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I. Executive Summary

Introduction 

Pursuant to section 481a of title 10, United States 

Code (U.S.C.), the Department of Defense (DoD) 

administers a biennial survey on DoD civilian 

employee workplace and gender relations.  The 2021 

DoD Civilian Employee Workplace and Gender 

Relations Survey (WGRC) and DoD Civilian Employee 

Workplace and Gender Relations Report for Fiscal 

Year (FY) 2021 satisfy the statutory survey 
requirement.  In addition to the survey data, the 

report includes available data related to formal DoD 

Equal Employment Opportunity (EEO) complaints of 

sexual harassment, gender discrimination, and work-

related unwanted sexual contact1 from FY 2021.  The 

analysis of these two data sources provides a means 

to assess the effectiveness of DoD EEO programs to 

improve the gender relations climate of the DoD 

civilian workforce.   

Due to the COVID-19 pandemic, the Department did not conduct a WGRC in 2020.  DoD 

administered the 2021 WGRC November 15, 2021 – January 24, 2022.  Participation in the 2021 

WGRC was voluntary and confidential2 for civilian employees.  The survey asked DoD civilian 

employees about gender issues, such as sexual harassment, gender discrimination, and 

unwanted sexual contact.3  The 2021 WGRC is the second WGRC to be conducted with both 

1 2021 WGRC collected data on “work-related unwanted sexual contact” and, therefore, the term “work-related unwanted 
sexual contact” is used when describing the 2021 WGRC results. 

2 For additional information regarding the confidential nature of the survey and how it differs from being an anonymous survey, 

please see Appendix A, specifically pages 4 and 23. 

3 As part of the effort to reduce survey burden during Office of Management and Budget survey clearance process, the metric 
used to estimate the prevalence of sexual assault (a 41-item measure of specific behaviors, intent, and mechanisms) was 
replaced with a 5-item measure of “unwanted sexual contact,” an umbrella term for a range of sex-related behaviors.   

Survey Requirement 

Congress requires the 

Department assess the DoD 

civilian employee population to 

identify gender issues, including 

sexual harassment, sex 

discrimination, and work-

related sexual assault, and the 

DoD climate for forming 

professional relationships 

between male and female DoD 

civilian employees. 
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appropriated fund (APF) and non-appropriated fund (NAF) civilian employees.4  The population 

surveyed consisted of DoD civilian employees (non-political appointees) who were 18 years of 

age or older, in a pay status, U.S. citizens, and who were not Active Duty military members.  

Single-stage, non-proportional stratified random sampling procedures5 were used to select APF 

civilian employees.  Given their smaller population size, the 2021 WGRC included a census of 

eligible NAF civilian employees.  The overall sample consisted of 456,432 civilian employees 

(APF = 364,561 and NAF = 91,871).  Completed surveys were received from 79,776 eligible 

respondents (APF = 70,324 and NAF = 9,452) and the overall weighted response rate for eligible 

sample members was 20.5 percent (APF = 21.6 percent and NAF = 11.0 percent).6  All survey 

results provided in this report were developed via an industry standard statistical weighting 

process used by similar government agencies to represent the DoD civilian population (not just 

survey respondents), including accounting for the demographic composition of the DoD civilian 

employee population and minimizing nonresponse bias.   

Considering the complex weighting procedures, all results (e.g., rates and percentages) are 

estimates that generalize the results of the survey sample to the total population of civilian 

employees.7  For the purposes of this report, the overall DoD civilian employee results are 

presented by gender through breakouts for each employee type, APF and NAF, in Appendix B.  

All results are based on metrics and definitions used in the survey, which may not align with 

legal definitions.8  Finally, the survey sought data on actions by “someone from work.”9  

Although covered by the survey, actions occurring outside the workplace are generally outside 

DoD’s purview.  However, this data does allow the Department to better serve the broader 

needs of the civilian force. 

4 The inaugural 2016 WGRC only surveyed APF civilian employees.  To fully cover the DoD civilian employee population, the 
2021 WGRC was expanded to include non-appropriated civilian employees.  

5 In stratified random sampling, all members of a population are categorized into homogeneous groups.  For example, members 
might be grouped by gender, employee type, and Component in one group (e.g., all Female APF Army civilian employees in 
one group, all Male APF Army civilian employees in another).  Members are chosen at random within each group.  Small 
groups are oversampled in comparison to their proportion of the population so there are enough responses from small 
groups to analyze.  Weights are used so that groups are correctly represented in the analyses. 

6 For more detailed information, see Table 1 in Appendix A.  

7 This report uses the phrase “civilian employees,” “civilian women,” and “civilian men” in the presentation of results from the 
2021 WGRC, to refer to the weighted results of responses provided by respondents to the survey.  Details on the complex 
weighting procedures used in the 2021 WGRC are provided in Appendix A. 

8 For a comprehensive explanation of the Office of People Analytics’ methodology for the 2021 WGRC, metrics used, and 
appropriate interpretations of results, please see Appendix A. 

9 “Someone from work” was defined as any person(s) with whom civilian employees came into contact as part of their DoD 
civilian job duties regardless of the context surrounding or where the alleged offense(s) occurred. 
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The survey results do not constitute actual knowledge of experiences of sexual misconduct or 

harassment or other specific instances of wrongdoing in the Department.  Allegations of sexual 

harassment, gender discrimination, and unwanted sexual contact must be reported and 

investigated through established channels before allegations may be recorded and 

substantiated.   

Results from the initial WGRC, the 2016 WGRC, provided a baseline for future assessments.  

The 2018 WGRC results were the first to enable the Department to trend responses to examine 

the effectiveness of reporting processes for DoD civilian employees who experience unwanted 

gender-related behaviors in the workplace.  These trends can also reveal cultural perceptions 

about gender relations in the DoD civilian workplace.  Results of the 2021 WGRC indicate the 

past year estimated rates of sexual harassment and gender discrimination trended downwards.  

Findings on climate indicate favorable views of leadership, safety, and a willingness to intervene 

when employees witness unwanted gender-related behaviors.  There are still areas where the 

Department can take action to improve the DoD civilian work environment.   

The 2021 WGRC also included a question addressing the impact of COVID-19 on the DoD civilian 

workplace.  Of those surveyed, 11 percent joined DoD during COVID-19.  Relevant to this 

report, 93 percent of surveyed DoD civilian employees felt that their treatment based on 

gender was about the same as before COVID-19 and 94 percent of DoD civilian employees felt 

that gender relations in their work unit was about the same as before COVID-19.  Preliminary 

analyses indicate the COVID-19 pandemic impacted the prevalence rates for civilian employees.  

These results will be explored in future analyses.   

What We Learned 
DoD civilians have favorable perceptions about their 
work climate.  Civilians report that leadership 
promotes positive gender relations, satisfaction with 
trainings received, and they feel safe at their primary 
duty location.  These remained stable since 2018.  

DoD civilians widely support statements about 
inclusion in the workplace and DoD leadership training 
prepared supervisors to handle issues. 

Data indicates that civilians who report sexual 
harassment, gender discrimination, and work-related 
unwanted sexual contact are not always satisfied with 
the reporting process.  

Way Forward 
The Department will continue to review and 
enhance policies on civilian harassment.  

The Department will continue to train 
civilian employees on what harassment is, 
how to report it, and available resources.  

The Department will review ways to support 
civilian employees who have experienced 
sexual harassment, gender discrimination, 
and work-related sexual assault as they 
move through the reporting process.  
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2021 WGRC Top Line Results 

Per section 481a of title 10, U.S.C., DoD fields biennial WGRCs every other fiscal year “to solicit 

information on gender issues, including issues relating to gender-based assault, harassment, 

and discrimination, and the climate in the Department for forming professional relationships 

between male and female civilian employees of the Department.”  Results indicate10: 

– An estimated 4.711 percent of DoD civilian employees (an estimated 7.3 percent of

women and 3.2 percent of men) experienced sexual harassment in the 12 months prior

to the survey.

– An estimated 3.2 percent of DoD civilian employees (an estimated 6.3 percent of

women and 1.4 percent of men) experienced gender discrimination in the 12 months

prior to the survey.

– An estimated 0.4 percent of DoD civilian employees (an estimated 0.7 percent of

women and 0.3 percent of men) experienced work-related12 unwanted sexual contact in

the 12 months prior to the survey.13  The work-related unwanted sexual contact

behaviors were then categorized hierarchically to create penetrative, attempted

penetrative, and non-penetrative unwanted sexual contact rates.

– An estimated 0.1 percent of civilian women and 0.1 percent of civilian men experienced

work-related penetrative unwanted sexual contact in the 12 months prior to the survey.

– An estimated 0.2 percent of civilian women and 0.1 civilian men experienced work-

related attempted penetrative unwanted sexual contact in the 12 months prior to the

survey.

– An estimated 0.6 percent of civilian women and 0.3 percent of civilian men experienced

work-related non-penetrative unwanted sexual contact in the 12 months prior to the

survey.

Sexual harassment, gender discrimination, and work-related unwanted sexual contact may 

involve multiple instances.  To reduce burden, civilian employees who indicated experiencing 

10 For more detailed information, see Table 1 in Appendix B. 

11 As a reminder, all the survey results provided in this report should be interpreted as estimates of the total population of 
civilian employees. 

12 “Work-related” means the alleged offender was “someone from work.”  Please see Appendix A for a description of the 2021 
WGRC work-related unwanted sexual contact metric. 

13 For more detailed information, see Table 44 in Appendix B. 
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sexual harassment, gender discrimination, and/or work-related unwanted sexual contact in the 

12 months prior to the survey were asked to describe the one situation of sexual harassment, 

gender discrimination, or work-related unwanted sexual contact that had the greatest effect on 

them (“one situation”).14  Civilian employees were also asked if they reported to leadership or 

an EEO representative the one situation of sexual harassment, gender discrimination, and 

work-related unwanted sexual contact with the greatest effect on them.  Results indicate15: 

– An estimated 38 percent of civilian women and 28 percent of civilian men who

experienced sexual harassment reported it to leadership.

– An estimated 11 percent of civilian women and 8 percent of civilian men who

experienced sexual harassment filed an EEO complaint.

– An estimated 41 percent of civilian women and 39 percent of civilian men who

experienced gender discrimination reported it to leadership.16

– An estimated 16 percent of civilian women and 17 percent of civilian men who

experienced gender discrimination filed an EEO complaint.

– An estimated 32 percent of civilian women and 40 percent of civilian men who

experienced work-related unwanted sexual contact reported it to leadership.17

– An estimated 10 percent of civilian women and 17 percent of civilian men who

experienced work-related unwanted sexual contact filed an EEO complaint.

– An estimated 6 percent of civilian women and 8 percent of civilian men who

experienced work-related unwanted sexual contact filed a police report.

The 2021 WGRC also assessed attitudes and opinions about training and climate related to 

sexual harassment, gender discrimination, and unwanted sexual contact.  More than 80 percent 

of civilian employees indicated their leadership promotes a positive gender relations climate 

and 91 percent of civilian employees feel safe in their workplace from sexual harassment and 

sexual assault.  Most civilian employees were willing to act to prevent sexual harassment, as 88 

14 Civilian employees who indicated experiencing both sexual harassment and gender discrimination were asked to identify the 
one situation that had the greatest effect on them and answer one set of questions.  This means results presented for sexual 
harassment only represent employees who experienced a sexual harassment behavior and chose to discuss it in the one 
situation.  Similarly, results presented for gender discrimination only represent employees who experienced a gender 
discrimination behavior and chose to discuss it in the one situation. 

15 For more detailed information, see Table 8 in Appendix B. 

16 For more detailed information, see Table 28 in Appendix B. 

17 For more detail information, see Table 53 in Appendix B.  
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percent of civilian employees indicated they intervened in at least one way when witnessing 

someone from work “cross the line” with gender-related comments and jokes.18  In addition, 89 

percent of civilian employees have received training on sexual harassment, gender 

discrimination, and/or sexual assault in the 12 months prior to the survey and most civilian 

employees who received the training said it conveyed relevant information.    

In addition to reviewing the estimated rates based on the survey data, DoD reviewed the 

number of formal EEO complaints of sexual harassment or gender discrimination processed by 

the Department during FY 2021, as reported to the Equal Employment Opportunity Commission 

(EEOC) in the Annual Federal Equal Employment Opportunity Statistical Report of 

Discrimination Complaints (EEOC Form 462).  It is important to note that the number of 

complaints resolved in FY 2021 is not a direct correlation to the number of complaints filed in 

FY 2021.  The inability to determine which complaints were filed in a particular fiscal year is a 

data gap the Department continues to examine. 

FY 2021 Sexual Harassment Complaints 

– There were 259 allegations of sexual harassment in formal EEO complaints:  5 were

female complainants and 1 was a male complainant.

– There were 0 findings that sexual harassment occurred, and 2 sexual harassment

allegations were settled19 without a finding.20

FY 2021 Gender Discrimination Complaints 

– There were 943 allegations of gender discrimination in formal EEO complaints.

– There were 34 findings that gender discrimination occurred, and 249 gender

discrimination allegations were settled without a finding.21

FY 2021 Work-Related Sexual Assault Reports 

18 For more detailed information, see Table 75 in Appendix B. 

19 When a complaint is settled, it means the complainant and agency reached an agreement by using some form of alternative 
dispute resolution, often mediation.  The only settlement data available were the number of gender discrimination or sexual 
harassment complaints that were settled. 

20 As a reminder, the number of complaints that received a finding or were settled in FY 2021 may have been filed prior to FY 
2021. 

