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Summary

Introduction/Relevance to Symposium: The present study examines perceptions and experiences of sexual harassment among women in the Canadian Regular Force combat arms (e.g., infantry, armoured, artillery, combat engineer), and the implications of such behaviors, if any, on job-related operations (e.g., job satisfaction, organizational commitment, productivity).  The literature indicates that women in organizations whose workforce is primarily male-dominated, and in which job duties are stereotypically masculine, have greater problems with sexual harassment than women whose workforce is female-dominated and in which job duties are stereotypically feminine.  For instance, the prevalence of sexual harassment has been found to be considerably higher for women in military organizations.  Notably, recent reports indicate a decrease in sexual harassment self-reports in the military, which may be attributed to several factors including zero-tolerance policy, anti-harassment programs, and committed senior management to reduce harassment; however, the literature also suggests that a decrease in harassment self-reports may be attributed to fear of losing one’s job, being derogated by colleagues, being labeled as a troublemaker, or believing that the formal complaint process will be counterproductive.  Indeed, research indicates that women who used the sexual harassment label were blamed for the incident and were perceived as being untrustworthy.  Similarly, women who reported the sexual harassment were perceived as being assertive and untrustworthy.  In terms of operations, research indicates that sexual harassment negatively affects job-related performance such as lower satisfaction with colleagues and supervisors, lower commitment to the military, and lower work productivity and general job performance.  Rationale: This study examines experiences of sexual harassment among women in the Canadian Regular Force combat arms and the implications of harassment, if any, on job-related operations in the military.  Method: The study consists of qualitative analysis of interviews conducted with 26 women employed in the Canadian Regular Force combat arms (e.g., infantry, armoured, artillery, combat engineer).  Results: Analysis of the 26 interviews indicates that 6 non-commissioned female members did not feel safe reporting harassment and believed that when harassment is reported it would be dismissed. Conclusions: Overall, there has been a decline in self-reports of sexual harassment in the Canadian Forces combat arms over time. In this study, although women may experience harassment they will likely not report it due to safety issues.  The implications of these results on job-related operations suggest the possibility of lower productivity and organizational commitment among women who experience harassment.  Recommendations are made toward creating an environment for women in the military that facilitates the harassment reporting process without women experiencing the negative consequences of reporting while allowing them to maintain work productivity and feelings of safety.
1.0
INTRODUCTION
Sexual harassment against women in the workplace has long been documented as a pervasive problem in North America (Adams-Roy & Barling, 1998; Barling, Dekker, Loughlin, Fullagar, Kelloway, & Johnson, 1996; Cantisano, Dominguez, & Depolo, 2008; Charney & Russell, 1994; Gutek & Koss, 1993; Sagawa & Campbell, 1992; Schneider, Swan, & Fitzgerald, 1997; U.S. Merit Systems Protection Board, 1981, 1988).  
A sizable body of literature demonstrates that women in organizations whose workforce is primarily male, and in which job duties and tasks are stereotypically masculine, have greater problems with sexual harassment than women whose workforce is female-dominated and in which job duties are stereotypically feminine (Fitzgerald, Drasgow, Hulin, Gelfand, & Magley, 1997; Glomb, Munson, Hulin, Bergman, & Drasgow, 1999; Gruber, 1998; Gutek, 1985; Koss, Goodman, Browne, Fitzgerald, Keita, & Russo, 1994; USMSPB, 1981, 1988).  For instance, higher rates of sexual harassment have been documented in male-dominated occupations such as police and security organizations, in which policewomen have a higher incidence of harassment compared to civilian female employees (Brown, Campbell, & Schaw, 1995).  The prevalence of sexual harassment has also been found to be considerably higher for women in military organizations, which have a long standing tradition of male dominance (Winslow & Dunn, 2002).  Not only do military women work in an environment that is traditionally male-dominated and stereotypically masculine, but women also represent a significant minority constituting 2% of the workforce in the Canadian Forces (CF) combat arms, while representing 51% of the workforce in Canada (Department of National Defence, 1998).  Furthermore, experiences of sexual harassment have been negatively associated with a number of job-related outcomes including lower satisfaction with one’s job, organizational withdrawal, and declines in general job performance (Culbertson, et al., 1992; Fitzgerald et al., 1997; Schneider et al., 1997).  Consequently, the focus of this study is to examine perceptions and experiences of sexual harassment among women in the Canadian Regular Force combat arms (e.g., infantry, armoured, artillery, combat engineer), and the implications of such experiences, if any, on job-related operations (e.g., job satisfaction, organizational commitment, productivity).
1.1
Sexual harassment in the military

