist" perceives
that society must update woman's traditional role and expand
and open her horizons of opportunity. But this process
should not upset or change the male role and traditional
family relationships. Rather, society should emancipate
women from the strict confines of the home in order to bene-
fit from their special talents and proclivities. Higher
status for women is not a prerequisite of this emancipation
because the neotraditionalist continues to support most of
the basic traditionalist assumptions regarding women's

different temperament.
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In that the tenets of this school are logically con-
tradicfory it is difficult to delineate the position.
Basically women should be given an education egual to that
of men and also greater opportunities than at present to
develop her talents. Neotraditionalists then waver as to
how women can professionally utilize education and skills.
There is an assertion that the development of women's skills
- will complement the male contributions to society, but also
an assumption that woman's self-actualization will not
generally involve the'same needs and goals as her male
counterparts.

Work 1s not the sole avenue wherein human dignity and
worth may be found, according to this school of thought.
The middle élass woman has a vested interest in the status
quo and should recognize that under the present social
structure her status includes many advantages and preroga-
tives. Further, the family as it exists today should not
and cannqﬁ be replaced by an organization of experts, pro-
fessionals, and salaried employees, or by what sociologists
refer to as the "surrogate family."

The neotraditionalist contends that women should not
try to be 1ike'men because the result as Ashley Montagu
states, is the "psychic masculinization" of woman. Instead
women should realize and establish themselves as persons
and as women and not try to identify with male functions:

12



Women have so much more to contribute to the world

as women than they could ever have as spurious

men . . . 1f women must, to any extent, still

compete with men, it is not as imitation men 10

that they should do so, but as genuline women.

And what is woman's major function in society? Montagu,
as a representative of the neotraditionalist schocl says:

It is the function of women to humanize, and this

by nature endows them with the most important of

all adaptive traits, namely, the capacity to love--

and this is their principal function to teach

men,11
This is an updating of the traditionalist approach that the
woman is the guardian of the spiritual values of the home
and in line with the nineteenth century feminists who
fiercely maintained that once women with their more pure
nature received the vote, child labor, bossism, spoils and
corruption generally would be cleansed from the political
system and the national scene.

Equality of the sexes i$ not the motto of the neotradi-
tionalist for that conjures up the masculine woman. FEquality
of opportunity is viewed as relating only to education and
other strictly overt parts of society because the neotradi-
tionalists often hesitate to question the status quo.

THE NEW FEMINISTS OR EGALITARIANS. The views encom-
passed within the resurgent woman's movement are more wide-
ranging in their proclamations than the previous two views.
There is a significant difference in philosophy and in

methodology between the Women's Liberation radicals and the

13



moderates of the movement as to how to achieve a new egualilty
for women and for what purpose.

Fundamentally the egalitarians belleve that the dif-
ferences in the sex roles should be reduced to the absclute
minimunm in all areas. If married, the significance of a
spouse's blological sex role should be reduced; both should
be equally involved in the world of work; both should share
equally in the care of the home and the raising of children.
Women should bé able to pursue both career and family roles
without having socletal pressures and actual obstacles placed
in thelr way.

Differences in temperament and interests between men
and women, according to the egalitarian, are largely or even
entirely due to socialization by our culfture., Society
should cease encouraging the sharp distinction between what
1s acceptable as "masculine” and what attributes are to be
regarded as "feminine." Similarities should be emphasized
between men and women sc that each individual, regardless of
sex, has the opportunity to develop all facets of his/her
personality. The egalitarian stresses the importance of the
dynamics of continuing development and challenge as necessary
to the individual's happiness and self-fulfillment and per-
sonal expressiveness.

The militants holding the egalitarian view believe that

males have deliberately confined females to the domestic

14



sphere in order to maintain male ascendancy in all segments
of society. They postulate that the ultimate iﬁ.life for an
Andividual is that pefsom's happiness and self-enhancement.
The family as presently constituted is and has been a major
barrier to the full emancipation of women. As such, it
should be abolished in order to free persons from the com-
mitments entailed in marriage and parenthood, thus releas-
ing the individual to pursue sclf-actualization as the
ultimﬁte norm, |

The radicals tend'to be more ideoclogical than moderate
feminists which has the conseguence of rendering them more
dogmatic. Secondly, the radicals are out to revolutionize
society rather than to moderate and shape our basic cul-
tural matrix to accommodate men and women within a more
androgynous life style. The radicals attack the economic
base of society, marriage and the family, our political in-
stitutions generally, and the military specifically._ Re-
lated to tﬁis revolutionary and ideologlcal approach 1s the
rejection 'of the normal political modes as an efficacious
means of bringing change; this rejection is a direct repudia-
tion of the earlier feminist movement and in distinct con-
trast to the mbderates. Their confrontation tactics generate
an enormous amount of publicity and tend to obscure the more

moderate aspect of the current women's movement.
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The moderates do not assert full autonomy for the in-
dividual as the ultimate goal. Instead they desire an
accommodation of traditional institutions and norms which
will enable the modern woman to fulfill her individual
potential as well as fulfill the responsibilities that civic
and familial relationships entail, The moderates desire an
opening out of opportunities for multidimensional commitment
and achievement rather than an autarkic freedom from con-
straints.

Extreme egalitarianism is represented philosophically
by the logic of Plato who argued in the Republic that for
society's good the sexes should share equally and fully in
thelr responsibilities. He denied that women have speclal
_spheres of interest or a special functional role and demanded
that any individual with talents ought develop these gifts
or skills to best serve soéié’ty.l2 Plato reasoned that there
is no Qccupation or profession that is exclusively the
province of a singlé sex: |

The only difference appears to be that the male

begets and the female brings forth . . . there

is no occupation concerned with the management

of social affairs which belongs either to woman

or to man, as such.l3

Other concepts which Plato developed and which repre-
sent today's egalitarian school include the dominant fact

that if women are to be educated equally with men and par-

ticipate eqgually in performing society's tasks, to include
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assuning their full share of military duties, then the care
and raising of children becomes a responsibility .of the
state and one in which males as well as females will take
full share. Plato recognized that the woman alone could
not bear the full responsibility of care and education of
the young and also participate on an equal basis with the
men of society in performance of military duty and ruling
of the state (the ideal state postulated in his Republic),
Plato stressed equal training and development of women's
skills in order to benefit his ideal society; John Stuart
Miil argued for equality for women for the sake of the
individual. Moderates of today tend to be 1little concerned
with ideology and focus instead upon the fact that we live
in a changing world where traditional role expectations for
women create unrealistic patterns of preparation and expec-
tation concerning a girl's probable future. In this vein,
one of thg major concerns of the moderatefeminists, along
with the Radical Women's Liberation groups, i1s to educate
the general public and young wémen to the actualities of work
in a woman's life in today's environment.
Moderate feminists, including members of the President's
Task Force on Women's Rights and Responsibilities 1970 and
policy makers such as Mrs. Elizabeth Koontz, Director of the
Women's Bureau, U.S. Department of Labor, desire freedom

from sex-stereotyping of women's interests and jobs. They
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envision a new freedom for the femzle to develop herself and
to work at all levels on problems of national scope. These
moderates all agree there are insfitutional levers which can
be used to implement sexual equallity and oppertunity, es-
pecially in the areas of equal pay for equal work, child
care, aborticn, and education.

PRESCRIPTIONS proposed by various authorities as to what
should be done about the status of the American female range
from the very conservative to the very radical. Acceptance
in various degrees of fationales and assumptions of one of
the three basic viewpoints underlies each prescription. Few
would support the traditionalist's solution; the dispute is
between the neotraditionalist and the egalitarian.

The neotraditionalist, who 1s all for emancipation of
women up to a certain polnt, believes that the barriers and
discrimination should be eliminated but not at the expense
of loss of womanliness, femininity or of damage to the male
ego . . ._5r to the institution of the family. TFor too
long American women have been held back--underutilized, under-
rated and underpaid. Tet them do their own thing, which will
be different from men for they have different interests and
talents. The éolution is not a question of equality of the
sexes, which has to some the connotation of competition;
rather 1t is one of equality of opportunity. This is an

important difference bhetween the neotraditionalist and
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egalitarian, the latter suppofting full emancipation and
equality of the sexes.

The neotraditionélist believes that there are definite
roadblocks to any radical reorganization of society: the
family base upon which all socleties rest and the differences
of woman preclude total eqgquality. Woman should instead
especially concentrate on developing her potentialities in
work areas which use those talents unique to her sex.

- Theegalitarian, not satisfied with different but equal
status for woman, believes that emancipation must be total.
The more moderate egalitarian proposes full participation
in American life by the females toward development of their
own potential as individuals and urges that individual po-
tential replace the sterecotype of what it is to be feminine
or masculine. Mrs. Elizabeth Koontz, Director, Women's
Bureau, Department of Labor, summarized this principle as

", . As far as Jobs

it applies to the working situation:
go, that means not classifying--not even thinking--about
work in terms of what is suitable for men or women."

The egalitarian asks that woman be given the right to
concentrate on whatever role or‘combination of roles she as
an individual desires, and fully supports the Egual Rights
Amendment (ERA). Women do not need any épecial protection;
they should accept full responsibility which parallels full

equality. Historian Gerda Terner articulates the egali-

tarian solution:
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It /women's emancipaztion/ is freedom from op-

pressive restrictions imposed by sex . .

being free to determine one's own social role.

Autonomy means earning one's own status, not

being born to it or marrying it. . . . 1In

order for women to have autonomy, the handicap

of male orientation and male domination in )

social institutions must first be removed.!

The egalitarian solution includes soclal change in the
area of self-expectations, psychological orientation of the
sexes, and the cultural values which sustain a sex-dominated
division of labor. Where the radical egalitarian pa:ts
company with the moderate is in the means toward achieving
equality. The radical, as observed in many of the Women's
Liberation groups, sees revolution as the only way to over-
come discrimination and barriers to equality which the
"patriarchal system" has engendered. Society must throw
out the patriarchal family system and find a new system
that allows autonomy and equality for man and woman.

In summary, the more moderate recommendations such as
those articulated in the 1970 President's Task Force on
Women's Rights and Responsibilities, fall far short of the
revolutionary-dictums of the extreme militants but move
creatively toward adjusting conflicts and mediating present
problems in our society in ways that seem inherently un-
conventional to the archetypal traditionalists.

Ore general comment is offered in concluding remarks
relative to fundamental viewpoints. Unfortunately the pub-

lic and the mass media fall to discriminate between the

2C



moderate feminists who seek to change and adapt our institu-
tions to present day ?ealities and trends and the -extremists
- who generate publicity 2rd enunciate goals and philosophies
far removed from the mainstream of American life. This is a
particular misfortune because there is a great deal of
common ground from which the neotraditionalists and moderate
feminists might begin to resolve the issues of equal pay,
equal opportunities in the work world, protection for the
family and the chiléren particularly, and work toward a
moderate and measured épproach to government policy planning
in many areas.

We have seen that each of the viewpoints makes certain
fundamental assumptions concerning the nature and role of
women. Chapter IV discusses at length the woman line of-
ficer program in the context of these assumptions. At this
juncture, while these rztionales are fresh in the mind, it
is appropriate to raise certain points relating to the woman
line officer program and fundamental assumptions concerning
woman's nature and role. In the coming decades, if either
the traditionalist or neotraditionalist viewpoint is adopted
by Navy decisipn makers, several gquestions arise:

How does the gingle career woman fit into the neo-
traditional's picture?

Should there continue to be channelization of billets
to accommodate women's "innate tendencies"?
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. . How does the new, more humanized Navy plan to use
woman's intrinsic huménizing talents attributed t9o her sex
by these schools so that the Na?y as an organization derives
the most direct benefits from its woman officer program?

. In the seventies and eighties, will the single

woman in the Navy, whose primary commitment is to a work role
rather than a family role, continue to be satisfied with a
different status from her male fellow workers?

Lastly, in view of the traditional concept of wife
and mother as the feminine ideal in our society and the
fact that so many women in our society do marry, what sig-
nificant personality attributes do career women officers

_ possess that have enabled them to opt for an alternative

. life style? What is their wvalue system? What consequences

flow therefrom for our recruitment and training policies in

the short run as well as across the coming decades?
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CRAPTER ITI

\ TRENDS REIATED TO A CHANGING STATUS

FOR AMERTCAN WOMEN

Trends on the American scene related to the status of
women in the seventies might be divided into four large
categories: first, the split of authorities regarding the
nature of the women's role; second, the resurgency of the
feminist movement; third, the cultural lag in norms as
reflected in pells snd in situations stemming from the
socilalization of American girls and women; and fourth,
the opening up of opportunities for women.

A decided trend is the split of authorities regarding
the nature of the female and her role in society. For
every soclologist who believes in equality in the sexes
as a goal there is one who supports the neotraditionalists.
For every psychologist who scientifically documents dif-
ferences in sex characteristics, there is the authority
who supports the egalitarian viewpoint. There appears,
however, to be a general trend whereby the sociologists
lean more toward equality of the sexes and the psychologists
toward sex differentiation. The sociologist asserts that
soclety can make things right; the psychologist sees innate
female personality differences that preclude equality. Sex

differences according to the psychologists, such as Freud
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and Erikson, are exceedingly valuable and promote human
contentment and effectiveness.

Psychologist Eleanor Maccoby, on the other hand,
although recognizing differences in the sexes suggests
that soclal values relating to femininity often cause con-
flict for the woman who is assertive, intelligent, and
independent:

I wonder whether our current social definition

of the feminine woman and girl would not under-

go some revisions without any damage to the

essential functions of woman. Could we not

accept and encourage the active, ,dominant,

independent qualities of the intellectual girl

without labeling her as masculine, and en-

courage in her whatever aspects of femininity 1

are compatible with an analytic quality of mind.

Related to the above i1s a particular movement in this
country which is sponsoring a changed male role in which boys
and men are not socialized to fulfill an image of masculinity.
This movement, the "Human Lib Moverment," decries the present
set of success values that are encouraged by society for
the Amerigén male. Warren Farrell, a political scientist
at Rutgers  University, commenting on the potential of this
trend writes:

Perhaps the most important political change

which a change in the man's role portends is

a balance between the wvalue of power and the

value of cooperation.

Quite obvious to the general public is tlke second trend

pertaining to the status of the American woman, the resurgence
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of the U.S. feminist movement in the form of the Women's
Liberation Movement. The maturity of this latest  phase of
the feminist movement is significant in comprehending these
women's activities and the national spilloff therefrom:
They are asking for something beyond legal rights; it is
the issue of status which has become one of the fundamental
concerns of the new feminist movement.

This time women want it all--every opportunity

men have to make lives of choice rather than

ngcessity._ Nothigg less than absolute equality

with men will do.

Notwithstanding the general attitude within the Navy
regarding the Women's Liberation Movement, it is the author's
opinion that there are decided implications of the Mqvement
which the Navy will necessarily have to take into account
in any restructuring of personnel policies regarding its
women's programs: Following are some of the more immediate
implications for the services in general and the Navy in
particular.

. College Women's Exposure. College women nationwide
are belng exposed to the philosophy of the Movement and are
reevaluating their expectations regarding self-image and
self-fulfillment. Eleanor Norton, New York City Commissioner
on Human Rights, recognizes this and writes:

The issue /Women's Movement/ is too plain, too

ripe for i¥ not to catch on. .. . And as it
receives more exposure, it's going to dawn on
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more women with greater acceleration. You're

going to find that no girl who goes to college

is going to come out free of this 1ssue as’'a

primary concern. Younﬁ vomen are really going

to turn on this thing.
Unlike their fellow alumnae of the fifties and early sixties,
today's college women and graduates, the Navy's potential
officer candidates and the junior officers already in  the
ranks, are attuned not only to the spirit of the Women's
Liberation Movement, but also to that of other soclal trends
in the country. There are many indicators of this changed

attitude on the part of young women college graduates.

Interviews in a recent New York Times article with some of

Wellesley College Class of '66 pointed up marked change in
their perspectives since their graduation in 1966. As
examined in Chapter IV, present Navy policies do not 5ffer
equal opportunity for women except in their function as
administrators. If present Navy policies continue, will

the organization be able to attract and retain young college
graduates who have greater self-expectations than those in
previous decades?

Misinformation regarding the military. Over a period
of time, the distribution of misinformation by the leaders
of Women's Liberation Groups may be damaging to the Navy's
woman officer recrulting effort. A lecture by Gloria
Steinem, one of the militant egalitarians, 2 December 1970

at Salve Regina College is a case in point. Miss Steinem,
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who was well received by her audience which consisted largely

of college women, was highly critical of the military

relative to 1its Ttreatment of wives and uniformed women.

Her sweeplng generalizations about the military and military

women were supporfed by only vague ideas of military life.
But lack of knowledge did not stop her frbm being very
critical of the military for not offering "more than sec-
retarial positions'" to women. Miss Steinem advocated
equality for the women across-the-board, including eligi-
bility for the dréft aﬁd shipboard duty.

Services--leader in equal opportunity? If there
is a lasting impact made by the several ongcing social
movements within the country on job opportunities in non-
military sectors available to women, the services will no

longer be ahead of industry in offering opportunities for

women equal to those of men. For example, in 1971 approxi-

mately 76% of the women line officers in the Navy are
assigned in the field of administration and another 14%
in that of'communications.* In general these women are

precluded from career patterns that would develop officers

gqualified for top managerial positions. It is to some extent

*For detailed analysis of these percentages, see
page 59.
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ironic: While they are given equal pay and rank opportunities,
women line officers are not given the opportunify'tb attain
gqualifications that lead to the top billets. This is in

s ome reépects at odds with industry and academia wherein

women are in the positions and performing the Jjobs but are

not given the pay and tifleﬁ Relative to the working woman,
if present trends in American society and in Navy personnel
policies continue, the Navy is bound to lose its leadership

in equal opportunity as pertaining to opportunities in the
woman officer program.

. Appraisal of attitudes and prejudices. 1In response
to a changing value orientation in society regarding work
roles, the services may soon be forced to critically appraise
their general attitudes regarding utilization of women.
Although equal pay is not a consideration in the services,
equal job opportunity is a bone of contention with some of
the women. The U.S. miiitary services have been in the
forefront regarding equal job opportunity, but as a general
rule only in the jobs that are labeled "women's kind of work";
e.g., personnel, administration, communications and data
processing. The present attitude of the services on utili-
zation of women is expressed by the U,S. Army in the 1970
IProject PROVIDE Report:

. . Women tend to shy away from occupations

that encroach on their femininity. Aside from
highlighting the numerous benefits of military
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service, women must be shown that their true

value to the Army is not that they are capable

of replacing men {an unfeminine connotatiori},

but that they are wemen and the_feminine touch

is required to do a better job.5
The attitude as expressed in these remarks will be distaste-
ful to young college women who respond positively to soci-
etal pressures for change relating to sex role stereotyping.
They may, for example, resent being for the most part chan-
neled into an administrative corps. And, from general
observations and interviews, a sense of dissatisfaction
regarding the types of billets offered to women line officers
already exists among many junior women officers.

The resurgent feminist movement at the very least will
undoubtedly effect changed attitudes by Navy men and women
which will in turn create new types of billets, new '"career

' new challenges for women officers. The changing

patterns,'’
role of American women must be fully appreciated in any
reassessment by the Navy of the utilization of its women,
both enlisted and officers. While it is unlikely that
disregard for 29 years of experience will occur, there
must be a meaningful response to an increasing requirement
for a more definitive official view of how the Navy plans
to utilize its women.

The wife and mother--a naval officer? As a result
in part of the resurgent feminist movement the services

have had to initiate a position on woman and her many
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roles, including mother, wife and carecerist. In formal-
izing these initial sfeps, all sides of this congept must
be consildered, for the implications of a naval officer
combining both job and motherhood are wvast.

. Continued consideration of women's status in
soclety. To prevent soclal isolation in formulating and
expounding an official position on women in the Navy, the
- Navy must continually appraise the status of women in the
total society. This has been relatively easy 1n the past
for the Wave organization has grown up in the historical.frame-
work of mother/wife/homemaker as the single socially acceptable
role of women (a framework which has caused the services to
have a recrulting problem, insofar as gquality, In their
women's proéram). Changed norms that are emerging from the
new feminist movement and other social movements in the country
are likely to create acceptable options other than the mother/
wife roie. Not to appreciate the meaning of these new norms
would be_no small tragedy for the Navy, with a tremendous
source of skilled human talent and energy forgotten. That
changing social values in the country may well be an effective
kind of recruiting aid to the services illustrates the requlre-
ment for continuing evaluation by the Navy of the status of

women. Changed values in this instance are seen as a recrulting
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aid in the sense that in the future college women will be

more apt to seek Jjobs that offer lasting career‘potential.*
Reform measures as inépired by women's leadership

in the Navy. From personal observations and interviews,

it appears that the Navy's present woman officer complement,

a relatively conservative group in a relatively conservative

organization, is satisfied on the whole with the career

opportunities offered to them, and that the new feminist
movement has had little effect on their outlook. For reasons
discussed in the next chapter, the current generation of
women officers seems willing to live with the status quo.
These women seem to recognize that,
. . the penalties meted out t0 headstrong

women who follow their own bent have carried

the message tha% those who Tollow the rules

are better off.
They were raised and educated under the protective umbrella
of the homemaker female sex role concept and have learned
the meaning of flexibility, rationalizing theilr role in the
Navy as a significant but secondary one in an organization

that is "a man's world." There would seem to be only slight

possibility that these women will do more than attempt to

*In a recent National Institute of Student Opinion
Poll, which was conducted by Scholastic Magazine in 1,600
schools, 11% of the girls said they planned to serve in
the military. (Fifty-four percent of the total said they
expected to continue their education after high school.)
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continue to gradually improve the opportunities for women
in the Navy. fo wit: No capability exists in the women's
leadership for presentation of a radical nature ?egarding
the women's programs. On the other hand, the leadership

in the women's line in the immediate future will consist

of a post-Korea vintage. This gfoup has a distinctively
different impression of woman's role in the Navy from those
who served during World War II. Although radical proposals
would be highly unlikely, reform measures structured with
innovative, forward thinking should be anticipated. Will
the coming new generation of women officers, some of whom
will be steeped in the philosophy of the feminist movement,
be satisfied and willing to adjust to the present and even
future policies which will be modified by new attitudes?
The degree of effectiveness of the movement and of changes
in Navy policies will provide the answer.

. Passage of Equal Rights Amendment (ERA}. There
would be bbvious implications for the uniformed women with
innumeraﬁle arcas to be researched were the ERA, an attendant
product of the feminist movement, to pass. Perhaps the
All-Volunteer Force would negate this implication.

Although opportunities for women have "opened up" in
the last decade, cultural norms related to the sex role,
as reflected in polls and surveys and actual situations

relative to American women, are lagging behind technology
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and science. This cultural 1ag, a third trend, is a natural
phenomehon in any advanced society. Equal rights do not
guarantee equal opportunities . . . "crescive" norms still
preveil. The work worild for the American woman is at best
neotraditionalist in attitude'and opportunity, and while
rationally one may be an egalitarian, emotionally he/she

is likely to be a neotraditionglist. An examination of
polls and surveys peftaining to attitudes concerning the
role of American woman supportis thesé conclusions:

A college survey of students enrolled in 19 U;S. col-
leges and universities conducted by Vance Packard in the
late sixties revealed the student attitude regarding the
sex roles. When asked, "Do you support the 1ldea that the
individual iﬁ society functions best if male and female
roles in life remain essentially different even though
equal?", four-fifths of the students replied "yes."

A second question to the students: "or do you feel
that progréss lies in the direction of minimizing sex
role differences in life as far as anatomically feasible?"
Iess than one-fifth responded "yes." 1In general, says
Packard, the women students indicated they felt strongly
they should have equal opportunity to perform jobs within
their physical competence but seemed content that women's
and men's roles in life be viewed as essentially different.7

Relating the student reactions to the constructs developed
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in Chapter II, we find an attitude close to the neotradi-
tionalist. This same outlook, which fundamentally perceives
women to be different but equal, was expressed by the majority
of the 34 women 1line officers interviewed for this study in
describing their ideal work role f‘refer p. 56).

In the past year many ﬁolls and surveys on the squeét
of male/female relationships and the female role have been
conducted in the United States.* One of the better con-
structed ones was administered by the American Association
of University Women (AAUW) to 4,065 women and 2,940 men
in the winter of 1970. It revealed the following atti-
tudinal directions.

. A majority of both males and females agreed that,

- Women experience discrimination in the working
world.

- Women do not want full job equality if it means
loss of femininity. -

- Women perform well in competitive situations.

- A successful woman is not less attractive to men.
- Men resent a female boss.

- Women are often bypassed for promotion.

- Women tend to think of employment as a Jjob rather
than a long-term career.

¥*

The 1list includes: Gallup Opinion Poll of September
1970, Good Housekeeping poll of March 1971, and McCalls
of March 1971.
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' . A majority of wamen agreed with the following

statements, while men did not.

- A woman's first responsibility is not to be
a feminine companion of men and 2 mother.

- Women do not have less need to achieve than men
in the working world.

- Intellectual achievement of women is viewed as
competitively aggressive behavior.

- Women who wish to develop their potential do not
have adeguate opportunity to do so.

. Trends in the AAUW questionnaire include:

- Women in gereral report significantly stronger
. responses than men in support of women's equality.

- The greatest agreement between men and women was
obtained in the category of woman's role as wife
and mother, such as Joint family decision making,
accessibility of abortion, etc.

‘ For the compllete report of this questionnaire, see Appendix I.
As products of our present social structures, certain
circumstances pertaining to the American woman also reflect
a culturél lag in values. These include limitation of
self-conqept, channelization of motivations and sex-typing
of Jjobs, minority group attributes, nonachievement in intel-
lectual careers, role ambiguity or sociological ambivalence,
and barriers to full participation in society. These situ-
ations are discussed below:
(a)} Limitation of self-concept and self-expectations.

American women in general do not seek to use potential

talents to their fullest. Rather they anticipate the
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consequences and accept the limitations, or defeat, which
may not in fact be inevitable. Reflecting on her unsuccess-
ful senatorial campaign this past year, Ienore Romney noted
this phencmenon:

I was especlally discouraged by women them-

selves saying that women don't know enough to

be public officizls. . . . They want equal

pay with men, equal jobs, but women are not

willing to help one another get elgcted to

deal with the problems of the day.
Mrs. Romney suggests that women suffer from lack of con-
fidence, and "they therefore lack stature, status and any
feeling that they can be just as effective as men."9

(b) Channelization of motivations and sex-typing of
jobs. Due to society's current image of femininity women's
motivations and alternatives have been channeled. Related
to this is the sex-typing of jobs. The question asked is
often "Is it fitting and proper?" rather than, "Is she
qualified?"l? As Caroline Bird has said, people have fixed
ideas about whether a job should be done by a man or a
woman, but thelr reasons are as arbitrary as a Frenchman's
attempt to explain what is so feminine about "la table."

(c) Minority group attributes. Singled out from others
in the work world for differential and unequal treatment,
women as a group possess many of the attributes of a minority

group in relation to status. The Swedish sociologist

Gunnar Myrdal spelled out the parallel between the position
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of blacks and the position of womén back in the early forties
and explaingd the 1ink between abolitionism and.women's
rights, both of which attacked thé social paternalism of white
males.ll '

(d) Nonachievement in intellectual careers. In that the
qualities of womanliness and femininity as traditionally de-
fined are not conducive to intellectual achievement, there
has been general nonachievement in intellectual careers by
American women.