21 As a reminder, the number of complaints that received a finding or were settled in FY 2021 may have been filed prior to FY 
2021. 
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For FY 2021, the data related to reports of work-related sexual assault made by DoD civilian 

employees is incomplete.  Each DoD Component varies in how it collects data and what 

elements are collected.  This limits DoD’s ability to analyze reports of work-related sexual 

assault in relation to survey data concerning unwanted sexual contact.  The Department 

recognizes this is an area in need of improvement and continues to explore other methods for 

gathering this data.  Steps taken during FY 2021 are discussed further in the report. 
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Figure 1 Estimated percent of DoD civilian employees in the 12 months prior to the survey 

   

Estimated percent of DoD civilian employees in the 12 months prior to the survey 

 

Reported to leadership 

Filed EEO complaint 

Filed police report 

32% women, 40% men 

10% women, 17% men 

6% women, 8% men 

 

Penetrative unwanted sexual 

contact 

0.1% women, < 0.1 % men 

Attempted penetrative 
unwanted sexual contact 

< 0.2% women, 0.1% men 

Non-penetrative unwanted 

sexual contact 

0.6% women, 0.3% men 

Experienced work-related 

unwanted sexual contact 

0.4% 
0.7% women, 0.3% men 

Experienced sexual harassment 

4.7% 
7.3% women, 3.2% men 

 

Reported to leadership 

Filed EEO complaint 

 

38% women, 28% men 

28% women, 8% men 

 

Experienced gender discrimination 

3.2% 
6.3% women, 1.4% men 

 

Reported to leadership 

Filed EEO complaint 

 

41% women, 39% men 

16% women, 17% men 
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Assessment of Progress 

Since the 2018 WGRC, the Office for Diversity, Equity, and Inclusion (ODEI) has continued its 

critical work of supporting a culture of dignity and respect that values diversity and inclusion as 

readiness imperatives. 

The COVID-19 pandemic created unique challenges for the Nation and DoD’s civilian workforce. 

Navigating the new telework environment, onboarding new staff remotely, and meeting the 

ever-evolving needs of DoD required collaboration and cooperation in new ways.  COVID-19 

delayed the development and publication of the DoD Civilian Employee Workplace and Gender 

Relations Report from FY 2020 into FY 2021.  Questions focused on perception of work unit 

norms, DoD leadership training, confidence in responding to employee reports, third party 

intervention, and changing parameters to better assess civilian employees’ feelings about 

complaint processing and outcomes.  

Overall, DoD civilian employees reported significantly lower rates of sexual harassment and 

gender discrimination in 2021 than in 2018.  Data shows similar reporting rates for sexual 

harassment, gender discrimination, and work-related unwanted sexual contact.  That data also 

shows that civilian employees are more likely to report experiences to their leadership rather 

than their EEO representatives.  

Figure 2  Civilian Past Year Unwanted Gender-Related Behavior Prevalence Discrimination 

Estimate7uyyyyys
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Modifications to existing survey questions included added questions to sexual quid pro quo to 

determine if the behavior was done by leaders and refined the complaints section to elicit 

actionable data regarding who received the complaint, type of complaint made, satisfaction 

with complaint outcome for various reporting options, and resolution.  This data provides a 

clear view of where problems remain.  

 

Overall, the survey shows a civilian workforce whose leadership promotes positive gender 

relations, who are satisfied with the training they have received, and who feel safe in their 

primary duty locations.  However, once an incident occurs and is reported, employees continue 

to reflect their dissatisfaction with the process, their status, and outcomes.   
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II. Introduction

Background 

DoD is firmly committed to promoting an environment of dignity and respect among all Service 

members and civilian employees.  Discrimination against persons or groups based on race, 

color, religion, sex, national origin, disability, age, genetic information, retaliation, or reprisal is 

strictly prohibited by the Department, in accordance with Title VII of the Civil Rights Act of 

1964, as amended. 

Section 481 of title 10, U.S.C., requires DoD to conduct a survey to assess the gender relations 

climate in the Armed Forces.  The National Defense Authorization Act for FY 2015 amended title 

10, U.S.C., to add section 481a, which required the Department to also conduct a biennial 

survey of DoD civilian employees on gender relations, including issues related to gender 

discrimination, sexual harassment, and gender-based assault, and the climate in the 

Department for forming professional relationships between male and female employees, 

beginning in FY 2016. 

Section 481a of title 10, U.S.C., also requires that the following information be collected 

biennially from a survey of DoD civilian employees: 

– Indicators of positive and negative trends for professional and personal relationships

between male and female civilian employees of the Department.

– The specific types of assault on civilian employees of the Department by other

personnel of the Department (including contractor personnel)22 that occurred, and the

number of times each respondent was assaulted during the preceding fiscal year.

– The effectiveness of Department policies designed to improve professional relationships

between male and female civilian employees of the Department.

– The effectiveness of current processes for complaints on and investigations into gender-

based assault, harassment, and discrimination involving civilian employees of DoD.

22 Report on the Feasibility of Conducting Recurring WGRC Surveys of Military Dependents and Contractors of the DoD, 
September 2015, explained the onerous complications involved with conducting surveys on military dependents and 
contractors.  Accordingly, the 2021 WGRC Survey was not conducted with these populations. 
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– Any other issues relating to assault, harassment, or discrimination involving civilian

employees of the Department that the Secretary considers appropriate.

The survey instrument used military workplace and gender relations survey metrics that were 

adapted for the DoD civilian employee population.  It included sexual harassment, gender 

discrimination, and work-related unwanted sexual contact metrics; broad gender relations 

climate; policy effectiveness; and reporting procedures.  The 2021 WGRC was conducted 

November 15, 2021 – January 24, 2022.  Participation in the survey by the survey sample 

population was voluntary and confidential.  The 2021 WGRC is the second survey to include the 

NAF civilian employee population—the 2018 WGRC was the first.   

The survey asks respondents who indicated experiencing behaviors of sexual harassment, 

gender discrimination, and/or work-related unwanted sexual contact if they reported those 

behaviors to leadership or EEO representatives.  The Department collects data annually on the 

number of sexual harassment and gender discrimination formal complaints addressed through 

the EEO process.  In addition to 2021 WGRC results, this report includes data on these EEO 

complaints tracked by the Department.   

Oversight of Equal Employment Opportunity of DoD 

Civilian Employees 

ODEI, under the authority of the Executive Director, Force Resiliency and the Under Secretary of 

Defense for Personnel and Readiness (USD(P&R)), has broad responsibility for the DoD EEO 

program.  This responsibility includes oversight for policy development, standardization of 

training and education, data collection, and analysis of unlawful discrimination complaint data.  

Examining the gender relations climate and experiences of the DoD civilian employee 

population assists in identifying and analyzing trends. 

ODEI Mission Statement 

ODEI’s mission is to direct and develop and oversee policies to promote a DoD culture of dignity 

and respect that values diversity and inclusion as readiness imperatives. 



 

 
14 

ODEI 

DoD Civilian Employee Workplace and Gender Relations Report FY 2021 

DoD Civilian EEO Complaint Process 

Civilian employees who believe they have experienced sexual harassment or gender 

discrimination have multiple avenues to pursue relief, including filing an EEO complaint under 

the authority of Part 1614 of title 29, Code of Federal Regulations (CFR), and as outlined by 

EEOC Management Directive 110.  When an individual first reports a concern to his or her 

Component’s EEO office, the individual enters the pre-complaint phase and is referred to as the 

aggrieved.  The pre-complaint phase is an informal phase that allows the EEO professionals to 

aid the aggrieved in resolving the concern as early as possible.  This can be accomplished 

through mediation between the aggrieved and the responding management official, or by 

simply assisting the aggrieved to identify options to address his or her concern(s).   

 

If the issue is not resolved during the informal pre-complaint phase, the individual has the 

option to pursue a formal complaint process.  If the individual elects to file a formal EEO 

complaint, he or she becomes the complainant, and the accepted claims undergo an 

investigation to develop a complete factual record that will be used by a trier of fact to 

determine whether the allegations are substantiated.  The Defense Human Resources Activity 

Investigations and Resolutions Directorate conducts EEO investigations for DoD.   

 

Although the Components track the basis23 and issue24 of pre-complaints, this information is not 

reported on the EEOC 462, which is the primary source of complaint data for this report.  Once 

a complaint becomes formal, specific elements of the complaint are officially tracked.  

Accordingly, the complaint data for gender-based complaints provided herein are for 

allegations made in EEO formal complaints only and shall be referred to as “complaints” for 

simplicity. 

 

An EEO complainant must identify the basis and issue when bringing forward a complaint of 

discrimination.  A complainant may allege multiple bases and issues in one complaint.  This 

report focuses on FY 2021 EEO complaints involving alleged gender discrimination or sexual 

 

 
23 The basis of a complaint is the reason the complainant believes he or she was discriminated against based on a protected 

class (e.g., race, sex, disability) relating to a term, condition, or benefit of employment.   

24 The issue is the specific complaint(s) of how the complainant was discriminated against or treated differently from other 
employees because of his or her basis.  For example, a complainant may allege she was denied a promotion because of her 
gender.  The denial of the promotion is the issue and her gender is the basis.   
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harassment.25 

 

The EEOC Form 462 tracks data by fiscal year.  However, complaint activity can extend past the 

fiscal year boundaries due to several variables including, but not limited to, when the complaint 

was filed or if it moved into the investigation or adjudication stages.  Accordingly, the number 

of findings or settlements do not correspond directly to the number of complaints filed.  In 

other words, the number of findings or settlements could relate to a complaint that was filed in 

a previous fiscal year.  Therefore, in reviewing this report, it should be noted that complaints 

closed due to settlements, findings, or other reasons may or may not have been filed during 

that fiscal year.   

 

This report includes the data concerning sexual harassment and gender discrimination EEO 

complaints from 25 DoD Components.  For FY 2021, the following DoD Components submitted 

an EEOC Form 462:   

 

Table 1.1:  List of DoD Components Providing FY 2021 EEO Complaint Data   

Military 
Departments 

Department of the Air Force (Air Force) 

Department of the Army 

Department of the Navy 

DoD 
Agencies/Activiti
es 

Army and Air Force Exchange Service 

Defense Commissary Agency 

Defense Contract Audit Agency 

Defense Contract Management Agency 

Defense Counterintelligence and Security Agency 

Department of Defense Education Activity 

Defense Finance and Accounting Service 

Defense Human Resources Activity 

 

 
25 Under Title VII and Part 1614 of title 29, CFR, sexual harassment is a type of gender discrimination.  Specifically, gender is the 

basis and sexual harassment is the issue.  A complainant alleges he or she experienced discrimination due to gender when he 
or she was sexually harassed.  To provide a more accurate comparison to the 2021 WGRC, however, the EEOC Form 462 data 
were separated into 1) sexual harassment complaints, and 2) other gender discrimination complaints. 
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Defense Information Systems Agency 

Defense Logistics Agency 

Defense Media Activity 

Defense Security Cooperation Agency 

Defense Technical Information Center 

Defense Threat Reduction Agency 

Missile Defense Agency 

National Geospatial-Intelligence Agency 

National Security Agency 

Office of Inspector General 

Organization of the Joint Chiefs of Staff 

Uniformed Services University of Health Services 

Washington Headquarters Services 

 

Supporting Laws and Policies 

Several Federal laws and regulations apply to the topics of gender discrimination and sexual 

harassment: 

– Title VII of the Civil Rights Act of 1964, as amended 

– Chapter 23 of title 5, U.S.C. 

– Notification and Federal Employee Antidiscrimination and Retaliation Act of 2002 (“No 

FEAR Act”), Public Law 107-174 

– Executive Order (EO) 11478, “Equal Employment Opportunity in the Federal 

Government,” August 8, 1969, as amended 

– EO 13087, “Further Amendment to Executive Order 11478, Equal Employment 

Opportunity in the Federal Government,” May 28, 1998 

– EO 13672, “Further Amendments to Executive Order 11478, Equal Employment 

Opportunity in the Federal Government, and Executive Order 11246, Equal Employment 

Opportunity,” July 21, 2014  
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– Section 724 of title 5, CFR, Implementation of Title II of the Notification and Federal 

Employee Antidiscrimination and Retaliation Act of 2002 

– Section 1604 of title 29, CFR, Guidelines on Discrimination Because of Sex 

– Section 1614 of title 29, CFR, Federal Sector Equal Employment Opportunity 

 

In addition to the legal framework, DoD implemented internal policies to further provide 

guidance, procedures, and enforcement of these laws: 

– DoD Directive (DoDD) 1020.02E, “Diversity Management and Equal Opportunity in the 

DoD,” June 8, 2015 

– DoDD 1440.1, “DoD Civilian Equal Employment Opportunity (EEO) Program,” May 21, 

1987, certified current November 21, 2003 

– DoD Instruction (DoDI) 1020.04, “Harassment Prevention and Responses for DoD 

Civilian Employees,” June 30, 2020 

– DoDI 1400.25, Vol. 410, “DoD Civilian Personnel Management system:  Training, 

Education, and Professional Development,” September 25, 2013 

– DoDI 1400.25, Vol. 771, “DoD Civilian Personnel Management System:  Administrative 

Grievance System,” December 26, 2013, Incorporating Change 1, June 13, 2021 

– DoDI 1400.25, Vol. 1614, “DoD Civilian Personnel Management System:  Investigation of 

Equal Employment Opportunity (EEO) Complaints,” November 5, 2015 

– DoDI 1438.06, “DoD Workplace Violence Prevention and Response Policy,” January 16, 

2014 

– DoDI 5505.18, “Investigation of Adult Sexual Assault in the Department of Defense,” 

March 22, 2017 

– DoDI 5525.07, “Implementation of the Memorandum of Understanding Between the 

Departments of Justice and Defense Relating to the Investigation and Prosecution of 

Certain Crimes,” June 18, 2007 

– DoDI 6495.02, “Sexual Assault Prevention and Response (SAPR) Program Procedures,” 

March 28, 2013, Incorporating Change 3, May 24, 2017 
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Figure 3:  EEO Discrimination Complaint Process 
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III.  Top Line Results 

2021 WGRC Results for Sexual Harassment  

Estimate of Sexual Harassment in the 12 Months Prior to the Survey  

As measured on the 2021 WGRC, sexual harassment comprises two types of behavior:  a 

sexually hostile work environment and sexual quid pro quo.  A sexually hostile work 

environment includes unwelcome sexual conduct or comments that interfere with a person’s 

work performance; creates an intimidating, hostile, or offensive work environment; or where 

the conduct is a condition of a person’s job, pay, or career.  The behaviors must have continued 

after the alleged offender knew to stop or were so severe that most DoD civilian employees 

would have found them offensive.  Sexual quid pro quo includes instances of job benefits or 

losses conditioned on sexual cooperation.  Based on weighted statistics, which generalize the 

results of the survey sample to the larger DoD civilian population, the 2021 WGRC Sexual 

Harassment Rate is an estimate of the percent of DoD civilian employees who experienced a 

sexually hostile work environment and/or sexual quid pro quo committed by someone from 

work26 in the 12 months prior to the survey.  Overall, 4.7 percent of DoD civilian employees (7.3 

percent of women and 3.2 percent of men) indicated they experienced sexual harassment in 

the 12 months prior to the survey.27 

 

In 2021, DoD civilian employees indicated lower rates of sexual harassment compared to 2018 

(an estimated 5.75 percent of civilian employees, 9.2 percent of civilian women, and 3.6 

percent of civilian men).28 

 

Sexual Harassment One Situation Details 

Sexual harassment is not always a one-time event.  Civilian employees who indicated they 

experienced sexual harassment in the 12 months prior to the survey were asked to describe the 

 

 
26 At least one alleged offender was someone from work, regardless of the context surrounding or where the behavior 

occurred. 