Military organizations tend to be conservative in nature, and like many other male- dominated institutions are slow to integrate women.  Traditionally, most military organizations banned women from combat positions as it was viewed as a “man’s job,” requiring stereotypic male characteristics such as aggression, dominance, courage, and strength (Bem, 1974).  The culture and norms of the military environment tend to support male bonding rituals designed to build group solidarity, potentially contributing to a hostile working environment for women where they may be excluded and viewed as disrupting male cohesion (Firestone & Harris, 1997, 1999; Rosen & Marin, 1997; Shields, 1988).  While Canadian women have a long tradition of military service, for instance serving as nurses in the late 1800s, they did not participate officially as combat personnel in military assault units until 1989 when the CF began recruiting women into the combat arms.  Controversy over women in the CF reached a height in 1998 when a Canadian national magazine published a cover story exposing cases of alleged sexual harassment.  These stories raised questions about the culture of the armed forces and the place of women within that culture.  Winslow and Dunn (2002) examined the integration of women into the CF and argued that the combat arms are distinct from civilian society, where the former places greater emphasis on values and attitudes of the traditionally male-oriented military organization and masculine models of the soldier.

A study assessing the experiences of women who were employed in the combat arms in the CF between 1990 and 1997 highlights the culture of the military.  Women reported being treated differently compared to their male counterparts, by both male peers and superiors, in a way that they felt put them at a distinct disadvantage within the training and employment environment (Davis, 1998a).  Women reported experiencing an environment that was characterized by harassment and discrimination, conveying messages of non-acceptance of women, and an environment that they perceived to have inconsistent and subjective performance standards.  A majority of the women reported experiencing slurs directly, while others indicated they were called names behind their back.  The women further indicated that when male peers would have informal discussions in the presence of female peers the conversation would be laden with sexual innuendo, causing several women to fear sexual aggression from their male peers or superiors.  Davis (1998a) reported that one woman was in fact raped and several were physically assaulted.  Men who participated in the study reported that women are not strong enough to perform the full range of required tasks within the combat arms.  The men also indicated that if women are initially strong enough to meet the physical standards in training and employment, then they will not be able to maintain this physical standard over an extended period of time (Davis, 1997).  Similar results were observed in a follow up study, where women reported an overall unwelcome environment for women in the Regular Force combat arms (Davis, 1998b).  The literature indicates that predominately male environments such as the military tend to be more physically hostile and intimidating compared to other work environments, and men are more likely to physically mark their work environment with sexually objectifying material, sexual comments, and sexual jokes (Gruber, 1998).  
Sexual harassment in the military is not exclusive to the CF but also exists in military organizations from other countries.  For instance, in 1995 while women represented 13% of the Armed Forces on active-duty in the United States military, approximately 71% of active-duty women reported experiencing some type of sexually harassing behavior in the previous 12 months (Department of Defense, 1996).  In the U.S. Naval Academy, approximately 97% of Academy women experienced some form of harassment within a 6-month period, while 49% reported experiencing harassment on a recurring basis (Pershing, 2003).  Similar results were found across five countries, including Canada, United States, Australia, New Zealand, and United Kingdom (Holden & Davis, 2001).  Notably, examination of longitudinal studies revealed a decrease in self-reported sexual harassment, which may be attributable to several factors including increased emphasis on harassment policies or commitment on behalf of leaders to eradicate harassment from the military (Holden & Tanner, 2001); however, the literature also suggests that a decrease in sexual harassment reports may be attributed to fear of losing one’s job, being derogated by colleagues, being labeled as a troublemaker, or beliefs that the formal complaint procedure will be counterproductive (Pershing, 2003).  For instance, in the U.S. military, although self-reported sexual harassment toward women has declined, harassment still remains prevalent and is unlikely to be reported (Antecol & Cobb-Clark, 2001; Firestone & Harris, 1999).  Similarly, Davis (1998a) found that women in the CF expressed a lack of confidence that harassment would be adequately dealt with in the chain of command.  These women also indicated that they either had no one to discuss such incidents with, and/or their motives for reporting and past social behaviors would become the focal point of the investigation.  
1.2
Reporting sexual harassment

