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Foreword

The Duncan Hunter National Defense Authorization Act for Fiscal Year 2009 requires the

U.S. Merchant Marine Academy to conduct a survey on sexual harassment and sexual assault
every other year. The results of the survey administered by the U.S. Department of Defense’s
Defense Manpower Data Center (DMDC) to the Midshipmen in May and November of 2012
reveal that during the 2011-2012 Academic Year, an estimated 17 female Midshipmen and 8
male Midshipmen, or 3 percent of the total Midshipmen population, had been sexually assaulted
and that 136 Midshipmen had been sexually harassed. The Academy has no record of any of
these incidents being officially or informally reported to Academy officials, calling into question
the effectiveness of prevention efforts that had been implemented at the time of the survey.

These results are deeply disturbing to me, the leadership of Academy, and the Department. We
take these findings extremely seriously, and we will implement whatever measures are necessary
to put a stop to this egregious behavior and ensure that all Midshipmen have a safe and
supportive environment, both on campus and during their Sea Year training.

A comprehensive Plan of Action to prevent and respond to sexual assault and sexual harassment
has already been put in place. In February 2012, the Academy hired a Sexual Assault Prevention
and Response Coordinator (SARC). He has resigned, and we are conducting a search for his
replacement. In the meantime, we have appointed an interim SARC. In August 2012, the
Academy appointed a Civil Rights Officer. Although the timing of the survey was such that the
Academy’s Sexual Assault Prevention and Response Program (SAPR Program) had little to no
impact on the results of the survey, we are hopeful that the Plan of Action executed over the last
2 years by our leadership, faculty, staff, and SARC to fully implement a “Zero-Tolerance”
Program has begun to make a difference.

The Academy also has created a new training plan for Academic Year 2013-2014; added
orientations for incoming Midshipmen during their first summer training and conducted
scenario-based small group discussions for upperclass Midshipmen; implemented new reporting
procedures that have yielded some “restricted” (confidential) reports; and established an
Academy sexual assault review board that meets monthly and includes the senior leadership who
oversee the implementation of the action plan; and upgraded the campus security program with
emergency call boxes, surveillance cameras, and an enhanced guard force. In a few weeks, we
will activate an electronic access system on the barracks and expand that system to encompass
the rest of the campus.

The results of this DMDC survey will provide a baseline from which we can accurately track our
progress. We look forward to the next survey, which will be conducted later this year, to tell us
where we are progressing, where we are not, and what else we must do to put a stop to sexual
assaults and sexual harassment.

The American people entrust the U.S. Merchant Marine Academy with developing America’s
best young men and women into leaders of exemplary character who proudly serve as officers in
our U.S. Merchant Marine and Armed Forces. The U.S. Department of Transportation, the
Maritime Administration, and the Academy are committed to providing Midshipmen with an
environment free of sexual harassment and sexual assault, living quarters that are safe and






Executive Summary

The Duncan Hunter National Defense Authorization Act for Fiscal Year 2009 (P.L. 110-417),
requires the U.S. Merchant Manne Academy to prescribe a policy and conduct an assessment
during each Academic Year' to determine the effectiveness of its policies, training, and
procedures with respect to sexual harassment and sexual violence prevention. For each academic
year beginning in an odd-numbered year, the Academy also must administer a survey.

The Academy conducted a self-authored internal survey for the 2009-2010 Academic Year.
Seven students reported on that survey that they had been sexually assaulted, and 21 students
reported that they had been sexually harassed. The Academy, however, has no record of any
students reporting any of these incidents through formal or informal procedures. The Academy
also has no official or informal reports of sexual harassment or sexual assault being received in
Academic Year 201 1-2012 It is clear that at the time of the 2010 survey and at the time of the
2012 survey, Mldshlpmen were reluctant to file reports of incidents of sexual harassment and
assault, a serious issue that must be resolved by Academy leadership.

In the 2011-2012 Academic Year, the Academy made the decision to contract with the

U.S. Department of Defense’s Defense Manpower Data Center (DMDC) to administer its
confidential Servnce Academy Gender Relations sexual assault and sexual harassment survey
(SAGR Survey).® The advantage of this approach was threefold: 1) it enabled the Academy to
use an unbiased outside resource to administer a standardized survey tailored to students
attending Federal service academies; 2) it provided a professional compilation and analysis of
results; and 3) it gave the Academy the ability to compare results with other Federal service
academies.

There are, however, some aspects of the SAGR Survey that should be considered when
interpreting statistical inferences about the Academy’s Midshipman population. For instance,
the survey extrapolates the responses of actual survey takers to non-survey-takers using a
weighting formula. This means that the survey provides estimated percentages of the overall
population rather than actual numbers of Midshipmen. Like any survey, each estimate has some
margin of error. Some estimates of groups of Midshipmen within the survey have such large
margins of error that an estimate cannot even be reported. Rather than provide the margins of
error for every percentage in this Report, however, the convention will be to use the word
“estimated” or “about” to remind the reader that actual results may vary from the numbers
reported.

The SAGR Survey results were reported to the Academy by DMDC as percentages but, for
purposes of this report, some of the percentages have been converted to produce numbers of

! An Academic Year at the Academy begins on July 1 of each year and ends on June 30 the following year.

2 The terms “Midshipman” and “Midshipmen” are gender neutral.

3 This is the same survey that DMDC administers at the Nation’s other four service academies: the United States
Military Academy, the United States Naval Academy, the United States Air Force Academy and the United States
Coast Guard Academy.

4 Midshipmen are encouraged but not required to complete the survey, thus the reason for the weighting formula.



Midshipmen, which are subject to both a sampling error and a rounding error. For these reasons,
estimated numbers for categories of Midshipmen in this Report’s tables (such as males and
females, or Midshipmen in different classes) do not always add up to the estimated overall totals.

The formatted SAGR Survey is most likely the first time the Academy’s Midshipmen have seen
this particular kind of survey. Its questions differ in structure and content from the previous
self-authored Academy survey, rendering it difficult at times to determine trends and draw
conclusions compared to previous years. For this reason, the SAGR Survey should be
considered a baseline report.

The SAGR Survey presents estimated results for a Midshipmen population of 946 based on

482 actual respondents to the survey. Thus, this Report will cite responses from the 2009-2010
survey, but the reader should be aware that differences in methodology between the two surveys
makes comparisons inappropriate in many cases.

As the SAGR Survey is a product tailored specifically for Federal service academy students, it
was not administered to Academy faculty or staff, leaving a gap in analysis of an important
Academy cohort. Based on the previous self-authored survey, the Academy recognizes this as a
consequential shortcoming in determining the overall prevalence of sexual harassment and
sexual assault within the larger campus community for the 2011-2012 Academic Year. Thus, the
Academy has added to this year’s Plan of Action the development of a survey tool to assess
gender relations in the faculty and staff.