27 For more detailed information, see Table 1 in Appendix B. 

28 For more detailed information for APF trends, see Table 1 in Appendix C. 
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one situation of sexual harassment that had the greatest effect on them (“one situation”).29  Of 

the 4.7 percent of DoD civilian employees who indicated they experienced sexual harassment in 

the 12 months prior to the survey: 

– An estimated 88 percent of civilian women and 98 percent civilian men experienced the 

one situation of sexual harassment in a DoD context.30  

– Most (an estimated 89 percent of women and 88 percent of men) indicated at least one 

alleged offender was a man.  Over a third of civilian men (an estimated 38 percent) 

indicated at least one alleged offender was a woman, while only 28 percent of civilian 

women indicated the same.31  

– Most (an estimated 86 percent of women and 90 percent of men) identified another 

DoD civilian employee as the alleged offender, with an estimated 49 percent of civilian 

women and 50 percent of civilian men indicating the alleged offender was part of their 

leadership.32   

Reporting Sexual Harassment to Leadership 

The 2021 WGRC also assessed reports to leadership about the one situation of sexual 

harassment.33  Of the estimated 4.7 percent of DoD civilian employees who experienced sexual 

harassment in the 12 months prior to the survey, an estimated 38 percent of civilian women 

and 28 percent of civilian men reported the one situation to leadership.34   

 

Civilian employees who indicated they reported the one situation of sexual harassment to 

leadership were asked to identify all the applicable actions that resulted from their report.  The 

 

 
29 Civilian employees may have indicated they experienced more than one situation of sexual harassment and/or gender 

discrimination in the 12 months prior to the survey.  To reduce burden, civilian employees who indicated they experienced 
sexual harassment and/or gender discrimination were asked to think about the “one situation” with the greatest effect on 
them.  They then elected whether they wished to discuss an experience of sexual harassment or gender discrimination in the 
one situation.  Thus, results are indicative of those who indicated experiencing sexual harassment in the 12 months prior to 
the survey and who elected to discuss at least one experience of sexual harassment in the one situation. 

30 “DoD context” includes any location or situation associated with DoD (e.g., at a military installation, while performing their 
job duties, and while on temporary duty or assignment).  Unwanted behaviors that occurred while DoD civilian employees 
were off duty in a situation unrelated to work were not considered “DoD context.”  For more detailed information, see Table 
6 in Appendix B. 

31 For more detailed information, see Tables 5 in Appendix B. 

32 For more detailed information, see Table 6 in Appendix B. 

33 Results reflect reports made to leadership with the expectation that an investigation and corrective action would occur. 

34 For more detailed information, see Table 8 in Appendix B. 
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most frequently endorsed actions35 are listed in Table 1.2.  

 

Table 1.2:  Actions Resulting from Reporting Sexual Harassment to Leadership  

Most Frequently Endorsed Actions Women Men 

The person who was told took no action 39 percent 44 percent 

Someone talked to the alleged offender(s) to ask them to change their 
behavior 

39 percent 39 percent 

Coworkers treated them worse, avoided them, or blamed them for the 
problem 

30 percent 31 percent 

They were encouraged to drop the issue 26 percent 37 percent 

The rules on harassment were explained to everyone in the workplace 23 percent 32 percent 

 

Civilian employees were also asked to rate aspects of their experience reporting their situation 

to leadership.  Overall, employees reported high satisfaction with the availability of information 

filing EEO complaints but low levels of satisfaction with various aspects of the reporting process 

for civilian employees who indicated they reported the one situation of sexual harassment to 

leadership.  Specifically, eight aspects of the reporting process were assessed including: 

– The reporting process overall. 

– How well you were/are kept informed about the progress of your report. 

– The amount of time it took/is taking to resolve your report. 

– The action taken by leadership handling your situation. 

– How you were treated by leadership handling your report. 

– The degree to which your privacy was/is being protected. 

– The availability of information about victim support resources. 

– The availability of information about how to file an EEO complaint. 

 

 

 
35 For more detailed information, see Table 11 in Appendix B. 
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Figure 4 shows the level of satisfaction with various aspects of their report to leadership about 

the one situation of sexual harassment experienced in the 12 months prior to the survey for 

civilian women and men.36   

Figure 4:  Satisfaction with Aspects of Reporting Sexual Harassment to Leadership  

 

 

 
36 For more detailed information, see Table 13 in Appendix B. 
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Civilian employees who indicated they experienced sexual harassment in the 12 months prior 

to the survey and did not indicate reporting the one situation to leadership were asked to 

identify the reasons why they chose not to report. 

 

The top three reasons37 indicated by civilian employees for not reporting the one situation of  

sexual harassment to leadership are listed in Figure 5.  

 

Filing a Complaint about Sexual Harassment with EEO Representatives 

The 2021 WGRC assessed whether the civilian employees filed an EEO complaint about the one 

situation of sexual harassment in the 12 months prior to the survey.  Of the estimated 9 

percent of DoD civilian employees who experienced sexual harassment in the 12 months prior 

to the survey, an estimated 11 percent of women and 8 percent of men filed an EEO complaint 

about the one situation.38   

 

Civilian employees who indicated filing an EEO complaint about the one situation of sexual 

harassment were then asked to identify the actions that resulted from their complaint.  The 

 

 
37 For more detailed information, see Table 19 in Appendix B. 

38 For more detailed information, see Table 8 in Appendix B. 
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most frequently endorsed actions39 are listed in Table 1.4. 

 

Table 1.4:  Actions Resulting from Filing an EEO for Sexual Harassment 

Most Frequently Endorsed Actions Women Men 

The person who was told took no action 46 percent 62 percent 

An investigation, survey, or other assessment of the workplace was 
conducted 

50 percent 31 percent 

They were discouraged from filing/further pursuing an EEO complaint 36 percent 36 percent 

The person(s) who acted this way took action against them for filing an 
EEO complaint 

27 percent 37 percent 

They were encouraged to drop the issue 29 percent 34 percent 

 

Civilian employees were also asked to rate aspects of their experience filing an EEO complaint.  

Overall, low levels of satisfaction with various aspects of the complaint process were observed 

for civilian employees who indicated they filed an EEO complaint about the one situation of 

sexual harassment.  On balance, civilian men who experienced sexual harassment and file an 

EEO complaint were less satisfied with the process than their civilian women counterparts.  

Specifically, eight aspects of the complaint process were assessed including: 

– The complaint process overall. 

– The degree to which your privacy was/is being protected. 

– The amount of time it took/is taking to resolve your complaint. 

– How well you were/are kept informed about the progress of your complaint. 

– The availability of information about victim support resources. 

– The action taken by the EEO representative handling your complaint. 

– The availability of information about how to file an EEO complaint. 

– How you were treated by the EEO representative handling your complaint. 

Figure 6 shows the level of satisfaction with various aspects of the EEO complaint filed about 

 

 
39 For more detailed information, see Table 32 in Appendix B. 
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the one situation of sexual harassment experienced in the 12 months prior to the survey for 

civilian women and men, respectively.40   

 

Figure 6:  Satisfaction with Aspects of Filing an EEO Complaint for Sexual Harassment  

 
 

Civilian employees who indicated they experienced sexual harassment in the 12 months prior 

to the survey and did not indicate filing an EEO complaint about the one situation were asked 

 

 
40 For more detailed information, see Table 14 in Appendix B. 
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to identify the reasons why they chose not to file.  The top four reasons41 identified by civilian 

employees for not filing an EEO complaint about the one situation of sexual harassment are 

listed in Figure 7. 

 

In terms of resolving complaints about sexual harassment filed with EEO Representatives, 22 

percent of DoD civilian women and 13 percent of DoD civilian men who filed an EEO complaint 

indicated the situation was resolved.  Only 27 percent of DoD civilian women and 34 percent of 

DoD civilian men knew the final disposition of the sexual harassment complaints they filed with 

EEO representatives.  Among DoD civilian women who knew the final disposition of their 

complaint, 54 percent had their complaints substantiated.  The data for civilian men on 

whether their complaints were substantiated was non-reportable. 

  

 

 
41 For more detailed information, see Table 20d in Appendix B. 
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* Results are self-reported by DoD civilian employees and do not necessarily constitute official complaints that are tracked by the Department 
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2021 WGRC Results for Gender Discrimination  

Estimate of Gender Discrimination in the 12 Months Prior to the Survey  

Based on weighted statistics, which generalize the results of the survey sample to the larger 

DoD civilian population, the 2021 WGRC Gender Discrimination Rate is an estimate of the 

percent of DoD civilian employees who experienced behaviors or comments directed at them 

by someone from work because of their gender that they believe resulted in harm to their 

career in the 12 months prior to the survey.  Overall, an estimated 3.2 percent of DoD civilian 

employees (an estimated 6.3 percent of women and 1.4 percent of men) experienced gender 

discrimination in the 12 months prior to the survey.42   

 

In 2021, DoD civilian employees and civilian men experienced lower rates of gender 

discrimination compared to those experienced in 2018 (an estimated 3.5 percent of civilian 

employees and 1.7 percent of civilian men).43 

 

Gender Discrimination One Situation Details 

Gender discrimination is not always a one-time event.  Civilian employees who indicated they 

experienced gender discrimination in the 12 months prior to the survey were asked to describe 

the one situation of gender discrimination that had the greatest effect on them (“one 

situation”).44  Of the 3.2 percent of DoD civilian employees who experienced gender 

discrimination in the 12 months prior to the survey: 

– An estimated 99 percent of civilian women and 99 percent of civilian men experienced 

gender discrimination in a DoD context.45  

 

 
42 For more detailed information, see Table 1 in Appendix B. 

43 For more detailed information for APF trends, see Table 1 in Appendix C. 

44 Civilian employees may have indicated they experienced more than one situation of sexual harassment and/or gender 
discrimination in the 12 months prior to the survey.  To reduce burden, civilian employees who indicated they experienced 
sexual harassment and/or gender discrimination were asked to think about the “one situation” with the greatest effect on 
them.  They then elected whether they wished to discuss an experience of gender discrimination in the one situation.  Thus, 
results are indicative of those who indicated experiencing gender discrimination in the 12 months prior to the survey and 
who elected to discuss at least one experience of gender discrimination in the one situation. 

45 “DoD context” includes any location or situation associated with DoD (e.g., at a military installation, while performing their 
job duties, and while on temporary duty or assignment).  Unwanted behaviors that occurred while DoD civilian employees 
were off duty in a situation unrelated to work were not considered “DoD context.”  For more detailed information, see Table 
25 in Appendix B. 
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– Most (95 percent of women and 64 percent of men) indicated at least one alleged

offender was a man.  Most civilian men (80 percent) indicated at least one alleged

offender was a woman, while only 28 percent of civilian women indicated the same.46

– Most (88 percent of women and 91 percent of men) identified another DoD civilian

employee as the alleged offender, with an estimated 84 percent of civilian women and

89 percent of civilian men indicating the alleged offender was part of their leadership.47

Reporting Gender Discrimination to Leadership 

The 2021 WGRC also assessed the reports about the one situation of gender discrimination to 

leadership.48  Of the estimated 3.2 percent of DoD civilian employees who experienced gender 

discrimination in the 12 months prior to the survey, an estimated 41 percent of women and 39 

percent of men reported the one situation to leadership.49   

Civilian employees who indicated they reported the one situation to leadership were asked to 

identify all the applicable actions that resulted from their report.  The most frequently 

endorsed actions50 are listed in Table 1.6.  

46 For more detailed information, see Tables 26 in Appendix B. 

47 For more detailed information, see Table 27 in Appendix B. 

48 Results reflect reports made to leadership with the expectation that an investigation and corrective action would occur. 

49 For more detailed information, see Table 28 in Appendix B. 

50 For more detailed information, see Table 31 in Appendix B. 
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Table 1.6:  Actions Resulting from Reporting to Leadership Gender Discrimination  

Most Frequently Endorsed Actions Women Men 

The person who was told took no action 54 percent 69 percent 

They were encouraged to drop the issue 32 percent 47 percent 

Their leadership punished them for bringing it up 32 percent 46 percent 

Coworkers treated you worse, avoided you, or blamed 
you for the problem 

34 percent 37 percent 

The person(s) who acted this way took action against 
them for reporting to leadership 

29 percent 41 percent 

 
 

Civilian employees were also asked to rate aspects of their experience reporting the situation to 

leadership.  Overall, low levels of satisfaction with various aspects of the reporting process 

were observed for civilian employees who indicated they reported the one situation to 

leadership.  Specifically, eight aspects of the reporting process were assessed including: 

– The reporting process overall. 