(e) Role ambiguity or sociological ambivalence. One of
the most apparent and damaging results of extreme differentia-
‘tion of the sex roles in the country has been ambiguity and
ambivalence in the American woman's perception of her roles
in the society. Sociologist Cynthia Epstein speaks of this
in terms of contradictory and ambiguous sources of personal
strain which are rooted in the social structure. Stresses
emanate from a complex of role and value conflicts, and are
manifestations of a complicated relationship involving conflict
experienced between the ideology of equality and egalitarianism
versus the social role of woman.12

As suggested earlier, in referring to the sex roles,

"vive la difference" is superimposed

when the philosophy of
upon the goal of eéuality, contradiction is created. Psy-~
chologist Matina Horner is among the several authorities who
have researched this problem. Mrs. Horner, expanding the
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Thematic Apperception Test (TAT) which measures a need to
achieve to include measurement of a motive to avoid success,
supports her hypothesis that consciously or unconsciously a
girl equates intellectual achievement with loss of femininity
with startling findings: A bright woman is caught in a
double bind. 1In achievement-oriented situations she worries
not only about failure but also about success. If she suc-
ceeds she is not living up to societal expectations about
the female role:

These findings suggest that most women will fully

explore their intellectual potential only when

they do not need to compete and least of all when

they are competing with men. . . . We can see

from this small study that achievement motivation

in womeE is much more complex than the same drive

in men. 3

Role ambiguity is thus directly relevant to the career
woman who 1s cognizant of the conflict between society's
definition of femininity and her own self-image of success.
As long as society through its institutions and attitudinal
sets continues to proclaim the neotraditionalist viewpoint,
women who seek fulfillment by means of a career which 1s
labeled "for men mostly," will continue to be forced to cope
with role ambiguity. Epstein has developed an analysis of

the professional woman which illustrates this situation. 1In

a recent issue of American Journal of Sociology and in her

book Woman's Place, Option and Limits in Professional Careers,

she describes the structure and processes of professions in
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the United States in general. The professions, she says,
tend to limit women's participation and achievement within
them:

Recause women don't 'fit" well into the pro-

fessional structure . . . their appearance in

the collegial networks as legitimate copro-

fessionals often causes a considerable amount

of role confusion and male colleagues typically

are unable to engage in the normal collegial

relationship with them and instead fall back on

the traditionﬁl norms governing male-female

interaction.t

(f) Barriers to full participation in society. Discrim-
ination caused by any number of factors exists for American
women. In the working world discrimination comes in many
forms, all representing barriers to full participation in
organization: overt discrimination by those acting in officilal
capacities, practical institutional barriers, and, ingralned
assumptions and inhibitions on the part of both men and women.
Although there is recognition by the general public of this
fact, what is less appreciated, especially by men, is the
degree of discrimiration and the many forms it can take, begin-
ning much earlier in the 1life cycle than at the point of
looking for a Jjob.

A recent Stanford Unlversity Report on Higher Education
documents the barriers to women which block their educaticnal
progress and the discrimination against women in academilc

and professional 1life. The report points up the downward

trend in opportunities for American women: The share of

39



advanced degrees earned by women was higher in the 1920s and
1930s than the last decade; women's median salary income as
a percent of men's decreased by 5.7% from 1955 to 1968 (from
63.9% to 58.2%); the plight of women in education and the
job market has not improved, but worsened; fewer women are
elected to public office at all levels today. In sum,
", . . we get an overall view that the American woman is not
only failing on her own, but is losing."15
A fourth trend on the American scene is more optimistic.
Opportunities for women are opening up. Despite the forboding
overview, there are other more encouraging signs. A recent
assessment of the status of women by the Census Bureau, for
example, revealed significant changes toward greater horizons
for women. The following trends were documented: Of the
13.8 million new Jjobs in the sixties, women took 8.4 million,
nearly two-thirds (by 1970 more than 45% of all adult women
were in the labor force); the number of white women with at
least four years of high school climbed from 65% to 80; women
with some college education rose 160%, against 100% for men;
in 1960, among the wives of professional men, only 30% worked,
whereas, in 1970 the figure rose to 41%. Analysts are quick
to add that most statistical evidence does not validly reflect
discrimination that women are continuing to encounter.16
Each of us can document broader horizons that are develop-

ing for women. "Women's Studies™ are now being offered at
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many U.S. college campuses. The Supreme Court has issued
several rulings on sex bias under Title VII of the 1964 Civil
Rights Act. The first women's rights crganization, the Womeh's
Action Program in the Department of Health, Education and
Welfare, has beensanctioned by the government. TFive women

in the U.S. Army and U.S. Air Force have recently been pro-
moted to the rank of brigadier general. The U.S. Military
Academy broke a tradition of 1606 years and appointed its

first woman to the faculty in 1968. For the first time the
Naval War College accepted women officers as students in 1969.
Ané, the list is growing. Traditicns in male domains are
being broken every day.

Throughout American history, relative to the status of
the sexes there have been shifts beitween two philosophies,
between the androgynous and masculinist periods. We appear
to be moving into an androgyhous periced in which women will
be paralleling men rather than complementing them. Similarities
between men and women will be emphasized rather than their
differences.

Using the first three chapters as a base, the next
chapter examines the milieu surrounding the woman line
officer and includes énalysis of personal interviews of
women line officers and cf statistical data relative to

this officer community.
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CHAPTER IV
THE RESTRICTED UNRESTRICTED LINE OFFICER

. . . Moreover, .the position of women in
military organization is almost completely
unresearched.

Charles C. Moskos, Jr,
"Minority Groups in Military
Organization," A Survey of
Military Institutions

Introduction. Used in the sense of a kind of social

identification tag, tﬁe status of the woman unrestricted

line officer i1s that of a woman naval officer rather than a

line officer. 1In every manner she is treated as a part of

'  The reasons for this status are

a corps--the "Wave Corps.'
multifaceted. First, she is a female in a male-dominated
profession.* Her salient status inevitably is. her sex.
Second, the women are in large measure a corps by the func-
tion the& are performing, and have been filling billets
that, whilé designated unrestricted line officer billets,
are for the most part administrative in nature. For pur-
poseé of comparison, in the U.S. Army these billets would

fall into the Adjutant General Branch which encompasses the

Army's administrative specialists. The assignments and

*There are approximately 2,876 women officers on active
duty out of a total of 76,486 officers. (Source: NAVPERS
15658, Navy and Marine Corps Military Personnel Statistics
dated 31 March 1971.)
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career patterns of the women line cofficers have been con-
fined to a very small percentage of the specialty areas
within the unrestricted line billet structure. And, third,
the unrestricted line officer designators connote sea duty,
command at sea, and flying status. Article 1820100 of the
BuPers Manual states that women shall not be assigned to
duty in aircraft engaged in combat miséions or aboard naval
vessels except hospital ships and naval transports. Under
the present working definition of the unrestricted line
officer, how can women be considered unrestricted line
officers if they do not qualify for naval warfare?

The pseudo line officer status of the women line of'-
ficers becomes apparent when one asks himseif, "What male
officer community does the female line officer community
most resemble?" The most logical response is the Supply
Corps, which has separate but equal attributes and conslists
of a pool of specialists or subspecialists within their
numbers. Personnel policies reflecting a quasi-corps status
for the women line officers as an officer community include:

. separate recruitment and training for women,

. separate detailing,

. separate quasi-chain of command for the administra-
tion of women (Women's Representative/Assistant for Women/
Pers K concept) and,

. discriminatory or different policies, such as,
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(a) Women have‘seﬁarate laws which apply to them
and do not compete withh *he male line officer in promotion.
Related to this, there few women in top managerial posi-
tions. '

(b) Women cannot command at sea and they cannot suc-
ceed to command, except in the administration of women

(Articles 0602 and 1383, Navy Regulatiocns).

(c) Women cannot go to sea.

(d) Women cannct fly.

(e} The numbers of women in the Navy are kept to a
minimal number. Women are not interchangeable with men in
shore billets due to career pattern restrictions. At the
same time, women do not have the opportunity for seagoing
experience. Thercfore, they are considered detailing prob-
lems in that they are less assignable than the male line
officers, and, hence, their numbers contributing toward the
end strength are restricted.

()} The careers of women line officers are confined
to the nontechnical fields of the unrestricted line officer
program, in particular administration and management.

If women line officers are 1lmagined as a Corps or &
separate officer community and not line officers, these
"discriminatory," different policies disappedr with the ex-
ception of being limited to small numbers and restricted in
career patterns to only a few subspecialties. And 1f the
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community is seen as limited to an administrative function,
the latfer disappears. Thus, discrimination is.éeen as not
necessarily caused by sex, but by functional application.
Tﬁe following analyses of personal interviews with
women officers and of statistical data describe some of the

significant issues relative to this officer community.

Interviews of Thirty Four Women Line Officers. During

the fall and winter months of 1970-71 persconal interviews
were conducted by the author with 34 women line officers.
The instrument is shown in Appendix IT. Interviews by grade
-iInciuded two captains, four commanders, six lieutenant com-
manders, eight lieutenants, three lieutenants (Junior grade)
and eleven ensigns, Admittedly this group does not repre-
sent a random sample of the woman line officer community; a
majority of those interviewed were stationed in the Newport
area., The interviews were not conducted in the sophisticated
manner of taped records of the interviews, but in the form
of handwritten notes which were later typed.

In that the interviews provided a framework within which
women officers could express themselves on issues which are
addressed in this study, they were especially useful. From
personal observation and analysis of the interviews, it is
fair to state that there is no "consensus" on many of the

crifical issues concerning the status of women, a trend in
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the larger society noted in the previous chapter. That the
results of these interviews cannot be scientifically tested
and measured is stressed. Further, it should be understood
that these TEeSponses Werse first impressions and not con-
sidered Jjudgments. Responses to guestions #2, #5, #13 and
#L4 in particular illustrate a trend toward status ambiguity
in thils sampling of women line officers.

Question #2 was phrased as follows: "What do you think
are the Navy's reasons for maintaining women officers to-
day?" The responses break down as shown in Figure 4.1, with
more than one response in many instances. TFor analytical
purposes the responses can be broken down into seven cate-
gorias:

(1) The Nucleus Theory response. The raticnale of
these respondents is that the active duty women (officers
and enlisted)} provide a trained nucleus in event of mobi-
lization. Related is the conviction that all women officers
have a responsibility to the administration and traihing cf
eniisted women, and that the only real specialty of a
woman line officer is the administration of women. The
limitations of women in the military must be recognized--
it is a man's organization, with sea/shore rotation an all-
important perscnnel factor. Because women cannot (and
should not) go to sea, they must recognize that they are
less assignable. They should feel privileged to be able to

serve 1n the Navy, which revolves around the fleet.
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(1) Nucleus Theory. Women
provide trained nucleus in
event of mobilization.
"Provide a cadre of trained
personnel which would be an
adeguate base for mobiliza-
tion in case of war or
national emergency . . .'*

Number of respondents: 2

(2) Resource Base. Women
provide general and speclal
skills; they are a large
portion of the working force.
Their talents should be

used by the Navy. The Navy
should explore new possi-
bilities for utilization of

"its women in concert with

the changing role of women
in the American society.

Number of respondents: 16

(3) Combinatlon of (1) and (2)
with 1little emphasis on the
trained nucleus, which is an
outdated concept. Women have
proven their worth fto the
service.

Number of respondents: 10

1 CDR 2 CDRs 5 ENSs 2 CAPTs 1 TTJG
1 LTJG 2 LCDRs 1 LTIJG 1 CDR 3 ENSs
6 LTs 3 LCDRs

>

(4) Constitutional and
legislative authority.

The law provides a legal
basis for women in the
service., The Navy is
stuck with its women,

like it or not, Tot know-
ing how to dissolve the
Wave organization.

"~ Number of respondents: 7

(5) "I don't know," or
never thought about it
before.

Number of respondents: &4

(6) The feminine touch. Women
provide a different viewpoint.
They are a plus morale factor,
they do the "feminine-type"
kinds of jobs.

Number of respondents: 7

1 LCDR 1 1TJG 1 LCDR 3 LTs 3 ENSs
3 LTs 1 ENS 3 LTs 1 LTJG
(7) Women f£ill the shore
jobs so that men can go
To sea.
Number of respondents: 2
2 ENSs
Figure 4.1

Breakdown of Responses to Question #2, "What do you think are the Navy's reasons for main-

taining women officers?”

(Some of the respondents gave more than one reason, )

*Report of the Committee on Federal Employment to the President®Commission on the

Status of Women, October 1063, p. 5.



' (2) Resource Base. Women are a big portion of the
working force and should be utilized. Women are a viable
part of the Navy organization and have proved their worth
and competence. Women officers like to think that there is
no difference between male and female officers and that
their contributions today are accepted as such by the leader-
ship . . . but "this is not so at the present." As one of
the ensign respondents stated, "Women officers can be just
as competent as men but, before this is accepted (by the male
officers), the image of women in the country must change."

As this change occurs, the careers of men and women in the
Navy will be more parallel.
This group, representing the neotraditionalists, sees

‘ a changing role for women in all segments of society. The
times are changing and the Navy should explore new possi-
bilities for utilization of women's talents. If women are
qualified why should they not be able to fill the jobs?

(3) Combination of (1) and (2). This view combines the

trained nucleus and the skilled talent, as the raison d'etre

for active duty women officers, with very little emphasis on
the former. The nucleus theory is seen as a concept that 1s an -
anomaly and in a state of limbo as is its parent concept,
mobilization., The Navy wants women for their general and
speclal talents, and, at the same time, offers young women
the opportunity to serve their country. The administration
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-‘. of women is seen not as an absolute requirement for all
| officers, but this type of duty does give women something
i partially equivalent to sea duty. Women are different and

the Navy has faced this reality through the "W" concept.
Women have proven themselves useful and have become an
integral part of the Navy. The quality of women officers
has been steadily improving--there have been times when
there was a demand for personnel, and the women did the job
and were accepted. The trained nucleus is only a small part
of why women have been maintained, but as long as there are
reserves the nucleus is a viable concept.

(1) Constitutional and legislative authority. The Waves
are in the Navy by law, and therefore the Navy is "stuck

. with us." We are a vestige of tradition and "the Navy
doesn't know how to dissolve the /Wave/ organization.’

(5) I don't know, or I neVer thought about it. This
was a first reaction from four of the women officers
(1 LCDR, 2 LTs and 1 LTJG).

(6) The feminine touch. The women provide a different
viewpoint; they are a plus morale factor; they produce
quality work in the administrative field; they "do completed
staff work." Waves "do a better job" than the men; the
women are dedicated volunteers and "do the paper work jobs
that men don't care to be bothered to do and that we are
supposed to enjoy." "We are the Navy's secretaries and
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paper pushers in jobs affiliated with woman-type work."
Among the women who gave this response there was both satis-
faction and dissatisfaciion as to this status. Five out of
the seven were dissatisfied.

(7) Women fill the jobs ashore so that the men can go
to sea.

Relating these responses to the overview within society,
advocates of the nucleus theory (1) are very close to those
who support the traditional role of the woman, that of a
homemaker and companidn of men, 2 prevalent viewpoint in the
United States until the sixties. Related to this attitude
is (6), the feminine touch: women are different, and can
best be used doing "feminine work'; e.g., detailed jobs such
as communications and administration, and jobs requiring
interpersonal talents such as personnel officers.

The respondents with an attitude as expressed in cate-
gories (2) and (3) would be comfortable with the assumptions
of the neétraditionalist, and, they would very likely hope
to see the uniformed women move forward cautiously toward

equality as defined by the Presidential Task Force Report on

Women's Rights and Responsibilities of April 1970:

Womén do not seek special privileges. They dc
seek equal rights. They do wish to assume their
full responsibilities.

Equality for women is unalterably linked to
many broader questions of soclal justice. 1In-
equities within our society serve to restrict
the contribution of both sexes. . . .
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What this Task Force recommends is a natiocnal
commitment to basic changes that will bring women

into the mainstream of American life. Such a com=-

mitment, we believe, 1s necessary to healthy

psychological, social, and economic growth of our
sogiety.

Unfortunately the interview sampling is insufficient to
prove conclusively that there is status ambiguity in the line
women officer community, but the trend as observed in the
responses to question #2 is apparent.

The responses to question #5 of the instrument also
suggest some degree of ambiguity in the minds of women of-
ficers as to their status in the Navy. The question relates
to the 1100 officer designator and its applicability to
women: "The majority of line women officers at present are
in the field of administration or management, What desig-
nator do you feel best fits this present woman officer comple-
ment?" The replies break down as follows:

(1) No question about it--1100. A large group of re-
spondents, fifteen officers, had no doubts about being "un-
restricted line officers" and were not willing to think
about any other category. They did not feel it a misnomer
for the women, at least not under the present designator
structure.

(2) Some five officers said that the 1100 designator

presents & problem in their minds but that it is the best

solution under the present designator structure. Reasons
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for this position included: being 1100 officers gives
women flexipvpility and mebility in job opportunities which
they would not accrue as a corps, or as restricted line
officers; no 1100 is "umrestricted" anymore, therefore

that women line officers are in fact restricted is not much
different than the male officers; the label is secondary to
doing the job--don't fret aboul semantics; changing to a
separate designator for women would be a step backward.

(3) New designator needs to be devised. Four of the
respondents said that they cannot honestly consider them-
selves 1100, and that it is inconsistent for women to carry
an 1100 designator. If women cchntinue to be restricted
from sea duty, then they should be restricted line officers.
A table of equivalency was suggested, as well as an officer
desighator for administrators, similar to Adjutant General
concept of U.S, Army.

(4) More like a corps. Two of the officers suggested
thaf the women be what they are rather than try to fit into
the male 1100 program. The respondents both would rather
this not come about, but felt it would be more realistic.

(5) Three officers stated a philosophy of either/or,
Either give the women their own designator, recognizing the
myth of integration; or, completely diffuse the women
throughout the shore establishment.

(6) No real feel for the question. Tive of the

ensigns said they had insufficient knowledge to respond.
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The total breakdcown is as follows{

(1) All right as 1s--1100

(2) A problem, but

no solution

(3) New deslig-

nhator needs

2 CAPTs to be
-2 CDRs 1 CDR devised
3 ICDRs 1 ICDR
5 LTs 1 LT 1 TCDR
1 ILTJG 1 LTJG 2 ITs
_2 ENSs 1 ENS 1 ENS
15 5 T
Number of respondents: 15 5 il
(U) Corps (5) Did not know |{6) Either new
designator
1 ILCDR 5 ENSs recognizing
1 LT3G myth, or
2 completely
diffuse the
women through-
out the shore
establishment
1 CDR
2 ENSs
3
2 5 3
Figure 4.2. Breakdown of Responses to Question #5.

"What designator do you feel best fits the present

- women line officer complement?"
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The responses show the wide variances of opinion on a
question that has been raised throughout the history of the
Waves. A4 large percentage, recognizing the problems in-
volved in creating another designator, and believing in the
advantages and flexibility through women remaining in the
1100 designator, opted for the status quo. This coption for
status quo may reflecf a general tendency among the more
senior officers in particular to be morc comfortable with
the status quo. At the same time, those who responded with (2)
through (h) would appear to reveal an uncertainty regarding
their status as unrestricted line officers which by defini-
.tion represents sea or flying status. Those responding with
either/or believe that the opportunities of the present
woman officer program are incompatible with the 1100 desig-
nator.

Ahalysis of questions #13 and #14, which are two wind-
up questions of the instrument, continues to illustrate the
trend of status ambiguity in the woman line officer, am-
piguity in the sense of Epstein's thesis of woman trying to
define her role(s) in a profession.

Question #13, "What role dd women officers now play in
support of the Navy's requirements?" is similar to #2. It
was intended not only as a repeat but also as a summary of
the interview, Responses indicate that thls was a poor

question as 1t is too all-encompassing for the respondent
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and pat, short cliches resulted. The role of line women

officers as understood by the respondents includes:

. fulfill a role in each billlet, wherever they are

assigned.

perform well in jobs the Navy needs to have done.

. form an integrated part of the shore establishment

and support the fleet.

£ill sﬁore billets which permits the men to go to sea.
act as managers and administrators.

play a vital part in the Navy.

handle certain types of jobs better than men.

work.

sigh papers.

1

be a "superolficer." Because we are women, we must ap-

pear not to be aggressive, must be extremely tactful and main-

tain a sense of balance.

Only three officers expressed attitudes which indicated dis-

satisfaction with their role in response to #13. Remarks

included: "we are high paid officer managers doing the Navy's
paper work." . . . "We still get scruffy billets that the
men don't want" . . . "we are performing well, but are kept

dowvn in how we perform, we are restricted.”

Question #14 concerns the future role of women officers:

"In light of changes occurring in the Navy and in society as
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a whole today, what in your estimation should be the role of
women officers in the future? What will it be?" - Analysis
of the responses correlates with question #2, with all of
the respondents asking for a changed role of the woman line
officer. The responses, reflecting more of an attitude than
a definite statement of role, can be divided into five cate-
gories:

(1) Remain integrated with the men (vice corps concept).
This does not mean equal with the men (women are different);
the Navy can afford to-discriminate, in the sense of dis-
tinguish and discern, regarding its women. Women should
share responsibilities equally with the men, and should be-
come more accepted as a part of the Navy. The women should
be seen as a part of the all-volunteer force, with less
antipathy and prejudice expressed toward them. Give the
women more responsibilities ahd opportunity to succeed to
command.l The women should stop acting 1ike a corps and
stress similarities rather than differences. Many ex-
pressed the belief that this integration should start at the
training level (Officer Candidate School). This response
aptly reveals the problem of status ambiguity for thetg
woman in the Navy--she wants to be equal yet not equal. This,

incidentally, coincides with the American woman's point of

view in general.
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—(’ (2) Opportunity to work in new areas. A number of the
officers see the need for new areas opening up fbr women
officers--in both the line and restricted line programs.

In that'very few of the respondents in this category were
in favor of going to sea personally, one infers from this
response that the respondents feel that a number of areas
and types of billets not requiring operational experience,
are now in fact closed to women and should be opened.

(3) Opportunity for specialization. The need for more
opportunity to specialize, if the woman line officer so
desires, was a common response (and is related to the

- éssumptions of (2)}. The caveat of optlon was consist-

. ly attached; i.e., don't force all women line officers
to specialize. (One respondent, a LCDR, stated that there
should be no unrestricted women line officers, for women
do not gqualify for the program.)

(4) Greater use as source of quality manpower. In
view of the proJjected All-Volunteer Force, women should be
considered as providing quality human talent . . . the
future role of women in the Navy may increase considerably.

(5) Exact equality with men. Many of the ensigns
expressed the attitude that the women officers should be
given the same opportunities and responsibilities és the
male officers, and expressed a strong sense of the egalitarian

rationale. They felt that sea duty and flying status should
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be opened up to women. . The issue of whether women go to sea

was part of question #3 of the instrument.

I

t.is significant

that 10 (1 CDR,' 1 LT, 8 ENSs) of the 34 said that they

would personally like to serve at sea; another 4 (1 ICDR,

1 LT, 1 LTJG, and 1 ENS) said that they would not personally

enjoy it but that it should be an opportunity for women.

The breakdown of categories is as follows:

(1) Remain integrated.
This does not mean equal
to men, but more a part
of the Navy than at
present. ''We are not
zqual now."

Number of respondents:

1 CATPT

2 CDRs

4 LCDRs

3 I's

1 ITJG
1T

(2) Opportunity to
work in new areas.

ITs
LTJGs
ENSs
CDR

== oo

(3) Opportunity for
specialization,but
not as a primary or
sole function of
majority of URL
women officers.

2 LCDRs
4 1Ts

1 LTJIG
_3 ENSs
10

e

(4} Greater use as
national source of
manpower.

(5) Exact equality
with the men; e.g.,
URL woinen officers
should be sea-

1 CAPT going.
1 CDR
3 LTs 5 ENSs
1 ENS 5
5]
Figure 4.3. Breakdown of Responses to Question #14.

Future role of Women Line Officers (some of the respondents
gave more than one category).
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Analysis of Statistical Data on Women Line Officer

Community. Appendices III through V were developed for use
specifically in this study in order to illustrate fhe dis-
tribution of women 1line officers presently on active duty by
occupational groupings and by Naval Officer Billet Classifi-
cation Codes (NOBCs).

Appendix IITI is a comparison of 1966, 1971 and "career"
assignments by nine occupational groupings. In this appendix
a comparison of current assignments with those of five years
ago shows a marked trend toward reducing the number of assign-
ments given to women officers in the supply, intelligence and
professicnal field, and returning these officers to the
traditional areas of administration and communications.
Between 1966'and 1971 the numbers of women officers in com-
munications have almost doubled. Adding the 1971 percentage
of the communications subgroup (-14%) to the administrator
group (?6%), it may be seen that approximately 90% of the
women preséntly on active duty (excluding those unaséigned,
in student status or on forelgn exchange duty) are in the
areas of administration or communications.

Career figures in the third column are based on assign-
ments made to these same women over a period ranging from
1549 to the present. A comparison of current figures with
the career figures points to a downward trend in the scien-
tists and professionals grouping (4 1/3% career; 2%, 1971)
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and a steady trend in the intelligence and administrator
groupings. Intelligence has been consistently 2%, while
the administrator grouping is currently 76%, with %o% career.
The number of women in the supply grouping has been minimal
over the duration of many years.

While the differences between the 1966 and 1971 catego-
rization of NOBCs may account for some of the marked change
in percentages, the validity of the comparison cannot be
entirely discounted. These trends are heavily substantiated
by the career figures.

Within each of the two major occupational groups (admin-
istrator and engineering and maintenance) in which women
officers are being most frequently assigned are subgroups,
which show an even narrower pattern of channelization: 98%
of the engineering and maintenance billets are in communications
alone. Over four-fifths of the total billets in the admin-
istrator grouping fall into three areas: General Administration,
Training Administration, and Manpower and Personnel Administration.
Within these subgréups there exist NOBCs which in themselves
are major factors in the channelization pattern. These have
become in effect the typical woman line officer billets.
In the current General Administration subcategory these NOBCs
are #2605 {Administrative Assistant) and #2615 {Administrative
Officer) which account for 20% and 49% respectively. In the
Manpower and Personnel category one NOBC alone #3965 (Personnel
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Officer) overshadows 18 others and represents 61% of the
subgroup's total. A brezkdown of the Administrator
grouping is provided in Figure h.ﬁ:
1966 1971 Career
Admin, General 96 (28%) 112 (26%) 336 (26%)
Training Admin 20 (6%) 62 (15%) 192 (15%)
Manpower | 127 (36%) 155 (36%) 508 (40%)
Comp and Fiscal 17 (5%) 2 (1/2%) 9 (2/3%)
Data Processing 30 (9%) 33 (8%) 80 (6%)
Pictorial 1 {1/2%) 1 (1/2%) b (1/3%)
Information 48 (144) 4y (10%) 104 (8%)
Police ho(1%) b (1%) 18 (1 1/2%)
Safety 0 0 0
Inspector General 0 0 0
Medical ' 0] 0 0
Other 1 (1/2%) 12 (3%) 38 (3%)
Based on | 344 (100%) Lo (100%) 1289 (100%)
Figure 4.4. Breakdown of Administrator Group.
Source: 1966 DACOWITS Report on Utilization of Women,

and BuPers Computer PRINTOUT dated 29 April 1971.
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Figure 4.5 on the next page in graphic form illustrates
the trends within Appeniix IITI.

Table 2, Current Distribution of Women Line Officers,
Apoendix IV, shows that the woman line officer community
currently includes in its numbers a nuclear physicist (NOBC
2071), a naval hull engineering development officer (NOBC
7120) and a laﬁnching, recovery, and landing aids engineer-
ing officer (NOBC 8050). A1l of these billets are assighed
to ensigns and represent a departure from the traditional
voman officer assignménts. On the other hand, the flelds
to which women officers customarily have been detalled con-
tinue to show heavy concentrations of women, as indicated
in the previous discussion of Appendix IIT.

The many areas in which women could be serving are not
indicated in Table 2. Without mind-stretching, areas in
the unrestricted line designators in the shore estabiishment
in which women might serve include: 1logistics, trans-
portation, internationzl affairs, and command.

Table 3, Career Distribution of Women Line Officers,
Appendix V, shows the distribution of women line officers
by NOBCs over an extended periocd and serves to illustrate
those specific areas, in nzval terms, where opportunities
for women have opened up, as well as those areas where
women were formerly being assigned and are no longer

serving.
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Figure 4.5 .
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An example of the opportunities which heve recently
‘been opened to women is the Navy's aviation field.. The
\fourth and fifth pages of Table 3 show an increasing number
of assignments being made to Junior officers in this field,
particularly in the ground operations group. The question
immediately arises: Are they headed down a dead-end road?
There 1is presently no viable career pattern for women within
the aviation field. The aviation field also contains an
example of an afea of specialization to which women officers
were formerly but are no longer being assigned. This 1s the
meteorology group in which women who are presently commanders
and lieutenant commanders were al one time serving. A glance
at Table 2 will show that these kinds of billets are no longer
being filled by women officers.

Other areas into which women have occasionally been
detailed are the facilities englneering field and weapons
eﬁgineering field. There are at present no women officers
serving in these fields; the women who held these billets
have remained on active duty without developing these fields
as subspecialty areas.

Figure 4.6, Summary of Tables 2 and 3, below gives
in summary form the numbers of billets and percentages
represented by individual fields in Tables 2 and 3.