The SAGR Survey was given to Midshipmen in two separate sittings, once in May 2012 and
once in November 2012, to members of the Classes of 2012 through 2015. Two administrations
were required because approximately half of the Second and Third Class Midshipmen® were
away from campus on Sea Year training during the first administration in May. These
Midshipmen were subsequently surveyed in November after they returned to campus. During
that Academic Year, the female Midshipman population was 123, of whom 95 participated in the
survey. There were 823 male Midshipmen, of whom 387 participated in the survey.

This year only 47 percent of the on-campus male Midshipmen completed the survey, as
compared to the 95 percent who took the survey 2 years ago, a 48-point drop in participation.
Only 77 percent of the on-campus female Midshipmen completed the survey, as compared to the
97 percent who took the last survey, a 20-point drop. Among the female Midshipmen, only

50 percent of the First Class women completed the survey.

Through the survey, we estimated that about 17 female students and 8 male students were
sexually assaulted. While this constitutes only 3 percent of total Midshipmen, it constitutes

14 percent of the female students. Of these 17 women, about 10 of them reported that they were
assaulted while on Sea Year training. Among the estimated 28 sexual assaults on all
Midshipmen, we estimate that 27 percent of the incidents involved multiple assailants. Two
Midshipmen reported being drugged.

5 First Class are seniors; Second Class are juniors; Third Class are sophomores; and Fourth Class or Plebes are
freshmen.



The 136 students who report being sexually harassed represent a dramatic increase over the

21 students who reported being harassed in the 2009-1010 survey. This is partly because the
2011-2012 survey projects estimates to the entire student population, whereas the 2009-2010
survey reports only on the 72 percent of students who actually completed the survey. Also, the
definition of sexual harassment was broadened in the 2011-2012 survey (to include, for example,
“crude and offensive behavior”), which may have caused an increase in the number of reported
instances. How much of the reported rise in harassment is due to these changes in methodology
is difficult to determine.

The survey reports that one victim said she had reported an instance of sexual assault through
formal channels. The Academy, however, has no record of this report. Both male and female
upperclassmen reported being harassed by Academy faculty or staff, particularly male and
female First Class Midshipmen. The SAGR Survey reported that an estimated 2 male and

3 female First Class Midshipmen were harassed by civilian faculty and staff.

In an apparent increase from the 2010 survey, the SAGR Survey showed that an estimated

67 percent of female Midshipmen believe that senior leadershlp (defined as the Superintendent,
Academic Dean, Commandant, and Vice/Deputy Commandant® ) would make honest and
reasonable attempts to stop sexual harassment and sexual assault. In the 2010 survey, only

51 percent of female Midshipmen reported that they believed that senior leadership had created a
climate in which “to a large extent” sexual assault was not tolerated, and only 42 percent
believed that sexual harassment was not tolerated.

Overall, among all the Midshipmen responding to the survey—male and female, Fourth Class
and upperclassmen—confidence in the senior leadership appears to be higher than it was in
2010. As a group, an estimated 78 percent of Midshipmen (population size of 946) believe that
senior leadership makes honest and reasonable attempts to stop sexual harassment and sexual
assault. In 2010, only 53 percent of Midshipmen (population size of 694) believed that senior
leadership established a culture intolerant of sexual harassment, while 58 percent believed that
senior leadership established a culture intolerant of sexual assault.

The SAGR Survey also measured the incident rate of sexist behavior at the Academy. There
were an estimated 114 women (approximately 93 percent) who indicated experiencing sexist
behavior, with 100 percent of female Third Class Midshipmen reporting that they had
experienced sexist behavior. There were an estimated 337 men who indicated experiencing
sexist behavior (about 41 percent), with a higher response rate from First Class (66 percent) and
a lower response from Fourth Class (27 percent) and Third Class (34 percent).

Clearly, Academy leadership must address this climate, since sexist behavior may be an initial
step in a continuum of behaviors leading to sexual harassment and sexual assault. And while
faith in senior leadership to stop sexual harassment and sexual assault appears to be building,
there is an enormous amount of work yet to be done.

¢ The position of Deputy Superintendent was created in July 2012. It was first filled in January 2013, after the
completion of the survey. This position will be included in the 2013-2014 Survey.



The Academy’s Plan of Action has been updated and reflects ongoing areas of concern as well as
new items identified as a result of the SAGR Survey. We have identified the following nine
areas as requiring attention:

Preventing peer sexual assault and sexual harassment on campus and aboard commercial
vessels;

Reinforcing a “no tolerance and full reporting” climate;

Changing the sexist culture at the Academy;

Improving intervention and prevention training among faculty, staff, and Regimental
leadership;

Intensifying awareness, prevention, and training among Midshipmen;

Improving the variety and quantity of after-class activities;

Refining Standard Operating Procedures for reporting and investigation;

Developing assessment tools for faculty and staff; and

Increasing gender diversity in Academy employees and the Regiment of Midshipmen.

The Academy looks forward to the next survey in order to gauge the effectiveness of our efforts
over the last year and to establish trend lines in order to measure our success.



Legislative Requirement

This report is produced in compliance with the Duncan Hunter National Defense Authorization
Act for Fiscal Year 2009 (P.L. 110-417), title XXXV — Maritime Administration, section 3507
(Appendix A). The Act requires an annual assessment at the U.S. Merchant Marine Academy to
determine the effectiveness of its policies, training, and procedures with respect to sexual
harassment and sexual assault involving its personnel. In odd-numbered academic years (e.g.,
2011-2012 Academic Year), the annual assessment consists of the Academy’s self-assessment
and an anonymous survey of Midshipmen. In even-numbered years (e.g., 2010-2011 Academic
Year), the Academy performs its annual assessment and reports changes to policies, training and
outreach material. This assessment includes the results of a survey, which is the Academy’s
second survey since implementation of the Duncan Hunter Act’s requirements.

2011-2012 Academic Year Survey Development and Methodology

The U.S. Merchant Marine Academy, within the U.S. Department of Transportation, is not
required by law to participate in any assessment codified by U.S. Code 10, which states that the
U.S. Military Academy, U.S. Naval Academy, and U.S. Air Force Academy implement an
assessment cycle that consists of alternating surveys and focus groups. However, Academy
officials requested to be included in the service academy assessment program beginning in 2012,
in order to make use of a readily available survey for a comparable cohort and to take advantage
of the services of professional statisticians in analyzing survey results.

The DMDC designed the SAGR Survey to track sexual assault and sexual harassment issues at
the service academies. The survey results provide information on the annual prevalence rates of
sexual assault, sexual harassment, and sexist behavior; a discussion of students’ perceptions of
Academy climate with respect to sexual assault and sexual harassment; the availability and
effectiveness of sexual assault and sexual harassment training; and the students’ perceptions of
program effectiveness in reducing or preventing sexual assault and sexual harassment.