– The action taken by leadership handling your situation. 

– The amount of time it took/is taking to resolve your report. 

– The degree to which your privacy was/is being protected. 

– How you were treated by leadership handling your report. 

– The availability of information about victim support resources. 

– How well you were/are kept informed about the progress of your report. 

– The availability of information about how to file an EEO complaint. 

 

Figure 9 shows the level of satisfaction with various aspects of reporting to leadership about 

the one situation of gender discrimination experienced in the 12 months prior to the survey for 
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civilian women and men, respectively.51   

Figure 9:  Satisfaction with Aspects of Reporting Gender Discrimination to Leadership  

 

Civilian employees who indicated they experienced gender discrimination in the 12 months 

prior to the survey and did not indicate reporting the one situation to leadership were asked to 

identify the reasons why they chose not to report.  The top three reasons52 indicated by civilian 

 

 
51 For more detailed information, see Table 33 in Appendix B. 

52 For more detailed information, see Table 39 in Appendix B. 
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employees for not reporting the one situation of gender discrimination to leadership are listed 

in Figure 10.  

 

Filing a Gender Discrimination Complaint to EEO Representatives 

The 2021 WGRC assessed whether civilian employees filed an EEO complaint about the one 

situation of gender discrimination in the 12 months prior to the survey.  Of the estimated 3.2 

percent of DoD civilian employees who indicated they experienced gender discrimination in the 

12 months prior to the survey, an estimated 16 percent of women and 17 percent of men filed 

an EEO complaint.53   

 

Civilian employees who indicated filing an EEO complaint were then asked to identify the 

actions that resulted from their complaint.  The most frequently endorsed actions54 are listed in 

Table 1.18.  

 

Table 1.8:  Actions Resulting from Filing an EEO Complaint for Gender Discrimination 

 

 
53 For more detailed information, see Table 28 in Appendix B. 

54 For more detailed information, see Table 32 in Appendix B. 
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Most Frequently Endorsed Actions Women Men 

The person who was told took no action 44 percent 51 percent 

An investigation, survey, or other assessment of the 
workplace was conducted 

43 percent 40 percent 

They were discouraged from filing/further pursuing an EEO 
complaint 

30 percent 43 percent 

Their leadership punished them for bringing it up 29 percent 48 percent 

The person(s) who acted this way took action against them 
for filing an EEO complaint 

28 percent 38 percent 

 

Civilian employees were also asked to rate aspects of their experience filing an EEO complaint.  

Overall, low levels of satisfaction with various aspects of filing an EEO complaint were observed 

for civilian employees who indicated they filed an EEO complaint.  Specifically, eight aspects of 

filing an EEO complaint were assessed including: 

– The complaint process overall.  

– The degree to which your privacy was/is being protected. 

– The amount of time it took/is taking to address the situation. 

– The availability of information about victim support resources. 

– The action taken by the EEO representative handling your complaint. 

– How well you were/are kept informed about the progress of your complaint. 

– The availability of information about how to file an EEO complaint. 

– How you were treated by the EEO representative handling your complaint. 

 

Figure 6 shows the level of satisfaction with various aspects of filing an EEO complaint about 

the one situation of gender discrimination experienced in the 12 months prior to the survey for 

civilian women and men, respectively.55   

 

 
55 For more detailed information, see Table 34 in Appendix B. 
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Figure 11:  Satisfaction with Aspects of Filing an EEO Complaint for Gender Discrimination 

Civilian employees who indicated they experienced gender discrimination in the 12 months 

prior to the survey and did not indicate filing an EEO complaint were asked to identify the 

reasons why they chose not to disclose.  The top four reasons56 identified by civilian employees 

for not filing an EEO complaint of gender discrimination are listed in Figure 12. 

56 For more detailed information, see Table 40 in Appendix B. 
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In terms of resolving complaints about gender discrimination filed with EEO Representatives, 15 

percent of DoD civilian women and 9 percent of DoD civilian men filed an EEO complaint and 

indicated the situation was resolved.  Only 23 percent of DoD civilian women and 34 percent of 

DoD civilian men knew the final disposition of the gender discrimination complaints they filed 

with EEO representatives.  Among DoD civilian women who knew the final disposition of their 

complaint, fully 64 percent had their complaints substantiated.  The data for civilian men on 

whether their complaints were substantiated was non-reportable.  
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* Results are self-reported by DoD civilian employees and do not necessarily constitute official complaints that are tracked by the Department



37 

ODEI 

DoD Civilian Employee Workplace and Gender Relations Report FY 2021 

2021 WGRC Results for Work-Related Unwanted Sexual 

Contact  

Estimates of Work-Related Unwanted Sexual Contact in the 12 Months 

Prior to the Survey 

Substantive changes were made to the survey questionnaire in 2021, as part of the Office of 

Management and Budget survey clearance process, to reduce survey burden.  Most notably, 

the metric used to estimate the prevalence of sexual assault (a 41-item measure of specific 

behaviors, intent, and mechanisms aligned with the elements of criminal offenses) was 

replaced with a five-item measure of “unwanted sexual contact,” an umbrella term for a range 

of sex-related behaviors that constitute certain elements of these offenses.  Based on weighted 

statistics that generalize the results of the survey sample to the larger DoD civilian population, 

the 2021 WGRC Work-Related Unwanted Sexual Contact Rate is an estimate of the percent of 

DoD employees who, in the 12 months prior to the survey, experienced unwanted sexual 

behaviors (e.g., penetrative, non-penetrative, and attempted unwanted sexual contact) that 

were allegedly perpetrated by someone from work (i.e., any person with whom civilian 

employees came into contact as part of their DoD civilian job duties regardless of the context 

surrounding or where the alleged offense occurred), done against their will, or which occurred 

when they did not or could not consent.  Overall, an estimated 0.4 percent of DoD civilian 

employees (an estimated 0.7 percent of women and 0.3 percent of men) experienced work-

related unwanted sexual contact in the 12 months prior to the survey.57  In 2021, an estimated 

0.4 percent of APF employees (0.6 percent of APF women and 0.3 percent of APF men) 

experienced work-related unwanted sexual contact in the 12 months prior to the survey.58 

The work-related unwanted sexual contact behaviors were further categorized hierarchically to 

create estimated FY 2021 rates of penetrative, attempted penetrative, and non-penetrative 

unwanted sexual contact.  In the 12 months prior to the survey: 

– An estimated 0.1 percent of civilian women and 0.1 percent of civilian men experienced

work-related penetrative unwanted sexual contact in 2021.

– An estimated 0.2 percent of civilian women and 0.1 percent of civilian men experienced

work-related attempted penetrative unwanted sexual contact in 2021.

57 For more detailed information, see Table 44 in Appendix B. 

58 For more detailed information for APF trends, see Table 44 in Appendix C. 
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– An estimated 0.6 percent of civilian women and 0.2 percent of civilian men experienced

work-related non-penetrative unwanted sexual contact in 2021.

Work-Related Unwanted Sexual Contact One Situation Details 

Civilian employees who indicated they experienced work-related unwanted sexual contact in 

the 12 months prior to the survey were asked to describe the one situation of work-related 

unwanted sexual contact that had the greatest effect on them (“one situation”).59  Of the 

estimated 0.4 percent of DoD civilian employees who indicated experiencing work-related 

unwanted sexual contact in the 12 months prior to the survey: 

– An estimated 66 percent of civilian women and 16 percent of civilian men identified an

incident of non-penetrative unwanted sexual contact (unwanted sexual touching) as the

one situation.60

– Most indicated the one situation occurred at their primary duty location (73 percent of

civilian women and 92 percent of civilian men) and while they were performing their

DoD civilian job duties (74 percent of civilian women and 92 percent of civilian men).61

– Most civilian women (94 percent) identified at least one alleged offender as a man, as

did most civilian men (67 percent).  More than half of civilian men (56 percent)

identified at least one alleged offender as a woman, whereas 15 percent of civilian

women indicated the same.62

– Most (82 percent of women and 89 percent of men) identified another DoD civilian

employee as an alleged offender, with 41 percent of civilian women and 58 percent of

civilian men alleging the offending person involved was part of their leadership.63

59 Civilian employees may have indicated they experienced more than one situation of work-related unwanted sexual contact in 
the 12 months prior to the survey.  To reduce burden, civilian employees who indicated they experienced work-related 
unwanted sexual contact in the 12 months prior to the survey were asked to think about the “one situation” with the 
greatest effect on them.  They then elected whether they wished to discuss an experience of work-related unwanted sexual 
contact in the one situation.  Thus, results are indicative of those who indicated experiencing work-related unwanted sexual 
contact in the 12 months prior to the survey AND who elected to discuss at least one experience of work-related unwanted 
sexual contact in the one situation. 

60 For more detailed information, see Table 45 in Appendix B. 

61 For more detailed information, see Table 49 in Appendix B. 

62 For more detailed information, see Table 50 in Appendix B. 

63 For more detailed information, see Table 51 in Appendix B. 
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– Most (76 percent of women and 74 percent of men) identified that their only 

connection to the alleged offender is their employment with DoD.64 

 

Reporting Work-Related Unwanted Sexual Contact to Leadership65 

The 2021 WGRC assessed reports66 about the one situation of work-related unwanted sexual 

contact to leadership.  Of the estimated 0.4 percent of DoD civilian employees who experienced 

work-related unwanted sexual contact in the 12 months prior to the survey, an estimated 32 

percent of civilian women and 40 percent of civilian men reported the one situation of work-

related unwanted sexual contact to leadership.67   

 

Civilian employees who indicated they reported the one situation of work-related unwanted 

sexual contact to leadership were then asked to identify the actions that resulted from that 

report.  For the total DoD civilian employee population, the top two most frequently endorsed 

actions resulting from reporting work-related unwanted sexual contact are listed in Table 1.10.  

Data regarding the actions that resulted from reporting work-related unwanted sexual contact 

were not reportable.68  

 

Table 1.10:  Actions Resulting from Reporting to Leadership Work-Related Unwanted Sexual 

Contact  

 

 
64 For more detailed information, see Table 52 in Appendix B. 

65 While there are multiple avenues for DoD civilian employees to pursue allegations of work-related sexual assault, this FY 
2021 report focused on the data of those who reported the one situation of work-related unwanted sexual contact to 
leaders and EEO representatives in order to make comparisons with results from those who reported the one situation of 
sexual harassment and gender discrimination to leadership and EEO representatives. 

66 This information is based on self-reported experiences of unwanted sexual contact as measured on the 2021 WGRC.  Only an 
investigation can determine whether a sexual assault actually occurred. 

67 For more detailed information, see Table 53 in Appendix B. 

68 Results are reported herein for DoD civilian employees overall as results for women and men were “not reportable” 
separately.  For more detailed information, see Table 11 in Appendix B.  Data are “not reportable” due to low reliability 
caused by unstable estimates.  For a more detailed explanation regarding results that are “not reportable,” see Appendix A. 
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Top Actions After Reporting to Leadership Women Men 

Their coworkers treated them worse, avoided them, 
or blamed them for the event 

22 percent Not Reportable 

Their workstation, schedule, or duties were changed 
to help them avoid the person(s) 

20 percent Not Reportable 

They were punished for bringing it up 15 percent Not Reportable 

They were discouraged from filing an EEO complaint 
or contacting law enforcement 

11 percent Not Reportable 

Civilian employees were also asked to rate aspects of their experience reporting the one 

situation to leadership.  Overall, low levels of satisfaction with various aspects of the report 

process were observed for civilian employees who indicated they reported the one situation to 

leadership.  Specifically, eight aspects were assessed including: 

– The reporting process overall.

– The degree to which your privacy was/is being protected.

– How well you were/are kept informed about the progress of your complaint.

– The action taken by leadership handling your situation.

– The availability of information about victim support resources.

– The amount of time it took/is taking to resolve your report.

– How you were treated by leadership handling your report.

– The availability of information about how to file an EEO complaint.

Figure 14 shows the level of satisfaction with various aspects of reporting to leadership about 

the one situation of work-related unwanted sexual contact experienced in the 12 months prior 

to the survey for the total DoD civilian employee population, respectively.69    

69 Results are reported herein for DoD civilian employees overall as results for women and men were “not reportable” 
separately.  For more detailed information, see Table 58 in Appendix B. 
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Figure 14:  Satisfaction with Reporting to Leadership Unwanted Sexual Contact  

 

Civilian employees who indicated they experienced work-related unwanted sexual contact in 

the 12 months prior to the survey but indicated not reporting the one situation of work-related 

unwanted sexual contact to leadership were asked to identify the reasons why they chose not 

to report.  The top four reasons70 identified by civilian employees for not reporting to 

leadership are listed in Figure 15. 

 

 
70 For more detailed information, see Table 64 in Appendix B. 
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Filing a Work-Related Unwanted Sexual Contact Complaint with EEO 

Representatives 

The 2021 WGRC assessed whether the individual filed an EEO complaint about the one situation 

of work-related unwanted sexual contact.71  Of the estimated 0.4 percent of DoD civilian 

employees who experienced work-related unwanted sexual contact in the 12 months prior to 

the survey, an estimated 10 percent of women and 17 percent of men filed an EEO complaint.72  

Civilian employees who indicated they filed an EEO complaint about the one situation of work-

related unwanted sexual contact were then asked to identify the actions that resulted from 

that disclosure, their satisfaction with the resulting action, and the status of EEO complaints.  

However, the results for these topics were not reportable,73 and thus are not highlighted in this 

report.  

71 This information is based on self-reported experiences of unwanted sexual contact as measured on the 2021 WGRC.  Only an 
investigation can determine whether a sexual assault actually occurred. 