In addition to Tables 1 through 3, several other

charts reflect the kinds of billets in which women line
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Field
Medical and Dental
Supply and Fiscal
Sciences and Services
Personnel

Facilities Engineering
Electrical Engineering
Weapons Engineering
Naval Engineering
Aviation |

Naval Cperations

Figure 4.6 Summary of Tables 2 and 3

Number of Billets

1971 Career

0 1
2 14
148 425
oug 807
0 1
0 0
0 2
1 1
16 b
148 546

% by Field
1871 Career

0 .05
-3 .8
26.3 23
Ly Lh
o .05
0 0
0 1
2 .05
é.g 2
26.3 30

Source: BuPers Computer Printout of 29 April 1971.
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. officers have served. Using the data of Table 3, the follow-
ing frequency percentages for career distribution,-based on
1839 billets, may be established:

SCIENCES AND SERVICES FIEID

2L00 CGroup - Public Affairs - 5.4%
2600 Croup - Management and Administrative Services - 15.3%

PERSONNEL FIEID

3000 Group - Recruitment and Selection - 4.7%
3100 Group - Classification and Distribution - 3%
3200 Group - General Training - 13%

3900 Group - General (Personnel) - 19.4%

NAVAL OPERATIONS TFIELD

G000 Group - Staff and Fleet Command - 4.5%

9500 Group - Communications - 18.3%

9700 Group - Automatic Data Processing - 4%

The individual NOBCs in which women presently on active

. duty most frequently have served, based upon those NOBCs on

their Officer Data Cards, are presented in Appendix VI. Of
the top 10, 4 of them are in tke field of communications.
The top 4 are in the general field of administration. Public
Affairs Officer is number 8. Numbers 7 and 11 are billets
pertaining to the recruitment and indoctrination of women
officers, respectively.

The Restricted Unrestricted Tine Officer. As in any of

the professions, the woman line officer in her career expe-
riences and constantly lives with a different status in her
organization. She represents the combination of a woman, a

professional and a restricted unrestricted line officer. The
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milieu stemming from this status is complex and crammed with
subtleties and nuances of prejudice and bias, similar to those
circumstances surrounding the woman professional generally.
Following 1s a description of some of the inputs to this
milieu including (1) channelization of billets, (2) a con-
servative leadership, (3) minority attributes, (4) paternalistic
attitude of male officers, and (5) status ambiguity.

(1) Channelization of job opportunity is derived from
a perception of status and role (different from that of the
male) for the female. Similarly to women professionals in
general, women line officers have been channeled, by both the
men and women of the Navy, into a conventional pattern of
Jjobs. Analysils of the statistical dala as presented in this
chapter substantiates this fact.

The unspcken rationale for a narrow selection of fields
made avallable to the women 1line officers, particularly in
the senior ranks, includes the ideas that women should be
used in female-type work and they should not deprive a male

line officer of "solid,"

first line billets ashore. Besides,
continues the ratiocnale, the myths concerning intellectual,
emotional and physiological characteristics undoubtedly have
some truths behind them.

(2) It is hypothesized that throughout history there

has been a tendency in policy making by the women concerning

the Wave program to be reactive rather than proactive, with
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the low-keyed approach, the low profile as the net effect.
The reasons for this are postulated below, yet admittedly
their validity cannot be measured.

. The ad hoc natﬁre of the organization. Notwithstand-
ing its birthdate of 1942, the Wave organization has always
had a temporariness unto itself, and until 1967 there were
legal barriers which would support this contention. The Navy
nas always been proud of its women, but at the same time they
have been seen in the context of a wartime phenomenon rather
than as a permanent coﬁponent. Dean Virginia Gildersleeve,
in speaking of the creation of the Waves, said, "If the Navy
could possibly have used dogs, ducks or monkeys, certaln of
the elder admirals would probably have greatly preferred them
to women."

From this general organizational attitude of ad hocracy
a posturg on the part of the women's leadership has been
accepted wherein a low profile is maintaihed, so that the men
will not reconsider the Wave component out of its existence--
particularly in times of cutbacks and retrenchment of the
military.

The minority in the naval establishment. In addition
to the comments below regarding minority status, a type of

psychological discrimination toward the "Wave Corps" exists,

similar to that which is experienced by all professional women.

The overall effect, which may have influenced the women's
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leadership style, has been that the minority are continuously
conditioned to believe that they were never meant to aspire
very high and that inequality of opportunity is part of the
natural state of affairs. |

Apprehension about feminine leadership. Leadership
by its nature must be aggressive. To be successful operating
within our societal norms female leadership must be both
aggressive and feminine. Yet in view of our society's image
of femininity and "feminine" traits, there is an inherent
contradiction in these two terms; e.g. how can the Director
of the Waves, and women officers in managerial positions
involving supervisory and advisory responsibilities, be both
feminine and aggressive, serving both thelir male and female
audiences? One of the reacsons for lag in the progress in
career planning for women (officers and enlisted) is very
likely a decided concern for how to resolve this issue, an
issue centered around role and status ambiguity.

. Lack of status. It 1s continually asserted to women
officers that qualification at sea is required for top
management billets, and therefore this avenue is for all
practical purposes closed to women. Evidence of this is the
Navy regulation cited previously that reads that women can
neither succeed to command or--under a proposed change--

command.
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. In the corporate structure of an organization the elemeht
of status inevitably rewerts to the question of power, includ-
ing authority and discretion. Without resolution of status,'
the women in the Navy will continue to have no political
(power) base as such. In essence Wave leadership is forced

to a low profile, with no alternative.

(3) As stated earlier, the American woman can be des-
cribed as the only nonminority group, with attributes of
self—abasement.and self-rejection in the extreme instance.

She has an inferiority complex, if you will, about being a

woman vice a man. As an overlay to this situation, the woman

naval officer must be recognized as a woman in a profession

which is predominantly male. Using numbers as a criteria,

. as opposed o an attitude of a minority group, the Waves are
quite definitely a minority group. Just how this minority
idea affects the individual has not been empirically quantified.
Personal observation suggests, however, that the women officers
generally have rejected themselves as women officers and as
a separate officer community in that they have created a myth
among themselves that they are integrated into the Navy, not-
withstanding continuance of separateness as manifested in
official policies and, perhaps more importantly, in the eyes
of thé male officers. The women prefer to consider them-
selves as naval officers rather than as women officers.
Accompanying this is a general realization among women
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officers that esprit de corps is necessary for morale pur-

poses and operative in the Wave organization.

Another attribute of a minority group, ildentification
of survival with the prosperity of those who feed them, is
too harsh to apply to the women in the Navy. There 1s in
the women officer community, however, a prevalling attitude
of privilege, honor, service to the fleet, as reflected by
statements such as, "It's a man's Navy"; "We should feel
privileged to be able to be a part of the naval profession.™
The motto of the Women Officers School (which includes both
Nurse Corps and Wave officers) is, "It is our honor to serve
the fleet."

(4) Related to channelization of billets is the pater-
nalistic attitude of the male officer which 1s wvery often akin
to what Caroline Bird refers to as "new masculinism": It is
all right for the women to do thelr thing, ag long as it does
not impoée upon the male and his role/status. It would appear
that as 1dng as this attitude is ascendant it will be atypical
for a female 1line officer to be filling what is considered to
be a first line unrestricted line officer billet. "Iet the
women be administrative officers, communications officers,
and even compﬁter programmers, but they are not gualified to
be in key OpNav or CNM line officer billets." Recently a

woman line officer was assigned for the first time to the

61 division (Politico-military Affairs) in the OpNav arena.
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' Discussing this assignment, one of the officers in the 61
division said, "It must have taken a lot of politicking."
Wheﬁ asked whether this could portend more openings in
Op 60 for women, he said that the 61 division couldn't pos-
sibly take two women at one time, no matter how well gualified
they were. This is typical of the new masculinist attitude.
The notion seems to persist within the military organi-
zation that women are nothing but defective men:
There is no guestion but that women could do a
lot of things in the military service. So could
men in wheelchairs. But you couldn't expect the
services to want a whole company of people in
wheelchalrs.
General Hershey
(5) Status ambiguity as discussed in Chapter IIT is
. sublimated by a large percent of women officers, if for no
other reason than emotional stability. Several factors
contribute to ambiguity of status for these women, includ-
ing the different-but-equal syndrome, no definitive career
progression, uncertainty of qualification, and role ambiguity.
Different-but-Equal. On the one hand the woman
officer is informed that she is an unrestricted line officer
and that overall personnel management policies that apply to
men are eyually applicable to her. On the other, she 1s very
likely to have been recruited by a woman officer, trained and
indoctrinated mostly by women officers, and detailed by a woman

officer. She is not in competition with her male line officer
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peers for promotion purposes and is never quite certain which
personnel policies apply to her.

No definitive guidelines for career progression to-
ward a predictable objective. Each woman officer has an
individualistic career pattern except that a large proportion
are in the field of administratioﬁ. This leads to something
not unlike the following: TLine women officers in the fanks
of senior lieutenant and above are encouraged to develop a
"subspecialty" in that through specialization women officers
can provide depth and continuity. But at the same time
women are excluded from restricted line, Special Duty and
Engineering Duty ("specialist") designators, and policy for
the woman line officer prescribes alternating tours in and
out of one's subspecialty, in accordance with a general policy
for all line officers. The male line officer normally is
rotated to sea duty or flying status on the out tour, whereas
the woman line officer is rotated to a billet in the field
of administration/management. Has administration in the
larger context of the field become the specialty of the woman
officer, Jjust as naval warfare has been that of the male
officer? Over an extended duration 704 of the billets filled
by women officers have been in administrative assignments
and presently the administrative field represents 76% of
the billets being filled by women officers. Therefore, the

posture may well be specious that one of the benefits of the
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woman line officer program is its contribution to depth and
continuity in the subspecilalties, except in the field of
administration. Of the women line officers on active duty,
67 have P or S codes; approximately one~halfl of these codes
are in either personnel agiministration or computer programming.
For a detailled breakdown of the subspecialtles, see Appendix VII,
A recent change in policy regarding assignment of un-
restricted line officers with subspecialties illustrates the
confusion of policy guidelines for women. It is now required
that if an officer with subspecialty qualifications is to be
assignhed to shore duty out of his subspecialty approval must
come from several layers of management. The applicability of
this policy to women, who are always assigned ashore, is a
moot questioﬁ.
Hence, although the male line officer carser patterns
and policies are alleged to be a reference base for the female

line offiéer, the modus operandi of the female program 1s more

similar to a corps with its inherent restrictions--restrictions
which are much more basic than those of the male line officer

program. The net effect is that there are no career patterns

for the woman line officer. And as a conseqguence a high degree

of flexibility in attitude toward her "career" 1s reguired of
the woman line officer. Are personnel management policies
which apply to the male line officer sultable for the female
line officer? This is the nub of it all.
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- Uncertainty as to gualifications for either billet
assignment or promotion. A deep-rooted uncertainty exists
amohg some women officers as to the qualifications for the
senior ranks. Many gquestions are not answered: Is per-
formance the overriding, or perhaps only criterion? How
much weight is placed on gualification in the administration
of women type billets? Such billets are considered "sea
duty" for women officers. Yet for lieutenant commanders and
above there are very, very small numbers of these billets.
Promotion to the senior ranks is supposedly tied to one or
more tours of duty which involve the administration of women,
a concept which presumably is based upon the original World
War II idea that active duty women would provide a nucleus
in case of mobilization. Personal interviews with 34 women
line officers indicate that they are in disagreement regard-
ing the validity of the nucleus theory (refer p. 48).

Role ambiguity. Used in the sense of expected and
appropriate patterns of behavior, rather than position, role
concerns the matter of being a lady in a gentleman's organi-
zation. She must "look like a girl, act like a lady, think
like a man, and work like a dog." (A quote from a highly
successful business woman, expressing her philosophy of
success.) Tor the line officer who also happens to be a
woman, this ambiguity i1s evidenced in many facets of her

dally routine. Who opens the door? When do I wear my hat?

75



Do they think the task is suitable for me? How do I wear
stripes and at the same time be feminine?

The effect of this dual behavior--womanly and officer-
like {(which may not be d&ifferent in nature, but is so con-
ceptualized by many, particularly the traditionalist)--is that
a high degree of flexibility in attitude 1s essential to the
woman officer's stability. As Epstein notes, it is extremely
important that a woman be secure in her own understanding of
hersélf as a female.

In conclusion, from analysis of laws and policles re-
lating to the woman line officer in the context of the status
of the woman professional in general, today's woman line
officer can at best be described as a pseudo line officer
within an officer community that has many of the trapplngs
of a corps.

Certain situations have developed over the years relative
to this officer community: Channelization of types of billets
to which women are assigned, a low profile of the Wave leader-
ship, some attributes of a minority group, a paternalistic
attitude on the part of male officers toward the "Wave Corps,"
and status ambiguity as experienced by the woman officer
herself. A number of factors contribute to this last situation
including a different-but-egual syndrome, no definitive career
progression, uncertainty of qualification, and role ambiguity.

BEvaluation of three of the questions asked in personal interviews
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to 34 women line officers discloses a decided trend toward
status ambiguity within this sampling.

Just as we are seeing in society the rumblings of women
expressing discontent with thelr position in the working
world, evaiuation of these interviews suggests that some of
the women in the Navy are dissatisfied. They are asking,
"Why should we continue to be separate?" "Why are we not
‘diffused throughout the shore establishment in fact, rather
than in theory?" "Why must subtle barriers to success as
women in the Navy be overcome as individuals rather than
as a group?"

By the same token, it would appear that since the 1867
legislation regarding women officers, the woman officer,
especially in the senior ranks, more readily accepts her
status and has convinced herself of equal opportunities.
This observation should be tempered with an appreclation
that any‘woman officer is extremely hesitant to speak out
regarding so-called discriminatory practices. The reasons
behind this hesitancy are complex and involve a realization
that she and her primery group have no status in the long run
and therefore no power except through groups of male officers.
Tt also is caused by recognition by the woman officer that
she is in reasonable shape economically, as compared with
civilian job opportunities, the limitations of her own self-

fulfillment image, the ad hoc nature of the Wave organization,
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her relatively conservative 1life style, the socialization
process itself by which she has been socialized into acceptance
oflobstacles for women in any career, and lastly, the adverse
impact which her vocal criticism would have upon fitness re-
ports and hence upon promotion opportunities; i.e., rocking

the boat might quickly be rewarded with strong negative
sanctions.

As manifested in personal interviews, the present group
of active duty women officers have in their numbers repre-
sentatives of all three viewpoints regarding the role of
women in society.‘ Navy policies tend to support the tra-
ditional view, and in the long term have appealed to women
of this same viewpoint. Yet it is very unlikely in the
coming decade of rising expectations of American women
that the service can continue to accommodate women of all
three viewpoints--the Navy is overdue for a reappraisal

of policies relative to its women's programs.
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CHAPTER V

U.S. NAVY POLICY OPTIONS REGARDING THE

WOMAN LINE OFFICER IN THE SEVENTIES

Introduction. In determining the future of any officer

community, the Navy's total requirements must be evaluated.
While this study focuses primarily on the needs and interests
of the individual rather than the organization, as an intro-
duction to policy options in the next decade regarding the
woman line officer some general considerations relative to
the requirements of the unrestricted line officer programs
ers briefly examined. Then five distinct policies are set
faorth including their advantages and disadvantages.

To cope with the technological revolution, the Navy's

iive officer program has moved rapidly toward subspecialization

and specialization. In the process the "unrestricted" line

officer has'become an anachronistic concept, with general line
officer a more appropriate term for today's unrestricted line
o1ficer. Necessity has demanded that the Jjunior officer be
~+anneled into various naval warfare specialties at an early
dute. On the other hand there continues to be the fallacious
assumption that a line officer can fill any billet not specifi-

1

¢ 111y designed for restricted line or staff officer,~ especially

in view of urgent "needs of the Navy."
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In the assignment process relative to the unrestricted
line officer, a2 major consideration would appear to be the
breaking point of flexibility within the indlvidual officers
and how to crezate carszer patterns that will satisfy the require-
ments of the large organization without going beyond that
point. TFor many reasons flexibility and generality do not
alﬁays coincide with trained, experienced skills and special-
iiétion. This Navy-wide problem, the obsoclescence of the
unﬁestricted line offider concept and the accompanying lag
in 'personnel policies which meet the needs of both the individual

“amd the Navy, has adversely affected the woman line officer

program.

. ¢ The generzl philosophy of the line officer program in
addition to subspecialty requirements will be paramount in
dacision making regarding the future of the woman line
officer program. Also the aptness of the objectives of the
male line,ﬁrogram to that of the women should be studied.

In general terms the broad objectives of the male unrestricted
line officer program are to plan and conduct naval warfare
and to manage the ancillary systems which affect the combat
readiness of tﬁe Navy.

In the context of general philosophy, specialty require-
ments and objectives of the unrestricted line officer programs,
the following issues should be fully evaluated in future

. / studies relating to the woman officer program:
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. . Present policy relative to the program encourages
s the generalist and discourages the specialist. Tpday there
\is an accepted maxim in military organization that there is a
definitive need for specialists and yet present Navy policy
encourages the young woman officer to be a generalist, par-
ticularly in administration. Yet herein is a major contra-
diction: the women are so channelized in administratidn that
they are in effect specialists in administration. Are
organizational needs sufficient to alter existing policy and
expand the numbers of women in fields other than administration?
. There are at the present time no career progression
models for the woman subspecialist to follow. The majority
of today's senior women consider themseives managers and
. leaders, and they enjoy their selfFimage; i.e., they do not
desire specialization. At the same time at the mid-career
and Jjunior officer level a trend is developing toward special-
ization and subspeclalization capability in consonance with
the male line officer program. These women have no career
flow development patterns to follow, unless thpse of the male
subspecialists are used. But the new career development charts
of the male subspecialists do notparticularly lend themselves
to a completely dry line officer.
. Related to the above, there are Navy-wide shortages
in the subspecialty arena some of which might be filled by
women. The major cause of shortage seems to be the basic,

requirement for seagoing proficiency:
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" The inventory of educationally qualified
officers is generally inadequate to support
_ these billets /P-coded/. . . . The effect .
of the . . . shortages is to require either
an intense degree of specialization of
professionally educated officers or a decision
to gap the educational requirements of bil-
lets. The former alternative conflicts with
the attainment of profic%ency in sea-going
billets by URL officers.
Proficiency in seagoing billets is not a consideration for
women officers. Therefore the rationale that due to sea-
going needs an officer cannot serve continually in the sub-
specialties does not apply to the woman line officer
community. Nonetheless there are two considerations regarding
subspeclalization which pertain to this community. Any un-
restricted line officer can ill-afford to become too narrow-
based in his or her career through overspecialization. (This
rationale would not apply if the female line officer were

"or if she were a

considered a member of the "Wave Corps,'
restricted line officer with Wave designated billets.) And,
secondly, under present policy there are allegedly "sea duty"
billets for women in the form of billets relating to the
administration and training of women.

. Under present policy there is copportunity equal to
that of the male officer for the female to specialize in very
few of the subspecialties.

The objectives of the female line officer program are

unc lear to the line officer community, male and female.
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. The extent and degree to which women officers shoﬁld
be encouraged to specialize, the kinds of expertise the Navy
desires in its senior women, and the different pfofessional
developmenﬁ patterns which the individual women officers
should be given as options into the senior ranks need to be
projected. This would require as a solid foundation an
appreciation of the overall Navy line officer requirements in
the 70s. Such an overview has recently been under revision
and the balance of career factors ﬁhich leads to the various
routes of command and flag has been reevaluated. The relation-
ship of the tiny woman line officer program to the overview
must be clearly delineated.

A changing scene in male unrestricted line career patterns
in some measure delimits analysis of profescsional development
patterns forlwomen officers. Still if the obf ctives of the
woman line officer program are clearly defined, patterns for
this community should fall out irrespective of the male pro-
gram. This is true particularly if the neotraditionalist's
philosophy prevails. Further, due to a dissimilarity in part
in the objecfives of the male and female programs some of the
personnel policy guidelines for the male program may not apply
to the female line officer; e.g., 1t maynot be prudent to
rotate a woman officer out of her subspecialty every other

tour to a generalist/managerial billet.
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The five options presented below are offered within
this general framework and in the time frame of the decade of
the seventies, with discussion of the philosophical base,
the description of each policy, the action required, and the
advantages and disadvantages of the policy. The options have
been developed without extensive analysis of the needs of the

Navy, including billets available or critical shortages of

officers. Rather, it seemed to the author that philosophical

assumptions regarding the status of women officers in the future

must first be redeclared for this particular officer community.
There are some historic dates for the Waves--1942, 1948,

and 1967. But we are now into the seventies and the guide-

lines for the women in the Navy must be set in tune with the

social changés that will be with Americans throughout.the

next decade. Navy managers must address themselves to the

changing rols of the American woman, a societai trend which,

as discussed in Chapter IT, has implications in determining

future utilization of the women in the Navy. |

Policy #1: (Continuation of Present Policy.

Philosophical Base. The basic assumptions of the

traditionalist would be applied to the woman line officer
community. Women are different, and by and large they lack
the talents and skills to contribute to the line functions
of a military organization. Their special talents in inter-

personal relations, however, can be useful in the role of
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personnel and administrative officers. Women's "difference"
absolutely precludes women serviﬁg in a combat epvironment.
The humbers of women must be minimized because they do not
rotate to sea and are not as asslgnable as men.

Description of Policy. If this policy were adopted,

present Navy policies with respect to the female line officer,
and which are described in Chapter IV, would continue. 1In
sum, the Navy would take a different-but-equal rights (not
opportunities) position relative to its women's programs.

The women would have most of the trappings of a separate
community and would be considered by the majority of male
officers as the "Wave Corps.”" Since 1967 there has been a
gquiet movement within the Navy toward equal rights for the
women; e.g., in the areas of equal benefits, including de-
pendent care, BAQ, etc. This would continue. Equal opportunity
in the areas of command opportunity, service school selection
and flag selection would continue to be denied. There would
be no specific billets assigned to women officers except
those.relating to the administration of women.

Action Required. Very little action would be re-

quired because this 1s a continuation of the status quo. The
only real action requirement would be to ensure that equal
benefits become a reality in the near future.

Advantages and Disadvantages of Policy #1.

Advantages: (1) The traditions and personal values of
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the Navy's officer corps iﬁ general would tend to engender
ready acceptance of the continuatien of the present status
of women in the Navy. From personal observationé and dis-
cussions with officeré, both men and women, there is a high
degree of support for‘traditional values concerning women
in the officer corps. A male dominated profession, the Navy
is relatively comfortable with its current policies wﬁich
"keep women in their place." -
(2) Maintenance of the status quo is perhaps the
easiest course to follow. To accept it is to recognize
that to bring about any major changes regarding women officers
would be a most difficult task. The Navy is almost entirely
a male profession, and, as Epstein writes:
The more nearly a profession is made up
entirely of members of one sex, the less
likely it is that it will change its sex
composition in the future and the more
affected will be the performance of those
who are not in that sex. ¢
- (3) A continuation of the low profile approach
would fit in not only with the conservatism of the insti-
tution and its male members, but also with the personal
philosophy of the majority of women officers now serving.
(4) The question of how far American society has
méved attitudinally from the traditionalist's and neotra-
ditionalist's concept of women's capabilities and potential-
ities is unanswered; i.e., the effect of the present phase

of the feminist movement on social structures is uncertain.
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This policy plays the wait-and-see game. The women in the
Navy relative to most civilian executives have tremendous
opportunities, particularly in regard to educational develop-
ment, salary, and executive status.

Diéadvantages: (1) A1l the arguments supporting either

policy #2 or #3 would be disadvantages of #l: In sum, in
light of societal changes and 1nst1tut10nal (Navy) changes,
maintenance of bhe status quo is unacceptable If women are
truly line officers the status quo fails to provide equal
opportunity in several realms, including command opbortunity,
and career progression in other than administrative positions.
On the other hand, if the woman line officer community
is considered as contributing in purely a staff functlion the
opportunitiés 2re relatively unlimited.

(2) A major. disadvantage of the status quo is
the issue of cszsreer progression. There are nd career pat-
terns for women officers who desire to work outside the
general afea of administration. Both the individual and
the organization suffer.

(3) Related to the lack of any clear career pattern
is the critical matter of models for the younger officer.
An individual woman officer has 'no one to emulate and no career
pattern to which to aspire. She can only hope to achieve the
next grade in rankx order. This problem, one whicﬁ is psycho-
logically unﬁealthy for the young officer, will be overcome
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only by a concerted effort to develop and clearly state several
career development flow patterns. Such cannot occur under a

continuation of present policy.

Policies #2 through #4: Different, but Equal Opportunity.

Pnilosophical Base. These three policies all would

have the same philosophical base which would adhere to the
premise that women are different, but they should haveequal
opportunity, in addition to the equal rights as delineated
in policy #1. The administration of women would essentially
remain as it is--separate detailing, separate promotion, and
a separate quasi-chain of command from the Women's Repre-
sentative to the Director of the Waves. Each of these policies
would strive, not for equality of the sexes but rather, for
equality of opportunity for women to use theilr talentsin the
shore establishment. This includes talents as managers,
planners, intellectuals, scientists and technicians. They
would all go beyond the concept of usable talents of women
officers as manifested in present billeting of the wonmen
unrestricted line officers.

The major difference in policies #2, #3, and #4
is in the means of personnel control:

Under Policy #2 all women officers would con-
tinue to be carried in the 1100 designator.

. Under Policy #3 women officers would all be

carried in one officer designator, as Re-
stricted Line Cfficers.
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Under Policy #4 women officers would be carried
as Unrestricted Line Officers, but in their own
unrestricted line designator.
The changes of philosophy from present policy
occurring under all three of these would include:

a. Attitudinal. Through support from top manage-

ment, the ralson d'etre of women in the Navy would be clarified.

There would be an effort to educate both men and women as to
the role of women in the Navy. The role would be that derived
from the neotraditionalist's philosophy: women are differént
but should be given equal opportunity to contribute. Greater
number of women officers would be serving on the staffs of
training commands so that large numbers of men would see
women as a part of the Navy from the beginnings of their
career. In respect to effecting an increased awareness of
the American'public concerning the role of women in the
Navy, greater resources of the Navy Recruiting Command would
have to be devoted to the Wave program.

b, Equal Opportunity. To implement the goal
of egual opportunity several policy changes would be necessary.
The major chahge would be instituting viable career develop-
ment flow patterns for female officers through the rank of
admiral. These would include equal opportunity for post-
graduate education and training, service schools and command.
Career development flow patterns would be structured to their

sex; i.e., potentials, limitations, and personality. Just
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as tokenism for the blacks has been rejected by the Navy,
however, so it must be for the women.

c. Equal Rights. Efforts and changes would con-
tinue toward eqgual rights and bemefits. Equality of sexuality
would be reflected in Navy policies.

Description of Policies and Actions Required.

These sections are discussed under the respective policies.

Advantages and Disadvantages of Policies #2 through

iy

Advantages: (1) The time is ripe for change regarding the

status of women in the Navy. There 1s a general relaxation
of status definition in times of social change.

(2} Through clarification of the woman's role in
the Navy of the seventies and eighties much of the role
ambiguity which women presently experience would be dispelled,
although other sources of ambiguity would ineﬁitably remain.

(3) Greater visibility should have a favorable effect
for the women's programs, but at the same time will-not cause
a jolt tb_the total 5rganization.

(4) There is some evidence that the female personality,
under the present socialization in the United States, would
best be served through a differeht-but—equal opportunity policy
particularly within an organization which is 5o extreme in its
male orientation (refér-Hornerthesis,-p. 38, motive to avoid

competition and success).
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(5) Several viable career development flow patterns
would provide the women more than one rceute to the senior
ranks. It would allow greater utilization of women as specilal-
ists, although not exclusively. There are benefits to the
organization and the individual in permitting women 1o become
specialists.

(6) The current problem of where to place female
senior line officers in the long run would be resolved.

Disadvantages: (1) No one of these policies would satisfy

those individuals who are egalitarian in philosophy. Nor

would they please the traditionalists, who believe that women

are not leaders and that they are risks in the job world.

(2) The women have proven their usefulness as
administrators; the Navy may well need them as a continuity
base in administration. In general the male officer does not
particularly care for these kinds of billets and seems to
prefer not to bother with them. If the number of women
officers is kept the same, and some of them are allowed to
stray farther away from administration and into specialization
in other fields, this will deprive the Navy of some portion
of its talent base of personnel administrators. TFor example,
of the unrestricted line officer billets ashore, 28% of the
personnel officers and over 50% of the educational services

officers are women.
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' (3) The promotion procedures for women officers
may become difficult as the nonspecialist and specialist
become less simllar in experience and represent differing
capabilities for the Navy's utilization. In the distant
future, particularly under #M, the woman unrestricted line
officer would probably have to be considered in direct com-
petition with the men for promotion purposes.