The DMDC administered the SAGR Survey in May and November 2012 to the Academy’s
Midshipmen in the Classes of 2012 through 2015. The student population at the time of the
November administration was 946 (123 female and 823 male Midshipmen). Even though
surveys were only completed by roughly half of the total population, the total population number
is important because data from respondents is weighted by analysts so that that the results are
reflective of the entire population. Two administrations of the SAGR Survey were required
because approximately half of the Third and Second Class Midshipmen were away from campus
on Sea Year training during the first administration in May, and were subsequently surveyed in
November after they returned to campus.

The SAGR Survey also was administered at the Nation’s four military service academies. The
same survey and analytical procedures were used at all academies producing comparable results
with one caution—the U.S. Merchant Marine Academy results include a longer timeframe as a
reference for some of the questions (June 2011 to November 2012 as opposed to June 2011 to
May 2012) for those Third and Second Class Midshipmen who were surveyed in November.



Prevalence rates might be slightly higher due to this longer timeframe (34 percent of
Midshipmen completed the survey in November).

The ability to calculate annual prevalence rates is a distinguishing feature of this survey. The
results included rates of unwanted sexual contact, unwanted gender-related behaviors, and
stalking-related behaviors experienced during the Academic Year 2011-2012 (defined in the
survey questions as June 2011 through the date of the survey administration in May and
November 2012). Future administrations of the survey will allow trend comparisons of rates
across survey years.

Respondents were provided with the following definitions of sexist behavior, sexual harassment,
and sexual assault:

“Sexist Behavior” is defined as verbal or nonverbal behaviors that convey insulting,
offensive, or condescending attitudes based on the gender of the student.

“Sexual Harassment” is defined as experiences of crude/offensive behavior

(e.g., repeatedly told sexual stories or jokes that are offensive), unwanted sexual attention
(e.g., unwanted attempts to establish a romantic sexual relationship despite efforts to
discourage it), or sexual coercion (e.g., treated badly for refusing to have sex).

“Unwanted Sexual Contact (Sexual Assault)” is defined as intentional sexual contact that
was against a person’s will or which occurred when the person did not or could not
consent, and includes completed or attempted sexual intercourse, sodomy (oral or anal
sex), penetration by an object, and the unwanted touching of genitalia and other sexually-
related areas of the body.

These definitions are somewhat different from the definitions used in the 2009-2010 survey, so
that comparisons between the results of the two surveys may not be comparable.

Survey Administration

Data was collected in May and November 2012 from Midshipmen in the Classes of 2012
through 2015. A team from DMDC administered the anonymous paper-and-pen survey in group
sessions. Separate sessions were held for female and male students. After checking in, each
student was handed a survey, an envelope, a pen, and an Academy-specific information sheet.
The information sheet included details on where students could obtain help if they became upset
or distressed while taking the survey or afterwards. Students were briefed on the purpose of the
survey and the importance of participation, yet completion of the survey itself was voluntary.
Students could leave the session at the completion of the mandatory briefing if they did not wish
to take the survey. Students returned completed or blank surveys (depending on whether they
chose to participate) in sealed envelopes to the survey staff as they exited the session.
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. The lower response rate, and particularly the fact that the response rate varies significantly from
one group of students to another (e.g., only 47 percent for males, but 77 percent for females, and
only 34 percent for seniors) inevitably raises the question of whether the validity of the results is
compromised by non-response bias.

Non-response bias is the possibility that the results of the survey are incorrect because some
categories of students had a much lower response rates than others. If the categories of students
who had higher response rates experienced a different rate of sexual harassment or sexual assault
from the categories of students that had lower response rates, then the results of the survey would
be biased.

The DMDC carefully weighted the different categories of students in projecting estimates for the
overall population (with weights inversely related to their response rates) to correct for
non-response bias. While we have not conducted a thorough analysis of non-response bias for
this survey, DMDC has performed such an analysis for the similar surveys that it has conducted
for active duty military personnel.® The DMDC study focused on questions related to Unwanted
Sexual Contact (i.e., sexual assault). The study looked at seven different methods for assessing
the presence of non-response bias.

While it is beyond the scope of this study to examine the results of the DMDC non-response
study in detail, DMDC concluded that the level of non-response bias appears to be modest, and
that the amount of non-response bias detected seems more likely to understate the rate of
unwanted sexual contact (USC) than to overstate it. They detected some evidence that categories
of respondents that were more likely to experience USC were less likely to complete subsequent
surveys, thus understating the prevalence of USC, but described this effect as “minimal.”

® Defense Manpower Data Center, 20/2 Workplace and Gender Relations Survey of Active Duty Members:
Nonresponse Bias Analysis Report, Alexandria, Virginia, January 2014.
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consider how sexual assault affects victims. The training also has stressed the importance of
reporting sexual assault, since reporting enables the Academy to ensure that Midshipmen are
receiving necessary support services and maintain a record of these incidents. Midshipmen are
told that reporting sexual assault allows the Academy to prosecute the offender so that his or her
crimes cannot be repeated.

Despite these training sessions and the SARC’s ongoing encouragement that they report sexual
harassment and sexual assault, it will continue to be difficult to alleviate the fears of Midshipmen
that they will be stigmatized by members of the Regiment or punished for an offense
concomitant with the assault. The Academy will continue with its training regimen, but will also
seek a better understanding of how to actively break down the cultural stigma of sexual assault.

Culture

It is crucial to establish an institutional culture in which sexual harassment and sexual assault are
not tolerated, so that both men and women can live and learn in a positive and professional
environment. At the Academy, three separate cohorts were identified as having particular
influence over the Regiment of Midshipmen. Members of senior leadership set the overall tone
for the Academy while the academic faculty sets the tone within the classroom. The Regimental
staff is responsible for day-to-day oversight of the Midshipmen and sets the tone within living
spaces. The SAGR Survey asked Midshipmen whether they believed that these three cohorts
make honest and reasonable efforts to stop sexual harassment and sexual assault. Their answers
speak to the effectiveness of the Academy effort to create a culture where sexual harassment,
sexual assault, and sexist behavior will not be tolerated.