72 For more detailed information, see Table 40 in Appendix B. 

73 Data are “not reportable” due to low reliability caused by unstable estimates.  For a more detailed explanation regarding 
results that are “not reportable,” see Appendix A.  For more detailed information, see Tables 41 and 42 in Appendix A. 
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Civilian employees who indicated they experienced work-related unwanted sexual contact in 

the 12 months prior to the survey and did not indicate filing an EEO complaint were asked to 

identify the reasons why they chose not to file.  There were no reportable data for civilian 

men.74  The top four reasons75 civilian women did not file an EEO complaint for the one 

situation of work-related unwanted sexual contact are listed in Figure 15. 

 

 

 
 

  

 

 
74 Data are “not reportable” due to low reliability caused by unstable estimates.  For a more detailed explanation regarding 

results that are “not reportable,” see Appendix A. 

75 For more detailed information, see Table 65 in Appendix B. 
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Reporting Work-Related Unwanted Sexual Contact to Law Enforcement 

Of the estimated 0.4 percent of DoD civilian employees who indicated they experienced work-

related unwanted sexual contact in the 12 months prior to the survey, an estimated 4 percent 

of women and 8 percent of men filed a police report about the one situation of work-related 

unwanted sexual contact to law enforcement.76  The top reasons77 identified by civilian 

employees for not filing a police report are listed in Figure 16. 

76 For more detailed information, see Table 66 in Appendix B. 

77 For more detailed information, see Table 67 in Appendix B. 
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2021 WGRC Gender Relations and Training Findings 

Results on EEO Policy and Training 

Civilian employees were asked on the 2021 WGRC to indicate their perceptions of EEO policies 

and training received.  Most indicated they were satisfied with the availability of information on 

filing a complaint or otherwise reporting unwanted gender-related behaviors.  However, slightly 

lower levels of satisfaction with the availability of information and knowledge of their 

organization’s EEO representative were observed in 2021 when compared to 2018 for civilian 

employees.  Specifically: 

– An estimated 72 percent of civilian women and 80 percent of civilian men indicated they 

were satisfied with the availability of information on filing a complaint or otherwise 

reporting sexual harassment.  Civilian employees were less likely to endorse satisfaction 

with the availability of information on filing a complaint/reporting sexual harassment in 

2021 than in 2018 (77 percent of civilian women and 85 percent of civilian men).78 

– An estimated 68 percent of civilian women and 78 percent of civilian men indicated they 

were satisfied with the availability of information on filing a complaint or otherwise 

reporting gender discrimination.  Civilian employees (68 percent of civilian women and 

78 percent of civilian men) were less likely to endorse satisfaction with the availability of 

information on filing a complaint/reporting gender discrimination in 2021 than in 2018 

(73 percent of civilian women and 83 percent of civilian men).79 

– An estimated 73 percent of civilian women and 81 percent of civilian men indicated they 

were satisfied with the availability of information on filing a complaint or otherwise 

reporting sexual assault.  Civilian employees (73 percent of women and 81 percent of 

men) were less likely to endorse satisfaction with the availability of information on filing 

a complaint/reporting sexual assault in 2021 than in 2018 (73 percent of civilian women 

and 86 percent of civilian men).80 

– An estimated 77 percent of civilian women and 85 percent of civilian men indicated they 

knew how to contact the EEO representative for their organization.  Civilian employees 

 

 
78 For more detailed information, see Table 91 in Appendix B.  For more detailed information for APF trends, see Table 13 in 

Appendix C. 

79 For more detailed information, see Table 91 in Appendix B.  For more detailed information for APF trends, see Table 13 in 
Appendix C. 

80 For more detailed information, see Table 91 in Appendix B.  For more detailed information for APF trends, see Table 13 in 
Appendix C. 
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(78 percent of civilian women and 85 percent of civilian men) were less likely to indicate 

knowledge of how to contact the EEO representative for their organization in 2021 than 

in 2018 (84 percent of APF women and 88 percent of APF men).81 

Per Public Law 107-174, section 202, each Federal agency shall provide employees training 

regarding the rights and remedies applicable in connection with reporting unlawful 

discrimination and whistleblowing.  Furthermore, DoD 1400.25-M, Vol. 410, “DoD Civilian 

Personnel Management System:  Training, Education, and Professional Development,” 

September 25, 2013, incorporating Change 1, effective August 2, 2021, requires DoD 

Components to provide training programs to teach employees at all levels how to identify and 

prevent sexual harassment.  The training content includes information on defining prohibited 

gender-related behaviors and how to report discriminatory behaviors in the workplace that 

could constitute EEO offenses.  Most civilian employees (88 percent of women and 92 percent 

of men) indicated they received DoD-sponsored training on sexual harassment or gender 

discrimination in the 12 months prior to the survey.82  The percentage of civilian employees 

who indicated they received training on sexual harassment and/or gender discrimination in the 

past 12 months in 2021 was lower than in 2018, though slightly lower perceptions about the 

relevancy of training received were observed for both civilian women and men.83   

Of civilian employees who received training in the past 12 months on sexual harassment and/or 

gender discrimination, most indicated the training conveyed relevant information in Table 

1.15.84  

Table 1.15:  Sexual Harassment/Gender Discrimination Training Received Conveyed Relevant 

Information 

Sexual Harassment/Gender Discrimination Training Received 
Conveyed Relevant Information 

Women Men 

81 For more detailed information, see Table 70 in Appendix B.  For more detailed information for APF trends, see Table 70 in 
Appendix C. 

82 For more detailed information, see Table 70 in Appendix B.  For more detailed information for APF trends, see Table 70 in 
Appendix C. 

83 For more detailed information, see Table 70 in Appendix B.  For more detailed information for APF trends, see Table 70 in 
Appendix C. 

84 For more detailed information, see Table 70 in Appendix B.  For more detailed information for APF trends, see Table 70 in 
Appendix C. 
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Provided a good understanding of what actions are considered 
sexual harassment and gender discrimination 

92 percent 93 percent 

Taught how to intervene when they witness a situation involving a 
coworker (bystander intervention) 

88 percent 90 percent 

Explained DoD role in handling sexual harassment and gender 
discrimination complaints 

89 percent 92 percent 

Explained options available for complaints if sexual harassment or 
gender discrimination occurs 

90 percent 93 percent 

Identified the points of contact for complaints of sexual harassment 
or gender discrimination 

88 percent 91 percent 

Takes into consideration the unique needs and experiences of DoD 
civilian employees 

78 percent 83 percent 

 

Most (88 percent of civilian women and 92 percent of civilian men) indicated they received 

DoD-sponsored training on sexual assault in the 12 months prior to the survey.85  The 

percentage of civilian employees who indicated they received training on sexual assault in the 

past 12 months in 2021 was slightly lower than 2018 (88 percent of civilian women and 93 

percent of civilian men).86    

 

Of civilian employees who received training in the past 12 months on sexual assault, most 

indicated the training conveyed relevant information as listed in Table 1.16.87 

 

Table 1.16:  Perceptions on Sexual Assault Training 

Sexual Assault Training Perceptions Women Men 

Provided a good understanding of what actions are 
considered sexual assault 

95 percent 95 percent 

 

 
85 For more detailed information, see Table 71 in Appendix B.  For more detailed information for APF trends, see Table 71 in 

Appendix C. 

86 For more detailed information, see Table 72 in Appendix B.  For more detailed information for APF trends, see Table 72 in 
Appendix C. 

87 For more detailed information, see Table 72 in Appendix B.  For more detailed information for APF trends, see Table 72 in 
Appendix C. 
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Explained the resources available to victims 94 percent 94 percent 

Explained the reporting options available within the 
DoD community if a sexual assault occurs 

93 percent 94 percent 

Explained how sexual assault can affect all members of 
the DoD community, including civilians 

91 percent 93 percent 

Explained the reporting options available to DoD 
civilian employees assaulted by someone from work 

91 percent 93 percent 

Takes into consideration the unique needs and 
experiences of DoD civilian employees 

82 percent 85 percent 

Results on Gender Relations Reporting Climate 

Most civilian employees indicated they would be likely to come forward themselves if they 

experienced unwanted gender-related behaviors, as listed in the Table 1.17.88 

Table 1.17:  Civilian Perceptions on Coming Forward if They Experienced Unwanted Gender-

Related Behaviors  

Would Come Forward Themselves Women Men 

Reporting a sexual assault if it happened to them 92 percent 92 percent 

Telling a supervisor about sexual harassment if it happened 
to them 

86 percent 89 percent 

Most civilian employees indicated89 they would encourage others to come forward if they 

learned their coworker experienced unwanted gender-related behaviors, as listed in Table 1.18. 

88 For more detailed information, see Table 82 in Appendix B.  

89 For more detailed information, see Table 82 in Appendix B. 
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Table 1.18:  Civilian Perceptions on Encouraging Others to Come Forward if They Experienced 

Unwanted Gender-Related Behaviors  

Would They Encourage Others to Come Forward? Women Men 

Encourage someone who has experienced sexual assault to 
report it 

96 percent 96 percent 

Encourage someone who has experienced sexual assault to 
seek counseling 

96 percent 95 percent 

Encourage someone who has experienced sexual 
harassment to tell a supervisor 

93 percent 95 percent 

No changes were observed in estimates of the likelihood APF civilian employees would come 

forward if they experienced unwanted gender-related behaviors themselves or encourage 

others who experienced such behaviors to come forward in 2021 when compared to 2018.90 

Results on Gender Relations Climate 

Most civilian employees hold positive views regarding the gender relations climate in their 

workplace by endorsing supportive views of their leadership, high levels of perceived safety 

from unwanted gender-related behaviors in the workplace, low tolerance for sexual 

harassment, and high willingness to intervene when they witness unwanted gender-related 

behaviors occurring.   

Regarding leadership, most civilian employees find their work leadership demonstrates a 

variety of positive gender relations behaviors in the workplace.  For example, an estimated 84 

percent of women and 90 percent of men reported that the leadership makes it clear that 

sexual harassment/gender discrimination/sexual assault have no place in DoD.91  APF civilian 

employees’ perceptions of leadership were slightly lower in 2021 compared to 2018.92 

The 2021 WGRC also asked civilian employees to indicate their perceptions of safety from 

90 For more detailed information for APF trends, see Table 75 in Appendix C. 

91 For more detailed information, see Table 55 in Appendix B. 

92 For more detailed information for APF trends, see Table 75 in Appendix C. 
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sexual harassment and assault in the DoD work environment.  Most indicated they feel safe 

from being sexually harassed at their primary duty station (89 percent of civilian women and 94 

percent of civilian men) and while on work travel/temporary assignment (85 percent of women 

and 95 percent of men).  Similarly, DoD civilian employees indicated they felt safe from being 

sexually assaulted at their primary duty location (an estimated 92 percent of women and 95 

percent of men) and while on work travel/temporary assignments (86 percent of women and 

95 percent of men).  Civilian employees’ perceptions of safety in the DoD work environment 

was largely unchanged in 2021 compared to 2018.93 

To better understand the climate for sexual harassment in the DoD civilian workplace, an 

additional measure that assesses the psychological climate for sexual harassment94 was added 

to the 2018 WGRC.  Most civilian employees indicated sexual harassment is not tolerated in 

their workplace, revealing a workplace climate that is strongly opposed to instances of sexual 

harassment.  Some of the key findings from this measure95 for DoD civilians are listed in Table 

1.19. 

Table 1.19:  Civilian Perceptions on Workplace Climate Environment and Tolerance of Sexual 

Harassment  

Weighted Measure Findings Women Men 

 Disagree – that a sexual harassment complaint would not be taken 
seriously 

74 
percent 

80 
percent 

 Agree – that sexual harassment is not tolerated 83 
percent 

90 
percent 

 Disagree – would be afraid to make a sexual harassment complaint 71 
percent 

79 
percent 

 Agree – that actions are being taken to prevent sexual harassment 69 
percent 

80 
percent 

93 For more detailed information, see Table 56 in Appendix B.  For more detailed information for APF trends, see Table 56 in 
Appendix C. 

94 From Estrada, A. X., Olson, K. J., Harbe, C. R., & Berggren, A. W. (2011).  Evaluating a brief scale measuring psychological 
climate for sexual harassment.  Military Psychology, 23, 410-432. 

95 For more detailed information, see Table 90 in Appendix B. 
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Finally, when asked about their willingness to act to prevent sexual harassment, most DoD 

civilian employees indicated they would do so.  Among DoD civilian employees, 14 percent of 

women and 10 percent of men witnessed someone from work “cross the line” with gender-

related jokes or comments.96  Of those who indicated they witnessed someone “cross the line” 

with gender-related comments and jokes at least once, 88 percent of civilian employees (an 

estimated 90 percent of women and 86 percent of men) indicated they intervened in at least 

one way.  Specifically, civilian employees will:97 

– Check on the victim (an estimated 79 percent of civilian women and 72 percent of

civilian men).

– Say something to the person(s) who made the comments and jokes (an estimated 71

percent of civilian women and 71 percent of civilian men).

– Intervene by getting help from someone else (an estimated 44 percent of civilian

women and 39 percent of civilian men).

This includes seeking help from leadership (an estimated 41 percent of civilian women and 36 

percent of civilian men); an EEO, Human Resources, or Union representative; or some other 

official (an estimated 18 percent of civilian women and 19 percent of civilian men). 

FY 2021 DoD EEO Complaints of Sexual Harassment and 

Gender Discrimination 

In FY 2021, the Department examined EEOC 462 complaint data submitted by the DoD 

Components, which covered October 1, 2020 – September 30, 2021.  Sexual harassment and 

gender discrimination are forms of sex discrimination that may be resolved through the EEO 

complaint process.  Sexual harassment is a type of sex discrimination based on gender that 

involves sexual behaviors and/or comments directed at an employee that changes the 

conditions of employment or creates a hostile work environment.  Gender discrimination 

pertains to personnel decisions made unfairly based on gender.   