One of the biggest issues representing a barrier to the amelioration of sexual harassment is reluctance on part of the women to label and/or report incidents of harassment (Marin et al., 1991).  The majority of sexual harassment victims are likely to ignore harassing behaviors (Cammaert, 1985); this has been referred to as the ‘silent reaction to sexual harassment syndrome’ (Brooks & Perot, 1991) and may serve to perpetuate the existence of sexual harassment.  Approximately 50% of women in diverse organizations reported experiencing unwanted and offensive sex-related behaviors at work (Fitzgerald et al., 1988; Schneider, Swan, & Fitzgerald, 1997), but fewer than 20% of the women reported these behaviors as constituting sexual harassment (Barak, Fisher, & Houtson, 1992; Fitzgerald, et al., 1988; Gutek, 1985; Magley, 1995; Roscoe, Goodwin, Repp, & Rose, 1997; Schneider et al., 1997).  The underreporting of sexual harassment has been well documented (Adams, Kottke, & Padgitt, 1983; Livinginston, 1982; Markunas & Joyce-Brady, 1987; Metha & Nigga, 1982) and has been attributed to women believing that the formal reporting process will not be useful to them, being labeled as a troublemaker or whistleblower, or that their complaint would lead to job termination (Koss, 1990; Livingston, 1982; Marin et al., 1999; Terpstra & Cook, 1985).  Essentially, in addition to the trauma of sexual harassment itself, women are exposed to the negative aftereffects of reporting such as disappointment in the way others react, the stress of harassment induced life changes such as moves, loss of income, and disrupted work, as well as the trauma of litigation.  Women who do report sexual harassment may also feel vulnerable to public scrutiny and fear that scrutiny will entail negative evaluations from others.  
Furthermore, women who report sexual harassment may be denigrated for violating gender norms and role expectations, where characteristics such as passivity and nurturance are stereotypically associated with the female gender role rather than independence or assertiveness typically associated with the male gender role (Bem, 1974; Rodriguez, Nietzel, & Berzins, 1980).  It may be more consistent with gender-role expectations for women to accept and respond passively to sexually aggressive behavior from men (Check & Malmuth, 1983).  Notably, women who do violate gender-role expectancies by demonstrating stereotypic masculine characteristics tend to be targets for sexual harassment (Burgress & Borgida, 1999; Dall’Ara & Maass, 1999; Fiske & Stevens, 1993; Franke, 1997).  For instance, Berhadl (2007) found that women who worked in male-dominated jobs, such as manufacturing plants, and who had relatively masculine personality characteristics, experienced greater sexual harassment than women who had more feminine characteristics.  The more women deviated from traditional gender roles and characteristics, the more they were targeted for sexual harassment.  In addition, women who report sexual harassment may violate such gender-role expectancies for what constitutes a ‘good’ employee (Marin & Guadagno, 1999).  For instance, success in jobs may involve conforming to social rules and norms in order to avoid conflicts.  Women who report and label sexual harassment risk being labeled a troublemaker, viewed as an employee who is not a “team player,” or being passed over for promotions.  Other outcomes of reporting harassment include focusing on the individual filing the complaint, placing emphasis on the victim rather than the perpetrator, or assuming that women who report harassment are ‘making it up’ to seek revenge on a colleague (Firestone & Harris, 1997; Grauerholz, 1996; Siegal, 1991). 
Fear of re-victimization may also contribute to women’s reluctance to report sexual harassment.  Examining sexual harassment complaints may involve intrusive investigations into the victim’s past, potentially exacerbating feelings of victimization.  Furthermore, re-victimization may occur in the form of peers avoiding the victim, causing her to feel isolated.  Retaliation is another potential repercussion of reporting harassment, representing another form of re-victimization.  Pershing (2003), who examined experiences of sexual harassment among women in the United States Naval Academy found that women highlighted two consequence of filing grievances which prevented reporting, including a perception that nothing would be done, and the possibility of negative repercussions including social ostracism and retaliation.  As a consequence of reporting sexual harassment, 74% of women reported that the victim would be viewed as a ‘crybaby,’ 57% believed the victim would be shunned by others, 59% had a fear of reprisal, and 36% believed they would receive negative performance evaluations.  Pershing (2003) cites a case from the United States Naval Academy in which the victim filed a sexual harassment report that was later dropped due to a lack of evidence; however, despite the incident being dropped the victim experienced retaliation from her peers in the form of social isolation and name calling.  In the United States military, few women use the military’s formal or informal grievance process because of lack of confidence in the military system for redress.  The Defense Manpower Data Center (Sagawa & Campbell, 1992) conducted a study assessing women’s perceptions and experiences of harassment.  The study found that less than 40% of the women believed that sexual harassment charges would be investigated or that perpetrators would be penalized.  Victims of harassment also believed that reporting the incident would result in more problems for them; for instance, 38% were afraid that work would become unpleasant, representing a potential threat to their safety and well-being, and 33% believed that they would be labeled a troublemaker (Sagawa & Campbell, 1992).         
Blaming sexual harassment on the victim represents another negative repercussion of reporting (Miceli & Near, 1988; Near & Micelli, 1987).  Fear of being blamed by the perpetrator or organization are significant deterrents to reporting sexual harassment (Adams et al., 1983; Fitzgerald et al., 1988; Jensen & Gutek, 1982).  Jensen and Gutek (1982) conducted a survey assessing the experience of sexual harassment and blame attitudes among male and female employees.  They found that males more than females endorsed the statement “When a woman is asked by a man at work to engage in sexual relations, it’s usually because she did something to bring it about.” Indeed, men are more likely than women to attribute blame to female victims of sexual harassment (Gutek & O’Connor, 1995; Judicibus & McCabe, 2001).  Kenig and Ryan (1986) found that more males than females attributed responsibility to the targets of harassment for either provoking the behavior or not appropriately handling “normal sexual attention.” Similarly, Marin and Guadagno (1999) examined the effects of reporting on perceptions of sexual harassment victims using sexual harassment scenarios; they found that women who reported sexual harassment were blamed for the incident and were perceived as being untrustworthy, assertive, and unfeminine.  
2.0
THE PRESENT STUDY