The survey showed (Table 5) that more than half of all Midshipmen respondents believe that
senior leadership, civilian faculty, and Regimental staff are making an honest and reasonable
effort to stop sexual harassment and sexual assault; however, only 46 percent of female Fourth
Class Midshipmen said that they believe the civilian faculty is making the same honest effort.
This number may be low because of the Fourth Class Midshipmen’s general unfamiliarity with
the Academy leadership, civilian faculty, and staff at the time of the survey. This is corroborated
by the fact that 39 percent of freshman women said that they did not know if the civilian faculty
were making an honest effort to stop sexual harassment and sexual assault. The freshman
responses could simply reflect the newness of the Regimental environment and their
unfamiliarity with the faculty.
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Privacy of Reporting

Midshipmen were asked twice in the SAGR Survey regarding concerns about privacy in
reporting a sexual assault. In the first instance, Midshipmen were asked, in the context of the
school environment, whether they would trust the Academy’s reporting system to protect their
privacy if they became the victim of a sexual assault (Table 3). In the second instance,
Midshipmen were asked if they would trust the military reporting system to protect their privacy.
Midshipmen indicated a much stronger belief that the military reporting system would protect
their privacy (an estimated 54 percent of males and 32 percent of females) versus an estimated
37 percent of males and 27 percent of females who would trust the reporting system at the
Academy to protect their privacy.

Incidents of Midshipman Sexual Harassment and Sexual Assault
Incidents of Sexual Assault

In the SAGR Survey, each Midshipman was asked whether, since June 2011, he or she had
“experienced any of the following intentional sexual contacts that were against your will or
which occurred when you did not or could not consent in which someone: 1) sexually touched
you, 2) attempted to make you have sexual intercourse, but was not successful, 3) made you have
sexual intercourse, 4) attempted to make you perform or receive oral sex, anal sex or penetration
by a finger or object, but was not successful, or 5) made you perform or receive oral sex, anal sex
or penetration by a finger or object.”

In total, an estimated 28 Midshipmen (about 17 women and 8 men) (Table 6) were estimated to
have experienced at least one incident of sexual assault during that period. The fact that the
number of men and the number of women do not add up to the total indicates that there is a
significant margin of error in all three of these estimates. One woman responded that she had
reported the assault through the Academy’s formal reporting procedures, but the Academy had
no record of such a report having been filed.

Through the survey, among the 17 women who reported that they were sexually assaulted, we
estimate that 4 women were raped, and 10 were the victims of attempted rape, and 3 were
subjected to unwanted sexual touching. Given margins of error on these numbers with respect to
the men, we cannot estimate with certainty how many were raped, and how many were the
victims of attempted rape or unwanted touching.

Based on responses to the survey, we estimate that of the 28 sexual assaults on Midshipmen, 27
percent of them, or 8 of the assaults, involved multiple assailants.
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Advocate Club where Midshipmen can get together and discuss issues in sexual assault
prevention and response.

For the future, the Academy will conduct periodic assessments to gauge the effectiveness of
training with an eye to reducing Midshipman on Midshipman incidents at sea. It will be crucial
to obtain the input of women in these assessments in order to adjust training content and delivery
if indicated. Senior leadership and the SARC should engage senior female faculty and staff
female as well as Midshipmen for suggestions on improving sexual assault awareness and
prevention.

Role of Alcohol or Drugs in Sexual Assaults

We estimate that two of the Midshipmen (or 8 percent) who reported that they had been victims
of sexual assault indicated that the offender had used a date rape drug or other sedative. An
estimated 13 Midshipmen (45 percent) reported that both they and the offender had been
drinking before the assault, and an estimated 3 Midshipmen (12 percent) reported that the
offender had been drinking.

Use of Formal Reporting Procedures

The SAGR Survey shows that, among the many reasons for not reporting a sexual assault,

92 percent of the females who had been assaulted did not want people gossiping about them, and
an equal percentage feared that their reputation and standing would be damaged—a legitimate
concern in a school where the population averages about 1,000 students. This may explain why
94 percent of them decided to take care of it themselves (Table 8).

Substantial percentages of women who had been assaulted also reported that they did not report
because they thought they would be labeled a troublemaker (74 percent), knew what other
victims had gone through after making a report (73 percent), did not think that the report would
be kept confidential (67 percent), thought that their evaluations for leadership positions would
suffer (54 percent), thought that they would be subject to some sort of retaliation from the
offender (53 percent), did not think anything would be done (52 percent), thought they would be
blamed for the assault (47 percent), and thought they would not be believed (27 percent).

These responses lead to two conclusions: 1) that the Academy must work to address a culture in

which females continue to feel victimized after the crime, and 2) that the Academy must build
trust in the sexual assault reporting system.

23



Table 8. Consequences of Reporting and Bringing Charges of Sexual Assault
(Estimated Percent (%) of Females)

Reasons for Not Reporting

Took care of it myself 94
Did not want people gossiping 92
Thought it would hurt my reputation and standing 92
Felt uncomfortable making a report 80
Felt shame/embarrassment 74
Thought I would be labeled a troublemaker 74
Knew what other victims went through when they reported 73
Did not think report would be kept confidential 67
Did not want anyone to know 64
Thought reporting would take too much time and effort 60
Thought evaluations or chances for leadership positions would suffer 54
Feared I or others would be punished for infractions/violations coincident 54
with the assault

Feared some sort of retaliation from the offender 53
Did not think anything would be done 52
Thought it was not important enough to report 48
Thought I would be blamed for the assault 47
Did not want to hurt the offender’s career 41
Thought I would not be believed 27
Did not know how to report 19

Incidents of Sexual Harassment

The SAGR Survey calculated the Academy’s sexual harassment incident rate by examining
responses to 13 questions. These questions asked if, since June 2011, a Midshipman had found
“himself or herself in any situations where persons have: 1) repeatedly told sexual stories or
jokes that were offensive, 2) made unwelcome attempts to discuss sexual matters, 3) made
offensive remarks about your appearance, body or sexual activities, 4) made gestures or used
body language of a sexual nature that was embarrassing or offensive, 5) made unwanted attempts
to establish a romantic relationship despite efforts to discourage it, 6) continued to ask for dates,
drinks, dinner, etc., even after being told ‘no,” 7) made what felt like a bribe (reward or special
treatment) to engage in sexual behavior, 8) threatened some sort of retaliation for not being
sexually cooperative, 9) touched you in a way that made you feel uncomfortable, 10)
intentionally cornered you or leaned over you in a sexual way, 11) treated you badly for refusing
to have sex, and 12) implied better leadership positions or better treatment if you were sexually
cooperative.” The 13th question asked the Midshipmen which of the behaviors in questions 1-12
they considered sexual harassment. The incident rate was determined to be the percentage of
students who experienced “Crude/Offensive Behavior,” “Unwanted Sexual Attention,” or
“Sexual Coercion” and who indicated that they considered some of the behaviors experienced in
1-12 to be sexual harassment.
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Staff Response Rates

The SAGR Survey was designed exclusively for Cadets and Midshipmen at the service
academies. Accordingly, no survey was administered to faculty or staff this year.

Since the SAGR Survey cannot be used for faculty or staff, the SARC will need to refine an
existing self-assessment survey or develop a new one. This action will be part of the Academy’s
plan going forward. The Academy plans to survey faculty and staff in the 2013-2014 Academic
Year.