96 For more detailed information, see Table 74 in Appendix B.  For more detailed information for APF trends, see Table 74 in 
Appendix C. 

97 For more detailed information, see Table 90 in Appendix B.  For more detailed information for APF trends, see Table 90 in 
Appendix C. 
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In FY 2021, DoD processed a total of 8,576 new formal EEO complaints with 5,839 formal 

allegations.  In FY 2018, DoD processed a total of 3,170 new formal EEO complaints with 11,387 

formal allegations.98  Comparisons to FY 2016 are not possible because Air Force did not submit 

complaint data for FY 2016.99 

A complainant may allege multiple bases for each allegation in a single complaint.  Of those 

4,329 allegations, there were 259 sexual harassment allegations and 519 gender discrimination 

allegations.   

Sexual Harassment 

There were 259 allegations of sexual harassment filed in formal EEO complaints in FY 2021.  In 

addition, as Table 2.1 demonstrates, in FY 2021 there were no findings of sexual harassment 

and two settlements of sexual harassment allegations.100   

Table 2.1:  DoD Sexual Harassment Complaints Filed, Received Findings, or Settled 

# of Sexual Harassment Allegations 
# of Sexual Harassment 
Findings 

# of Sexual Harassment Issues 
Settled 

Male Female Male Female Male Female 

1 5 0 0 0 2 

Gender Discrimination 

There were 943 EEO allegations of gender discrimination filed in FY 2021.  Closer examination 

 The FY 2016 report did not distinguish between complaints and allegations.  For a more accurate reporting, the FY 2018 and FY 
2021 reports focus on the number of allegations instead of number of complaints. 

99 The Department of the Air Force lacked an automated EEO complaint tracking and reporting tool from February to December 
2016, which resulted in an inability to provide accurate FY 2016 data.  Air Force has since implemented a tracking system and 
provided FY 2021 EEO complaint data. 

100 As a reminder, the number of *complaints that received a finding or were settled in FY 2021 may have been filed prior to FY 
2021. 
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of the complaints data provides useful insights into the points and places where DoD civilian 

employees are facing challenges.  Table 2.2 provides more detail about gender discrimination 

complaints.  

Table 2.2:  DoD Gender Discrimination Complaints Filed, Received Findings, or Settled in FY 

2021 by Issue   

Issue # of Gender Discrimination 
Allegations Filed 

Appointment/Hire 92 

Assignment of Duties 156 

Awards 27 

Conversion to Full Time Permanent 
Status 

2 

Discipline – Demotion 7 

Discipline – Other 102 

Discipline – Removal 40 

Discipline – Reprimand 66 

Discipline – Suspension 45 

Duty Hours 32 

Evaluation/Appraisal 147 

Examination/Test 2 

Harassment – Non-Sexual 774 

Harassment – Sexual 162 
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FY 2021 DoD Reports of Work-Related Sexual Assault 

The Department of Defense offers multiple venues for DoD civilian employees to report work-

related sexual assault, such as the Office of the Inspector General, Military Criminal 

Investigative Organizations (MCIOs), and in some instances, to offices specifically designated to 

address sexual assault prevention and response (SAPR).  In addition, the Department has two 

policies addressing this topic: 

– DoDI 5505.18, “Investigation of Adult Sexual Assault in the Department of Defense,”

March 22, 2017, assigns responsibilities and provides procedures for the investigation of

adult sexual assault within DoD.  DoDI 5505.18 also requires all allegations of adult

sexual assault be reported to the appropriate MCIO to initiate a criminal investigation.

– DoDI 5525.07, “Implementation of the Memorandum of Understanding Between the

Departments of Justice and Defense Relating to the Investigation and Prosecution of

Certain Crimes,” June 18, 2007, states that if there is a report of a crime being

committed on a military installation by a person who is not subject to the Uniform Code

of Military Justice, then the Department will provide notice of the matter to the

appropriate Department of Justice investigative agency.

Each DoD Component varies in how it collects data and what data elements are collected.  In 

addition, DoD lacks access to information about cases not under DoD jurisdiction or not 

pursued using official DoD channels.  This limited DoD’s ability to analyze reports of work-

related sexual assault in comparison to FY 2021 survey data concerning unwanted sexual 

contact.  This is a gap that DoD continues to examine and identify solutions to address. 

In March 2021, the Acting Under Secretary of Defense for Personnel and Readiness issued a 

memorandum requiring DoD Components to implement Component-specific policy that allows 

DoD civilian employees who have experienced sexual assault to obtain advocacy, support, and 

referrals available through workplace violence prevention and response programs.  In 

November 2021, the Under Secretary of Defense for Personnel and Readiness issued a 

memorandum authorizing DoD Components, at their discretion, to provide SAPR services from 

a sexual assault response coordinator or victim advocate to DoD civilian employees who allege 

a sexual assault.  The memorandum allows DoD Components to offer an additional avenue to 

report allegations of sexual assault for DoD civilian employees if resources and other 

considerations permit.  During the FY 2021 reporting period, Components were in the process 

of implementing actions directed by these memoranda.  Therefore, the survey results and 

complaints data included in this report do not reflect full implementation of these actions.   
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IV. Prevention and Response Efforts

Policy 

The Department is guided by the principle that everyone has dignity and worth.  The 

Department seeks to eradicate behaviors that undermine this principle.  Promoting an 

environment free from personal, social, or institutional barriers that prevent DoD members 

from rising to the highest possible level of responsibility is fundamental to mission readiness.  

Oversight Framework 

The Department has multiple offices providing oversight for civilian personnel policies.   
Specifically, ODEI has three policies within its purview that address harassment and EEO: 

– DoDI 1020.04, “Harassment Prevention and Responses for DoD Civilian Employees,” 
June 30, 2020, establishes policy, assigns responsibilities, and prescribes procedures 

for preventing and responding to harassment in the DoD civilian employee population.

– DoDD 1020.02E, “Diversity Management and Equal Opportunity in the DoD,” June 8, 
2015, incorporating Change 2, effective June 1, 2018, establishes an accountability 
framework, based on Federal laws, regulations, and other applicable guidance, that 
evaluates DoD Components’ efforts to identify and eliminate barriers and gaps that 
inhibit progress of the implementation of diversity and inclusion efforts.

– DoDD 1440.1, “DoD Civilian Equal Employment Opportunity (EEO) Program,” May 21, 
1987, certified current November 21, 2003, prohibits “discrimination based on race, 
color, religion, sex, national origin, age, mental or physical disability, or age.”  It also 
provides that DoD should “eliminate barriers and practices that impede equal 
employment opportunity for all employees… including sexual harassment in the 
workforce and at work sites...”

In addition, the Office of the Deputy Assistant Secretary of Defense for Civilian Personnel Policy 

has oversight for policy and procedures to address employee concerns outside the EEO 

complaint process: 

– DoDI 1400.25, Volume 771, “DoD Civilian Personnel Management System:

Administrative Grievance System,” December 26, 2013, incorporating Change 1,
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effective June 13, 2021, directs that employees are entitled to present concerns via the 

Administrative Grievance System, and have those concerns considered expeditiously, 

fairly, and impartially. 

– DoDI 1438.06, “DoD Workplace Violence Prevention and Response Policy,” January 16,

2014, expressly provides that DoD is to work with employees to maintain a work

environment free from violence, threats of violence, harassment, intimidation, and

other disruptive behaviors.  Reports of incidents will be taken seriously and addressed

appropriately.

The Sexual Assault Prevention and Response Office has oversight of: 

March 28, 2013, Incorporating Change 3, May 24, 2017, assists a small population of

DoD civilian employees who are in a deployed environment.  Specifically, DoD civilian

employees, along with their family dependents 18 years of age or older, who are

assigned or performing duties outside the continental United States (OCONUS) and

eligible for treatment in the military healthcare system at military installations or

facilities OCONUS, are eligible for limited SAPR services.

Education and Training 

The Department established the Defense Equal Opportunity Management Institute (DEOMI) in 

1971 as the Defense Race Relations Institute in response to civil disturbances occurring at 

military installations and aboard ships in the late 1960s and early 1970s.  DEOMI has grown 

over the years and now offers Total Force equal opportunity and equal employment 

opportunity occupational training for EEO practitioners in both resident and non-resident 

courses.  

Additionally, DoD Components are required to establish a continuing EEO educational program 

for civilian and military personnel who supervise civilian employees and provide training 

programs to teach employees at all levels how to identify and prevent sexual harassment.  

Furthermore, annual training is provided for supervisors and employees to foster workplace 

violence prevention and public safety awareness.  This training provides instruction to refrain 

from making threats or engaging in workplace violence, promptly report all acts or threats of 

violence to the immediate supervisor and appropriate military or civilian authorities, and report 

all incidents involving a person on a DoD installation or at a DoD facility who is the subject of, 

witness to, or victim of threatening behavior or a violent act to their immediate supervisor and 

appropriate military or civilian authorities. 

– DoDI 6495.02, “Sexual Assault Prevention and Response (SAPR) Program Procedures,”
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The 2021 WGRC included several batteries of new questions about DoD Leadership Training 

received by supervisors on handling EEO issues and complaints.  Of those employees who 

identified as a supervisor, manager, or executive, 79 percent of civilian women and 90 percent 

of civilian men agreed their DoD leadership training prepared them for providing support to 

employees who make complaints.101  In terms of responding to reports of sexual harassment, 

79 percent of civilian women and 90 percent of civilian men agreed their training prepared 

them.  In terms of gender discrimination, 76 percent of civilian women and 89 percent of 

civilian men agreed their training prepared them.  Responding to reports of sexual assault, 80 

percent of civilian women and 90 percent of civilian men agreed their training prepared them.  

When asked about helping an employee through the EEO complaint process, among 

supervisors, mangers, or executives, 73 percent of civilian women and 85 percent of civilian 

men agreed that their training prepared them.  Seventy-one percent of civilian women and 85 

percent of civilian men agreed their training prepared them for handling retaliation against 

employees who report unwanted gender-related behaviors in the workplace.  

In terms of supervisors, managers, and executives surveyed in the 2021 WGRC, 11 percent of 

civilian women and 12 percent of civilian men reported having received an employee report of 

workplace sexual harassment/assault or gender discrimination.102  Most supervisors of both 

genders reported confidence in responding to employee reports.103  

Equal Opportunity Climate 

DoD civilian employees are entitled to equal opportunity in an environment free from unlawful 

discrimination based on race, color, sex, religion, national origin, disability, age, sexual 

orientation, or genetic information, without reprisal.  The Department is committed to ensuring 

that all DoD civilian employees are afforded the right to participate in, and benefit from, 

programs and activities for which they are qualified.   

The Defense Organizational Climate Survey (DEOCS) is a tool used by organizations to assess the 

shared perceptions of DoD civilian employees about the organization’s formal or informal 

policies and practices.  The DEOCS serves as a front-line prevention and response strategy for 

101 For more detailed information, see Table 77 in Appendix B. 

102 For more detailed information, see Table 79 in Appendix B. 

103 For more detailed information, see Table 80 in Appendix B. 
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inappropriate gender-related workplace behaviors as it provides critical information regarding 

the commands’ human relations state.   

The 2021 WGRC included a new question assessing agreement with statements about inclusion 

in the workplace.  DoD civilian employees agreed with these statements and indicated that 

inclusion is important to them.  For example, 75 percent of civilian women and 83 percent of 

civilian men agreed that they are treated as valued members of the team without losing their 

unique identities.104  In addition, 75 percent of civilian women and 81 percent of civilian men 

reported that they felt encouraged to offer ideas on how to improve operations within their 

work unit.  Sixty-one percent of civilian women and 71 percent of civilian men reported that 

outcome is fairly distributed among members of their unit.  Most civilian women and men 

reported that decision-making processes that impact my work unit.  Over 80 percent of both 

civilian women and civilian men reported that racial slurs, comments, and/or jokes were not 

used in their work unit (both 81 percent) and that sexist slurs, comments, and/or jokes are not 

used in their work unit (both 81 percent).  Lastly, 68 percent of civilian women and 79 percent 

of civilian men reported that they could use their leadership to address concerns about 

discrimination without fear.  

U.S. Government Accountability Office Report GAO-21-113 

The Department continues to address the U.S. Government Accountability Office (GAO) 

recommendations expressed in the GAO-21-113 report, “SEXUAL HARASSMENT AND ASSAULT: 

Guidance Needed to Ensure Consistent Tracking, Response, and Training for DOD Civilians,” 

February 2021.  ODEI reconvened stakeholder working groups to develop a Department of 

Defense Case Management System.  As of December 2022, most Components have begun 

transitioning to a DoD-wide EEO and MEO complaints data management system called 

Entellitrak.  

Because data collection and analysis are critical to DoD’s commitment to build a workplace free 

of harassment, the Office of the USD(P&R) and ODEI are working to ensure uniform capture of 

data elements to provide accurate reporting and other pertinent information regarding 

harassment complaints.  

104 For more detailed information, see Table 89 in Appendix B. 
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The DoD FY 2016, 2018, and 2021 Civilian Employee Workplace and Gender Relations Reports 

can be found online.  This helps ensure that current DoD work on sexual harassment and 

assault prevention and response is recognized and tracked.  ODEI is currently updating DoDI 

1020.04 to improve its anti-harassment programs.   

Lastly, in accordance with Executive Order 14035, “Diversity, Equity, Inclusion, and 

Accessibility in the Federal Workforce,” March 23, 2022, the Department issued its DEIA 2022 

Annual Report and 2023 Strategic Plan, which include sexual harassment prevention efforts 

specific to DoD Federal civilian employees. 

V. Assessment of Progress

The purpose of this report is to summarize results from the 2021 WGRC, which assessed DoD 

civilian employees’ workplace gender relations climate.  It is based on survey estimates and EEO 

complaint data on sexual harassment and gender discrimination reported by DoD Components 

on the EEOC Form 462 for FY 2021.   