The most recent study to investigate the reporting of sexual harassment in the Canadian Regular Force combat arms was conducted 10 years ago (Davis, 1998a).  Consequently, the goal of this study was to assess the current status of women’s experiences of sexual harassment in the Canadian Regular Force combat arms employing qualitative methodology and analyses.  This study not only represents the most current examination of perceptions and experiences of sexual harassment among women in the Canadian Regular Force combat arms, but also represents the most recent study to examine the potential implications of harassment on job-related operations, if any, among women in the Canadian Forces.  
3.0
METHOD

3.1
Participants

Participants were 26 women employed in the Canadian Regular Force combat arms, including infantry, armoured, artillery, and combat engineer occupations at 2 Canadian Mechanized Brigade Group (2 CMBG), Canadian Forces Base (CFB) Petawawa.   The 26 women represented 83.9% of the total number of women in combat arms occupations at CFB Petawawa at the time the study was conducted.  Eight of the women were either lieutenants or captains (officers), and 18 were privates or corporals (non-commissioned members).  Nearly all of the participants were in their 20s, with a few in their 30s and 40s.  A majority of the women had at least a high school education, with several having some university education.  Almost all of the participants had 4 to 6 years of military or combat arms experience, although a few had more than 10 years of military or combat experience.
3.2
Procedure

Before participating in the study, all participants received an information letter describing the study.  The information letter stated the goal of the research, namely to contribute to a “more up-to-date understanding of women in the combat arms,” along with the interview questions.  Prior to beginning the interview, the women were briefed on the objectives and potential benefits of the study, confidentiality issues, and anonymity if excerpts are published in reports or publications.  Participants read and signed the informed voluntary consent form indicating their consent to participate in the study, to be tape-recorded, and to be quoted in reports or publications without identifying information.  Upon completion of the informed consent form, participants completed a demographic questionnaire.  
Semi-structured, one-on-one interviews were conducted in person by the principal investigator in February and May 2003.  Each interview averaged approximately 1 hour in length.  Three main topics were explored, including women’s experiences in the CF/combat arms, women and leadership in the CF/combat arms, and gender integration in the CF/combat arms.  For the purposes of this study, the present analyses focus on gender integration and harassment issues; specifically, women were asked how effective they found gender integration in the CF/combat arms, what works or does not work in terms of successful integration, and if the CF could do anything differently to facilitate integration.
3.3
Data Analysis
Interviews were transcribed, read, and coded into thematic areas using the NUD*IST qualitative software (Non-numerical Unstructured Data with Indexing, Searching, and Theorizing, version N6) to analyze the data.  Once themes were identified, the researcher examined whether some themes formed clusters and in fact, reflected superordinate categories.  For instance, women’s accounts of safety, retaliation, and trust in the chain of command all seemed to cluster around reporting harassment.  The subsequent results section is organized based on themes or categories that emerged as salient in women’s accounts of gender integration in the CF combat arms.  The following two categories reflect women’s accounts of gender integration, including reporting harassment and blaming the victim. 