Plan of Action

The SAGR Survey establishes a baseline in what will be a series of biennial tracking surveys to
measure the progress of the Academy in creating an environment intolerant of sexual harassment
and sexual assault. As survey data accumulates and trend lines develop, Plans of Action will be
further refined. This Plan of Action uses the improvement categories contained in the initial
Reports to Congress for Academic Year 2009-2010 and builds upon the improvements made
under that plan which, at the time of this survey, were in very early stages of implementation.

As such, this plan of action builds upon the Academic Year 2009-2010 Plan as the Academy
continues to fully implement key recommendations and actions. Each category summarizes the
conclusion that can be derived from the SAGR Survey results, the actions associated with it, and
the areas identified on the survey that need attention.

CULTURE (This addresses the need to reinforce a “no tolerance and full reporting” climate and
to change the Academy’s sexist culture.)

Conclusion: The Academy is not meeting expectations with respect to creating and maintaining
a non-sexist, equal opportunity culture. The Academy must take whatever actions are necessary
to ensure that the campus is safe and secure, and free from sexual harassment and sexual assault.

Actions: In their words and deeds, the Academy’s senior leadership, faculty, staff, Regimental
officers, and Midshipmen leadership will emphatically affirm their unwavering commitment to a
safe and professional campus environment in which sexist behavior, sexual harassment, and
sexual assault are not tolerated. They will accomplish this through frequent communications,
prescribed training, and their actions as leaders.

The Academy will develop a plan for engaging midshipman to ascertain why they believe the
faculty is not making a reasonable and honest effort to stop sexual harassment and sexual assault.
In addition, the Academy will consult with female upperclassmen to pinpoint the factors that, in
their view, keep the Academy staff and faculty from meeting their expectations in creating a
culture that is non-tolerant of sexist behavior, sexual harassment, and sexual assault.

Based on specifics highlighted by the SAGR Survey and discussed above, the Academy will
conduct an assessment of its overall organizational culture. This assessment will address other
factors not previously considered that may contribute to sexist behavior, such as low employee
morale, poor communication up and down the chain of command, and management dysfunction.
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AT-SEA PROTOCOLS (This addresses the need to prevent peer sexual harassment and assault
aboard commercial vessels.)

Conclusion: In addition to the Academy’s efforts to prevent incidents of sexual harassment and
sexual assault committed by ships’ crews during Sea Year training, the SAGR Survey indicates
that the Academy also must address the incidents of sexual harassment and sexual assault
perpetrated by other Midshipmen that occur at sea.

Actions: The SARC will engage directly and maintain active dialogue with the maritime
industry to solicit ideas and, as appropriate, make recommendations for additional training or
policy changes to address and eliminate cases of sexual harassment and sexual assaults
perpetrated by ships’ crew members on Midshipmen. The Director of Shipboard Training and
Professional Development will continue to collect and review sexual harassment and sexual
assault policy statements from individual shipping companies. Through this review, the
Academy will ensure key areas of company policy addressing midshipman are incorporated into
specific training designed to prepare Midshipmen for the Sea Year training experience. If these
policies are inadequate or ambiguous, the SARC will suggest changes to shipping companies.

More importantly, however, prospective Sea Year training Midshipmen must respect their sea
partner and other Academy Midshipmen who are assigned to the same ship. This requires a
change in the culture on campus. As such, the Director of Shipboard Training and Professional
Development will conduct briefings with shipping companies on the possibility of Midshipman-
on-Midshipman sexual harassment and sexual assault and the necessary steps to respond to an
incident in accordance with USMMA procedures and protocols.

MIDSHIPMAN AND STAFF AWARENESS, PREVENTION, AND TRAINING (This
addresses the need to improve intervention and prevention training among faculty, staff, and
senior leadership and to intensify awareness, prevention, and training among Midshipmen.)

Conclusion: Academy faculty members have been identified through the survey as the segment
of Academy leadership least trusted to set the tone of intolerance of sexual harassment and
assault. Moreover, Midshipmen reported on the survey that they do not fully understand the
difference between “restricted” and “unrestricted” reporting, and female Midshipmen in
particular believe the sexual harassment and sexual assault training program is ineffective.

Actions: Since the survey for this report, the Academy has conducted extensive training for
Midshipman on sexual assault prevention and response, including training on the difference
between “restricted” and “unrestricted” reporting. However, to improve upon this training and
target problem areas identified from the survey, future training sessions administered by the
SARC will include quizzes to determine whether Midshipmen have effectively retained key
information from previous program lectures. Since individuals learn in different ways, the
SARC will offer training in a variety of formats, including online and small-group scenario-
based training sessions. These sessions will be facilitated by Company Officers, faculty, or
selected staff members so that Midshipmen hear the same message not only from the SARC, but
also from the entire leadership.
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Based again on survey results, Academy faculty will receive additional targeted training on
sexual harassment and assault response, including identification of incidents, intervention
strategies, and reporting procedures. Future faculty training will be provided in small group
settings by individual academic departments (i.e., Marine Transportation, Naval Science,
Humanities, etc.) and will focus on scenario-based discussions and analysis. Faculty will be
reminded of key points, such as sexual assault occurs on a continuum of behaviors that start with
sexist behavior and sexual harassment, and that setting the correct tone for Midshipmen will go a
long way in changing the culture at the Academy. The small group sessions will address sexist
and crude/offensive behaviors and enhance awareness of the role of alcohol use in sexual
assaults. Formal training will be improved to include preventing unwanted sexual attention.
This training will bring the Academy into compliance with the requirement in the Violence
Against Women Act to provide training on prevention of domestic violence, partner abuse, and
stalking.

Through these changes, the Academy hopes to improve the confidence of the female
Midshipmen that the Academy is actively seeking ways to make training more effective. The
Academy will also ask female midshipman to explain why they feel Academy sexual harassment
and sexual assault training is ineffective. To that end, the SARC, along with senior female
leadership, will meet with the women to discuss the highlights and shortcomings of the current

training program.

Finally, all Academy personnel will be required to take sensitivity training to help them
understand the effects of sexist behavior, sexual harassment, and the trauma of sexual assault.
Small group sessions as described above will discuss the damage caused to productivity and
human dignity by these sexist behaviors.

INCIDENT REPORTING (This addresses the need to refine Standard Operating Procedures
for reporting and investigation.)

Conclusion: Midshipmen do not trust that if they make an “unrestricted” report the system will
protect their privacy, ensure their safety, and treat them with dignity and respect. Female
Midshipmen in particular are reluctant to report sexual assault because they fear that they will be
gossiped about, that their reputations will be hurt, that their career will be damaged, and that
reporting will lead to more adverse consequences for them than the perpetrator.