Policy #2: Unrestricted Line Officers, 1100 Designator.

Description of Policy. If this policy were adopted,

women would remain in the 1100 designator, continuing to fill
billets designated for unrestricted line officers (1100 or |
1300). Several career development flow patterns especially |
designed for women line officers would be adhered to in their[
assignment, permitting a woman officer to opt for eilther a
nonspecialist or a subspecialist career by the time she had
attained the rank of lieutenant commander. The former would
be-a career -unique to the woman officer and concentrating in
the general field of administration; the latter would follow
essentially the same career patterns as male line subspecial-
ists, except sea duty would be excluded and these women would
(probably) be reguired to be qualified in more than one
subspecialty.

| No specific billets would be assigned to women
officers except those relating to.the administration of women;

however, the woman officer detailer would be subject to
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functioning within fairly definitive guidelines as to career
progression. In addition sﬁe would be provided? on an annual
basis, a listing of all unrestricted line officer billets in
the Navy in which women could serve; i.e., no operational
experience required.

Action Required.

(1) Clarify raison d'etre of women line officers--

Cog office: Director of the Waves, with support from top

management.

(2) Publish annual list of officer billets in the
1100, 1300, and 1000 series in which women 1100 officers are
eligible to serve. Cog office: BuPers and Op Ol.

(3) Develop career development flow patterns for
women line officers as nonspecialists and subspecialists.

Cog office: BuPers Career Planning Board, with support from
Director of the Waves.

(4) Insure that women are assigned to staffswhere
there are large numbers of men. Cog office: Officér Dis-
tributioﬁ,Division, BuPers.

(5) As soon as there are qualified women available,
assign several women officers into tcp management positions
in both the nonspecialist and specialist routes. Cog office:
Qfficer Distribution Division, BuPers.

(6) Reevaluzte the requirements of the recruitment

and training of women line officers in light of their changed
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role. Cog office: Director of the Waves, with support of
BuPers, the Navy Recruiting Command, and Schools Command
(Newport) .

Pros and Cons of Policy #2.

Pros. (1) It would be simpler administratively to retain
the same designator than to establish another designator
system for women 1line officers.

(2) Flexibility of detailing would be maintained;
Ii.e., the woman officer detailer would have many more billets
to work with than under either policy #3 or #i. Also,
flexibility of reassignment within individual commands would
be upheld.

(3) Theoretically the women would be glven the same
opportunity ashore as the male 1100. For those who preach
equality, in theory this gives the women the "most opportunity.”

cons. (1) The women would continue to be subject to the

personnel policies and programs of the 1100 male officer,
many of which do not apply to the female officer. Ahy career
developmént flow patterns for women for example would have to
be designed for an unrestricted line officer who has been dry
from commissioning.

(2) Women would not be.qualified to fill many 1100
billets ashore because of the lack of operational experience.
Therefore, the end strength of 1100 officers would be some-

what misleading to the planner.
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(3) If women remain 1100, they would be given
special consideration in the eyes of the male line officer.
The& would be dry unrestricted line officers, an opportunity
not available to men.

(4} The 1100 designator represents a specialist in
surface naval warfare. The woman 1100 would not be so cuali-
fied within this policy.

(5) From the viewpoint of those women officers
sensitive to the question, their status would still be most
ambiguous.

(6) The success of this policy toward providing
-equal opportunity would rest very heavily on the shoulders
of one person, that of the woman officer detailer. And, as
discussed in Chapter IV, as long as women are considered
pseudo line officers and members of the "Wave Corps" the
woman officer detailer has little Stétus in bargaining for
billets which in her opinion respond to general criteria in
the established career patterns or progressions. In other
words, equal opportunity is unatfainable as long as the
traditionalist attitude were to prevail.

Policy #3: Restricted Line Officers--Own Designator.

Description of Policy. If this policy were adopted,

women would no longer be unrestricted line officers. They
would become restricted line officers with their own officer
designator. Several career patterns especially designed for
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women would be developed, permltting a woman officer to opt
for either a nonspecialist or subspecialist/spegialist career
by the time she has attained the rank of lieutenant commander.
The former would be a career unique to the woman officer and
concentrating in the general field of administration/manage-
ment. The latter would follow the same career patterns as
male unrestricted {and restricted) line specialists except
sea duty would be excluded and these women would (probably)
be reguired to be gqualified in more than one subspecialty.

Specific billets would be given to tﬁis restricted
line officer community. These billets would be in many fields
from the rank of ensign to captain. The concentration would
be in administrative positions; however, there would be oppor-
tunity to serve in other fields such as public relations,
intelligence, data processing and communications. (In order
to achleve equal opportunity both the generalist and special-
ist routes should be made available.)

The possibility for command and flag, however, would
probably have to be limited to the administration of women.
There would bé minimal interchange of these restricted line
billets with those in the male restricted and unrestricted
line once the process of phasing this officer community from
the unrestricted to the restricted 1line had been accomplished.

Action Required.

(1) Clarify raison d'etre of women restricted line

officers. Cog office: Director of the Waves, with support

from top management.



(2) Prepare and present legislation which would
be required to effect this pblicy. Cog office: Director

of the Waves.

(3) Assign billets to this new officer community.

In the assignment of these billets it should be ensured that
(a) women are assigned to staffs where there are large numbers of
men and (b) senior women are programmed so that they eventual-
ly, in the long term, become Qualified for blllets in the
category of "tép managementf" Cog office: Op 0l, with sup-
port of Career Planning Board and Director of the Waves.

~ (4) Develop career patterns for women restricted
line officers as nonspzcizlists and specialists. Cog office:
Career Planning Board, BuPers, with support of Director of
the Waves.

(5) Reevaluate the recrultment and training of women
officers in light of their changed role. Cog.office: Director
of the Waves, with support of BuPers, the Navy Recruiting Com-
mand, and Schools Command (Newport). |

"Pros and Cons of Policy #3.

Pros. (1) This would be realistic in that it would sanction

what is already modus operandl. As indicated in Chapter IV,

the woman line officer program has de facto many of the char-
acteristics of a separate officer community.
(2) Women are not unrestricted line officers in the

sense of being qualified in naval warfare and have been eligible
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for the 1100 designator dfily because no one knew what else
to do in World War II when the ﬁave organization was founded.

(3) A separate designator would blunt some of the
male criticism regarding the woman officer program.

(4) A majority of the men think of the Waves as a
corps, a separate community, and would possibly support this
more fully than continuing to consider women as 1100s.

(5) A separate officer community would give the

women a sense of identity and status they will not achieve

as long as they remain only 600 or 800 members of a large

officer community. The individual who i1s responsible for

~a restricted line community with control of billets and people

wotlld have status other than social in nature. She would have

the power to define with authority the role of women in the
Navy, something she lacks under the present structure. If
real equality of opportunity is to come to pass, special
protection is required in the form of a leader with political
power.

. (6) Controlled billets would enable women to see
the available routes to the senior ranks; i.e., the models of

success in several fields.

(7) A separate restricted line community would not
preclude integration of officers in the areas of recruitment,
selection, and training. Yef it would permit separate policies

in promotion and career progression.
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(8) It would be unnecessary to open up the present
restricted line designators to wamen in that they would have
the opportunity to serve in theée fields Withinltheir own
designator.

Cons. (1) There would not be the flexibility and diversity
of billets that are presently possible for the 1100 female in
many different fields. Even though there are no careér pat-
terns established for the female 1100, she does have the
opportunity to serve in many different types of jobs. Unless
the numbers were considerably increased, a restricted line
designator with women in billets controlled as restricted

line would inevitably restrict the opportunities. For example,
the new‘programs of the unrestricted line, such as CARS/CARSO,
would not be available to women; the 1000 series would not be
open to women, etc.

(2) There would be a horrendous problem of detail-
ing certain numbers of women to certain types of billets,
juggling’individual qualifications with a limited number of
billets.

(3)'The direction of society is toward a more
androgynous life style for young people. This option would
appear to emphasize the differences of the sexes.

(Mj There would be an initial problem of deter-
mining the optimum overall qualifications of this officer

community. The exact preportion of generalists, administrators
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and subspecialists would be difficult to determine. The
goal of equal opportuhity would be unattainble without larger
numbers of women. |

(5} The women themselves would not be in favor of
this policy. They do not want a special identity; they want
to be an integrated part of the Navy. They do not want to
be separated out. Unlike the naval lawyers, who were striving
for identificatioﬁ as lawyers and therefore for a corps, the
women do not appear to want status as women, but rather as
naval officers. Most.women seem to feel that a separate
designator would be "a step backward.” On the other hand,
the restricted line designated officers are no less integrated
into the organization than the unreétricted line officers.

(6) Congressional legislation would be required
regarding change in officer designator to restricted line.

(7) This designator would be somewhat out of step
with the purpose of other restricted line programs; i.e., it
would becéme the unrestricted restricted line officer progran.

Policy #4: Unrestricted Line Officers, in New Designator;

e.5., 1200 series.

Description of Policy. If this policy were adopted,

women would céntinue to be cbnsidered unrestricted line of-
ficers but would be given their own designator (e.g., 1200).
Several career patterns especially designed for them would be
developed, and billets would be assigned specifically to this
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officer community from the ranks of ensign through admiral,
Those officer billets assigned to women would be in the
NOBCs 1n which women have traditionally been serving in the
last 15'to 20 years. The career pattern created in the more
senior ranks would be that of the nonspecialist with no sub-
specialty qualifiéation. In the senlor ranks the 1200 non-
specialist would serve either in 1200 or 1000 series billets.
For those. women who wished to develop subspeclalties,
career patterns would be developed for them in several fields.
These would be similar to the male subspecialists' careers

except operational tours would be omitted, and in the early

years all women line officers would be assigned to 1200 bil-

lets. 1In the years subsequent to thelr education and/or
experience in a subspecialty these women would be assigned in
1100, 1300, or 1000 series billets which required their sub-
specialty expertise.

Specific billets would be given to the 1200 community.
In the Junior ranks these would include billets in the fields
in which women have been serving for some time. In the senior
ranks 1200 billets would be only in the general field of ad-
ministration and management, including the administration of
women. The only subspecialty area in which 1200 billets would
be assigned would be in the administration of women. Thus,
one of the potential peaks for the career of a woman who had
served exclusively in 1200 billets would be the Assistant Chief
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of Naval Personnel for ¥omen (Director of the Waves). This
position also could be filled by a specialist, ‘most egpecial-~
1ly the management shbspecialist. |

The woman officer detailer would be subject to
functioning within definitive guidelines as to career pro-
gression for both the nonspecialist and the spécialist. In
addition she would be provided, on an annual basis, a listing
of all unrestricted line officer billets in the Navy in which
women could sérve; i.e., no operational experience required.
This 1ist would be used (a) in the change of all unrestricted
line designators from one to another and (b) in assigning
1200 officers with subspecialist qualifications.

Action Required.

(1) Clarify raison d'etre of women 1line officers.

Cog office: Director of the Waves, with support from top

management.

(2) Assign billets to the 1200 officer community.
In the assignment of these billets it should be ensured that
women are assigned to staffswhere there are large numbers of
men and that sehior women are programmed so that they eventual-
ly, in the long term, become qualified for billets in the
category of "top management." The planning of assignments
shoulé be étaged so that billets in the 1200 series should
ultimately include some of those command billets ashore that
are designated for the 1100 and 1300 officer communities.
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Cog office: Op 01, with support of Career Planning Board,
BuPers; and Director of the Waves; |

(3) Publish amnual list of officer billets in the
1100, 1300 and 1000 series in which women officers with a
1200 designator are eligible to serve. Cog office: BuPers
and Op O1.

(4) Develop career development flow patterns for
~women line officers as nonspeclalists and specialists.
Middle and advanced careers should include the possibility
for command and the opportunities for education afforded. male
line officers. The top should include the possibility for
flag. Cog office: Career Planning Board, BuPers.

(5) Restate the definition of an unrestricted line
officer. Tﬁe definiticon would be in the context of the
managerial/operational patterns available for unrestricted
line officers and include the point that women officers (1200)
are considered URLOs, with potential for command and flag
rank. CQg office: BuPers.

- (6) Assure that subspecialty desk officers in the
Bureau of Naval Perso;*mel are aware of the change of policy
for women line officers. Subspecialty desk officers would
be a part of the process of assignment of 1200 officers with
subspecialty qualifications. Cog office: Woman line officer

detailer.

103



(7) Reevaluate the requirements of recruitment
and_training of women officers in light of their changed
role. Cog office: Director of the Waves, with support of
BuPers, the Navy Recfuiting Commard, and Schools Command
(Newport).

Pros and Cons of Policy #k.

Pros. (1) This policy would combine some of the advantages
of policies #2 and #3: It would give the wamen the flexibility
of remaining unrestricted line officers who fill shore billets
and in addition it would give them controlled billets, with
several general paths to the senior ranks.

(2) This policy would best support the philosophy
of different-but-equal opportunity: Careers which are specifi-
cally structured to the woman line officer would be developed,
with specific billets designated to be filled by women line
officers. The women would have their own designator, recog-
nizing that women are not specialistsin naval warfare (1100
designator}.

(3) The women would remain as unrestricted line
officers, thus they would continue to be able to fill the
many types of unrestricted 1ine.billets that they have been
in for many years. As unrestricted line officers they could
eventually fill the billets designated in the new 1000 series.
This opportunity as well as others would give women flexibility
in their detailing process such that they would not be boxed

into tight billeting.
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(4) This wouldé be realistic in that a different

designator would sanction what is already modus operandi.

(5) There would be recagnition that although women
are not unrestricted line officers in the sense of being
qualified in naval warfare, they can be utilized as unre-
stricted line officers in the traditional sense of line--as
managers and leaders.

(6) To provide the women several career routes as
managers in the shore establishment would be most relevant
to the new managerial/operational approach to career planning
for the unrestricted line officer.

(7) If women remain unrestricted iine officers there
would be no requirement for legislation.

(8) A separate officer community would be established
and, as in policy #3, the women would achieve status. There
would be strong substance for the Director of the Waves becom-
ing a flag billet.

(9) A separate designator would blunt some of the
male criticism regarding the woman officer program.

(10) A majority of the men think of the Waves as a
corps, a separate community, and would possibly support this
more fully thaﬁ continuing to consider women as 1100s.

Cons. (1) Several career patterns would have to be care-

fully designed so that equal opportunity would not be just a
myth. Implementation would force the Navy to offer viable
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careers for women line officers including the potential

for command and flag. Bvidence suggests that there is strong

~ opposition to permitting women to serve in command status.

(2) If women were to remain in an unrestricted
line officer designator, some would object that these women
are given special consideration; i.e., women are given the

opportunity to be dry umrestricted line officers. On the

" other hand, if the program and its philosophy and objectives

are clearly defined, few should object.

(3) Unless the reasons for the poiicy change were
clearly explained, many women officers would believe that a
change from the 1100 designator is a step backward, away

from "integration."

Policy #5: Equality of the Sexes.

Philosophical Base. The basic assumptions 1n this

policy would support the egalitarian: Women should be emanci-

pated in toto and be able to participate fully in whatever

1ife style they so choose. The moderate egalitarian would
opt for complete integration of women officers into the shore
establishment, within a reasonable period of time. No longer
would there be separation and differentiation in.philosophy
about the sex roles. The more extreme egalitarian would
support complete integration, sometime in.the future, into

the Navy for the women at sea as well as ashore.
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Description of Policy. If this policy were adopted

major changes would occur: women would be diffused ashore
throughout the majority of the officer communities. Over a
phased period of time, policies, programs and laws pertaining
to women as a sex would be abolished including numbers, re-
cruitment, training, detailing, promotion and the guasl-chain
of command. The office of the Director of the Waves would

eventually become an anachronistic concept. There would be

equal opportunity for women to serve in the shore establishment,

including command opportunity, educational experiences, and

management positions. Men would very likely have to be given

‘the opportunity of a career pattern equal to the women unre-

stricted line officer; i.e., to serve only ashore. If the
extreme egalitarian approach to this option were selected,
women would be considered eligible for sea duty and flying
status.

Action Required.

(1) Clarify raison d'etre of women line officers.

Cog office: Director of the Waves, with support from top
management.

(2) Develop career defelopment flow paﬁterns for
women line officers as nonspecialists and specialists. Middle
and advanced careers should include the possibility for com-
mand and the opportunities for education afforded the male
line officers. The top should include the possibllity for
flag. Cog office: Career Planning Board, BuPers.
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(3) Restate the definition of an unrestricteéd line
officer. Cog office: BaPers.

(L) Open up restricted line designators to women
officers and develop carzer development flow patterns for them.
Cog office: BuPers.

(5) Reevaluate the recrultment and training.of women
officers in light of their changed role. Cog office: Director
of the Waves, with support of BuPers, the Navy Recruiting
Command, and Schools Command (Newport).

(6) In the more extreme approach women would be
permitted to serve aboard ship as 1100 officers and to pilot
airplanes as 1310 officers. An extensive planning effort to
facilifate this program would be reguired. Cog office: BuPers.

Advantages and Disadvantages of Policy #5.

Advantages: (1) This policy theorétically represents the best

utilization of women as human resources In that their skills
and talents would be channeled into many officer designators.
The Navy would be able to recruit and utilize women with many
potentialities. Sex stereotyping of billets would eventually
be eliminated.

(2) It would be in line with the Chief of Naval
Operation's humanizing-of-the-Navy philosophy. Women would
be tréated as humans, as people, rather than as women who
are "different.”

(3} There would be maximum socialization of the two

sexés .
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. (4) It would put the Navy in the forefront of
giving women mecre equal treatment and would reflect re-
evaluation by the Navy of the role and status of women

in society and in the military organization. As Senator
Birch Bayh has said: "Now is the time to stop pretending
that we are in favor of women, widows and children and to
actually give them equal treatment."

(5) It would alleviate a dissatisfaction among a
minority of younger women offilcers regafding unequal treat-
ment and unecuzl opportunity.

(6) Arguments relative to the high cost of training
and recruiting women officers under present policy would be

negatud.

. Disadvantages: (1) There is one major disadvantage: Unless
the extreme egalitarian policy were selected and as long as
there is no wet/dry Navy, women would still be unequal. A
policy which enables males and females to compete for promotion
purposes, with women having no sea duty experience, would have
to be phased in very carefully, and at best the women would very
likely get the "short end" of the promotion stick.

(2) A wet/dry Navy is not in line with present
thinking; 2 mixture of the two is the preferred officer
product.

(3) The institution is very probably not ready for

such a major saift in policy. Just as American cultural
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norms have not progressed to the egalitarian, so tco the
institutional norms have not changed sufficiently to move
forward beyond different-but-equal opportunity. Custom and
tradition are the obstacles toward eguality rather than the
abilities of women.

(4) There would be real concern as to whether
American women are ps&chologically ready for such a policy.
A significant attitude change in the women in the Navy and
American women in general would be necessary. This includes
the issue of the image of femininity and its related con-
sequences and effects on the individual. Horner's work re-
‘garding the motive to avoid success (p.38) is relevant.
Women as a whole do not want to compete with men.

(5) There are many, perhaps a majority, who believe
that women need protective, discriminatory mechanisms. The
same rationale that has kept the Equal Rights Amendment from
being law applies to discouraging this option. Related to
this belief is the position that women still need their own

leadership to define their role in an institution.
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CHAPTER VI
CONCTUSIONS AND RECOMMENDATIONS

Conclusions.

1. Regarding the "woman question," the more moderate
recommendations such as those articulated in the 1970
President's Task Force on Women's Rights and Responsibilities,
fall far short of the revolutipnary dictums of the extreme
militants, but move creativély toward adjusting conflicts
~and mediating present problems in our society in ways that
seem inherently unconventional to the archetypal traditionalists.
(p- 20)

5. The public and the mass media fail to discriminate
between the moderate feminists who seek to change and adaot
our institutions to present day realities and trends and
the extremists in the rgsurgent feminist movement who generate
publicity and enunciate goals and philosophies far removed
from the mainstream of American life. There is a.great deal
of common ground from whiéh the neotraditionalists and moderate
feminists might begin to resolve critical issues of the day.
(p. 21-22)

3, TIn the coming decades if either the traditionalist
or neotraditionalist viewpoint regarding the status of women
is adopted by the Navy, many questions with respect to the
status of the woman officer in the Navy will need to be resolved.
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N, Based upon an examinatien of trends within the
United States relaiive to the changing status of American
women, 1t is concluded that there are decided implications
of the resurgent feminist movement in the United States
which the Navy will necessarily have to take into account
in any restructuring of personnel policies regarding its
women's programn. This conclusion fepresents a major finding
in the study. (p. 25-33)

5. As producfs of our present soclal structures, certain
circumstances pertaining to the Américan woman reflect a Cul—r
tural lag in values. These include limitation of self-concept,
channelization of motivations and sex-typing of jobs, minority
group attributes, nonachievement in intellectual careers,
role ambiguity or social ambivalence and barriers to full
participation in society. (p. 35-39)

6. Opportunities for wémen in the working world are
opening up and widening. (p. 40-41)

7. The following is based on an analysis of statistical
data on the woman line officer community.

A comparison of current assignmentswith those of
five years ago shows a marked trend toward reducing the number
of assignments given to women officers in supply, intelligence
and professional fields, and returning these officers to the

traditional areas of administration and communications.
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Between 1966 and 1971 the number of women officers
in communications has alnost doubled. Adding the 1971 per-
centage of women in the @ommunications'subgroup (14%) to the'
administrator group (76%), it may be seen that approximately
90% of the women presently bn active duﬁy (excluding those
"unassigned," in student status or on foreign exchange duty)
are in the areas of admimistration and communications.

. A comparison of 1971 figures with career figures,
the latter being based on assignments made to the same women
over a period ranging from 1949 to fhe preSent, points to
a downward trend in the scientists and professionals occupa-
ticnal groupings (M% career versus 2% in 1971) and a steady
trend in the iﬁtelligence and administrator occupational
groupings (intelligence has been conéistently at approximately
2%, ﬁhile the administrator_grouping is currently 76%, with’
70% career). The number of women line officers in the supply
grouping has been minimal over the duraticn of many years.

Within éach cf the two major occupational group-
ings in which women cofficers are being most frequently assighed
(administrator and engineering and maintenanée) are subgroups
“and within them are individual NOBCs which show a narrow pat-
tefn of channelization. Of the top ten NOBCs in which ﬁomen
presently on active duty mecst frequently have served, for
example, the top four are in the general field of adminis-
tration.‘ Public Affairs Officer is number eight. Numbers
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seven and eleven are billets pertaining to the recruitment
anc iﬁdoctrination of women officers, respectively. (p. 59—66)
8. From énalysis of laws and policiles relating to the
woman line officer in the context of the status of tpe woman
professional in general, today's woman line officer can at
.best be described as a pseudo line officer within an officer
community that has manj of the trappings of a corps. (p. 76)
9. Particular situations have developed over the years
relative to the woman line officer community: Channelization
of types of billets td which women are assighed, a low prd—
" file of the Wave leadership, some attributes of a minority
group, a paternalistic attitude on the part of male officers

toward the "Wave Corps," and status ambiguity felt by the
woman officer herself. (p. 67-76)

10. A number of factors contribute to status ambiguity
for the woman line officer including a different-but-
equal syndrome, no definitive career progression, uncertainty
of qualifications for either billet assignment or promotion,
and role ambiguity. (p. 72-76)

11. Evaluation of three of the questions asked in
personal interviews to 3 woman line officers in phe fall and
ﬁinter 1970-71 discloses a decided trend toward status am-
biguity within this sampling (p. 45-58)

12. The obsolescence of the unrestricted line officer concept

ani the accompanying lag in.personnel policies which meet the
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nee@s of both the individual and the Navy has adversely
affected the woman line officer program. (p. 80)

13. In the context of general philosophy, specialty
requirements, and objectives of the unrestricted line officer
_programs, the following issues should be fully evaluated in
future studies relating to the woman officer program.

. Present policy relative to the program encourages
the generalist and discourageé the specialist.

. There are presently no career progression models
for the woman subspecialist to follow.

- Related to the above, there are Navy-wide short-
‘ages in-the subspecialty arena, some of which might be filled
by women.

Under present policy there is opportunity equal
to that of the male officer for the female to specialize in
very few of the subspecialties.

The objectives of the female line officer program
are unclear to the line officer community, male and-female.

. 'The extent and degree to which women officers
should be encouraged to specialize, the kinds of expertise
the Navy desires in its senior women, and the different
professional development patterns which the individual
women officers should be given as options into the senior
ranks need to be projected. 1In this process the relation-
ship of the smail woman line officer program to the Navy of
the future must be clearly delineated. (p. 80-83)
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Within the stzdy five policy options which the

Navy might adopt relative to utilization of the woman line .
officer in the seventies are presented. Under each policy
there is discussion of the philosophical base of the policy,
a description of the policy, action which would be reguirecd,
and its advantaées and disadvantages. The following is a
brief description of each policy:

Policy #1: Continuation of Present Policy.

In this option the basic assumptions of the
traditionalist would be applied to the woman line
officer community. The Navy would take a different-
but-equal-rights (not opportunities) position rela-
tive to its women's programs. Women would have most
of the trappings of a separate community and would
continue to be considered as "the Wave Corps.

Equal opportunity in the areas of command opportunity,’
service school selection and flag selection would
continue to be denied.

Policy #2: Unrestricted Line Officer, 1100 Besignator.

The philosophical basis of this policy would
adhere to the premise that women are different but
they should have equal opportunity. Women would re-
main in the 1100 designator, continuing to fill
billets designated for unrestricted line officers.
Several career development flow patterns especially
designed for women line officers would be followed
in ‘the assignment of women, permitting a woman of-
ficer to opt for either a nonspecilalist or a sub-
specialist career at the rank of lieutenant com-
mander and above. No specific billets would be
assigned to women officers except those in relation
to the administration of women.

Policy #3: Restricted Line Officers--Cwn Designator.

The same philosophical base as #2 would apply.
The present women unrestricted 1line officers would
become restricted line officers with their own of-
ficer designator. Several career patterns especially -
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designed for women would be developed; permitting
a woman officer to opt for elther a nonspecialist
or subspecialist career in thé rank of lieutenant
commander and above. Specific billets would be
given to this restricted line officer community.

Policy #4: Unrestricted Line Officers, in New
Pesignator, e.g. 1200 series.
The same philosophical base as #2 would apply.
Women would be given their own designator and would
remain unrestricted line officers. Several career
patterns especially designed for them would be
developed, and billets would be assigned specifical-
ly to this officer community -from the ranks of ensign
through admiral. The career pattern created in the
more senior ranks would be that of a nonspecialist
with no subspecialty qualification. In the senior
ranks the 1200 nonspecialist would serve either in
1200 or 1000 series billets. TFor the women sub-
specialists career patterns would be developed in
several fields. In the years subsequent to their
education and/or experience in a subspecialty, these
women would be assigned in 1100, 1300 or 1000 series
billets which required their subspecialty expertise.
The only subspecialty area in which 1200 billets
would be assigned would be in the administration of
women.

Policy #5; Equality of the Sexes.

The basic assumptions of this policy would sup-
port the egalitarian philosophy. Women would be
diffused ashore throughout the majority of the officer
communities. Over a phased period of time, policies,
programs and laws pertaining to women as a sex would
be abolished, including numbers, recruitment, detail-
ing, promotion and the quasi-chain of command. There
would be equal opportunity for women to serve in the
shore establishment, including command opportunity,
educational experiences and management positions.

If the extreme egalitarian approach were selected
women would be considered eligible for sea duty and
flying status.

(p. 84-110)
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Recommendations.

While at the outset of the study it was recégnized
that this project would be but the first steps in a long-
range effort, nonetheless, based upon knowledge and experience
acquired from this study the author has three recommendations.
A1l of these recommendations assume that women will céntinue
to be a part of the Navy organization.

. That a study be initiated in the immediate future,
under the sponsorship of the Bureau of Naval Personnel and
with the involvement and support of the O0ffice of the Chief
of Naval Operations, toward the goal of recommending Navy
policy regarding the utilization of both women officers and
‘enlisted women. Since in the last decade there has been
1ittle accomplished in the Navy pertaininglto career planning
for women in the Navy, the task at hand is most important.
Objectives of the study should dinclude:

1. Reformulation of the raison d'etre of women in the

Navy in light of social changes in sociéty and in the Navy.
2. Estaﬁlishment of guldelines and criteria for the
futures of the women officers and enlisted women including
objectives of the program; l.e., definition of the role of
women in the organization.
3. Delineation of the philosophic base from which the

.Navy's program for women should be developed such that there
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will be minimel inconsistencies ip'policies relating to
women; e.g. 1s the goai eguality of the sexes or equality
of opportunity? | | -

L. Projection of viable career patterns for women
officers, based upcn the parameters of Policy #4 in this
study; and, ©vdrojection of the same for the enlisted women.