The 2021 WGRC results are estimates representative of the entire DoD civilian employee 

population.  The 2021 WGRC surveyed NAF employees for the second time to assess trends 

over time.  The results allowed the Department to identify areas of concern related to sexual 

harassment, gender discrimination, and work-related unwanted sexual contact and review the 

effectiveness of existing policies and procedures.  Results demonstrate an estimated 7.3 

percent of civilian women and 3.2 percent of civilian men experienced sexual harassment in the 

12 months prior to the survey, an estimated 6.3 percent of civilian women and 1.4 percent of 

civilian men indicated they experienced gender discrimination in the 12 months prior to the 

survey, and an estimated 0.7 percent of civilian women and 0.3 percent of civilian men 

indicated they experienced work-related unwanted sexual contact in the 12 months prior to the 

survey.  The sexual harassment and gender discrimination rates are significantly lower 

compared to the 2018 results.  Because of the change in metrics to track work-related 

unwanted sexual contact, trend comparisons are not available between 2021 and 2018.  

However, the next iteration of the WGRC will allow that the Department to track trends over 

time. 

The overall civilian employee perception of the DoD gender relations climate is largely positive, 
and is largely unchanged for between 2018 and 2021.  Among DoD civilian employees, 14 

percent of women and 10 percent of men witnessed someone from work “cross the line” with 
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gender-related jokes or comments.  At the same time, most employees intervened in at least 

one way (90 percent of civilian women and 86 percent of civilian men).  This suggests a positive 

culture regarding employee intervention; however, these data points are new to the 2021 

survey and may not be the best indication of trends.  For example, preliminary analyses of the 

new questions on the FY 2021 survey suggest that the COVID-19 pandemic did impact the 

sexual harassment, gender discrimination, and work-related unwanted sexual contact 

prevalence rates for civilian employees.105  DoD will continue to observe these changes over 

time.

An examination of the DoD Components’ FY 2021 EEOC Form 462 complaint data of sexual 

harassment and gender discrimination allegations indicated 259 formal EEO sexual harassment 

allegations and 943 formal EEO gender discrimination allegations were filed in FY 2021.  There 

were no findings of sexual harassment and 34 findings of gender discrimination.  Furthermore, 

the Department settled 112 sexual harassment allegations and 249 gender discrimination 

allegations in FY 2021.  Due to the time involved in the EEO complaint process, it is possible that 

the FY 2021 findings or settlements are connected to complaints that were filed prior to FY 

2021.   

Reporting unwanted gender-related behaviors continues to remain a challenge.  Few civilian 

employees who experience unwanted gender-related behavior report it, and for those that do, 

few endorse favorable experiences or outcomes from their report.  This occurs despite a high 

number of civilian employees endorsing having knowledge about available reporting processes 

and a willingness to report should they experience the behaviors.  Thus, gaps exist between the 

perceptions of the reporting climate overall and the actual experiences of those who do report.  

DoD will continue to encourage reporting and review the systems and resources available to 

address the needs of employees who come forward.  

The Department aims to achieve unity of effort and purpose across DoD in the execution of 

work-related sexual harassment, gender discrimination, and sexual assault prevention policies, 

initiatives, and activities.  The Department will continue to inform policies with insights from 

the WGRC and its prevention subject matter experts who have experience in developing 

105 For example, sexual harassment and gender discrimination rates were lower for DoD civilian employees who indicated they 
have had decreased in-person interactions and employees who indicated they have had increased telework/remote work 
arrangements since COVID-19.  At the same time, DoD civilian employees who indicated their in-person interactions with 
coworkers and leaders increased since COVID-19 or were about the same as before COVID-19 were generally more likely to 
have experienced sexual harassment and/or gender discrimination.  These results will be explored in future analyses to fully 
understand the impacts of the COVID-19 pandemic on the prevalence of unwanted gender-related behaviors in the DoD 
civilian workplace. 
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evidence-based prevention methods.  The Department will also continue to track complaint 

data to evaluate the effectiveness of current policies and processes, as necessary, to ensure a 

climate of diversity and inclusion founded on dignity and respect. 
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VI. Way Forward

Prevention and Response Efforts 

The Department believes continual improvement and monitoring of prevention and response 

strategies are key to addressing existing and emerging inappropriate gender-related workplace 

behaviors. 

The Department will evaluate the result of the 2021 WGRC and develop continuing strategies 

to address the myriad of complex gender relations issues.  

Based on the data presented in the report above, report processing time is a consistent issue 

and a driver of dissatisfaction among civilian employees who reported sexual harassment or 

gender discrimination.  It is recommended that the Department examines leadership responses 

to reports and EEO processing times to assess where positive changes can be made.

Training and Education 

The Department continues to examine the efficacy of its training to prevent and respond to 

discrimination and harassment.  The results of the 2021 WGRC indicate that leaders believe 

that leadership training has been effective in preparing supervisors, managers, and executives 

to process employment complaints about sexual harassment, gender discrimination, and sexual 

assault.  Nevertheless, employees making reports to leaders indicate dissatisfaction with their 

response.  DoD will examine training and other measures to better support civilian employees 

making reports to leadership.  

Data Collection and Reporting 

The Department is continually working to improve reporting processes for complainants.  To 

better align with existing DoD policies and EEO principles, the Department continues to review 

complaint reporting processes, timelines, and levels of satisfaction to identify areas needing 

improvement.  The Department is currently evaluating current complaint reporting systems 

across Components and helping to facilitate the successful migration to a DoD-wide EEO and 

MEO complaints data management system. 
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2021 Department of Defense Civilian Employee Workplace and 
Gender Relations Survey:  Methodology Report 

 

Introduction 

The 2021 Department of Defense Civilian Employee Workplace and Gender Relations Survey 

(2021 WGRC) fulfills the Congressional mandate outlined in Title 10 USC §481a for a biennial 

survey assessment of gender relations in the DoD civilian workplace.  The Office for Diversity, 

Equity, and Inclusion (ODEI) enlisted the Office of People Analytics (OPA) to conduct the 2021 

WGRC.  Although initially planned for fielding during 2020, the COVID-19 pandemic delayed 

the 2020 WGRC.  Accordingly, and consistent with the survey administration updates provided 

by the fiscal year 2021 National Defense Authorization Act (FY 21 NDAA), the 2021 WGRC 

was administered to DoD civilian employees in Fall 2021. 

The 2021 WGRC was the third survey conducted to meet this statutory requirement and the 

second to include nonappropriated funds (NAF) civilian employees.  The survey was designed to 

assess self-reported experiences of and the climate surrounding sexual harassment, gender 

discrimination, and unwanted sexual contact in the DoD civilian workplace. 

The purpose of this report is to explain the statistical and survey methodology employed on the 

2021 WGRC, describe how to interpret results, and illustrate how estimates of past year sexual 

harassment, gender discrimination, and unwanted sexual contact rates in the DoD civilian 

workplace were constructed.  All uses and interpretations of the 2021 WGRC data should be 

made in light of the information contained in this technical report. 

Statistical and Survey Methodology 

OPA’s survey methodology meets survey industry standards used by other government statistical 

agencies (e.g., the Census Bureau, the U.S. Merit Systems Protection Board, and Bureau of 

Labor Statistics), private sector survey organizations, and well-known national polling 

organizations.  To ensure validity of results, OPA’s scientific methods have been validated by 

independent organizations (e.g., RAND and the Government Accountability Office [GAO]).  

Additionally, OPA adheres to best practices in survey methodology promoted by the American 

Association for Public Opinion Research (AAPOR).1  Appendix A contains frequently asked 

questions (FAQs) that explain the methods employed by OPA and answer common questions 

about the 2021 WGRC specifically. 

The 2021 WGRC survey was the third in a line of Congressionally-mandated WGR surveys 

conducted by OPA with DoD civilian employees.  The 2021 WGRC survey methodology is 

consistent with previous WGRC surveys.  More details about the statistical and survey 

 
1 AAPOR’s “Best Practices” state that, “virtually all surveys taken seriously by social scientists, policy makers, and 

the informed media use some form of random or probability sampling, the methods of which are well grounded in 

statistical theory and the theory of probability” (http://aapor.org/Best_Practices1/4081.htm#best3).  OPA has 

conducted surveys of the DoD community using these “Best Practices” for over 25 years, tailored as appropriate for 

the unique design needs of specific surveys. 
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methodology can be found below, including sample design, survey details, survey 

administration, statistical weighting, statistical analyses, and interpretation of results. 

Sampling Design 

The target population for the 2021 WGRC consisted of DoD appropriated fund (APF) and NAF 

civilian employees (including Senior Executive Service [SES]) present on the Defense 

Manpower Data Center’s (DMDC) June 2021 DoD Appropriated Fund Civilian Personnel and 

July 2021 DoD Non-appropriated Fund Civilian Personnel Master Files.  The files included 

civilian employees from all Military Departments (i.e., Department of the Army, Department of 

the Navy [including employees working at Marine Corps locations], Department of the Air 

Force) and DoD Agencies/Field Activities who were 18 years of age or older, were not political 

appointees, were not current active duty military members,2 were U.S. citizens, and had been 

employed for at least five months for APF employees and at least four months for NAF 

employees.3  Per DoD regulations, DoD civilian employees who had left the Department after 

the sample was drawn, but prior to the opening of the survey, were excluded from the survey 

administration process as they are considered “members of the public” and require additional 

approvals to include in survey efforts.  OPA also excluded civilian employees within its own 

organization.4   

Single-stage, nonproportional stratified random sampling procedures5 were used to select APF 

civilian employees.  Given their smaller population size, the 2021 WGRC included a census of 

eligible NAF civilian employees.  The overall sample consisted of 456,432 civilian employees 

(APF = 364,561 and NAF = 91,871).  

At the time of survey fielding, OPA performed an additional check to confirm sample member 

eligibility.  Sample members who were not in the August 2021 DMDC files were identified as no 

longer eligible to participate in the 2021 WGRC.  There were 10,562 (2.9% unweighted) APF 

and 4,034 (4.4% unweighted) NAF sample members determined to be no longer eligible for 

survey participation.  Additionally, sample members who indicated via survey responses or 

communications regarding the survey that they were ineligible to participate were also removed 

 
2 Active duty members who work part-time as NAF employees in addition to their military duties were excluded 

from the 2021 WGRC because they were sampled for the 2021 Workplace and Gender Relations Survey of Active 

Duty Members that was conducted at the same time as the 2021 WGRC.  The 2021 WGRC sampling frame for APF 

employees included all Reservists. 
3 The APF sampling frame was developed approximately five months prior to fielding the survey.  The NAF 

sampling frame was developed approximately four months prior to fielding the survey.  Therefore, the sampling 

population included APF civilian employees that had at least five months of service and NAF civilian employees 

that had at least four months of service at the start of survey fielding.   
4 These included DoD civilian employees in the H&R Research Division, Readiness & Retention (R&R) Research 

Division, and the Joint Advertising Marketing Research & Studies (JAMRS) research groups who work closely with 

each other.  Such exclusions minimized privacy concerns across the organizations and avoided potential conflict of 

interests. 
5 In stratified random sampling, all members of a population are categorized into homogeneous groups.  For 

example, members might be grouped by gender, employee type, and Component in one group (e.g., all Female APF 

Army civilian employees in one group, all Male APF Army civilian employees in another).  Members are chosen at 

random within each group.  Small groups are oversampled in comparison to their proportion of the population so 

there are enough responses from small groups to analyze.  Weights are used so that groups are correctly represented 

in the analyses. 
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from the survey sample.  This resulted in an additional 666 (0.2%) APF and 202 (0.2%) NAF 

sample members identified as ineligible to participate in the 2021 WGRC. 

Survey Details 

The WGR surveys have historically been conducted with military members dating back to 1988 

for active duty members and 2004 for Reserve Component members.  Section 1073 of the Carl 

Levin and Howard P. ‘Buck’ McKeon National Defense Authorization Act (NDAA) for Fiscal 

Year 2015 extended the WGR survey requirement to DoD civilian employees to yield a total 

force picture of gender issues, including experiences of unwanted gender-related behaviors.  This 

was the third WGR survey administered to DoD civilian employees to meet this statutory 

requirement.6 

The 2021 WGRC was designed to meet the statutory requirements described previously as 

outlined in Title 10 USC §481a which required the Department to develop a survey that 1) 

provides indicators of positive and negative trends for professional and personal relationships 

between male and female employees; 2) estimates the prevalence of unwanted gender-related 

behaviors for DoD civilian employees within the preceding fiscal year; 3) examines the 

effectiveness of policies designed to improve professional relationships between male and 

female employees; and 4) examines the effectiveness of current processes for complaints and 

investigations concerning unwanted gender-related behaviors, including unwanted sexual 

contact, sexual harassment, and gender discrimination.  The content of the 2021 WGRC generally 

aligns with the 2018 and 2016 WGRC as well as the 2021 Workplace and Gender Relations 

Survey of Military Members (2021 WGR).  In consultation with policy offices, the 2021 WGRC 

survey contains refined questions about the reporting process and policies for civilian employees, 

new questions for civilian leaders to assess their familiarity and competence in fielding 

complaints, questions about COVID-19 impacts on workplace and gender-related experiences, 

and new diversity and inclusion climate questions to better understand the workplace and gender 

relations climate for DoD civilian employees. 

Survey Administration 

The 2021 WGRC was a confidential web-based survey administered between November 15, 

2021 and January 24, 2022.  All survey procedures were reviewed by a DoD Human Subjects 

Protection Officer as part of the Office for Management and Budget (OMB) and DoD survey 

approval and licensing process.  Additionally, OPA received a Certificate of Confidentiality from 

the Health Resources and Services Administration (HRSA) at the Department of Health and 

Human Services to further ensure the protection of respondent survey data.  This Certificate was 

obtained to provide an additional layer of protection to prevent compelled disclosure of 

information that may identify individual sample members and their responses in any federal, 

state, or local civil, criminal, administrative, legislative, or other proceedings. 