Actions: In addition to focusing on ways to change sexist culture on campus and prevent future
incidents of sexual assault, the Academy also will refine its standard operating procedures
(SOPs) to delineate how the reporting an incident of sexual assault will be processed,
investigated, and closed out. A published SOP for both “unrestricted” and “restricted” reporting
could help Midshipmen feel more confident in the system, since it will allow them to see for
themselves how an incident will be processed. An SOP also will add transparency to a process
for Midshipmen who feel that reporting a sexual assault will take too much time and effort.

Ongoing training, as described above, for the SARC and senior leaders will allow them to

provide reassurance to Midshipmen that their privacy, safety, and dignity are of the utmost
concern. However, in addition, Senior leaders will adjust current approaches for communicating
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key incident protocols to address Midshipmen’s fears that reporting an assault will reveal another
offense such as fraternization or underage drinking, and will explain how the system will
adjudicate those offenses. Senior leaders will reach out to females in separate sessions to allow
them to voice their individual concerns about reporting. Further, the newly revised policy will
be updated in order to improve safety considerations for victims of sexual assault, including
physical separation of victim and offender, use of restraining orders, and emphasis on the
consequences of retaliation.

Public safety upgrades that have already been installed should also increase a sense of security
on campus. New initiatives that include access control for academic and administrative
buildings, additional surveillance cameras, and improved lighting, are planned for Fiscal Year
2014.

Small group discussion sessions will continue to examine the reasons why Midshipmen hesitate
to report sexual harassment and sexual assault. The SARC plans to hold these discussion
sessions on a quarterly basis.

SUPPORT NETWORK AND INTERVENTION (This addresses the need to improve the
variety and quantity of after-class activities.)

Conclusion: The U.S. Merchant Marine Academy campus is located several miles from shops,
cinemas, and restaurants where Midshipmen may find healthy alternate forms of recreation.
Midshipmen’s freedom to leave campus is governed by regimental regulations, and on-campus
recreational activities are limited. As a consequence, drinking becomes a default social activity,
and most Midshipmen rightly believe that drinking is a factor in many sexual assaults. The
faculty and Regimental staff, who see Midshipmen on a daily basis, must be trained in the
Academy’s sexual harassment and sexual assault policies, and in intervention techniques.

Actions: Every Midshipman will receive alcohol awareness training in conjunction with training
to prevent sexual harassment and sexual assault. Training will focus on alcohol as a factor in
sexual assault and why both males and females should refrain from excessive use of alcohol in
social settings.

The Academy will strive to provide more on-campus recreational opportunities for Midshipmen
and schedule more local area exploration and cultural trips. Unfortunately, the Academy’s
limited manpower and financial resources may limit the number and scope of these events. The
Academy will place an increased emphasis on Midshipmen’s participation in on-campus clubs
and intramural athletics.

Since the faculty interacts with Midshipmen on a continual basis, they are well-positioned to
intervene if they suspect a student has been a victim of sexual harassment and sexual assault.
The Academy will train the faculty in intervention strategies and ensure they understand the
process for “unrestricted” and “restricted” reporting so that they can give advice and guidance if
asked or when necessary. Company officers will receive this training as well.
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PROGRAM EFFECTIVENESS ASSESSMENTS (This addresses the need to develop
self-assessment tools.)

Conclusion: The SAGR Survey is only administered to Federal service academy Cadets and
Midshipmen. However, the Academy faculty and staff are an integral part of the school’s
environment, and what affects faculty and staff often trickles down to Midshipmen. A plan for
surveying faculty and staff surveys must be implemented in conjunction with the next campus-
wide SAGR survey for Academic Years 2013-2014 in order to assess the academic and
administrative perceptions and environment.

Actions: The SARC will develop and administer a sexual harassment and sexual assault
prevention and response survey for faculty and staff to coincide with the SAGR survey
administered to Midshipmen starting with Academic Year 2013-2014. Responses to the survey
will undoubtedly generate items that will be added to future Plans of Action and require updated
policies.

GENDER DIVERSITY (This addresses the need to increase gender diversity in Academy
employees as well as in the Regiment of Midshipmen.)

Conclusion: The Academy has the lowest percentage of women as compared with the other
four service academies, and the Academy is lacking in female faculty, coaching positions, and
senior leadership.

Actions: The Academy seeks to mirror the United States Coast Guard Academy in obtaining a
critical mass of women, increasing their numbers to at least 25 percent of the student body. The
Academy has already made progress on this front; the Class of 2017 had the second highest
percentage of females since the Academy began admitting females in 1974. The Academy is in
the process of developing a recruiting strategy that will aim to bring more diversity into the
student population.

The Academy is also trying to bring more women into faculty, coaching and senior leadership
positions. It hired a female Deputy Superintendent in January 2013. The Academy has asked
that the Civil Rights Director serve as a member of the selection committee for all new hires with
an eye to ensuring that diversity applicants, including women, are fairly evaluated for positions
at the Academy. Going forward, the Academy will make a more conscious effort to recruit
women for faculty and upper level management roles.
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Appendix A: Excerpt from the Duncan Hunter National Defense
Authorization Act for Fiscal Year 2009 (P.L. 110-417)

SEC. 3507. ACTIONS TO ADDRESS SEXUAL HARASSMENT AND VIOLENCE AT THE
UNITED STATES MERCHANT MARINE ACADEMY.
(@) REQUIRED POLICY.—The Secretary of Transportation shall direct the Superintendent of
the United States Merchant Marine Academy to prescribe a policy on sexual harassment and
sexual violence applicable to the cadets and other personnel at the Academy.
(b) MATTERS TO BE SPECIFIED IN POLICY.—The policy on sexual harassment and sexual
violence prescribed under this section shall include—
(1) a program to promote awareness of the incidence of rape, acquaintance rape, and
other sexual offenses of a criminal nature that involve cadets or other Academy
personnel;
(2) procedures that a cadet should follow in the case of an occurrence of sexual
harassment or sexual violence, including—
(A) a specification of the person or persons to whom an alleged occurrence of
sexual harassment or sexual violence should be reported by a cadet and the
options for confidential reporting;
(B) a specification of any other person whom the victim should contact; and
(©) procedures on the preservation of evidence potentially necessary for proof of
criminal sexual assault;
(3) a procedure for disciplinary action in cases of alleged criminal sexual assault
involving a cadet or other Academy personnel;
(4) any other sanction authorized to be imposed in a substantiated case of sexual
harassment or sexual violence involving a cadet or other Academy personnel in rape,
acquaintance rape, or any other criminal sexual offense, whether forcibly or non-forcible;
and
(5) required training on the policy for all cadets and other Academy personnel, including
the specified training required for personnel who process allegations of sexual
harassment or sexual violence involving Academy personnel.
(c) ANNUAL ASSESSMENT.—
(1) The Secretary shall direct the Superintendent to conduct an assessment at the
Academy during each Academy program year, to be administered by the Department of
Transportation, to determine the effectiveness of the policies, training, and procedures of
the Academy with respect to sexual harassment and sexual violence involving Academy
personnel.
(2) For the assessment at the Academy under paragraph (1) with respect to an Academy
program year that begins in an odd-numbered calendar year, the Superintendent shall
conduct a survey, to be administered by the Department, of Academy personnel—
(A) to measure—
(i) the incidence, during that program year, of sexual harassment and
sexual violence events, on or off the Academy reservation, that have been
reported to officials of the Academy; and
(ii) the incidence, during that program year, of sexual harassment and
sexual violence events, on or off the Academy reservation, that have not
been reported to officials of the Academy; and