5. -Recomﬁendation ﬁith respect to specific actions
‘regarding the publicity‘of the women's programsinciuding
responsibilitiss therefor.

6. Determination of the cost effectiveness of the
programs in unes Navy pertazining to the women in relation to
similar prog=sa—s offered to men.

In the ovast one of the major obstacles toward such an

effort seems tc have been the very small staffing of the

office of the Zssistant Chief of Naval Personnel for Women.

[oh

This factor m&x be directly related to the plecemeal effort
of the Navy vie-a-vis its women's programs and a lack of
]ng—rénge plarning relative to this part of the naval com-
munity in the psst decade. 1In creating a Study Group, if
‘this obstacle cannot be overcome, 1t i1s recommended that
studies pertaiﬁing to the utilization of women be contracted
out to the Center Tor Naval Analyses or some similar organi-

zation. Anv favura studies should have both men and women

involved in the process of developing guidelines and criteria.
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That Policy-#h as developed in this study (in which
women officers would continue (o be considered unrestricted
line officers but would be given their own designator, e.g.
1200) be adopted. Several career patterns especially designed
for them would be developed, and billets would be assigned
specifically to this officer community from the ranks of
ensign through admiral. (Refer p. 100) Separation of the
womén line-offiéers into thelr own designator, with assigned
biilets? would provide the opportunity for them to be con-
gidered as potential performers and commanders. A development
within the organization that is germane to the future of itls
women officers is the evolution of the NFOs in aviation from
their original status of second-class citizens and the current
situation wherein they are gelting command, and executive
énd operations officer hillets. The Navy has given the NFO
a recognized designator, created a separate pipeline, and
developed a carecr pattern which was .initially restricted but
has expanded as NI'Os have demonstrated competent performance.

That no policy decisions be made concerning -the future
career patterns of women line officers withoult an examination
of the. various éptionS; similar to that provided in Chapter V
of this study. The examination should incorporate discussion
of the neecds of the individual cfficer, and women officers
as & group, 1n addition to the needs of @he service. A pre-
cautionary ﬁéasure is offered: Any future éareer patterns.'
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ﬁhich'are developed should have very basic assumptions re-
garding the status of women at their foundetions. Planners
shéuld clearly articulate the basic assumptions from which
they proceed in order to assure the best utilization of women
officers in the coming decades.

Obviously alil the foregoing remarks concerning the Wave
program must be construed in the context of the .overall per-
sonriel structure and requirements of the Navy. Both inférim

and long-range policy planning need to he instituted Lo

determine woman's role in the Navy of the future.

121



" NOTES

Chapter IT

1. Jessie Bernard, The Sex Game (Englewood Cliffs, N.J.:
Prentice Hall, 1968), p. 69.

2. Vance Packard, The Sexual Wilderness (New York:
David McKay, 1968}, p. 350.

3. Elizabeth Hart, "Plato Was a Feminist or Is Man the
Measure of All Things?", p. 5.

4, Ibid., p. 6.

5. . Billy Graham, "Jesus and the Liberated Woman," Ladies'
Home Journal, December 1970, p. 1ll4.

6. Lionel Tiger, Men in Groups (New York: Random House) ,
P' 112- .

7. -Erik Erikson, "The Quest for identity," Time, 21 December
1970, p. 87.

8. Carolire Bird, Born Female, the High Cost of Keeping Women
Down (New York: David McKay, 1968), p. 90.

9. Vance Packard, op cit., p. 338-345.

10. Ashley Montagu,—The Humanization of Man {(Cleveland & New
York: World Publishing, 1962}, p. 186. -

'11. - Tbid.

12. Elizabeth Hart, op ¢it., p. 1l.
13. Ibid., p. 12.

l4. Gerda Lerner, "Women's Rights and American Feminism,"

" The American Scholar, Spring 1971, p. 237.

- Chapter III

1. Eleanor Maccoby, "Woman's Inteilect," The Potential of

" Woman, Seymour M, Farber and Roger H.L. Wilson, eds. (New

York: McGraw-Hill, 1963), p. 38.

122



2. Warren T. Farrell, "The Human Lib Movement-II," The New
York Times, 18 June 1971, p. 37. :

3. . 'Margot and Nat Hentoff, "Women's Liberation," Parent's
Magazine, December 1970, p. 66.

4. Eleanor Norton, reprint from DUN's, Notes and Quotes,
June 1970, Dun and Bradstreet Publications Corporation.

5. U.S. Army Project PROVIDE Report and Executive Summary,
P- 1l6.

6. Margaret Mead, "Women's Movement," Redbook, p. 64.
7. Vance Packard, op cit., p. 358,

8. Lenore Romney, "Men, Women--and Politics," Look Magazine,
6 April 1971, p. 11.

9.  Ibid..

10. Suelzle, Marijean, "Women In Labor," Transaction, November
1970, p. 53.

11. Gunnar Myrdal, Appendix 5, "A Parallel to the Negro
Problem," An American Dilemma (New York: Harper, 1%44).

12. . Cynthia Epstein, Woman's Place, Options and Limits in
" Professional Careers (New York: David McKay, 1968}, p. 34.

13. Matina Horner, "Woman's Will to Fail," Psychology Today,
November 1969, p. 62,

1l4. Cynthia Epstein, "Encountering the Male Establishment:
Sex~Status Limits on Women's Careers in the Professions,"
" American Journal of Sociology, May 1970, p. 71.

15... Frank- Newman Committee on Higher Education, Report on
" Higher Education, Stanford University, 1970.

16. Jack Rosenthal, "For Women, a Decade of Widening Horizons,"
" The New York Times, 11 April 1971, p. 60,

Chapter V

1. Captain R.A. Bowling, U.S. Navy, "Naval Warfare Specialists,"”
U.S. Naval Institute Proceedings, August 1970, p. 53.

123



2. U.S. Office of Naval Operations (OP-96), Future Pro-
fessional Manpower Recuirements Study, Draft Report.
Washington: 25 May 196%, p. 45.

3. Cynthia Epstein, Woman's Place, Options ‘and Limits in
" Professional Careers, p. 165.

124



SELECFTED BIBLIOGRAPHY

Books

Bedarik, Karl. The Male in Crisis. New York: Alfred Knopf,
1970.

Bernard, Jessie. WAcademic Women. Pennsylvania State University
Press, 1964.

. The Sex Game. Englewood Cliffs, N.J.: Prentice
Hall, 1968.

Bird, Caroline. Born Female, the High-COSt of Keeping Women
Down. New York: David McKay Co., 1968.

Business and Professional Women's Foundation. A selected
Annotated Bibliography. -~ Sex Role Concepts. 1969.

Cassara, Beverly Benner, ed. American Women: ' The Changing

" Image. Boston: Beacon Press, 1962,

Chinoy, LEly. " Sociological Perspective. New York: Random
House, 1968,

Coates, Charles H. and Pellegrin, Roland J. ' Military Sociology,
A Study of American Military Institutions and Military
Life. University Park: The Social Science Press, 1965.

deBeauvoir, Simone. ' The Second Sex. New York: Alfred Knopf,
1953.

Farber, Seymour M. and Wilson, Roger H.L., ed. The Potential
of Woman, a Symposium, MNew York: McGraw-Hill Book Co.,
1963,

Friedan, Betty. The Feminine Mystigque. New York: W.W. Norton,
1963.

Encyclopaedia Britannica. The Great Ideas Today, 1966, "The
Difference of Woman and the Difference 1t Makes - A
Symposium." ©New York: Praeger, 1966.

Epstein, Cynthia Fuchs. Woman's Place, Options and Limits
in Professional Careers. Berkeley: University of
California Press, 1970.

Ginzberg, Eli, et al., ed. Life Stvles of Educated Women.
New York: Columbia University Press, 1966,

125




Janowitz, Morris and Little, Roger W., eds. Sociology and
the Military Establishment. New York: Russell Sage
Foundation, 1965. -

Lamson, Peggy. Few Are Chosen. American Women in Political
Life Today. Boston: Houghton Mifflin, 1968.

Little, Roger W., ed. A Survey of Military Institutions,
Vol. I. The Inter-University Seminar on Armed TForces
and Society, Inc., 1969.

Mead, Margaret.  Male ‘and Female. A Study of thg Sexes in
a Changing World. New York: Dell Publications, 1949.

Merriam, Eve. Man and Woman: The Human Condition. Denver:
The Research Center on Woman, Loretto Heights College,
1568. | .

Millett, Kate. Sexual Politics. New York: Doubleday, 1970.

Montagu, Ashley. The Humanization of Man. New York: World
Publishing, 1962.

Morgan, Robin, ed. Sisterhood is Powerful. An Anthology of
Writings from the Women's Liberation Movement. New York:

Random House, 1970.

Packard, Vance. The Sexual Wilderness. The Contemporary
Upheaval in Male-Female Relationships. New York: David
McKay Co., 1968.

Roszak, Betty and Roszak, Theodore, eds. Masculine/Feminine.
Readings in Sexual Mythology and the Liberation of Women.
New York: Harper Colophon Books, 1969.

Stambler, Sockie, ed. Women's Liberation., Blueprint for the
FPuture. New York: Ace Books, 1970.

Thompson, Mary Lou, ed. Voices of the New Feminism. Boston:
Beacon Press, 1970.

Tiger, Lionel. Men in Groups. New York: Random House, 1969,

Newspaper and Magaziﬁe‘Articles

AAUW Journal, November 1970. Special Issue on Women and
their Changing Role.

126



Bernard, Jessie. '"The Sstatus of Homen in Modern Patterns of
Culture." The Annais (Women Around the World), January
1968, p. 3-14.

Bird, Caroline. "Let's Draft Women." = Saturday Evening Post,
18 June 1966,

Boston Globe, Sunday Magazine, 4 April 1971. Special Issue:
This Time of Change.

Bowling, Charles R., Captain, U.S. Navy. "Naval Warfare
Specialists." United States Naval Institute Proceedings,
August 1970, p. 52-59.

Bowers, Faubion. "The Sexes: Getting It All Together."
Saturday Review, 9 January 1971, p. 16-19.

Bowman, Garda W., Worthy, N. Beatrice and Greyser, Stephen A,
"Are Women Executives People?" Harvard Business Review,
July 1965, p. 14-28, 164-178, )

"Controversy Over the 'Equal Rights for Women' Amendment:

Pro and Con." Congressional Digest, January 1971.
Culligan, Glendy. "Born Free but not Liberated." Saturday

Review, 5 June 1971, p. 25-28, 41,

"Draft Evaders Unpopular with Teen Poll." The .Providence
Journal, 29 March 1971, p. 21.

Epstein, -Cynthia., "Encountering the Male Establishment:
Sex-Status Limits on Women's Careers in the Professions."
American Journal of Sociology, May 1970, p. 965-982.

"Erik Erikson: The Quest for Identity." Newsweek, 21 December
1970, p. 84-89.

Erikson, Erik H. "Inner and Outer Space: Reflections on
Womanhood." Daedalus, Spring 1964, p. 582-606.

Farrell, Warren T. "The Human Lib Movement: I." The New
York Times, 11 June 1971, p. 4l.

. "The Human Lib Movement: II." The New York Times,
18 June 1971, p. 37.

Foster, George. "Poll Shows WAF 'Satisfied'." " Air Force
Times, January 1971.

127



Fraser, Arvonne S. "Woman, the New Image." Vital Speeches,
15 July 1971, p. 599-604. -

Gilman, Richard. "The FemLib Case Against Sigmund Freud."“
New York Times Magazine, 31 January 1971, p. 10, 12,

Goodman, Ellen. "Can Women Manage in Man's World?" = Boston
Globe, 15 November 1970, p. 1.

. "She's Puncturing Anti-feminist Windbags." Boston
Globe, 21 February 1971, p. 59, 63.

Gottlieb, Annie. "Female Human Beings." The New York Times
Book Review, 21 February 1971, p. 1, 26-27.

Graham, Patricia Albjerg. "Women in Academe." Science,
25 September 1970, p. 1284-1290.

Greer, Germaine. "The Female Eunuch." ' Redbook, March 1971,
p. 92, 144-147, '

Gwertzman, Bernard. "Women's Role in Society is Troubling
Soviets, Too." The New York Times, p. l.

Haynes, Muriel. ‘"Fettered and Stunted by Patriarchy.”
Saturday Review, p. 22, 23, 28, 29.

Hentoff, Margot and Nat. "Women's Liberation." Parent's
Magazine, December 1970, p. 44, 45, 66, 68, 70.

Hopkins, Lorraine. "Suffrage, then what? They Answer *nothing'.
Providence Sunday Journal, 1 November 1970, p. W-1.

Horner, Matina S. "Women's Will to Fail." Psychology Today,
November 1969, p. 36, 38, 62.

Howe, Irving., "The Middle Class Mind of Kate Millett."”
Harper's, December 1970, p. 110-122,

Janeway, Elizabeth. "The Subordinate Sex." Saturday Review,
11 October 1969, p. 27-29, 57-58.
" Karp, Walter. "The Feminine Utopia." ' Horizon, Spring 1971,
p. 5-13,

Kay, M. Jane. "Career Women." The Journal of the Navy
Civilian Manpower Management, Spring 1971, p. 15-18.

128



Klemesrud, Judy. "After Wellesley Came Women's Lib." The New
York Times, 7 June I1971. .

Lerner, Gerda. "Women's Rights and American Feminism."
The American Scholar, Spring 1971, p. 235-248.

Look, 26 January 1971. Special Issue: The American Family.

Lowry, Ritchie P. "To Arms: Changing Military Roles and
the Military-Industrial Complex." "~ Social Problems,
Summer 1970, p. 3-16.

Mannes, Marya. "Some of My Best Friends are Men." ' The
" Rhode Islander, Providence Journal, & December 1970.

McClelland, David. "Wanted: A New Self-Image for Women."
Cosmopolitan, May 1965, p. 67, 68-75.

McCune, Shirley. "Thousands Reply to Opinionnaire: Many
Document Cases of Sex Discrimination." AAUW Journal,
May 1970.

Mead, Margaret. "The Case for Drafting All Boys--and Girls.™

Redbook, September 1966, p. 40, 42, 44,

. "Women's Movement." Redbook, March 1970, p. 60-61,
64, 67.

Park, Clara. "A Cool Brief for Women's Liberation," = Book
World, 24 May 1970 (reviéw of Epstein's Woman's Place).

Parks, Michael. "In the Army, it's tougher to be a woman
than'a Black." Boston Sunday Globe, 18 April 1971, p. 66.

Ramey, Estelle. "Well, Fellows, What Did Happen at the Bay
of Pigs? And Who Was in Control?" McCall's, January
1971, p. 26, 81-83.

Reid, Patricia. ™"Employers Urged to Equate Sexes." Christian
Science Monitor, 23 February 1971, p. 1.

Rollin, Betty. "Backlash Against Women's Lib. 'They're a
Bunch of Frustrated Hags.'" Look, March 1971, p. 15-19.
. "Motherhood, Who Needs It?"  Look, September 1970,
po 15_170 "
Romney, Lenore. "Men, Women--And Politics." Look, April 1971,
p. 11.

129



Rosenthal, Jack. "For Women, a Decade of Widening ilorizons."
The New York Times, 11 April 1971, p. 1, 60.

Rossi, Alice. "Eguality between the Sexes: An Immodest
Proposal." Daedalus, Spring 1964, p. 607-652.

Saikowski, Charlotte. ™"Soviet Women: The Cry is for 'libera-
tion' from household toil." Christian Science Monitor,
10 June 1971, p. 9.

Samuels, Gertrude. "Do Women Really Want the Freedom They've
Won?" Redbook, May 1967.

Shaffer, Helen B. "'You've Come a Long Way,Baby'--But You're
Not There Yet." Providence Sunday Journal, 16 August 1970,
N-47, N-50.

Smith, Charles and Smith, Carol H. "Why Don't Women Succeed."
New Society, 1 October 1970, p. 577-79.

"Special Report on the Attitudes of Women Toward Their Role
in Life." Gallop Opinion Index, Report No. 63, September,
1970. ‘
Springen, Phyllis J. "The Dimensions of the Oppression of Women."
Vital Speeches, 15 February 1971, p. 265-267.

"The American Woman." Transaction, November-December 1970,
Special Issue.

"The Motherhood Myth." Loock, senior editor, 22 September 1970.

Trilling, Diana.' "Female Biology in a Male Culture." Saturday
Review, 10 October 1970, p. 16-18, 40.

Tucker, Sylvia. "Humannessand the Sexes." Adult Leadership
May 1969. '

Weisberger, Bernard. "Women: more light." Boston Sunday
Globe, 22 November 1970, Book review of Daughters of the
Promised Land: Women in American History by Page Smith.

Wolf, John H., Lieutenant, JAGC, USNR. "Public Law 90-130:
The Act Relating to Promotion and Tenure of Women Officers.”
JAG Journal, May-June 1968, p. 117-121.

"Woman Captain in Swedish Merchant Fleet may be first in
Western world." Boston Sunday Globe, 13 December 1970, p. 10.

"Women Against Men--A Special Issue." The Atlantic, March
1970.
130




"Women's Changing Role in Americal“ U.S. MNews and World Report,
8 September 1969, p. 44-46. )

"Women in Liberation: A Mother's Day Special." " The Rhode
Islander, Providence Sunday Journal, ¢ May 1971.

"Women Profs Fight Back." '~ Newsweek, 17 May 1971, p. 99, 100,
102,

"Women's Work." Chase Manhattan Bank, Business in Brief,
October 1970.

" Government Documents

Center for Naval Analyses. CNA Institute of Naval Studies
Study 13, Navy Manpower Considerations 1970-1980, Summarv,
27 Jaunary 1967.

Committee on Federal Employment Policies and Practices. Report
of the Committee. 1963.

Defense Advisory Committee for Women in the Armed Services.
Report of the Inter-Service Working Group on Utilization
of Women in the Armed Services. 31 August 1966.

Interdepartmental Committee and Citizens' Advisory Council
on the Status of Women Report on Progress in 1966 on
the Status of Women, Third Annual Report, 321 December 1966.

Koontz, Elizabeth Duncan. "American Women at the Crossroads.”
Keynote address by Mrs. Koontz, Director, Women's Bureau,
U.5. Department of Labor, 12 June 1970.

Naval Personnel Research and Development Laboratory. Na
Officer Personnel System, Refinement of the Navy
Officer Classification System, WRM-71-12, J.M. Pugh,
August 1970. :

. Total Officer Personnel System (TOPS), Improvement
of the Navy Officer Classification Coding System, WRHM
70-10, J.M. Pugh, H.A, Parrack, and H. Linsert, Jr.,
July 1969.

Office of the Assistant Secretary of Defense (Installations
and Logistics). Defense Management Journal. Special
Issue on Women in the Service, Winter 1970.

131



Stanford University., Frank Newman Committee on Higher

Education. Report on Higher Education, Chapter II,
"Barriers to Women.® 1970.

Army. PROVIDE, Project Volunteer in Defense of the
Nation, Volume I, Executive Summary, 1970.

Civil Service Commission., Manpower Sources Division.
Bureau of Recruiting and Examining. Changing Patterns,
A Report on the Federal Women's Program Review Seminar,
June 1969,

Department of Labor. Wage and Labor Standards Adminis-
tration, Women's Bureau. ' Background Facts on Women

" Workers in ‘the United States. 1970.

. "Fact Sheet on the Earnings Gap."

February 1970.
Naval Postgraduate School, Monterey, California.

Educational Programs for Unrestricted Line Officers.
15 April 1966,

President's Commission on the Status of Women. American
Women, 1963.

President's Commission on an All-Volunteer Armed Force.
The Report of the President's Commission on an All-
Volunteer Armed Force. 1970.

President's Task Force on Women's Rights and Responsibi-
lities. "A Matter of Simple Justice. Report of the
Committee. April 1970.

"Military Documents

Department of the Navy. Bureau of Naval Personnel. Annual

Officer Billet Summary. NAVPERS 15993. 15 March 1971.
CONFIDENTIAL

Bureau of Navy Personnel Manual, NAVPERS

15791B of 1 July 1969.

. Pers N. Report #HOB1-1275-71. Computer

Printout of 29 April 1971, Subj: Women Line Officer
Community.

132



Department of the Navy. Bureau of Naval Personnel. Pers N.
Report #HOB1-1131-71 of 15 and 16 April 1971. Subj:
Education by Grade (On women line officers).

. . . Report #HOB1-1126-71 of
16 April 1971. Supkj: Officer Grade vs. AMC (On
wonmen line officers).

. . 7", Report 3HOB1-1127-71 of
16 April 1971, Subj: Officer grade vs. billet grade
(On women line officers).

. Manual of quy Officer Classifications,
NAVPERS 158398 of 19 September 1968.

S . Naval Officer Education, Language and

Serv1ce Schools Code llanual, NAVPERS 15824D of Septenber
1968.

. . liavy and Marine Corps Military Personnel
Statistics, XNAVPCRS 15658 of 31 January 1971 and 31
March 1971.

Letter from Lieutenant Commander Richard Hunter, USN, (Pers
Balbk) to Lieutenant Commander Beth Coye, USN, with
enclosures. Washington: 2 June 1971.

Memorandum from Assistant Secretary of the Air Force, Manpower
and Reserve AZfairs to General Carpenter DCS/P.
"Improved Women in the Alr Force Program." Washington:
21 January 1969.

Memoranda from Assistant Chief of Naval Personnel for Women
(Pers K) to all women officers. 1967 to present,

Memorandum from Assistant for Women, Fifth Naval District to
Assistant Chief of ilaval Personnel for Women. "Recom-
mendations concerning women in the Navy." Norfolk:

10 February 1971.

U.S. Office of Naval Operations. "Identification of Officer
Subspecialty billets requiring doctoral or master's
level education, or specialized experience/training or
level of education less than the master's level. OPNAV-
INST 1211.6C. Washington: 8 December 1970,

WAVE Retention-Study Group. Report of Study Group which
convened in Washington, 1 March through 5 March 1971,

133



‘ l .
. Unpublished Materials

Garland, Neal T. "The Better Half? The Male in the Dual
Profession Family." Presented at Annual Meetings of
the American Soc1olog1cal Association, 31 August-3
. September 1570.

Hart, Elizabeth Kirkpatrick. "Plato Was a Feminist or Is
Man the Measure of All Things." Parts I and II.
Spring 1971.

. "Education and the American Woman." Tducational
Psychology paper. January 1965.

Hart, Franklin, Lieutenant Colonel, U.S. Army, et al.
The Long-Range Future of the Navy. Naval War College
Group Research Project, 15 April 1971.

Reid, C.¥., Lieutenant Commander, U.S. Coast Guard, Brldglnq
the Military Generation Gap. Naval 'Jar College student
thesis, 1971. ,

Sarkesian, Sam. "The Military Image: Myths and Realities,
A Political Perspective." Prepared for delivery at
the Sixty-sixth Annual Meeting of the American Political
Science Association, 8-12 September 1970.

Youth Culture, a class presentaticon for Naval War Ccllege
Winter Term Research Seminar, "Problems of Contemporary-
Social Change."

Other Sources

Naval War College 1970-71 Winter Term Research Seminar.
"Problems in Contemporary Social Change." Faculty
Research Advisor: Profegssor Carcl Hills. (Author was
a seminar participant)

Personal interviews with 34 women line officers, conducted
by the author during the fall and winter months 1970-71.

Speeches by Gloria Steinem and Dorothy Putnam, 2 December 1970.
Salve Regina College. (Attended by author}
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Thousands Reply to Opinionnaire;

Many Document Cases of Sex Discrimination

A torty-five question opinionnaire, high-
lighting issues of the “Alternatives for
Women—The Right to Choose’ program
of AAUW appeared in the January Jour-
nal. Male and female responses were
solicited on two separate forms. The
return has been most gratifying— 4,065
women and 2,940 men completed the
opinionnaires by the February 23rd dead-
line. Since then, many other responses
have arrived at the Educational Center
and will be included in a final report to
be completed this summer,

The following represents the [first
analysis. and reports only the com-
parison between male and female re-
sponses. Further study will examine the
relationships of age, marital status, ge-
ographical residence and household in-
come with the replies to the opin-
tonnaire.

CHARACTER!ISTICS OF THOSE
RETURNING OQPINIONNAIRES

The female sample returning the opin-
ionnaire does not represent the general
population, but the membership of
AAUW: therefore, generalizations cannot
be made outside this frame of refer-
ence. The present knowledge of the
characteristics of AAUW membership is
limited but some impressionistic obser-
vations can be made.

It appears the women most interested
in the opinionnaire were younger women
and the group 60 years or older because
the percentages of return for these age
groups were higher than estimates of
these groups within AAUW membership.
The reasons for this are not clear. A
possiblie explanation is that those most
concerned about women's opportunities
today are the younger women, while the
older group reiated to the opinionnaire
on the basis of their experience in the
suffragette movemaent.

A second characteristic of the female
sample was the higher percentage of
single women returning the opinionnaire
than is characteristic of estimates of
AAUW membership. This may be ex-
ptained by the fact that job dis-
crimination items formed a major part
of the opinionnaire and single women
may be more involved in these concerns
than married women.

Permission to use reprint

As would be expected by the nature
of AAUW membership, the annual in-
come of the respondent and the annual
household income were considerably
above the national average. The
differential income level between female
and maie respondents was considerable,
although it is difficult to make any gen-
eralizations since there was no way to
scparate students, retired persons and
non-employed persons in this portion of
the apalysis.

One-fourth of the female sample re-
ported personally experiencing sex dis:
crimination and a similar proportion of
males had observed discrimination
against females. Another similarity be-
tween femaltes and males was in answer
to the question—"If all jobs were open
to me, | would be doing the same thing
| am now doing.” Approximately one-
fourth of the men and women answered
no to that question. These responses
would seem to indicate that the females
answering the opinionnaire were not un-
usually bitter or biased because of per-
sonal experience.

RESPONSES

A five-point Likert scale (l1—Strongly
Disagree to 5—Strongly Agree, with 3
being the.No Opinion category) was pro-
vided for responses. To simplify report-
ing the results, the agree categories (4
and 5) and the disagree categories (1
and 2) were grouped together. The re-
spondents who checked “‘no opinion” or
who did not answer the question were
omitted from the tables of responses.

EMPLOYMENT {SSUES

A striking result was the degree of
agreement on many of the major issues.
Although there were statistically
significant differences between women
and men on most questions, a majerity
of both females and males agreed on the
following items:
—Women experience discrimination
In the working worid.
—Women do not want full job equatl-
ity if it means loss of femininity.
—Women perform well in competitive
situations.
I-1

granted by AAUW.

Shirley McCune
Associate Director

—A successful woman is not less at-
tractive to men.

—Wornen prefer working for a man.

—Men resent a female boss.

—Women are often bypassed for pro-
motion.

—Women are not paid the same
salary as men doing the same job.

—Women can be aggressive and
competitive in situations that de-
mand it.

—Women tend to think of employ-
ment as a job rather than a long-
term career.

—Women are kept from careers or
further education due to lack of
adequate day care facilities.

—Women should be paid at the same
rate as men.

—Women work because they need
the money.

In the general category of employ-
ment issues, a majority of women
agreed with the foliowing statements
while men did not:

—A woman's first responsibility is not
to be a ferminine companion of men
and a mother.

—Women do not have less need to
achieve than men in the working
world. .

—intetlectual achievement of women
is viewed as competitively agres-
sive behavior.

—Women who wish to develop their
potential do not have adequate op-
portunity to do so.

—Employed women do
higher rates of sick
men.

A majority of men agreed with the fol-

lowing statements while women did not:

—The turnover rate of employed
women {s higher than that of men.

—Women in supervisory jobs have
difficulty dealing with males in su-
bordinate positions.

not have
leave than

Examination of these responses
shows the multi-dimensional aspects of
the non-utilization of women in employ-
ment. Men basically believe that the
woman's first responsibility is to be a
feminine companion of men and a
mother, that women have less need to

({continued on page 204)

AAUW JOURNAL / MAY 1970



=T w TR e TR meT T,

Ny AR S8 -

ol -

achieve in the working world, that they
have adequate opportunity to develop
their potential, that the job turnover rate
of women is Mgher than that of men,
that women have difficulty dealing with
.males in subordinate positions. If males
bring this mind set to employment situ-
ations, .it undoubtedly affects their be-
havior toward females. On the other
hand, a majority of females indicated
agreement that intellectua! achievement
is viewed as competitively aggressive
behavior, whereas males did not. Thus,
women may set up negative ex-
pectations to be confirmed that are not
always valid.