4.0
RESULTS
4.1
Reporting Harassment
The participants’ accounts of reporting harassment in the CF combat arms revolved around a wide range of issues, including safety, retaliation, ostracism, maligned reputation, and a lack of trust in the chain of command.  Six of the twenty-six women shared their experiences and perceptions of reporting harassment, while one woman reported being raped by one of her male peers.  All six women were non-commissioned members.  Among the six women who shared their experiences and perceptions of reporting harassment, two reported a threat to their safety as a strong deterrent in reporting harassment.  One of these woman believed that reporting harassment would compromise her safety, while the other woman indicated how her safety was in fact compromised upon reporting her rape.  The former clearly stated that with “the harassment policy and pressing charges and everything, women don’t feel safe in using that…I know I started going that route, and I couldn’t do it. I chickened out.” 
The woman who reported being raped indicated that she was raped by her male peer.  She further indicated that “all the guys were joking around saying, oh, I guess the new girl got raped by so and so.” She reported the rape but her male peers were harassing her for “blading out,” or reporting, the perpetrator.  She indicated that “I got harassed on the phone about if the guy goes to jail they’re [male peers are] going to [mess] me up or whatever and all kinds of stuff and I was really scared to the point where I would not live in the shacks because it was me, as the only female living in there with over 100 men, which is an extremely scary place when they all get drunk and what they think is fun is not fun, to some people.” The latter comment not only suggests a direct threat to the victim’s safety, but also represents another repercussion of reporting harassment, namely re-victimization in the form of retaliation and threats from peers.  This participant also commented upon how she felt isolated from her peers and, due to the court martial, she was taken away from her job duties.  She indicated that she felt like she was being punished for reporting the harassment.  She even sent a note to the Commanding Officer to drop the case because it was “hurting [me] mentally more than it was helping.”
While the aforementioned two participants spoke directly to safety issues as well as issues of retaliation, ostracism/isolation, maligned reputation, and lack of trust, a few of the other participants also shared their insights on these issues.  For instance, one participant commented on being ostracized by her peers.  She indicated how “all you have to do [is report harassment] and you’re an outcast, that’s it --even if you mention something.  So it could be difficult for her if she wasn’t, you know, grin and bear it and keep going.” Another participant addressed the issue of a maligned reputation due to reporting harassment, stating that “the reputation of the female, just the way guys look at this female it’s like, oh yeah, okay, she’s just out to screw everybody.” Similarly, one woman stated that “if someone claims harassment, it is a sure way of ending her career.”
In terms of a lack of trust in redress or in the chain of command, one woman stated that “when there’s harassment, it gets, you know, dismissed.” Furthermore, one woman who reported harassment explicitly stated that she did not trust her chain of command, and in fact asserted that “I didn’t [care] about the chain of command because they weren’t doing anything for me.”  She further indicated how her trust was violated; for instance, she asserted that “suddenly your bosses are hitting on you and promising certain things if you do certain things and I’ve actually gotten myself into situations like that where one of my warrant officers was sending me letters and I actually asked him to stop and he actually said to me, what are you going to do about it? Because everybody knows if something happens to me I won’t do anything.  
Notably, one woman stated her concern of ‘false reports’ of sexual harassment and the implications on legitimate reports of sexual harassment, indicating that some women overanalyze or misinterpret a glance from a male and report this is sexual harassment.  She stated that “the harassment system is almost a joke because some women, you know, if they get looked at cross-eyed, well it’s harassment…but when there’s legitimate harassment it gets dismissed…I’ve seen so many people abuse systems that are in place to help”.   Such ‘false reporting’ may not only serve to deter women who have experienced legitimate harassment from reporting their experience, but also undermine reported cases of legitimate harassment as being truthful. 
4.2
Blaming the Victim