(B) to assess the perceptions of Academy personnel of—
(1) the policies, training, and procedures on sexual harassment and sexual
violence involving Academy personnel;
(ii) the enforcement of such policies;
(iii) the incidence of sexual harassment and sexual violence involving
Academy personnel; and
(iv) any other issues relating to sexual harassment and sexual violence
involving Academy personnel.
(d) ANNUAL REPORT.—

(1) The Secretary shall direct the Superintendent of the Academy to submit to the

Secretary a report on sexual harassment and sexual violence involving cadets or other

personnel at the Academy for each Academy program year.

(2) Each report under paragraph (1) shall include, for the Academy program year covered

by the report, the following:

(A) The number of sexual assaults, rapes, and other sexual offenses involving
cadets or other Academy personnel that have been reported to Academy officials
during the program year and, of those reported cases, the number that have been
substantiated.

(B) The policies, procedures, and processes implemented by the Superintendent
and the leadership of the Academy in response to sexual harassment and sexual
violence involving cadets or other Academy personnel during the program year.
(C) A plan for the actions that are to be taken in the following Academy program
year regarding prevention of and response to sexual harassment and sexual
violence involving cadets or other Academy personnel.

(3) Each report under paragraph (1) for an Academy program year that begins in an odd-

numbered calendar year shall include the results of the survey conducted in that program

year under subsection (c) (2).

4) (A) The Superintendent shall transmit to the Secretary, and to the Board of
Visitors of the Academy, each report received by the Superintendent under this
subsection, together with the Superintendent’s comments on the report.

(B) The Secretary shall transmit each such report, together with the Secretary’s
comments on the report, to the Senate Committee on Commerce, Science, and
Transportation and the House of Representatives Committee on Transportation
and Infrastructure.
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6.

Action: Recognize Sexual Assault Awareness Month (SAAM) during April.

Status: Complete. SAAM was recognized both in 2012 and in 2013 with various activities
highlighting and recognizing the special awareness month. Early plans are in progress to
bring a professional speaker for SAAM 2014.

Action: Engage the Ship Operations Cooperative Program about sexual assault and sexual
harassment prevention programs.

Status: Complete. Since April 2012, the Office of Shipboard Training has engaged this
group to highlight the importance of prevention programs, and to further project the
Academy’s zero tolerance for such incidents.

Action: Raise sexual assault and sexual harassment awareness through the leverage of the
Women on the Water Conference which was rescheduled from October 2012 to October
2013 due to Hurricane Sandy.

Status: Complete. The Academy determined that this annual event was not the appropriate
venue to raise awareness.

Incident Reporting
In order to ensure that sexual assault and sexual harassment incidents are reported freely and

without barrier, the Academy created new capabilities and adjusted current existing procedures
as follows:

9.

10.

11.

12.

Action: Create a dual reporting mechanism for sexual assault incidents similar to the
military policy on sexual assault.

Status: Complete. A new enhanced Sexual Assault Prevention and Response policy went
into effect 30 July 2012. The policy allows for “restricted” reporting which empowers
victims to report their incident without initiating an investigation thus providing control to
victims and receive services such as medical/counseling.

Action: Establish a 24/7 sexual assault helpline.

Status: Complete. Since 1 May 2012, a local 24/7 sexual assault hotline has been in
operation to provide this capability. The hotline number is marketed through wallet-sized
cards that are issued to all Midshipmen. The hotline is staffed by the SARC.

Action: Review investigation procedures for sexual assault.

Status: Complete. Since 21 September 2012, the sexual assault investigation procedures
were revamped and adjusted to clarify investigatory procedures. The Federal Bureau of
Investigation (FBI) is the primary investigative agency for any sexual assault incidents at
the Academy that occur on the federal reservation.

Action: Review Midshipmen honor code, regulations and policies.

Status: In progress and carry-over to new Plan of Action. Review of documents was

completed on 8 June 2012, revisions are being considered for the regulation and policy
updates during the next Academic Year 2013-2014.
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13. Action: Review of sexual harassment and sexual assault policies.
Status: Complete. Both policies were reviewed and revised with major changes. On 30
July 2012, Policy on Sexual Assault Prevention and Response was signed. The Policy
Against Discrimination and Harassment, Including Sexual Harassment of Midshipmen was
signed on 4 February 2013.

At-Sea Protocols

Midshipmen are required to participate in Sea Year training which assigns them to commercial
ships for four or eight months away from the Academy. These sexual assault and sexual
harassment policies and procedures must be integrated for Midshipmen to have the same
protections and support as are provided on campus.

14. Action: Engage the Ship Operations Cooperative Program about sexual assault and sexual
harassment prevention programs.
Status: Complete. Since April 2012, the Office of Shipboard Training has engaged this
group to highlight the importance of prevention programs, and to further project the
Academy’s zero tolerance for such incidents.

15. Action: Review and update the sea-year sexual harassment and sexual assault prevention
training.
Status: Complete. Since April 2012, Midshipmen have been receiving sea year prevention
training on both sexual harassment and sexual assault. Since July 2012, the SARC has been
incorporated in delivering a specific training module that is tailored to Sea Year training
environment. Additionally, there is a female-only training session that incorporates a
briefing by an Academy graduate who is currently working in the industry to provide a
realistic training opportunity to the Midshipmen that are about to go out to sea.

16. Action: Revise the code word procedure to signal distress to Academy officials when
Midshipmen are away on sea year.
Status: Complete. Since April 2012, the Academy has updated the code word procedure to
ensure that all Midshipmen are aware of the intent, objective and procedure to inform
Academy officials of situations needing immediate intervention--specifically sexual assault
or sexual harassment incidents. This code word procedure is updated yearly and is briefed to
Midshipmen prior to departing for their Sea Year training.

17. Action: Update return procedures when Midshipmen are away on Sea Year training.
Status: Complete. Since April 2012, Academy officials has updated and enhanced
procedures when Midshipmen may have to leave their assigned ship due to emergent
situations that involve sexual harassment or sexual assault incidents or situations. These
procedures are briefed to all Midshipmen before they depart for Sea Year training.