WOMAN AS WIFE AND MOTHER
A second category of items was based
on woman's role as a wife and mother.
A majority of female and male respond-
ents agreed that: )
—Employed women are not less likely
to have successful marriages.
—More women would work if their
husbands would encourage it.
—Abortion should be legally acces-
sible upon demand by any woman.
—Family planning information and
contraceptives and methods should
be available to all.
—Women should share equaily with

husbands in making family deci-
sions.

~—Husbands of employed women
should share In housework and
child care.

—In view of the population explosicn,
couples should limit their number
of children to two.

In alt cases except the question of
family planning information, there were
statistically significant differences be-
tween male and female responses al-
though a majority of both women and
men were in agreement with the items.
The highest degree of agreement was
achieved on the questions of women
sharing equally with husbands in family
decisions, family planning information
should be available to all, husbands of
employed women shouid share in house-
work and child care, and abortion
should be legally accessible upon de-
mand by any woman. It is interesting to
note that although a majority of both
men and women were in agreement on
the abortion question, only a few states
have repealed the abortion law.

In this category. a majority of females
agreed and males did not agree with the
following statements:

—Children of non-working mothers
are not better adjusted than those
of working mothers.

—Hushands who feel threatened by a
careerist wife are unsure of their
masculinity.

A majority of males agreed that

women receive equal treatment in legal

matters, whereas women were divided
nearly equdly in their responses.

The most controversial item was:

—Single women should have the

choice to bear and/or adopt chil-
dren.

This was agrecd to by 49 percent of
the women and 37 percent of the men.
Several camments from respondents in-
dicated that if the question had been
broken into two separate issues, the
choice to bear a child or the choice to
adopt a child, a more conclusive picture
would have been obtained.

RELATED ISSUES

A category of related issues was in-
cluded in the opinionnaire. A majorily of
women and 8 majority of men agreed on
a substantial number of items:

—Women's attainment of rights and
freedom will not be at the expense
of males.

——Most women would like to further
their education and training.

—Women's image in mass media
overly emphasizes beauty, fashions
and homemaking virtues.

-—Women enjoy sex as much as men.

—Women prefer male company to fe-
male company.

— Educational  barriers to female
achievement have been removed.

There was mutual disagreement with
the item "“Few women are in politics be-
cause they are not tough enough for po-
litical activity."

To only one question, ''Neither men
nor women take women’s rights se-
riously,"” did a majority of women agree
and a majority of men disagree.

A majority of women agreed with the
following, whereas there was no majority
of male responses:

—wWomen do want full equality even

if it does mean equal responsibility.

—Militant efforts for women's rights
wilt do more harm than good.

-——Women are conditioned not to
show their intelligence.

—-Career women do not play down
feminine appearance in order to be
taken seriously.

On the other hand, a majority of men
agreed with the following whereas there
was no majority of female responses:

—Women do not handle conflict bet-
ter than men.

-——Women are not by nature more me-
diating and cooperative than men.

TRENDS

Throughout the opinionnaire,

trends seem evident:

1. There is considerable agreement be-
tween men and women on many is-
sues of inequality of opportunity for
women.

2. Women in general report significantly
stronger responses than men in sup-

several

-~

3. Greatest

port of women's equality.

agreement between men
and women was obtained in the cate:
gory of woman's role as wife and
moether, such as joint family decision-
making, availability of family plan-
ning' information, accessibility of

abortion, etc. .

At this time, it is not possible to draw
more generalized conclusions. Additional
analysis of the material and comparison
with other studies which utilize the opin-
ionnaire should help to clarify the re-
sults.

CASE HISTORIES

The last question asked women to docu-
ment personal discrimination and men
to report discrimination against women
they had observed. More than 500 re-
spondents wrote in answer_to this ques-
tion. A majority of these reported cases
of Jjob discrimination. Examples of their
comments were:

...l can't say
that | have met a
great deal of overt
discrimination, but
prejudice and discrimination are in-
sidious. They are the ripple of laughter
across the audience when the speaker
smiles and says, ‘‘there are even some
girls in the-——training program.” It is
having to prove yourself every time you
make a new business contact, acquire a
new supervisor. It is fowered expectation
(overhearing your manager say in sur-
prise while reading a report of
yours, "‘Why she writes like a man.")

. . It is feeling that your words do not
have the same impact on management
as your male counterpart. It is not hav-
ing frequent raises (who can prove merit
versus prejudice?). And the worst result
is a lack of confidence in your own com-
petence as the “world” continually
questions your ability.

It is having to
prove yourself
everytime

. . « When it came time to choose the
chief resident for an internal medicine
program at a private hospital, | was in-
formed that | was not considered for
Chief Resident because | was a woman.
There are also a number of physicians
who do not refer patients, including fe-
male patients, to female doctors, either
because they feel that the patients
would not accept the female doctor, or
because they, themselves, cannot ac-
cept female doctors.

. . . In the first few months as a
member of the Board of Education in
our city, the other members of the
Board, all men, decided to differentiate
the salaries of the men and women
teachers by about $400. [ strongly ob-
jected, gave my arguments again and
again to no avail, and the measure
tinally passed over my objections.
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... When my hus- “Sorry, nepotism

band and | (both rules prevent our
experienced teach- . "
ers with Ph.D.'s considering you.
from good universities) applied for

teaching jobs at the college level in
1966-67, about twenty institutions re-
sponded to our inquiry—"'Soiry, nepo-
tism rules prevent our considering you.”
We did secure a position at a university
Longenial to husband and wife teams
{about 45 when we came, some in the
same department as we are). The new
President of the university has now de-
cided no more couples and | know of
two instances at least where eminently
qualified applicants were not offered po-
sitions because they were married.

... ! was so worn out with the
artificial obstactes placed in the way of
women graduate students in the U.S.
that | eventually did a Ph.D. at the Uni-
versity of London, and because of the
discrimination against the employment
of women in college teaching, [ am cur-
rently out of a job.

. . . As a supervisor of professional
personnel in the engineering community,
I have refrained from hiring femaie ap-
plicants in favor of male applicants of
equal academic standing. My main con-
cern was that females might not be
“hard nosed" enough to “slug it out” in
the rough and tumble design world.

. . . When ! worked at ***® Person-
nel Employment Agency last year, |
found that in all its hundreds of offices
over the country the following to be
true: Only men were allowed to have the
men clients so.that the men, getting a
third of the commission, were paid
much more than the women workers be-
cause an average male client's annual
salary was about $10,000 while a
woman client’'s annual salary averaged
between $4,000 and $5,000. There also
may have been more male clients.

One respondent elaborated on
women's responsibility for job dis-
crimination:

. . . The inferior work performance of
women, which was alluded to in ques-
tions onc to twenty, is too often true
and too often the result of 2 cufturatly
determined ‘'self-fulfilling” prophecy.
The unspoken predisposition exists that
women, or blacks, will fail eveniually
and, when they do, the feeling is “l told
you so. Women, from their earfiest
years, have bean cautioned against be-
havior which shows initiative or aggres-
siveness. It is little wonder that their in-
telligence and insight falter when they
are called upon to use them. Education
and environment do not normally sanc-
tion independence and thought in
women. When the situation calls for the
demonstration of such quaiities, women

often become nervous and defensive
and act as “everybody” knew they
would.

Unfortemately, | believe t have seen
such actions in my own field, which is
urban planning. Several coliege girls
have worked in the temporary capacity
of researchers. Each was bright, but
each claimed to be capable only of fol-
lowing directions. They had their own
ideas, which they often expressed in
conversation, but they were afraid to in-
itiate any project. They shunned the re-
sponsibility with the observation that
they did only what they were told. They
were interested in what was going on
about them yet they were afraid to join
In.

Legal concerns were often mentioned:

... In my opin-
ion, QOregon's gift
and inheritance tax discriminates
discriminates againstwomen
against women. Under present law all
beiongings (except homestead) and in-
cluding joint savings and checking ac-
counts are assumed to belong to the
husband as a result of his earnings. To
avoid paying inheritance tax, the widow
must prove that she earned or inherited
a part or all of these funds.

Oregon's
inheritance tax

. . ! was unable to obtain an abor-
tion in the U. S. and had to go to Mex-
ico. (After five children, and at the time
had severe herma and could not carry
another ¢hild safely.) Yet could not have
this done legally in California.

My first marriage eliminated
many of my rights had to live
where my husband wished, he could
cash my pay checks, etc. One is quite
surprised when one actually experiences
the [egal prostitution of marriage—laws
do vary according to the state. | found
Texas and Illinois to almost eliminate all
rights of married women.

. .. Another instance of dis-
crimination is the Social Security with-
holding tax for married women., Al-
though women are taxed fully at the
regular rate, a married couple can only
collect the higher of the two Social Se-
curity benefits. This is unfair. If women
cannot collect their benefits, they should
not be taxed.

Many personal forms of dis-
crimination were also included:

... 0On many Awoman is al
boards, both ap- nis always

expected to serve

pointive and elec- 4o\ qechments

tive, | find that 1)

afthough the chairman is usually a man,
the secretary is nearly always a
woman—if there is a female on the
committee, 2) when coffee or refresh-
ments are to be served, a2 woman is al-

I-3.

ways expected to do thit (or maybe the
president’s personal secretary wil do it
if necessary—but never a man), 3)
when social functions are indicated in
the committee work, the females are ex-
pected to plan and execute the occa-
sions. . . . | really don't consider myself
a feminist but 1 am appalied at how
many times | have been honorad by a
committee appointment {(even by a Gov-
ernor) only {o find that the men regard
me with complete dismay if | poliely de-
cline the “honor' of the secretary's job
or the “kitchen duty."” It seems to be
utterly inconceivable to men, particularly
if | am the only woman in the group,
that 1 am there because | am interested
in solving the problem posed or in help-
ing to make policy!

. . . Reluctance of many department
stores to issue a charge card to 2 mar-
ried woman in her name even though
she works full time.

. . . | inherited stock. Under Califor-
nia law it is separate property. The bro-
kerage house wanted my husband's per-
mission for me to dictate how the stock
was to be sold or otherwise dealt with, |
refused to deal with the brokerage
house until they changed the require-
ment. If it had been my husband's pri-
vate property, | would not have had to
sign.

If we had been
men or a couple,
we would kave

. .. We (two sin-
gle women) were
discriminated been treated
against in one of differentiy
the better restaurants in town. We had
reservations; however we were seated in
a small cafe type room next to the
kitchen, rather than the dining room.
When we questioned this, w2 were told
that there were no tables for two. How-
ever, immediately afterward, several
couples were seated at tables for two.
One of the couples were our neighbors
and did not have reservations. We did
handle it afterward with the manager.
We were very much aware that if we had
been men or a couple we would have
been treated (differently. The dis-
criminator was a woman.

. . « Early in the summer of 1967, !
tried to borrow money for a trip to the
South Pacitic from the State Teachers’
Credit Union. For years they had period-
ically deluged me with requests to
please use their services. When I finally
decided to succumb to their desire, |
was told that | would have to have my
husband's signature on the note, al-
though we were living apart and had
been for two years, and durnng this
time, | paid al my own bills. Yet, he
could borrow all the money he wanted
to on his signature alone, and without
my knowledge!



RESPONSES TO “THE RIGHT TO CHOOSE” OPINIONNAIRE

AGREE DISAGREE
Women Men Women Men
{N=4,065) (N=2,940) (N=4,065) MN=2940)
QUESTIONS % % % %
1. Women do not experience dis¢rimination in the working world. ** 14 20 84 77
2. Women do nat want full job equality If it means loss of femininity, " 56 61 34 25
3. A woman's first responsibility is to be a feminine companmion of men and a mother. ** 42 60 52 3C
4. Women hoave less necd to achieve than men in the working world, **° 37 23 60 41
5. Intelicctual achieverment of women is viewed as compelilively aggressive behavlor. *® 51 29 44 62
6. A successful woman is less attractive to men. ** 27 21 66 72
7. Women perform well in competitive situations, *® 75 61 16 24
B. Women who wish to deovelop their potential have adequate opportunities to do so. ** 44 57 54 39
9. Employed women have higher rates of sick leave than men, ** 26 48 51 24
10. The turnover rate of employed women is higher than that of men. ** 4B 60 33 18
11. Women should not be paid at the sama rate as men. *° 4 11 95 B3
12. Women prefer working for a male boss. * 66 7 18 5
13. Women in supervisory Jobs have difficulty dealing with males In subordinate positions. ** 42 57 38 22
14. Males resent a female boss. 67 63 16 18
15. Women are often bypassed for promotion. ** 76 63 10 i6
16. Women are paid the same salary as men doing the same job. ** 15 24 78 68
17. Women cannot bo aggressive and competitive in situations that demand it. ** 11 17 85 74
18. Women think of employment as a job rather than a long term career. ®° 55 65 38 20
19. Women are kept from careers or further education due to lack of adequate day carg
facllities. ** 71 55 18 26
20. Women work because they need the money. 58 60 34 26
21. Husbands who feel threatened by a carcerist wife arc unsure of their masculinity.** 68 47 18 31
22. Employed women are less likely to have successful marriages, ** 11 23 79 60
23. Children of non-working mothers are better adjusted than those of working mothers. ** 30 48 57 33
24. More women would work if their husbands would encourage it. * 64 59 15 18
25. Single women should have the choice to bear and/or adept children, ** 49 37 40 51
26. Abortion shou'd be legally accessible upon demand by any woman. * 70 65 26 30
27. Family planning information and coniraceptives and dovices should be available to all. 93 93 5 5
28. Women should share equaliy with husbands in making family decisions. * 97 92 2 I
29. Husbands of employed women should share in housework and child care. ** 89 82 7 12
30. Women roceive equal treatment in fegal matters. ** 38 55 41 29
31. In view of population explosion, couples should limit their aumber of children to two, *° &6 57 23 30
32. Women do not want full equality i 1t means equal responslbility, ** 20 37 73 45
33, Women's attainmont of rights and freedom will be at the expense of males. ® 17 22 78 [1:]
34. Militant cfforts for womean's rights will do more harm than good. 51 49 38 35
35 Women handle contlict better than men. ** 32 13 35 61
36. Women ara conditioned not to show their intefligence. *° 64 41 32 47
37. Career wornen play down feminine appearance In order to be taken seriously, 26 29 &0 49
38. Most women would like to further their education and training. °* 75 61 15 ig
39. Women are by nature more medijating and cooperative than men, ** 44 25 33 54
40, Women prefer male company to femala company. 52 51 26 17
41. Educational barriers to female achievement have been removed. ** S0 69 46 25
42. Few women arg in politics because they are not tough enough for political activity. 27 29 63 57
A3, Women’s image in mass media overly ermphasizes heauty, fashions and home-making
virtues. ** 82 68 14 21
44, Women do not enjoy sex as much as men. * 23 28 64 54
45, Neither men nor women take women's rights seriously. ** 53 36 39 51
NOTE: *® Diffarence between men and women statistically significant at .01 level of confidence.
* Difference statistically significant at .05 level of confidenco.
PROFILE OF RESPONDENTS
WOMEN MEN TOTAL WOMEN MEN TOTAL
(N=4,065) (N=2,940) (N=7,005) (N=4,065) (N=2,940) (N=7,005)
CHARACTERISTIC % % % CHARACTERISTIC % o o
Age of Respondent Residence of Respondent
29 or under 15 12 14 West 24 24 24
30-39 29 34 3 SW and Mountain States ] 8 8
40-49 21 25 22 Midwest 33 al 32
50-59 16 16 16 South 7 7 7
&0 or older 13 13 16 New England and Mid. Atl. Sts. 27 27 27
Marital Status Level of Education
Single 14 3 10 College Graduate 33 13 25
Married 76 a3 B3 Some Graduate Work 28 35 31
Scparated 4 .6 1 Master Degree 30 25 28
Divorced 3 1 2 PhO-MD or other advanced Ocg. [ 22 13
Widowed 6 1 4 Post-Doctoral Work 1 4 2
Number of Children Annual Incoma of Respondent
MNone 28 16 23 Less than $5,000 42 3 25
One 14 16 15 $5.001-$7.500 12 4 9
Two or three 46 55 50 $7.501-%10,000 14 12 g
Four or five 9 11 10 $10,001.-$15,000 15 32 22
Six or more 1 2 1 $15,001.%25,000 5 34 17
’ More than $25,000 1 12 6

T-U
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FOR WOMEN ONLY '

THE RIGHT TO CHOOSE — ALTERNATIVES FOR WOMEN |
OPINIONNAIRE

A fundamental purpose of the AAUW is the promation of the slatus of women,
We are calling on you to reaffirm this purpose by assisting us in oblaining 2
sample of the attitudes, opinions and expceriences of women. Listed below you
will find a questionnaire which solicits your opinions, personal background and
experience. Complete it without discussing it with anyone. The second copy is
provided as a means of obtaining the opintons of males. You may wish to ask
your hushand or a male friend or colleague 10 complste the second copy. After
both copies have been completed, compare your responses and discuss the
implications. Please return both 1o: The Right To Choose, AAUW Lducational
Center, 2401 Virginia Avenue, M. W., Washingion, D. C. 20037. A report of the
returned opinionnaires will be publiished in a future issue of the Journal.

The first 45 questions ask for your apinion. There are no “right” or “wrong
answers, Please be as frank as possible in answering. After vou read the guestion,

circle the number in the reply form (right) which mosl c[osely represents your y

P

opinion.
Strongly Generally Cenerally Strongly
disagree disagree No opinion agree agree
1 2 3 4 5

Woman as Worker

1. Women do notl experience dis- as men doing the same joo.
crimination in the \..'ork.lng world. 17. Women cannot he aggressive and
2. Women do not want fufl job compelitive in situations that de-
equality if it means loss of fem- mand it.
ininity. .
Y 18. Women think of employmen! as
3. A woman’s first responsibility is a job rather than a long-lerm ca-
1o be a feminine companion of reer.
n and a mother.
men 4 othe 19, Wwomen are deteried from careers
4. Women have less need o achieve or continuing educaiion duc to a .
than men in the working world. fack of adequaie day care facili-
. ies.
5. Intellectual achievement of wo- ties
men is viewed as compelitively 20. Women work because they need
aggressive behavior. the muney.

6. A sgccessfu1 woman is less at- Woman as Wife and Mother

tractrve 1o men.

21. Husbands who feel threatened by
a careerist wife are unsure of their

masculinity.

7. Women perform well in competi-
tive situations.

8. Women who wish to develop 29
their potential have adequate op- .
portunities 1o do so.

Employed womcn are less likely
to have successful marriages,

9. Employed women have higher 23. Children raised by non-warking

rates of sick leave than men. .
¢ Se ¢ those of working mothers.

10. The turnover rate of employed 24

women is higher than that of husbands would encourage it

men.
. . 25. Single women should have the
11. Women should not be paid at chaoice (o bear and/or adaopt chil- !
the same rate as men. dren.
12. Women prefer woiking for a male 26. Aborlion shoutd be legally acces-
boss. sible upon  demand by any

13. Women in supecrvisary positions woman.

have difficully dealing with males 27. Funily planning information and

in subordinate positions. contraceplive techniques and de-

L4. Males resent a female supervisor, vices should be available o any
wonan,

15. Women are often bypassed for 28

promotion Women should share equally with

hushands in making family deci-
16. Women arc paid the same salary Sions.

T-5

mothers are better adjusted than ;

. More wamen would work if their :

jClip and mail as soon as possnble final™t
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29.

30.
31.

Hushands of employed women
should share in housework and
child care.

Women receive equal treatment
in legat matters.

n view of the population explo-
sion, couples should limit their
number of children to two.

Related lssues

32.

33.

34.
35.
36.
37.

38.
39.

40.
41.
42.

43.

44,
45,

Women do not want full equality
if it means equal responsibility.

Women'’s attainment of rights and
freedom will be at the expense of
males.

Militant effocts for women’s rights
will do more harm than good.

Women handle conflict betler

than men.

Women are conditioned not to
show their intelligence.

Career women deliberately play
down feminine appearance in or-
der to be taken seriously.

host women would like to fur-
ther their education and training.

Women are by nature more
mediating and cooperative than
men.

Women prefer male company to
female company.

Educational barriers to female
achievement have been removed.

Few women are in politics be-
cause most women are not lough
enough for political activity.

Women's image in the mass me-
dia overly emphasizes heauty,
fashions and homemaking virtues.

Women do not enjoy sex as much
a5 M.

Neither men nor women take

women's rights seriously.

Personal Data

46.

48.

49,

My age is:
1. 29 or under 4. 50-59
2. 30-39 5. 60 or older
3. 40-49

My marital status is:
1. Single 4, Divorced
2. Married 5. Widowed
3. Separated

The number of children 1 have is:

1. none 4, 4 or 5
2. one 5. 6 or more
3.2o0r3

| am employed:
1. not at present

T_6

50.

51.

52.

53.

54.

55.

56.

never have been
yes, full-time

yes, part-time

yes, only scasonally

ol

The area of the country which |
call my home is:
1. West
2. Southwest and mountain
states
3. Midwest
4. South
5. New England and middle
Atlantic states

I have completed the following
level of education:

College graduate

Some graduate work
Master's degree

Ph.D., M.D. or other
advanced degree

5. Post doctoral work

bl oL .

approximate annual income

Less than $5,000

. From $5,000-%7,500
. From $7,501-%10,000
. From $10,001-%15,000
. $15,001-%25,000

. More than $25,000

[ SR

The approximate annual income
of my household is:

Less than $5.000

From $5,001 to $10.000
$10,001 to $15,000

From $15,001 to $25,000
From $25,001 to $40,000

6. $40,001 or more

LU [N SR TR )

My occupation is:
full description)

(Please pive 2

If all occupations were open to
me, | would be doing the same
thing | am now doing.

t have personally experienced dis-
crimination as a woman:
If yes, in what way:
(Crrcle all applicable)
. college or graduate school
admissions
2. scholarship, fellowships or
assistantships
3. employment in the
university setting
4. employment in government
or private industry
5. promotion on the job
6. legal (divorce, abortion,
taxes, elc.)
7. politica!
8. other (please specify)

We arc interested in compiling case
histories of discrimination related to
women. If you answered Question 56
affirmatively, would you please explain
on a separate sheet the circumstances

and

document the situation as much

as possible?
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APPENDIX II

QUESTIONS ASKED OF INTERVIEWEES

1. For what reasons did you join the Navy? Are they the
same reasons that have kept you in the Navy?

2. What do you think are the Navy's reasons for maintaining
women officers in the Navy today? Are they the same reasons
as those that apply to enlisted women?

3. The 1967 legislation opened up the promotion opportunities
for military women. What restrictions, if any, remain in this
legislation and/or regulations pertaining to the women in the
Navy? If you see restrictions, which ones should be lifted?
Which should not be 1lifted?

4. What kind of a career pattern would you prefer ideally for
yourself through the rank of captain? Do you feel that this
is possible under present policies and opportunities?

5. The majority of line women officers at present are in the
field of administration or management. What designator do
you -feel best fits this present woman officer complement?

6. In what field, if any, do you consider yourself to be
qualified as a subspecialist or specialist?

7. In view of increasing overall Wavy requirements for
specialization and subspecialization, what should be done,
if anything, to align the woman officer program with this
trend toward specialization?

8. The restricted line designators are closed to women.
Which of these programs do you feel should be open to women?

9. What specific woman officer personnel policies should be

reevaluated, if any? Do you feel that you really know what
these policies are?

10. What procedures and policies regarding the administration
of women in your opinion need revision, if any? (e.g. WR/
Barracks Officer/Asst (W)) What changes would you make?

11. what in your estimation is the key to promotion for women
officers?



D

12. What recommendations do you have on the recruitment of
women officers (3 year obligaticn, NROTC, etc.)?

13. ‘Vhat role do women officers now play in support of the
Navy's reguirements?

14. In light of changes occurring in the Navy and in society
as a whole today, what in your estimation should bke the role
of women officers in the future? What will it he?

II-2



APPENDIX IIT

COMPARISON OF WOMEN LINE OFFICER ASSIGNMENTS

.BY OCCUPATIONAIL GROUPINGS

The primary source of statistical data.pertaining to the
woman line officer community in this study is an automated
data printout supplied by the Bureau cf Naval Personnel (Pers N},
The printout is a listing accerding to current grade of women
unrestricted line officers on active duty as cf 29 April 1971.

The printout gives the following information for each officer:

Education. The two highest degrees awarded and the
corresponding major field of study are shown. Pcstgraduate
work not resulting in a degree is included and an indication

is given if the education was obtained under MNavy sponsorship.

Subspecialties. Primary and/or secondary subspecialty

codes are listed for those officers sc designéted. No more

than two codes were shown per officer.

Duty Stations. Up to seven duty stations are listed for

each officer excluding temporary'duty, temporary additional
duty, and duty stations at which the individual served less
than five months. 1Informaticn on duty under instruction is
furnished only for those officers who were under instructicn
on 29 April 1971. Duty stations appear on the printout in

reverse chronological order with the dates of reporting and

IIT-1
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detachment given for each. For some officers duty stations
as far back as 1949 are listed with the exception of those

noted above.

Primary Duties. These are shown as Naval Officer Billet

Classification Codes {(N0O3Cs). Each officer's listing 1is
limited to seven NOBCs, no more than three per duty sfation.
The NOBCs appear in chronological order beginning with the
most recent. An alpha-numerical suffic is provided to indi-
cate the duty station at which each has been assigned and the
number of months served in it. In some cases duty stations

are listed without corresponding NOBC:=.

Special Qualification/Special Designations. §Q/SD codes

.are three digit codes assigned to personnel after having been

certified by competent authority. The classifications are

limited to those for which there is a current reguirement
in BUPERS automated data reports and are not intended to
include all special data which enhance career and promotion

potential.

Service Schools Attended. A maximum of five officer

service schools attended as an officer are listed in chrono-
logical order with the most recent listed first. If more than

five were attended, the least significant are deleted.

Activity Mission Code. This two letter code is given

only for an individual's current duty station. It identifies
the type of activity to which the officer is assigned.

IT1-2



‘ _ 'fhe method for extracting statistics from the printout
was designed to facilitate identification of individual officers
' for the purpose of cross checking figures. Each officer was
assigned a number within her current grade in the order in
which listed on the printout.* In this manner the total
personnel givep for each grade was Qerified with the follow-

ing results recorded:

CAPT 9.
CDR 44
LCDR. 83
T 146
LTJG 187
EiiS 164
Total 633

These figures became the basis upon which all statistics were
. compiled.

Lists were made of all degrees held, NOBCs, subspecialty
and SQ/SD codes assigned, and service schools attended by
women officers using the individual identification numbers to
record the.results. A master list of NOBCs was compiled
revealing the following information:

a. a listing by number and title of all NOBCs in

which women have served over the vyears covered by the printout,

- *No pattern of the order in which the listings appeared
was found to exist; no clue was provided as to the identifi-
cation by name of the individual officers.

o
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b. the number of times women were assigned each NOBC,

and.
c. by whom each assignment was held in terms of the

officer's current grade and identification number.

-Thus it could be determined, for example, that three
lieutenants (#75, 123 & 130} have each been azgeneral supply
officer (NOBC #1918) once in their careers and that they
are.the only officers to have been assigned that NOBC.

A by—broduct of this list is a table showing those NOBCs
assigned to women officers most frequently with respect to
other NOBCs which women ocfficers have held. |

A second master list was drawn up containing only those

NOBCs in which women officers are presently serving. This

list shows the current distribution of women unrestricted
line officers by grade.

In the éame manner, master lists of degrees held, sub-
specialty and SQ/SD codes assigned, and service schools
attended by women officers were compiled.

The format used in Table 1, Comparisoﬁ of Women Line
Officer Assignments by Occﬁpational Groupings, is based on
that of the 1966 Report of the Iﬁter-Service Working Group
on the Utilization of Women in the Armed Services which was
prepared'by the Defense Advisory Committee for Women in the
Services (hereafter known as the DACOWITS Report). This
Report includes a table which shows the distribution of women
in all the armed services by eight occupational headings.

I11-4



The occupafional éroups are: Genefal Officers and Executives,
Tactical Operations, Intelligence, Engineering and Maintenance,
 Scientists and Professionals, Administrators, and Supply.

'In order to deal with the current distribution of women officers,
in Table 1 a ninth group, Miscellaneous, is added to the
original eight 'groupings. There is no Group VI.

For the purpose of comparing current figures with thoée
of the 1966 DACOWITS report, the Naval Officer Billet Classi-
fication Codes (NOBCs), which appear under each occupational
heading, were added to the format. The NOBCs are intended
to relate as closely as possible to the occupational headings.
It must be cautioned, however, that this categorization does
not necessarily correspond to that used in determining the
Navy figures in the 1966 report.