As indicated earlier a common outcome of women reporting sexual harassment is blaming the victim.  The present study found one woman who blamed women for harassment, in terms of their attitudes, behavior, and attire.  For instance, she stated that “you dress in suggestive clothing then you’re not going to earn that respect…One female master corporal I had working for me, the harassment issue, one, she showed up at a social function wearing a very, very tight leather outfit, as I explained after you show up dressed in a provocative manner like that, there’s nothing I can do about everybody having certain thoughts about you. You show up looking like that, the men are going to think a certain way.  If you don’t want men to think a certain way, and as a leader in the combat arms, you don’t want men to think a certain way, you cannot dress like that when you go to a military social function.” Such blaming attitudes from women towards female victims of harassment may serve to deter victims from reporting harassment, as well as eliminate a potential source of social support to cope with the harassment.  
5.0
DISCUSSION
Overall, it appears that reports of sexual harassment in the Canadian Forces combat arms have declined over time, suggesting that the current anti-harassment policy employed by Canadian Forces combat arms has largely been effective.  Indeed, a longitudinal study assessing self-reported sexual harassment among women in the Canadian Forces has found sexual harassment to have declined over the years (Holden & Davis, 2001).  In this study, among the six non-commissioned female members who did report harassment they found the formal reporting process to be counterproductive, leading to isolation, fear, reprisal, retaliation, and re-victimization.  

The implications of these results on job-related operations suggest the possibility of lower productivity and organizational commitment among women.  For instance, Magley, Waldo, Drasgow, and Fitzgerald (1999) found that women in the US military who had experienced unwanted sex-related behaviors were less satisfied with their work, co-workers, and supervisors, less committed to the military, and reported lower work productivity.  The researchers also found that women’s psychological well-being suffered as they reported greater anxiety and depression, which contributed to lowered work productivity.  In the literature, sexual harassment has consistently been found to have adverse effects on job satisfaction and organizational commitment (Dansky & Kilpatrick, 1997; Fitzgerald et al., 1999; Gutek & Koss, 1993; Munson et al., 1998; Schneider et al., 1997).  Rosenfeld, Newell, and Le (1998) found that among US Navy officers, those who reported experiencing harassment and discrimination expressed intentions to leave the Navy.  Similarly, women employed at a utility company in the US who reported being sexually harassed indicated lower levels of job satisfaction evidenced by increased absenteeism and intentions to quit (Fitzgerald & Drasgow, 1997).  These results may have implications for job-related operations, including reduced job satisfaction, organizational commitment, productivity, as well as deterioration of relationships with peers and supervisors for women in the CF combat arms who have experienced sexual harassment.  Notably, while results from past research may be useful for understanding the effects of sexual harassment on job-related operations among women in the CF combat arms, future research should include measures of job-related outcomes in order to empirically assess the association.  

Finally, past research indicates that harassment is considerably more prevalent in the military when personnel perceive that such behaviors are tolerated and the work groups are not well gender integrated (Fitzgerald et al., 1997; Glomb et al., 1997; Swan, 1997).  In fact, organizational tolerance for sexual harassment has been highlighted as a critical antecedent of harassment (Fitzgerald et al., 1997; Hulin, Fitzgerald, & Drasgow, 1996).  When military leadership does not tolerate sexual harassment, prevalence is lower and outcomes considerably less severe (Hunter, Williams, Fitzgerald, & Drasgow, 1999).  Consequently, while it is important for women to report sexual harassment, what may be more critical is commitment from senior leaders and the organization as a whole to eradicate harassment, creating an environment or culture that clearly demonstrates zero tolerance of harassment.  Given the decline in self-reported sexual harassment over time, the Canadian Forces combat arms appears to effectively employing policies to minimize sexual harassment. 

6.0
RECOMMENDATIONS

Based on the literature and results of the present study, in order to effectively deal with sexual harassment from the CF combat arms, the following recommendations are suggested.  Such recommendations may help to create an environment for women that facilitates the harassment reporting process without leading to the negative consequences of reporting, and allowing women to maintain work productivity and feelings of safety:

a) Clear and direct demonstration of intolerance for sexual harassment from military leaders in training and employment through seminars, workshops, meetings or weekly/monthly newsletters.  

b) Include all levels of leaders to directly convey intolerance for sexual harassment.

c) Conduct a review of the present harassment reporting system in order to ensure the safety of those reporting harassment and in order to avoid backlash and retaliation among peers.
d) Examine the effects of various types and lengths of anti-harassment training to implement the most effective training program.
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