18. Action: Incorporate the Sexual Assault Response Coordinator (SARC) in sea year training,
procedures, and capabilities.
Status: Complete. Since May 2012, the SARC has been briefing sexual assault prevention
for sea year students; briefing concentrates on aspects associated with sailing, ports, and
various other related factors of Sea Year training and sexual assault. The SARC’s
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information along with specific written prevention and reporting procedures were also added
to the Sea Year Guide which Midshipmen must take during Sea Year training. The SARC
was also listed as a reporting official should Midshipmen report and incident while on sea
year. These enhancements have increased the awareness and involvement in further
highlighting sexual assault prevention to Midshipmen preparing to go out to sea for four to
10 months at a time.

Midshipmen and Staff Awareness, Prevention., and Training
Prevention training is the critical component of a successful prevention plan that synchronizes

the Academy’s intent, purpose and objectives in preventing sexual assault and sexual
harassment. As such, everyone at the Academy to include Midshipmen, faculty and staff must
know what is expected of them in regards to these offenses, and critically important to who are
these incidents reported to.

19. Action: Develop harassment, sexual harassment and violence training program.
Status: Complete. Beginning on 19 June 2012, the Academy embarked on a prevention
training strategy to provide prevention training at various recurring timelines. Faculty and
staff were required to attend training annually; Midshipmen were required to attend training
quarterly; training was supplemented with professional guest speakers; new training
capabilities were employed to include on-line training on sexual assault prevention and
alcohol abuse prevention training.

20. Action: Review the academic program for 2012 to include prevention principles in the
academic curricula.
Status: Complete. In August 2012, it was determined that including sexual assault and
sexual harassment prevention topics in the curricula would duplicate current training efforts
and objectives provided by the Regiment staff whose primary mission is to provide
professional training development of the Midshipmen.

Support Network and Intervention

Although the primary goal of the prevention strategy is to prevent incidents from happening, of
critical importance is the support network to facilitate victims’ reporting of incidents. These
capabilities provide for victim advocacy that extends to all aspects of Academy life. The
intervention levels allow for multiple reporting points, adds legitimacy to the prevention
program, and provide for advocacy to ensure victims are not alone throughout the process.

21. Action: Sexual Assault Response Coordinator (SARC) serves as the center of gravity in the
prevention of sexual assault at the Academy.
Status: Complete. The SARC reported 22 April 2012 and has been instrumental in the
development of the Sexual Assault Prevention and Response Program. This is the first level
of advocacy, all other levels report directly to the SARC as the center of gravity for the

program.

22. Action: Create a Midshipman network of Sexual Assault Victim Advocates (SAVA).
Status: Complete. Since 31 May 2012, the Academy has trained and maintained a group of
Midshipmen Sexual Assault Victim Advocates who were identified by the Commandant, and



23.

24.

trained and led by the SARC. SAVAs hold Regimental positions and perform their duties for
one year, usually from summer of Second Class year until spring of First Class year. SAVAs
are assigned to every company so that this capability is available to each company of
Midshipmen. New Midshipmen SAVAs are trained as replacements yearly to maintain a
constant uninterrupted service capability. An additional staff volunteer has been trained and
utilized as a Victim Advocate. These advocates serve as the second level of advocacy.

Action: Form a network of students against sexual assault to further increase visibility and
awareness for students by students.

Status: Complete. Since 27 August 2012, the Student Against Sexual Assault (SASA) was
formed and led by student club president. The SASA club serves as the third level of
advocacy and its main mission is to increase awareness through discussions, special events,
informational trips and related activities.

Action: Review training provided to Company Human Relations Officers (HRO) and one
Regimental Human Relations Officer.

Status: Complete. The training of the Human Relations Officers was reviewed, adjusted,
and executed. Since 9 November 2012, the HROs were trained in seven different topics to
include sexual assault and sexual harassment procedures.

Program Effectiveness Assessments
Feedback and assessments are critical in ensuring that the Academy is doing the right things,

doing things right and most importantly finding out what is missing in order to maintain forward
momentum in eliminating sexual assault and sexual harassment from the Academy.

25.

26.

27.

Action: Contract with the Defense Manpower Data Center (DMDC) to carry out future
surveys.

Status: Complete. DMDC conducted the 2012 Service Academy Gender Relations Survey
that is part of this report. All Midshipmen were afforded the opportunity to partake in this
survey; two separate blocks of time were allocated to include Midshipmen who were away at
sea during the first iteration of the surveys. The Academy intends to continue employing
DMDC for biannual surveys and for focus groups on alternating years. The Academy feels
confident that this feedback mechanism will ultimately lead to improvement as data is
compared for subsequent years.

Action: Convene focus groups for Midshipmen.

Status: In progress and carry-over to new Plan of Action. In March 2013, DMDC
conducted the Gender Relations Focus Groups to various randomly selected Midshipmen,
faculty and staff; a total of 108 individuals in 9 different groups participated in these
activities. The results are not available as of November 2013 and will be included in the next
report to Congress for Academic Program Year 2012-2013.

Action: Establish plan to set performance goals, objectives, milestones, and metrics.
Status: Complete. Since 1 October 2012, an effectiveness assessment plan was devised with
various objectives, milestones and metrics. The Academy feels confident that the plan will
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provide for continuous system improvements throughout the Academy and extend to Sea
Year training.

Staff Gender Diversity

The Academy values the importance of having a diverse staff that serves as role models and
mentors to the Midshipmen. This diversity not only reflects the makeup of the nation but the

makeup of the student body thus providing for a welcoming environment where students learn to
the fullest.

28. Action: Civil Rights Specialist Hire.
Status: Complete. On 4 September 2012 the Civil Rights Director reported to the Academy
and has been directly engaged in training of the Midshipmen, faculty and staff.

29. Action: Review Midshipman Human Relations Officers (HRO) performance.
Status: Complete. On 27 August 2012 this action was reviewed and determined that
Midshipmen are evaluated informally by their respective Company Officers. The HROs are
constantly in communication with their Company Officers to address issues that have been
brought for resolution. This is an ongoing informal process of professional development.

30. Action: Review outreach and recruitment.
Status: In progress and carry-over to new Plan of Action. Since April of 2012 the Academy
has completed periodic reviews which are ongoing. The next phase of this action is
developing measurable goals.

31. Action: Workforce analysis (twice per year).
Status: Complete. Since April 2012 the Academy has completed this recurring workforce
analysis which is required twice per year.

32. Action: Plan to increase diversity of student body.
Status: In progress and carry-over to new Plan of Action. Plan in place; however program
currently not adequately funded. The next phase of this action is to develop measurable
goals.
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Attachment 1

Superintendent’s Instruction 2012-08, Policy on Sexual Assault
Prevention and Response, dated 30 July 2012






























Attachment 2

Superintendent Instruction 2013-02, Policy Against Discrimination
and Harassment, Including Sexual Harassment of Midshipmen,
dated 4 February 2013
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