Table 1 compares the 1966 figures on the utilization
of women officers with current figures; as well as with an
average computed on the basis of assignments of all women
presently on-active duty recorded on the individuals' Officer
Data Cards. (Source: 29 April printout) Because the total
number of billets under discussion;in each column differs
widely, percentage figures based on the total number of
assignments are shown in parenthesis for ready comparison,

In the case of the 1971 figures, it was hecessary to compute
the percentage on the numbers of billets which fall into the
elight original DACOWITS'groupings in order to make valid

comparisons. Thus, those 70 current billet assignments which

III-5



fall into the Miscellaneous group were subtracted from the

total of 633, leaving a figure of 563 upon which the per-
centages fo; 1971 are based.

Within each occupational grouping and subgrouping total
numbers are shown for 1966, 1971 and carecr, respectively.
Below these numbers in the 1971 and career columns. figures

for the individual NOBCs within these same groupings are

- provided.

In summary the format is as follows:
I. Occupational Group

A. Major sub-group
NOBC # =~ NOBC title

III-6
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TABLE 1

COMPARISON OF WOMEN LINE OFFICER ASSIGNMENTS BY OCCUPATIONAL GROUPINGS

.

L-T111

INGS, U8, AND NOBCs 1966 1971 CAREER
I. GEN OFF & EXECS - 2 (3%) 9 (1%) 12 (2/3 &)
A. Gen Off 0 0 - 0 ) i
B. Execs 2 5 12
2900 - Personnel Plans and Policy Chlef 1 1
0420 - OffTcer In Charge, Wavel Shore ActIvity 1 2
9421 - CommandIng Officer, Naval Shore Activify 2 4
936 - Executlve O0ffIcer, Navael Shore ActIvity 1 5
11. TACTICAL OPERATIONS 5 1%y |18 (3%} Lo (2%)
A, through F. Alr Crews 0 . 0 " 0
G. Operations Staff 5 18 Lo
232 - Oceanographic hesearch Operations OIflcer 0 1
2313 - Oceanographic Research Operatlons Watch 0 3
Officer
2305 ~ Staff Oceanographlc Offilcer 1 1
8666 - Operatlons fog Officer 2 4
8640 ~ Squadron Operations Offilicer 1 1
Bot5 - Staff Alr Operatlcons and Pianning Officer 4] 1
9059 - Staff Lleison Officer 1 2
9065 - Staff Operatlons and Plans Offlicer b 9
G085 - QOperatlons Analyet 3 T
9087 - Staff Plans Officer 6 11
Q85 - Ship Plot Officer 0 2
—ITT. INTELLIGENCE 26 (54%) 12 (2%) b5 (2%)
A. Milltary Intelllgence 5 10 23
9620 - Geographlc Area Intelllgence Officer 1 1
8630 - Intelllgence Llalson Officer 2 3
Ob40 - OperatIonal Intelligence Officer L 10
0660 - Technical Tntelllgence Oiflcer 0 1
Sources: 1966 figures are taken from the Report of the Inter-Service Working Group on the Utilization of

Women in the Armed Services.

computer print-out as of 29 April 1971.

The 1971 and Career figures represent data from a Bureau of Naval Personnel
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OCCUPATIONAL GROUPIN S I » AND NOBCs 1500 ISTN S CEREER
III. A. (Cont'd)
9670 - Intelligence Flans and Coordinatlon Officer 2 4
9060 - Alr Intelllgence Officer (General) 1 3
96872 - AIr Tntelilgence Officer (Brieflng and SERE) 0 1
B. Communicatlons Intelllgence 15 2 13
9520 - Naval Securlfy Group Speclal Operations o 13
Oificer
. Counterlntelllgence 6 0 )
9610 - Counterlnielllgence Officer 0 2
D, Other 0 7
9015 - Domestlc TntellJgence Officer [{General) 0 2
9617 - Tntelllgénce InveatigatIons Offlcer 0O [
Y635 - Naval Attache (AssIstent, Obaerver) 0O 1
—~ _ 1IV. ENGINEERING & MAINTENANCE I3 (9Z) 186 (15%) 1346 (20%)
H A. Construction & UtIIIty 0 " 0 ) ’ 0 ) '
T B. Electrical/Electronics 1 0 0
<o C. CommunlcaffTonas and Radar 1o 81 130
8b82 - Squadron CommunicatYons Officer B 13
8078 - Movement HReporting Officer 1 3
9510 - CommunicatYon Officer Ashore 15 bz
9517 - Communication SecurIty Officer 0 3
0625 Z CommunIcation Watch Offlicer 20 89
9525 - Cryptosecurity Officer 3 T
9530 - Cryploboard Officer 3 b6
g535 - Custodlan of RPS Publications 20 78
9537 - Frequency Plans end AssIgnment Officer 1 1
ghbs -"Hadlo Officer 0 2
9500 - Reglstered PubllcetlIon Isaulng Officer 7 20
9502 - Communication Officer Afloat 8] 1
9590 -"Staff Communications Officer Q 4
gh95 - Communicatlons Traiflc Officer 1 10
D. Aviation Malntenance 1 0 1
8190 - Alrcraft Organizational Malnfenance Officer 0 1

—{Generel)
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6-111

“OCCUPATIONAL GROUPINGS, SUBGROUPINGS, AND NOBCs 19006 1971 CAREER
IV. E, Ordnance 1 0 o
o705 - Weapons Mainfenance Officer (Ordnance] 0 1
8035 - Alrcralt/Gulded Missile Englne Project 0 1
Officer
F. Misslle Malntenance 0 0 0
G. Ship Constructlon and Maintenance 0 1 1
7120 - Naval Englneering Hull Development Officer ' 1 1
H. Shlp Machinery 0 5) 0
K. Chemical 0 0 0
L. Aulto & Allled 0 0 0
M. Surveying & Mapplng 0 0 0
N. Other 0 T 3
1330 - Company Offlcer, Naval Constructlon Forces 0 1
B050 - Launching, Recovery, and Landing Alds 1 2
Englneering Officer
V. SCIENTISTS & PROFESSIONALS 28 (6% 13 (2%) 81 (4_1/3%)
A, Phys & Math Scilentlats 2 1 1
2071 - Physlcist, Nuclear 1 T
B. Metcorologlsts I 5] 7
BTI5 - Meteorologlcal Offlcer [Meterological] 0 1
B720 - Melerological Watch OFflcer 0 5
8730 - Btaff Meterological Officer 0 1
C. BlIologlcal Sclentlsts 0 0 0
D. Soclal Sclentists 3 0 0
K. Psychologlsats 0 0 0
F. Tawyers & Legal Offlicers 7 1 [+]
2530 - TLeglslative Counsel 0 7
2557 - Trial and Defense Counsel 1 2
G. UChaplalns 5] 5] 0
H. Soclal Workers 0 0 0
K. Educ & Instructors 12 9 58
32072 - Indoctrination Training Officer 5 Lo
3250 - Instructor, Technlcal 2 4
3251 - Inastructor, Academlc {General) 0 2
3265 - Instructor, Advanced Cocmmand and Staff 1 1

School
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OCCUPATIONAL CROUPINGS, BUBGROUPINGS, AND NOBCS

CT-III

1566 1571 CAREER
V. K. (ContTd] .
3270 - Instructor, Naval Sclence 0 1
3270 < Physical Tralning Officer 1 g
L. ERcs & Dev Coord 0 o i
2125 - Amphiblocus Warfaré Research Oilicer ' 2 2
€176 - Undersca Warfare Research Officer (Anti- 0 1
submarine]
B917 - Nuclear Weapons Research and Development 0 1
. Cfficer
M. Other 0 2
OB5H - Occupatlonal Theraplst 0 1
9917 - "Internatlonal Affalrs Officer 0 1
ViI. ADMINISTHATORS 300 (707 1126 (764 [1289 (7o)
A, AdmInIstrators, Cen 96 112 336
2605 - AdminIstrative AssIstant 23 93
20l5 - AdmInletrative OffIcer 55 145
3415 - DiacIpline, Administration and Revlew 5 7
Officer
3510 - Famlly ServIces Cfficer g 10
3525 - Personal Affalrs Offlcer 5 21
0B84 - Squadron Echedule OfflIcer 3 4
- e and Flag Tleutenant K" 13
9034 - Staff Adminisfration OffIcer 5 24
9082 -~ Alde and Flag Secretary or Staff Secretary 3 17
9930 - Executlve Assistant/Senior Alde o] 2]
B. Tng Admin 20 62 192
3215 = Tralning,Planning and Program Offlcer [ 14
~(General)
3215 - Tralning, PTanning and Program OIficer 1 2
(Avliatlon, Ground}
3227 - Educational FacIiIties Officer 1 1
3230 - Educational Jervices OfTicer 4 87
3283 - School AdmInIstrator 5 31
3290 - TralnIng OffIcer 12 40
3293 - Tralning Alds Offlicer 1 >
3298 - Tralning publications and Curriculum Gfficer o 5

R —————
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TNGS . AND NOBCS

TIT-I1I1

PATIONAL GROUPINGS, GR 1966 1971 CAREER

VII. C. Manpower & Fers 127 155 08
3005 - Appointment OItilcer 2 2]
3015 - Mobllization and Selection Offlcer ) 9
3020 - Procurement and Recrulting Offlcer 16 69
3035 - Inductlon and Enllstment Offlcer 1 1
3120 - Personnel Classlflcatlon CIiTlcer 0 11
3125 - Personnel Distritutlon OIficer (General) 2 5
3126 - Peroonnel Dlotribut¥on OfTicer [OfTIcer) 6 20
3127 - Personnel DistributTon GiTlcer {Enllsted] 2 10
3020 - Personnel Ferformance OfTlcer (General) 1 5
3121 - "Personnel Performance Offlcer [Offlicer) 1 5
3905 - AssiIstant for Women In the Navy 3 18
3310 - Casual Unlt Personnel OfTlcer 3 10
3925 - AlJowance and Complement Control OfflIcer 1 1
3935 - Clvillen Manpower Managemenl Offlcer 1 1,
3003 -~ Manpower FPlanning OfTicer 1 T
3955 - Peracornnel Evaluation and Measurements 2 L

Offlicer
3965 - Personnel Oiflicer (Personnel} QL 268
3970 = Personnel Flannlng Offlcer (Personnel Plan) b 29
3081 - Fersonnel Plans and Pollcy Dlrector I 10
[085 - Staff Personnel OILicer 5 18
3990 - Leadershlp Development/Enlisted Retentlon 2 3]
Offlcer -

D.. Comp & Fiscal 17 2 9
1010 - Accounting Systems Offlcer 1 - i
1025 - Budget Officer 0 1
10405 - Disbursling Offlcer 0 2
T050 - Comptroller 1 3
TI05 - Mess Treasurer 0 1
1980 - Supply Plans Orficer 0 1

E., Data Proc & Stat 30 33 80
2085 -~ Statlstlcal Data Analyst 3 5
9705 - ADP System Director 1 7
9710 - ADP Programs Orflcer 1 2
9715 - ADP ProductIon Ofticer 1 1
9720 - ADP Flans Oificer 1 1




ST-IIT

P GROUPINGS, R NOBCa 1566 1571 CAREER
VII. E. TContTd]
9725 - DocumentatTon and Program Control Offlcer 1 1
9730 - Dala Base Management Officer 2 4
9735 - CTomputer Systems Analyst 7 2Q
9740 - DPlgital Computer Sysftem Programmer 16 39
F. PlctorTal 1 1
8ol - FiIm Control Officer 1 4
G. Information L8 45 1ok
<410 - Tntragovernmental Inqulries Officer 7 18
2012 - Public AfTalrs Officer 3] N
2915 - HisforlIcal Officer 2 7
2430 - Press Qfficer 0 1
=5 - Radlo-TelevisTon Program Offlcer 1 I
2455 - Special Events Qfficer ) 6
10—~ Manegemént Information Center OITIcer 1 3
2820 - PrintIng and Publications Officer 0 1
H. Police I k! 18
2750 - Securify Direcfor 1 £y
2770 - Security Control Offlcer 2 11
2775 - Security Officer, Shore Activitly 1 n
K. BSafety 0 0 0
L. TInspector Gen 0 0 0
M. Med Admin 0 0 0
N.  Other 1 12 38
2160 - Designated ProJect Manager 1 2
2165 - Asslstant DeslIgnated ProJect Manager 1 1
2010 - Management Analysls and Control Ofificer 5 7
2617 - Postal Officer . 2 I
2625 - (General Services DIficer 0] 1
2660 - Publications Dlstrlbutlion Offlcer 0 3.
2070 - Records Management Officer 1 12
2b80 - Technlcal Librarian 2 6.
725 - Naval Weather ActivIiy AdmInIstrator ¢} 1
9555 - Armed Forces Courler Service OFficer 0 1
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1971
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SUFPLY, PROC % ALLIED

(4%)

3 (1%}

24

(1%)

A.

Logistics, Gen

B.

Supply

Q
6

1530 - Stock Control Officer

1918 - General Supply Officer

B925 - Alrcraft Matcerlal Control and Allocation

o} la) o

Rl )

Officer

Tranaportation

—

12712 -Fasscnger TransporfatTon Officer

Proc & Productlon

Food Scrvice

O"-‘ZE.U [}

Exchange

Q=+

Other

i [alla] o] B (e

miielle] &

2650 - Naval Houslng Officer

3515 - Houslng Referral Officer

3535 - Speclal Services Officer

o=

MO =~ 3

MISCELLANEQUS

70

AL

Students

Forelgn Exchange

B.
C.
D

Hospital Patient.

Unassigned

1 f

TOTALS

Lheu

1839
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APPENDIX IV
CURRENT DISTRIBUTIO: OF WOMEN LINE OFFICERS

Table 2, Current Distribution of Women Line Officers,
is a listing by field and group, as defined by the Manual
of Navy Officer Classification, of the billets held by
women officers as of 29 April 1971.

Within each Field and its subfield ({(called Group), cur-
rent assignments by individual NOBCs of women officers
presentlg on active dﬁty are shown byrofficef_grade. The
total column shows the number of women in each Field and
Group. The last two percentage columns on the table indicate
(1} the percentage of the total billets (563) by each field
and (2) the percentage of billets within each field. The
total does not include the Hiscellaneous numbers. The second
percentage points up that oftentimes the bulk of the numbers
within a field is represented by only one or two groups; C.9.,
in the Sciences and Services Field, 90% of the woﬁen in the
field fall into the Public Affairs or Management and Adminis-
trative Services Group.

Table 2 is a more thorough description of column 2 of
Table 1 and is part of the foundation for the trends which
were highlighted in the discussion of Table 1. This table
serves to point up those NOBCs which stand out either as
current breakthroughs for women officers or as the types

/ of billets traditionally assigned to women officers.
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TABLE 2

CURRENT DISTRIBUTION OF WOMEN LINE OFFICERS

Asslgnments by Grade

Total

Per

ent

FIELDS, GROUPS, and NORCo

CAPT

CDR_

LCDR

LT

LTJG

in Field
ENG % troup

Ry
Mield

Within
Fleld

MEDICAT, AND DENTAT, FIELD (0C00-0939]

Madlcal Servicea Group {OBOO-0U)Y)

0

0855 = Occupallonal Thernplsl

[ L

[/

' [/ /

AVAVAY

SﬁFéTé“iN{"éT/ NN ENENESENEN
: ) FISCAL FTEID {IG00-T9991

Vv Zgé,/

Tiscal Group [1000-1099)

106

1010 - Accountiny, Systems Officer

1

1025 - Budgcel Oificer

1045 - Disbursing Officer

1050 - Comptroller

Subsistence and Food Service Group (1100-119G)

1105 - Mess Treasurer

Transportation Group (1200-1299)

1202 - Passenger Transportation Officer

Inventory Contrcol Group {1500-1599})

1530 - Stock Control Officer

Supply and Fiscal Field {1900-1999}

1918 - General Supply Cfficer

1984 - Supply Plans Officer

NSNS EENENEN

Vi

/L

y /[

SCIENCES AND SERVICES FIELD (2000-29993)

L/

b~
&~

Physical and Natural oSclences Group (2000-2094)

2071 - Physlcist, Nuclear

2085 - Statistical Data Analiyst

Naval Sclence Group {2100-219G}

2125 - Amphibious Warfare Research Officer

2160 - Designaled Project Manager

1

Ldm Lo |

Source: Bureau of Naval Personnel computer prirnt-out dated 29 April 1971.
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Assignments by Grade Total Percent
&n Feld | By |[Wwithin
FIELDS, GROUPS, and NOBCs CAPT | CDR ; LCDR | LT | LTJG | ENS & Group |[Field|Field
2105 - Asslstant De;_gpated Project Manager 1 1
2170 - Undersea Warfare Research OfflIcer [Anti- :
submarine)
Oceanography/Hydrography Group (2300-2399] 1/2
2342 - Oceanographic Research Operations Offlicer
2343 - Ocesznographic Research Operatlions Watch
Officer
7365 = Staff Oceanographlc O0fficer 1 1
Public Affalrs Group [24C0-Z249G7) " 30
2410 - Intragovernmental Tngquiries Officer 1 2 3 1 T
2412 - Public Affalrs Officer 2 5 1 14 10 31
2415 - Historical Officer 1 1 1 3
2430 -~ Press Offjcer
24905 - Radlo-Television Program Officer 1 1
2055 - Speclal Events Cfficer 1 1 2
Legal Group {2500-2509) 72
2530 - Legislative Counsel
2557 -~ Trial and Defense Counsel 1 1
Management and Admlnlstrative Services Group
00-2699) 60
26_5 - Administrative Assistant 2 1 Q9 9 2 23
2610 - Management Analysis d_H_COntrol Officer 1 3 1 5
2014 - Management Information Center Officer 1 1
— 2015 - Administrative Officer 3 15 113 | 17 7 55
2bY7 - Postal Officer 1 1 2
2025 ~ General Services Offlcer
2650 ~ Naval Housing Officer 1 1
20b0 - Publiications Distribution Officer
2070 - Records Management Qfflcer 1 1
2680 - Technical Librarian 1 1 2
Security and Pollce Uroup (700-E799) 3
2750 - Securlty Director 1 1
2770 ~ Securily Conirol Officer 1 1 2
2775 - Security Officer, Shore Activity ) 1
Graphlc Arts Group [2000-Z099) o
=020 - PrintiIng and Publlcaetions OffIcer

fomeaw rm—— -
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Assignments by Grade Total | Percent
] . n Flield (By Within
FIEIDS, GROUPS, and NOBCs CAPT | CDR JICDR§ LT | LTJG | ENS B Group|Fleld|Field
FERSONNEL FTELD [3000-3G9%) 248 44
~_Hecrullmenti and Jelection Group [ 3000-304Y4]) g
3005 -  Appointment Officer 1 1 2
3015 - Modlilzation and Selection Officer 1 1 e
“3020_~ Procurement and Recruiting Officer 14 2 16
3035 - Induction and Enlistment Officer 1 1
Classification and Distribution Group [3100-3199) i)
3120 - Personnel Classiflcation Officer
3125 - Personnel Distribution Officer (General} . 1 1 2
3126 - Personnel Distribution Officer (Officer) 2 1 |1 2 6
3127 - Personnel Distributlion Officer (Enlisted) 2 2
General Tralning Group [3200-3299) =B
3215 - Training,Planning and Program Officer {General 2 1 12 b1 1 6
3219 - Tralning, Planning and Program Officer
(Aviation, Ground) 1 1-
3227 - Educatlional Facilifies Officer 1 1
3230 - Educational Services Officer 1 3 12 18 EM
3242 - Indoctrlnation Training Officer 4 1 5
3250 - Instructor, Technical 1 1 2
3251 - Instructor, Academic {General)
3265 - Instructor, Advancea Command and-
Staff School 1 1
3270 - Instructor, Naval Scilence
3214 - Physlcal Tralnlng Oftflcer 1 1
3283 - Schoel Administrator 1 3 |1 G
3290 -~ Trainlng Officer 4 ] 1 3 12
3293 - Tralning Alids Cfficer 1 1
2298 - Training Publications and Curriculum Officer 1 1 2
Performance Group (3400-3499) 3
3415 - Discipline, Administration and Revlew Officer 3 2 5
3020 - Personnel Performance Officer ({General) 1 1
3421 - Personnel Pertormance Officer (Officer) 1 1
Welfare Group (3500-35990) 63 .
3510 - Family Services Officer 1 2 2 4 g )
3515 - Houslng Referral Officer
3525 - pPersonal Affalrs Officer > EY -
3535 - Speclal Services Officer 1)1 2

T e ey
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Assignments by Grade Total Percent
in Field By Within

ELD d_NOBCs CAPT .CDR | LCDR |LT jLTJG |ENS
%cneraf group [gersonnel Fleld] (3900-3959) “-GroupField P%ﬁgd

3905 - Asslstanlt Tor Women in the Navy 1 1 1 3
3910 - Casual Unlt Personnel Officer 1 2 3
3925 - Allowance and Complement Control OLficer 1 1
3935 - Civilian Manpower Management Officer 1 1
3343 - Manpower Planning Officer 1 1
3955 - Personnel Evaluation and Measurements OIflcer 1 1 2
3965 - Personnel Officer {Personnel) 3 13 31126 |21 al
3970 - Personnel Planning Oificer {Personnel DPlan) 1 1 3 1 6 -
3900 - Personnel Plans and Follcy Chiel 1 1
3901 - Personnel Pians and Pollicy Director 2 2 i
3965 - 8taffl Personnel Ofllcer 5 ]
3990 - Leadershlip Development/Enlisted Retentlion

Officer 1 1 2

(Ll LIl AT 7777771 T AL NI TV I I AZ Y7 7 X777 77 A7 74777
FACTLITTES ENGINFERING FTELD (H000-4993]

— Waval Construction torces Group {4300-4399)
T: 0330 - Company Officer, Naval Construction Forcen
%)

S Ll ALl S LSl AL LS ALY s AL Ll
WEAPORNS ENGINEERING FIEID (B000-69997 0 5

Weapons material and Programs Lroup (o700-D799)
B705 ~ Weapons Maintenance Officer (Ordnance)
Ueneral Group [Weapcns Engineering Field)] [©6900-8939)
06917 - Nuclear Weapons Research and Development
Offlcer
NN /in/////////////////// [ LAY L XL AL LS
NAVAL ENGIthRING FIELD (7000-Y99 1 2
Hull Group {710U-7195%)
7120 - Naval Englneering Hull Development Offlcer 1 1

77 (LT T2 (T [ 77777777 77 A7 777 IV 7T AT 77 777 Th 7 7771

-
-]

AVIATION’FIELD
oI nglneer ng eslgn and Acceptance) Group

(8000 8099) 6%
8035 - Alrcraft/Gulded Misslle Englne Project
Officer

U050 - Launchling, Recovery, and Landing Alds
Engineering Officer 1 1
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Assignments by Grade

Total Percent
in HFeld| By Wthin
FIELDS, GROUPS, and NOBCs CAPT | CDR |ICDR | LT [ LTJG .{ENS Group| FleldlField
Avlation Englneering {Malntenance and Rework) Group
(8100-8199) : A 0
8190 - Aircraft Organizational Maintenance Qificer
(General)
Ground Operatlons Group (B600-8699) 875
86bb - Operations Log Officer 1 1 2
&bc0 - Sguadron Operations Oificer 1 1
©b82 - Squadron Communications Officer [ 2 3]
8584 - Squadron Schedule Officer 2 1 3
ob85 - Staff Air Operations and Planning Officer
Meteordlgegy Group {8700-8799) 0
5715 - Meleorolgigcal Officer [Meteordlgricnal)
o720 - Meteorological Watch Officer
g725 - Naval Weather Activity Administrator
8730 - S5taff Meteorological Officer .
pPhotography Group (6800-8899) - 6
8808 - F1Im Control Officer 1 1
General Group [Aviation Field]) %)
8925 - Alrcraft MaterIal Contrcl and Allocation
Officer :
L L LSS T L7777 L7 LA 7T A T X 7 A7 7 A7 A7 77 X7 7777
NAVAL OPERATIONS FIELD (9000-35939] a8 _126,2
olall and Fleet Lommand Group (9JUU-0094) 18
9021 - Alde and Flag Lieutenant 4 4
G034 - Staff Administration Officer 2 1 1 1 5
Q0h9 - Staff ILiaison Officer 1 1
g0b5 - Staff Operations and Plans Officer 3 1 4
9082 - Aide end Flag Secretary or Staff Secretary 2 1 3
QOB5 - Operaticons Analyst 1 o 3
9087 - Staff Plans Officer 3 1 1 1 ¢
Shore Operations Group (9400-9499) 3.
9420 - Officer In Charge, Naval Shore Activity 1 1
9421 - Commanding Officer, Naval Shore Activity 1 1 2
0430 - Executive Officer, Naval Shore Activify 1 - 1
G475 - Movement Reportling Officer 7, i
9485 - Shlp Plot Cfficer ,

A v p—
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Asslgnments by Grade | Total Percent
n Held; By |[Wthin
FIELDS, GRQUPS, and N CAPT |[CDR |ICDR |LT |[LTJG | ENS Group| Field |Field
Communlcations Group (950__9599) o
9510 - Communication Officer Ashore: 1 4 3] 2 15
9517 - Communication Security Officer
9520 - Naval Security Group Special Operations
Officer 1 1 o
9525 - Communication Watch Officer 9 11 20
9528 — Cryptosecurliy Officer > i El
9530 - Cryptoboard Officer r ) 3]
9535 - Custodian of RPS Publications N S 10 20
9537 - Frequency Plans and Assignment Officer 1 1
G555 - Armed Forces Courier Service Officer I
950h - Radlio Ufllcer
9580 -~ Registered Publication Issuling Officer 3 i 7
0582 - Communicatlion Officer Afloat
9590 - Staff Communications Officer
9595 - Communicatlons Trafilc Officer 1 1
Intelligence Group {9500-9£99] 7
9615 - Domestic Intelligence OIficer {General)
9616 -~ Counterintelligence Officer
0617 - Intelligence Investigations Officer
9bZ20 - Geographic Area Intelligence Officer 1 1
0630 - Intelligence Llalson Officer 1 1 2
9635 - Naval Attache [Assistant, Qbserver)
0600 - Operational Intelligence Officer 1 2 L
gbb0 - Technical Intelligence Officer
gb70 - Intelligence Plans and Coordination Officer 1 1 2
gbB0 - Air Intelligence Officer {General) 1 1
9682 - Alr Intelligence Officer (Briefing and
SERE)
Automatic Data Processing (9700-G799) 0
g705 - AP Sysftem Director 1 1
O710 - ADP Programs Officer 1 1
9715 -"ADP Production Officer 1 1
9720 - ADP Plans Officer 1 1
9725 - Documentation and Program Control Officer 1 1

e e e + *
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Assignments by Grade - Total Percent '
in Fed By |within
FIELDS, GROUPS, and NOBCs CAPT | CDR | LCDR LT [LTJG | ENS V& GrougField|Field
9730 - Data Base Management OIflcer 1 1 =
g735 - Computer Systems Analyst 1 21 1 3 7
9740 - Digital Compufer System Frogrammer . 11 8 17 16
Gereral Group (Naval Operations Field)] (9900-0900) i 0
9030 - Executive Asslstant/Senlor Alde™ e
0002 - International Affairs Ufficer
MISCELLANEQOUS 70
ents . 1, X el & Vi 19
Exchange (Foreign 1 1/ 1 3
. Hospltal {Patient 1 1
Unassignad 3 [ 6110 Iy .
TOTAL 9 _j Lbud 83 Mikeh8y Aok 633 100 L
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. _ KPPENDIX V

CAREER DISTRIBUTEOH OF WOMEN LINE OFFICERS

Table 3, Appendix v, shows billets reflected on the
Officer Data Cards of women in the line officer community
who are presently on active duty. These billets are derived
from the inforﬁation containad in the computer printout
dated 29 April ‘1971, described in Appendix III. The figures
given indicate (1) the number of assignments made, and (2)
the personnel to whom the billets were assignéd in terms of
the officer's present grade. The HOBCs are listed within

the fields and groups defined by the Manual of Navy Officer

Classification. For example, the first page of the table
. shows that NOBC #1918 (General Supply Officer) was held three
times by three officers who are presently lieutenants; these
billets were not necessarily held in the rank of lieutenant.
The "total" column shows that over the years this NOBC has
been assigned a totai of 3 times to a total of 3 officers.
The figureé in the ftotal" column which are located across
frem the titles of the fields denote the total number of
billets assigned and the number of officers to whom they were
assigned, respectively.
The last two percentage columns on the table indicate
(1) the percentage of the total billets (1839) by each field
and, (2) the percentage of billets within each field. This
. _/'sec':ond percentage is based upon the respective field as

V-1



equaling 100%. For example, the Fiscal Group represents 50%
of the total numbers of women who have served iﬁ the Supply
and Fiscal Field.

Table 3 may be used to aﬁplify the trends discissed in
the comparison of the Navy's 1966 figures on the distribution
of its women officers with the 1971 figures (Table 1). A
proper understanding of this table, however, must be tempered
with the realization that the fields andlgroups under dis-
cussion here do not correspond with the occupational groups
used in Table 1. The fields and groups used in Table 3 are
the Navy's.own. The NOBCs in any one field include a variety
of types of billets, varying from executive to technical,
professional, or administrative positions. The occupational
~groups of Table 1 refer only to the nature of the billets
and hence include under one grouping NOBCs from several of

the Navy's fields.
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TABLE 3

CAREER DISTRIBUTION OF WOMEN LINE OFFICERS

otalin
‘ Fleld &
bLsslegnments by Grade Grap by Percent:
Billet& | By - |within
FIEIDS, GROUPS, and NOBCs CAPT | CDR j LCDR | LT [LTJG |ENS [0fficer .Field|Field
TOTAL -
MEDICAT, AND DENTAL FIELD [0C00-0993} 1-1 .05
Medical Services Group (08C0-0899)
0055 - Occupatlonal Therapist 1-1 1-1.
[ L L L LS L7 77 777 L L AL LY S/ L Y LN LAL LY LSS
SUPPLY AND FISCAL FIEID {I1000-139307) 1472 s
Fiscal uroup Q00-10993) 50
1010 - Accounting Systems Officer 1-1 1-1
1025 - Budget Officer 1-1 1-1
1045 ~ Disbursing Officer 2-2 2.2
1050 - Comptroller 3-1 3-1
Subsistence and Food Service Group (1100- ll99) 6 2/3
1105 - Mess Treasurer. 1-1 1-1
Transportation Group {1200-1299) 6 2/3
1242 - Passenger Transportation Cfficer i-1 1-1
Inventory Control Group (1500-1599) - 6 2/3
1530 -~ Stock Contrel Officer 1-1 1-1
Surply and Fiscal Field (1900-19951% . 30
1918 - General Supply Officer 3-3 - 3=3 -
1984 - Supply Plans Officer 1-1 7 1-1 -
L LSS L L LS L LT AL LA TV I VIV I X A7 77 ALV 77/
SCIENCES AND SERVICES FIELD { 2000-2G99) 425-309 | 23
Physlical and Natural Sclences Group {2000-2099) 1.4
2071 - Physicist, Nuclear 1-1 1-1
2085 - Statistical Data Analyst 2-2 _3-3 55
Naval Scilence Group (2100-2199) 1.4
2125 - Amphibious Warfare Research QOfficer 2-2 2-2
2160 - Designated Project Manager 1-1 1-1 2-2

Source:

Bureau of Naval Personnel computer print-out as of 29 April 1971.
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Totalin
Fleld &
Assignments by Grade Group by Percent
: . Billet&| By |[wWithin
FIELDS, GROUPS, and NOBCs CAPT | CDR | ILCDR | LT [ LTJG | ENS prricer|Field| Field
210h - Asslstant Deslgnated Project Manager 1-1 1-1
2176 - Undersea Warfare Research Offlicer (Antl-
submarine) ' 1-1 1-1
Oceanography/Hydrography Group [2300-2339) 1
2342 - Oceanographic Research Operations Officer 1-1 1-1
2343 - Oceanographic Research Operations Watch
Officer 3-3 3-3
2305 - Staff Oceancgraphlic Officer 1-1 1-1
Public Affalrs Group (2E00-2093) Sl
2410 - Intragovernmental Inquiries Qfficer 2-2 2-2 [10-9 [3-3}1 1-1 18-17
2412 - Public Affairs Officer 5-4 | 9-8 74 |2e-20(11-11604-57
2015 - Historical Gfficer 2-2 1-1 ]3-3] 1-1 -7
2030 - Press Officer 1-1 1-1
2045 - Radlo-Television Program Officer Z2-2 -1 1-1] &-&
2455 - Speclal Events Officer 3-3 3-2 6-5
Legal Group (2500-2599) - 3
2530 - Legislative Counsel 3-3 | 3-3 [1-1 =7
2557 - Trial and Delfense Counse] ] 1-T 1-11] .2-2
Management and Administrative Services Group
00-2699) 66
2605 - Administrative Assistant 2-2 13-13[32-28 3329|1111 1 2.2 [93-55
2610 - Management Analysis and Control Officer 1-1 [4-4 ] 11 [1-2 =7
2bl4 - Management Information Center Officer . 1-1 J11-1 /[ 3-1 3-3
20615 - Administrative Officer - 6-4 128-22|45-38 [37-33]20-20 | 9-9 [145-126
~ 2017 - Postal Officer 1-1 DD 1-11 4.4
2625 - General Services Officer T-1 1-1
2650 - Naval Housing Officer 1-1 2= h_L 7-7
2060 - Publications Distribution Officer . 2.2 [1-1 3-3
2070 - Records Management Officer 5-5 LYy fo_2 1:% 12-1°
2b80 - Technical Librarian 1-1 2-2 | 2- 1-1 ] 6-6_
Security and Pollce Group [Z2700-2799} T It
2750 - Securlty Dilrector 1-1 1-1 [1-1 3-3
2770 - Security Control Officer 2-2 3-3 [B-071-1 [1-1N1-11
2775 - Security Orficer, shore Activity 1-1 | 2-2 11-1 h-4
Graphlc Arts Group ([2500-2899) L2
2820 - Printing and Publlcatlons Officer 1-1 1-1

- ———————.

D

B T i



dal .

Fleld& "
Assignments by Grade Croup by Percent \
illet& | By Within i
FIELDS, GROUPS, and NOBCs ' CAPT | CDR |ICDR| LT { LTJG| ENS pPfficer {Field|Field i
PERSONNEL FIELD (3000-3999) - Bo7-78 [ Lk !
hecrultment and selecltlIon ureup [5000-3004) 11 [
3005 - Appointment Officer 2-2 2-2]| 2-2 [2-2 8-8 !
3015 - MoHllzation and Selection Qfficer 5.5 | 2-2 |2-2 g-9 !
3020 - Procurement and Recruifing Officer 1-1 14148 -2318-a 2.2 £69-64
3035 - Induction and Enlistment Officer 1-1 1-1 '
Classification and Distribution Group {3100-3199) 7 i
3120 - Personnel Classification Officer 1-1 551 2-2 [3-3 11-11 :
3125 - Personnel Distribution Officer (General) 2-2 2-2]1-1 H=5 i
3126 - Personnel Distribution Officer (Officer) 3-3 10-0 |10-9 |3-3[1-1 |2-2 | 29-27
3127 - Personnel Distribution Officer (Enlisted) 6-5 | 4-L 10-9 .
General Training Group ([3200-3299} 31
3215 - Training, Planning and Program Officer (General) [1-1 55 h-417-211-1 J1-1 14-14
3219 - Tralning,Planning and Program Officer
(Aviation, Ground) 2-2 2-2
3eef - Educational Facllltles Officer 1-1 1-1
3230 - EBEducational Services Officer 7-7 [P5-22 222120 -24 §19-19 | 97-93 '
3202 - Indoctrination Tralning Officer 1-1 12-1418-18110-10] 1-1 Lo Lo .
3250 - Instructor, Technical 1-1 2-2 ) 1-1 L-4 F
3251 - Instructor, Academic (General] 1-1 1-1 2.2 :
3265 - Instructor, Advanceda Command &and:
Staff School : 1-1 1-1
35270 - Instructor, Naval Sclence : 1-1 1-1
1270 - Physical Training Oltlicer 1-11 3-3 [4-4 8.8
3083 - School Administrator 6.4 9-6 ih-1h]2-2 31-26
3290 - Training Officer 7-6[12-101-11] 6-6 [4-U4 } 40-37
3293 - Training Alds Officer 1-1 f1-1 D_?
3298 - Training Publicetions and Curriculum Officer 1-1 | 1-1 [1-11 2-1 5_N4
Performance Group [3400-349Y) i o :
3015 - Discipline, Administration and Review Officer 2-2 3-3 [2-2 1-7 !
NP0 - Personnel Performance Officer (General) 3-3 {2-2 5-5 i
3021 - Personnel Performance Officer {Officer) 1-1 2-2 1-1 1-1 5-5 ;
Welfare Group (3500-3599) 2 '
3510 - Family Services Officer 1-1 1-1 |2-2 | 2-2 |4-4 10-10 .
3515 - Housing Referral Officer - 1-1 1-1 5
3525 - Personal AfTelrs Officer 2-2 ]16-6 [8-812-2 |3-3 ]21-2] :
3535 - Speclal Services Officer 3-3 }5-5 11-1 9-9 |

— -
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Tcdal In
Field&
Asslgnments by Grade Groun by Percent
’ Billet B Within
FIELDS, GROUPS, and NOECs CAPT |CDR { ICDR |LT |LTJG |ENS ffj_ces; mgld Field
General Group (Personnel Fleld] ({3900-3999) A
3905 - Asslistant Tor Women iIn the Navy 3-2 |5-515-5 [ 4] 1-1 8-17
3910 -~ Casual Unit Personnel Officer - 5-4 15-5 10-9
- 3925 - Allowance and Complement Control Officer 1-1 T-1
3935 - CivIiTlIan Manpower Management Officer 1-1 1-1°
- 3943 - Manpower Planning Ofificer 1-1 : . 1-1
3955 - Personnel Evaluation and Measurements Officer 1-1 | 1-1 1-11 1-1 L_y
~ 3905 - FPersonnel Officer (Personnel] d-4 [30-23170-4g 43-40123-23518-206
3970 - Personnel Plannlng Officer (Personnel Plan} 6-4 02.31796-6 [3-3] 1-1 | 1-1[2g-27
3980 - Personnel Plans and Pollicy Chiel 1-1 1-1
3981 - Personnel Plans and Policy Dircctor 1-1 4-312-2 -3 10-9
3905 - Stall Personnel Ofilcer 13-1200.0 1=-1 18-17
3990 - Leadership Development/EnliIsted Hetention
Officer 2.2 | 2-2  |1-1 1-1] 6-6
L L L L L LS LS L ////f//[/l;LAL//JJ’//AJ/J,”[J VAV A / L2/
FACILITIES ENGINEERING FIELD_THOOO 49997 -1 , 05
Waval Consiruction lorces Group (%4300-53349)
- 4330 - Company Officer, Naval Construction Forces 1-1 1-1
L L LS AL L LSS L LSS L LSS Yavi / L LY L AL S ALY S S
WEAPONS ENGINEERING FIELD {0000-0399%1 2 1
Weapons Malerlal and Programs Group (O70U-07YY)
~ B705 - Weapons Maintenance Officer {Ordnance) 1-1 1-1
General Group (Weapons Engineering Fleld) (6900-6899)
B81Y - Nuclear Weapons Research and Development
Officer . 1-1 1-1
////_/J///////////L////Z///////J/// VA WA R NNIVEEN WAL e,
NAVAT, ENGINEERING FIELD [T7000~79957 -1 .05
Hull Group (V.1UO0-71i94)
710 - Naval Englneering Hull DevéIBpment'UTficer 1-1 1-1 .
[ L AOL LV L ALY LS //1{1116 /2/////
ﬁﬁiafi%n Lnglneering_TDesign and Acceptance) Group
{ 8000-8099) 7
d035 - Alrcraft/Gulded Missile Englne Project
Officer 1-1 1-1
8050 - Launchlng, Recovery, and Landing Aids
Engineering Officer 1-1 1-1

- ey —— e — — - -
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' Field &
- fsslgnments by Grade Grouphy Percent
: illet&| By | witin
FIEIDS, GROUPS, and NOBCs CAPT { CDR |ICDR | LT | LTJG |ENS Officer Field| Field
Aviatlon Fngineering {Malntenance and Rework) Group
(8100-8199) 23
- B190 - Alrcraft Organizational Maintenance Officer
{General) 1-1 1.1
- Ground Operatlons Group [8000-8099) 56
j 8665 - Operations Log Officer 1-1t 1-1 [o-2 4-b
H EbB0 - Sqguadron Operations Officer 1-1 1-1
i gbd2 - Squadron Communications Offlcer 3-3[ 8-8 o_o113-13
: 8084 - Sguadron Schedule Officer i 3-3 1-1] 4-4
8Bo85 - Staff Air Operaltions and Planning Cfficer 1-1 1-1
Mcteorolopy Group {(8B700-8799) ) 20
B715 - Meteoralqical Oificer {Mecteordogical) 1-1 1-1
. 8720 - Metcorolopical Watch Oificer 3-2 | 2-2 o=4
4 8725 - Naval Weather Activity Adaministrator 1-1 1-1
T B730 - Slafl Meteorological Officer 1-1 1-1
Iy Fholography Group (B800-85899] - 10
-3 8808 - FIIm Control Officer 2.2 2o L-L
General Group (Avialion I'jeld)} k.5
8925 - Alrcralt Material Conirol and Allocatlon
Officer b 1-11 1-1 2.2
T 7 77777 77777 7777777777777 /77 A7l A Y AL/
NAVAL OPERATIONS FIELD {Q000-93899) . =504 1 30
Siarl and rreet comnand Group [($OUDU-9y ) 15
g0ZL - Alde and Flag Lieulenant D_1- 2.2 [5-4 1 4-4 13-11
9034 - Staff Adminisiration Officer 1-1 .19-9 | L-4 [6-6] 3-3 1-1] 2h-2h
, 9059 ~ Staif lialson Officer 1-1 1-1) _2-2
i g0b5 - Stalf Operatlons and Plans Officer 1-1 [5-% [ 2-2 1-1 g-8
i go82 - Aide and I'lagp Secrctary or Stalf Secretary L4 {3-3 [B-B[ 2-2 17-17
i 9085 - Operations Analyst 3-3 13-3 1-71 7-7
' 6087 - Staff Plans Officer 3-3 3-2. | 5-4 1-1 11-10
Shore Operatlons Group (9400-94999) 3
G720 - Oflicer In Charge, Naval Shore Activity 1-1 1-1 2-2
gnZ1 - Commanding Officer, Naval Shore Activity 2-2 1-1 1-1 L_4
. G036 - Executive Offlcer, Naval Shore Activity 2.2 3_7 5-5
! G478 - Movemeni Reporting Officer 2-2 11-1 3-3
; o485 -~ Ship Plot COfflcer 2-2 2-2
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Total in
FFleld&
Asslgnments by Grade Croun by Percent
1llet&| B Within
FIEIDS, GROUPS, and NOBCs CAPT |CDR |ICDR {LT [LTJG | ENS gfficer Fiﬁld Field
Communications Group (9500-G533] o1,
9510 - Communication Officer Ashore 7-6_ P0-17 [21-1F71032] 2-2 [62-54
9517 - Communication Security Officer 1-1 | 1-1 [1-1 3-3
9520 - Naval Securlty Group Specilal Operatlions . :
Officer 3-2_ | 2-2} 7-61 1-1 }13-11
9525 - Communicalion Wafch Officer 1-1 4-20 [33-30/0-_20111-11]| Bg-_82
Oh24 - Cryplosecurity OffIcer 3-313-3 ] 1-1 1 7-7
0530 - Cryptoboard OfTicer 3-7 7-15 N7-1717-7 2-2 (hR_4)
Gh3h - Cuastodian of RPS Publlications H5~13 2 17-15 [1o-10f 7H- (O
Y37 - Frequency Plons and Assipnment OTTlcer 1-1 11
9555 ="Armed lorces Couricer Service Officer 1-1 1-1
9ho5 - Radlo Officer 2-2 2-2
9580 - Reglstered Publication Issulng Officer 3-3 | 7-6 | p-2l4-4 14-4 [20-19
95827 - Communication Officer Afloat 1-1 1-1
95900 - Stafl Communicatlons Officer 4_4 4-4
0595 - Communjcatlons Traildic Oificer 23 | 5.5]2-2 10-10
Intelligence Group {9600-9689) [
9615 - Domestic Intelllgence Officer (General] 1-1 1-1 2-2
9616 - Counfterintelligence Officer 1-1 1-1 2-2
gbl7 - Intelligence Investigations Offlicer 2.0 | B-2 L4
0b20 - Geographic Arceca Intellipence Officer 1-1 I-1
gb30 - Intelligence Lialson Officer " 2-2[1-1 3-3
gb35 - Naval Attache [Assistant, Cbserver) 1-1 1-1
9640 -~ Operational Intelligence Officer 2-1 3-31{2-2 3-3 j10-9
gbb0 - Technical Intelllgence Officer 1-1 1-1
" 9b70 - Intelligence Plans and Coordinatlon Officer 3.3 1-1 b_l,
gbB0 - Air Intelllgence Offlcer {General] E) e
GbB82 - AIr Intelligence Officer (Briefing and
SERE ) 1-1, 1-1
Autoanatic Data Processing (9700-9799) 14
9705 - ADP Sysfem Director 1-1 3-3 2-211-1 -7
9710 - ADP Programs COfficer 1-111-1 2.2
9715 - ADP Production COfficer 1-1 1-1
Q9720 - ADP Plans Officer - 11-1 1-1
9725 - Documentation and Program Control Officer 1-1 1-1
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ITotal in
Field &
85 ents by Grade rap by Pre
J Billetg| By [within
FIEIDS, GROUPS, and NOBCs CAPT |CDR | LCDR |LT |LTJG | ENS rficeriField!Field .
0730 - Data Base Management OIficer 1-1|2-T [1-1 [ =3 :
< 9735 - Computer Systems Analyst 5-3 10-9|2-2 3-3 |20-17
p 9780 - Digital Compuler System Programmer 0-5 BI3110-10 [7-7 [39-35
\O General Group [Naval Operaltions Field] [9900-9939) 2
9930 - Executlve Assistant/Senior Aide 1-1 1-1 -
94942 -~ Internatlonal Affalrs Offlcer 1-1 1-1

TOTAL: 1839-1679 100.05




Table 4 - Career Frequency of NOBC Assignment

#— of % of Total

NOBC Title “Times Billets {(1839)

1. 3965 Personnel Officer 258 14.0
2. 2615 Administrative Officer 145 7.8
3. 3230 Educational Services Officer 97 5.2
4, 2605 Administrative Assistant ' 93 5.0
5. 9525 Communications Watch Officer 89 4.8
6. 9535 Custodian of RPS Publications 78 4.2
7. 3020 Procurement and Recruiting Officer 69 3.7
8. 2412 Public Affairs Officer 64 3.4
9 9510 Communications Officer - Ashore 62 3.3
10. 9530 Crypto Board Officer 46 2.5
11. 3242 Indoctrination Training Instructor 42 2.2
12 3290 Training Officer 40 2.1
13. 9740 Digital Computer System Programmer 39 2.1
14. 3283 School Administration Officer 31 1.6
15 3126 Personnel Distribution Officer-Officer 29 1.5
3970  Personnel Planning Officer 29 1.5

Source: BuPers computer printout of 29 April 1971

Table 5 - Current ‘Assignment by T. vidual WOBC
# of
: . 7 Times & of Total
NOBC e " Title " Assigned Billets (563)

1. 3965 Personnel Officer 94 1l6.7
2. 2615 Administrative Officer 55 9.7
3. 3230 Educational Services Officer 34 6.0
4, 2412 Public Affairs Officer 31 5.5
5. 2605 . Administrative Assistant 23 4.0
6. 9525 Communications Watch Officer 20 3.5
) 9535 Custodian of RPS Publications 20 3.5
8. 9740 Digital Computer System Programmer 16 2.8
- 3020 Procurement and Recruiting Officer 16 2.8
10. 9510 Communications Officer - Ashore 15 2.6
11. 3290 Training Officer 12 2.1
3510 Family Services Officer ' 9 1.6

Source: BuPers computer printout of 29 April 1971
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APPENDIX VI
NOBC ASSIGNMENT FREQUENCY DATA

Apéendix VI contains two‘tables of assignment frequency
data: Table 4, Career Frequency of NOBC Assignment, shows
in order of frequency of assignmeﬁt the NOBCs in which women
line officers have most often served over the span of their
careers. The data is derived from Table 3 of Appendix V and
is based on the total of 1839 billéts; Of the NOBCs shown,
12.represeht the Administrator Occupational Grouping defined
by the DACOWITS report; the other four fall into the communi-
éations subcategory of the Engineering and Maintenance Group.
Table 5, Current Assignment by Individual NOBC, uses
data on current women officer assignments to show those NOBCs
in which the heaviest concentrations of personnel are found
at present., Statistics are based on the total of 563 billets.
Those NOBCs which have been most frequently assigned over the
years continue to appear at the top of the list. In order
of frequency of assignment the top three NOBCs remain unchanged,
the current figures showing a tendency toward increasing the
percentage of women officers detailed to these billets. Of
~those NOBCs which appear in Table 5; only cne fails to appear

as well in the career figures in Table 4.

VI-1



APPENDIX VII
CURRENT WOME.. LINE OFFICER SUBSPECIALTY CODES

-Table 6, Appendix VII, lists by officer grade those
primary and secondary subspecialty codes currently held within
the worian line officer community (tatal based on 633).
Although the list totals 16 codes; ovér half the codes are
‘in personnel management and computer sciences. Approximately

10% of the women officers hold subspecialty codes.
Table 6 - Current Women Line Officer Subspecialty Codes

A P code denotes master's level education; an S code, experi-
ence in the field.

Total
: CAPT CDR LCDR EE LTJG ENS Codes
61108 !edical Allied Sciences 2 , 2
7120P International Relations 1 2 2 5
72108 Intelligence 4 2 6
7310P tass Communications 1 2 3
73305 Radio/TV 1 1
8410P Applied Math 1 1
8510P Operations/Systems Analysis 1 1
8610P Meteorology 3 1 4
8710P Oceanography 1 1 2
9111P Business Admin. 2 3 5
9210P Information Systems 2 2 4
92205 Computer Science 1 4 6 2 1 14
9310P Comnunications Mgmt, C 1 1
9411P Business Admin. (Financial) 1 2 3
9610P Personnel Mgmt, 2 10 7 1 20
9610S Personnel lMgmt. 3 x4
Total Codes 3 23 34 13 2 1 76
Total People ‘ 3 20 28 13 2 1 67

Source: BuPers computer printout of 29 April 1971
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APPENDIX VIII

ENYCATIONAL LEVEL OF WOMAN TINE OFFICER COMMUNITY

Table 7, Educational Level of Woman Line Officer Com-

munity, provides the level of education within this community.

Figures are based on the total of 633 and indicate only the

highest level of education of an individual., The only

descriptive breakdown is in terms of whether the college

degree is in the Arts or Sciences.

The fellowing list was

developed from the major fields of education of the women

officers, and shows the categorization of majors under the

headings, Liberal Arts and Sciences,

Liberal Arts

Foreign Affairs
Government

Public Administration
History

Industrial Management
Personnel Administration
Psychology

Anthropology

Economics

Accounting

Geography

Business Economics
Business Administration

Sciences

Science
Biological Sciences
Botany
Bacteriology
Zoology
Parasitology
Miscellaneous Biology
Miscellaneous Medical
Nautical Sciences

. VIII-1

used in the table.

Physical Education
Education
Journalism
Library Sciences
Statistics

Social YWork
Social Sciences
Fine Arts

English
Classical Studies
Language
Theology
Philosophy

Operational Research
Chemistry
Meteorology
Biochemistry
Mathematics

Physics

Physical Sciences
Food Technology



Further analysis of the educational data on the Woman
line officer community shows that there are large concentra-
|
tions of women line officers in certain fields of education

(figures -are based on the highest level of education):

B.A. M.A. Major

84 - 3 English

51 7 Education

52 1 History

47 5 Social Sciences

46 1 Language

40 Physical Education

30 1 Fine Arts

28 Psychology

26 4 Government/Foreign Affairs

18 1 Mathematics

18 Biology
14 Business Administration
6 ' Personnel Administration

Source: BuPers computer printout of 15 April 1971.
Based on total of 637.
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. _ Table 7 - Bducational Level of foman Line Officer Community

1. Bachelor's begree

ENS

CAPT CDR LCDR LT LTJG
Liberal B
Arts 3/33% 25/56.8% 52/62.6% 115/78.8% 158/80.0% 135/82.3%
Sciences 2/ 4.5% 8/ 9.7% 14/ 9.6% 23/12.4% 22/13.4%
2. Some Postgraduate Work
Liberal
Arts 1/11% 5/11.4% 3/ 3.6% 5/ 3.4% 4/ 5,1%
Sciences 1/ 0.7%
3. Master's Degree
Liberal
Arts 5/56% 12/27.3% 17/21. 4% 4/ 2.7% 2/ 2.5% 3/ 1.8%
Sciences 2/ 2.5% 1/ .7%
. 9/100% 44/100% 82/99.8% 76/95.2% 187/100% 161/98.2%
W )
4, Other
LCDRs = 1 = 2 yrs. college = .2%
LTs - 3 =3 yrs. college
3 = less than 2 yrs. colleé§}= 4,8%
1 = high school
ENSs = 3 = no code given = 1.8%

Source: BuPers computer
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APPENDIX IX

BILTET GRADE VS. OFFICER GRADE

{(Woman Line Officer Cormunity)

fable 8, Billet Grade vs. Officer Grade (Woman Line
Officer Community), shows the woman line officer community
by the two variables, billet grade and officer grade. Reading
the grade of captain, for example, there are 6 captains serving
in billets of that rank; 2 captains are in commander billets
and 1 capfain is unassigned.

The source of this table is different from the previou§
tables and therefore the total count is 640 vice 633 and the
total unassigned is 156 vice 47.

Table 9, Analysis of Billet Grade vs. Qfficer Grade,
breaks down the data in Table 8 and shows which women are in
billets which are above, below or even with their officer
grades., Atsignificant result is the large percentage of women
in the more senior grades (LCDR, CDR and CAPT) who are serving
in billets which are a grade or more below their officer grade,
e.g., 27% of the commanders are in billets thch are a grade
or more lower. than comﬁander. Added to this point is the
fact that women officers have more time in grade in the ranks
of LT and above than the male unrestricted line officers.

For purposes'of this table only, the warrant officer
grades are shown as one or more below the grade of ensign.

In other words this is not completely a true équivalency table.
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BILLET GRADE

UNASSIGNED

CAPT

CDR

LCDR

LT

LTJG

ENS

CWO4

CWOo3

CwWo2

WOl

TOTAL

Table 8 - Billet Grade vs. Qfficer Grade
{(Woman Line Officer Community)

OFFICER GRADE

*156 is 24.3% of total (640)

Source:

CAPT CDR LCDR LT LTJG ENS TOTAL
©(06) " (05)  (04) " (03) © (02) - (01)  _

1 4 15 25 52 59 156+

6 1 7

2 28 7 2 2 41

11 46 29 7 9 102

12 64 77 48 201

1 1 18 36 34 90

2 8 5 15

3 5 8

11 1 3 6

1 3 5 9

— — - -2 2 _1 _5

9. 44 82 148 193 164 640

BuPers computer printout of 16 April 1971
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Analysis of
. Table 9 - Billet Grade vs., Officer Grade
_— {Woman Line Officer Community)
B
g A
2
0. | : B .
£ ABOVE EVEN BELOW v H FRSR= > 3=
OFFICER .3 -] B 59 g e g
GRADE @ 3 2 1 1 "2 "3 "4 5 g 2o B B O AR
CAPT ) 2 1 9 0 e
o " (22.2%)
CDR 28 11 0 1 4 44 0 12
(27.27%)
LCDR 7 46 12 1 1 15 B2 14
(8.53%) (17.07%)
LT 1 2 29 . 64 18 2 3 1 1 2 25 148 32 27
(21.62%) (18.24%)
L1JG 2 717 36 8 5 1 3 2 0 52 193 86 19
‘ ' (39.37%) (9.83%)
LENS 9 48 34 5 0 3 5 1 59 le4 g1 8
) ' " (55.48%) (4.88%)
Totals .12 .57 147 ...185 . 51.. 11 10 5 4 2 156 640 216 82
© — \o o2} \o o)) w o] w o~ —
© ) m o o @ n ~ Yo s’ T
Percent loo] o~ o] ~ — — o o o ==
(] ™~ . : (o]
Source: BuPers computer printout of 16 April 1971.