The survey administration process began on November 15, 2021 when the survey website 

opened to sample members and the first OPA e-mail announcement was sent to all sample 

 
6 In 2016, the WGRC was only administered to APF civilian employees via the Web.  NAF civilian employees were 

not included until the 2018 WGRC.  Both populations were included in the 2021 WGRC. 
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members.7  The e-mail announcement explained the purpose of the survey, how the survey 

information would be used, why participation was important, and opt-out procedures for those 

who did not wish to participate.  Throughout the administration period, five additional reminder 

e-mail communications were sent to sample members who had not completed nor opted-out of 

the survey to encourage survey participation.  Additionally, NAF employees received a postal 

notification regarding the survey.  

Completed surveys were defined as answering at least one of the critical questions related to 

sexual harassment and gender discrimination and the critical question related to unwanted sexual 

contact.8  Completed surveys were received from 79,776 eligible respondents and the overall 

weighted response rate for eligible sample members was 20.5% (Table 1). 

Table 1.  

2021 WGRC Counts of Respondents and Weighted Response Rates 

Response Groups Total Population Sample Size 
Number of  

Respondents 
Response Rate 

Total DoD 856,502 456,432 79,776 20.5% 

APF 764,631 364,561 70,324 21.6% 

NAF 91,871 91,871 9,452 11.0% 

Gender 

Women 313,951 238,850 45,445 21.5% 

APF 253,282 178,181 39,357 24.0% 

NAF 60,669 60,669 6,088 10.7% 

Men 542,551 217,582 34,331 19.9% 

APF 511,349 186,380 30,967 20.4% 

NAF 31,202 31,202 3,364 11.5% 

Note:  For the purposes of this table, civilian employees without valid data on “gender” in administrative records 

used to draw the sample were coded as “women” in the calculation of response rates.  As a result, 39 NAF 

employees were coded as “women.” 

Data Weighting 

OPA scientifically weighted the 2021 WGRC respondent data to be generalizable to the entire 

DoD civilian employee population.  After resolving case dispositions based on eligibility for the 

survey and completion status, analytical weights were created to account for varying response 

rates among population subgroups using the industry standard three-stage process.  Within this 

process, statistical adjustments were made to ensure respondents accurately reflect the population 

characteristics and provide a more rigorous accounting to reduce nonresponse bias in estimates.  

 
7 OPA developed a public affairs plan for stakeholders and DoD leaders to apprise civilian employees of the 

upcoming survey.  This plan also contained the link to the OPA ticket lookup site where sample members could 

identify their ticket number at any time throughout the survey administration process. 
8 The survey completion criteria for the 2021 WGRC differ from the survey completion criteria for the 2018 WGRC 

and 2016 WGRC, which required respondents to have answered at least one of the survey questions asked of all 

respondents and provided at least three valid responses on the sexual assault behaviors.  The changes in completion 

criteria do not impact the ability to compare the 2021 estimates to the 2016 and 2018 estimates. 
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This ensures that varying response rates of certain population subgroups do not impact the total 

force estimates and that population totals, proportions, and means derived (as well as other 

statistics) are representative.  Unweighted survey data, in contrast, are likely to produce biased 

estimates of population statistics because of varying response rates among population subgroups. 

The three stage process of weighting consisted of the following steps: 

• Adjustment for selection probability.  Probability samples are selected from lists and 

each member of the list has a known nonzero probability of selection.  For example, 

if a list contained 10,000 members in a demographic subgroup and the desired sample 

size for the subgroup was 1,000, one in every tenth member of the list would be 

selected.  During weighting, this selection probability (1/10) is taken into account.  

The base, or first weight, used to adjust the sample is the reciprocal of the selection 

probability.  In this example, the adjustment for selection probability (base weight) is 

10 for members of this subgroup.  Because a census of all eligible NAF civilian 

employees was conducted, the base weight for all NAF respondents was 1. 

• Adjustment for nonresponse.  Some sampled members do not respond to the survey, 

which must also be accounted for through weighting.  Continuing the previous 

example, suppose only half of sample members, 500, completed and returned a 

survey.  Because the unweighted sample size would only be 500, weights are needed 

to project the sample up to the subgroup population total (10,000).  In this case, the 

base-weighted respondents would sum to only 5,000 weighted respondents.  To adjust 

for nonresponse, the base weights are multiplied by the reciprocal of the nonresponse 

rate.  In this example, the base weight (10) is multiplied by the reciprocal of the 

nonresponse rate (2) to create a new weight of 20.  The weighted sample sums to the 

subgroup population total of 10,000.  OPA used extreme gradient boosted (XGBoost) 

decision tree models to predict the probability of known eligibility and completion 

(Chen, 2016).  Details regarding the adjustments and the predictor variables used in 

the known eligibility and completion XGBoost models can be found in the 2021 

WGRC Statistical Methodology Report (OPA, 2022). 

• Adjustment to known population values.  After the nonresponse adjustments from step 

two are made to survey data, weighted estimates may differ from known population 

totals (e.g., number of DoD civilian employees who are appropriated fund).  It is 

standard practice to adjust weighted estimates to known population totals to reduce 

both the variance and bias in survey estimates in a process called “raking.”  To 

accomplish this, OPA performed a final weighting adjustment raking that exactly 

matched weighted estimates to known population totals for important demographics.  

For example, suppose the population for the subgroup was 8,500 men and 1,500 

women, but the nonresponse-adjusted weighted estimates from the respondents were 

7,000 men and 3,000 women.  To reduce this possible bias and better align with 

known population totals, we would adjust the weights by 1.21 for men and 0.5 for 

women so that the final weights for men and women applied to the survey estimates 

provide unbiased estimates of the total population of men and women in the 

subgroup. 
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Statistical Analyses 

The 2021 WGRC survey results were primarily analyzed for the DoD overall, by gender, and by 

civilian employee type.  Gender includes two levels:  women and men.  Civilian employee type 

includes two levels:  APF and NAF.  Trend analyses were conducted between 2021 and 2018 

estimates, as well as estimates between 2021 and 2016 for APF civilian employees using the 

procedures outlined in Appendix B.   

Interpretation of Results 

The first set of 2021 WGRC tables include weighted estimates for women and men in the DoD 

civilian workplace as a whole and by civilian employee type.  The second set of tables include 

weighted estimates for APF women and men by APF Component (Army, Navy/Marine Corps, 

Air Force, and DoD Agencies and Activities [DoD A&A]).  Both sets of tables highlight 

statistically significant comparisons within the current survey year (e.g., comparisons of 

estimates for women and men from the 2021 WGRC) and statistically significant trend 

comparisons between 2021 and 2018 (e.g., comparisons of the 2021 WGRC estimates to the 

2018 WGRC estimates).  The APF tables also depict statistically significant trend comparisons 

between 2021 and 2016.  Details on how to interpret the results for the APF tables using an 

example APF table are included in Appendix B. 

Estimates presented for the 2018 WGRC may differ from the previously published estimates.  

Unlike the 2021 WGRC, the 2018 WGRC included a paper survey for NAF employees, and the 

previously published 2018 WGRC estimates included both the web and paper survey responses.  

In this report, the 2018 WGRC estimates reflect only data collected via the web survey;  which 

causes slight differences in the Total DoD and NAF 2018 estimates.  The 2018 WGRC estimates 

for APF employees were not impacted. 

All results provided should be interpreted as estimates of perceptions or experiences of the 

overall population.  By definition, all survey results are subject to error which should be 

considered when interpreting data.  Using Figure 1 below, this section describes the individual 

elements of tables compiled for DoD civilian employees and explains how to interpret the tables 

with an example table from the DoD analyses which contains both within and between survey 

year statistical comparisons. 
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Figure 1.  

Example Table 

 

Table Elements 

Figure 1 above shows a sample data table from the 2021 WGRC that presents weighted estimates 

for the DoD by gender and employee type for a sample item from the survey.  Details on how to 

read the tables are provided below: 

1. Table Title:  Describes the results for the question/item presented in the table.    

2. Key:  Describes the statistical comparisons being made within the tables.  Statistical 

comparisons are generally made along a single dimension (e.g., gender) at a time 

using studentized independent samples t-tests.  In this type of comparison, the 

responses for one group are compared to the weighted average of the responses of all 

other groups in that dimension or reporting category.  When comparing results across 

survey years (e.g., 2021 compared to 2018), statistical tests for differences between 

weighted averages along a single dimension are used for trend analyses.  Results are 

determined significant at an alpha (α) level of 0.01 for within year and trend year 

analyses. 

3. Reporting Categories:  Denotes the demographic categories displayed in the table.  

The wide gray lines separate the groupings within a demographic category.  In this 

table, comparisons are made between APF and NAF, DoD women and men, APF 

women and men, and NAF women and men. 

4. Question/Item Text and Response Options:  This text identifies what the survey 

question or item measured is along with their associated labels for the response 
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options.  In most cases, these represent the weighted percent of responses for each 

option on the survey for each reporting category or a collapsed version of the 

response options for ease of analysis (e.g., “likely” includes survey responses for 

respondents who indicated “very likely” and “likely”).  Within a set of response 

options, percentages may not add to 100% due to rounding.  When presenting a 

simple binomial response, such as “Yes” and “No,” only the “Yes” percentage is 

shown and the item text includes an indication of the “Yes” option presented in the 

table.  In these instances, and in instances where respondents were able to select more 

than one response option, the percentage who marked each item does not sum to 

100% across the set.  Composite scores are presented as well (e.g., Estimated Past 

Year Sexual Harassment Rate).  

5. Within Year Comparisons:  Statistically significant comparisons within the survey 

year are colorized in the 2021 cells.  Significance for within year analyses are 

annotated using colors to denote which reporting category is significantly higher 

(purple) and lower (yellow).  No color indicates the weighted percent for that 

comparison group did not differ significantly from the weighted average of all other 

comparison groups along the same dimension. 

6. Between (Trend) Year Comparisons:  Statistically significant comparisons between 

survey years are denoted in the trend year cells.  Results for trend year analyses are 

annotated with arrows on the trend year estimate to denote whether the trend year 

estimate is significantly higher (↑) or lower (↓) than the 2021 estimate.  No arrow 

indicates the weighted percent for the trend year estimates did not differ significantly 

from the 2021 estimates.   

7. Margins of Error:  Ranges of margins of error are presented for all tables.  When 

data are weighted to represent population estimates, margins of error should be 

calculated to convey the uncertainty or error surrounding the population estimate 

presented.  The margin of error represents the precision of the estimate, and the 

confidence interval coincides with how confident we are that the interval contains the 

true population value being estimated 95% of the time.  For example, if it is estimated 

that 55% of respondents selected an answer and the margin of error was ±3, we are 

95% confident that the interval 52% to 58% contains the unknown “true” population 

value being estimated.  Due to the weighting strategy employed, conventional 

formulas for calculating the margin of error may overstate the reliability of the 

estimate.  For the 2021 WGRC, variance estimates were calculated using SUDAANâ 

PROC DESCRIPT (Research Triangle Institute, Inc., 2013).9   

8. Percent Responding:  Because the results of the 2021 WGRC are based on weighted 

data, the reader can assume the results generalize to the entire DoD civilian employee 

population within the margin of error.  All tables and figures should be interpreted in 

light of the population of respondents who were eligible to answer the question and 

 
 Registered 2013 by Research Triangle Institute, P.O. Box 12194, Research Triangle Park, NC 27709-2194. 
9 As a result of differential weighting, only certain statistical software procedures, such as SUDAAN PROC 

DESCRIPT, correctly calculate standard errors, variances, or tests of statistical significance for stratified samples. 
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responded, which is referred to as the percent responding.  For example, when a table 

footnote indicates “percent of all employees,” that means all respondents were 

eligible to answer the question and estimates presented represent the total population 

of DoD civilian employees.  Similarly, when a table footnote indicates “Percent of 

civilian employees who indicated experiencing sexual harassment in the past 12 

months,” this means only respondents who endorsed past year experiences of sexual 

harassment on earlier questions were eligible to respond to this question so estimates 

presented only represent the population of civilian employees who experienced sexual 

harassment in the past 12 months. 

9. Special Notations:  Not all tables will contain trend data, so these rows may not be 

available or, in instances where trend data are not available for a specific trend year, 

may contain “NA” instead of a percent to note trend results are “not available” for 

that year.  Additionally, it is possible that a specific result is “not reportable” due to 

low reliability, which is annotated as “NR.”  Unstable estimates usually occur when 

only a small number of respondents contribute to the estimate or the estimate is 

associated with a large amount of error.  An “NR” designation protects the 

Department, and the reader, from drawing incorrect conclusions or potentially 

presenting inaccurate findings due to instability of the estimate.   

Unless otherwise specified, the numbers presented are percentages. 

Example Table Interpretation 

The example table in Figure 1 shows that in 2021, DoD women (89%) were significantly less 

likely to endorse “response option 1” compared to men as indicated by the yellow highlight on 

“89%” for “response option 1” on the 2021 row.  Additionally, DoD women (8%) were 

significantly more likely to endorse “response option 2” compared to men (7%) as indicated by 

the purple highlight on “8%” for “response option 2” on the 2018 row.  APF women (89%) were 

significantly less likely to endorse “response option 1” compared to men (91%) as indicated by 

the yellow highlight on “89%” for “response option 1” on the 2021 row.  Additionally, APF 

women (8%) were significantly more likely to endorse “response option 2” compared to men 

(7%) as indicated by the purple highlight on “8%” for “response option 2” on the 2021 row. 

With regards to trend comparisons, DoD civilian employees were less likely to endorse 

“response option 1” in 2021 (91%) than in 2018 (92%) as indicated by ↑ on “92%” for the 2018 

results.  Additionally, DoD civilian employees were more likely to endorse “response option 3” 

in 2021 (2%) than in 2018 (1%) as indicated by ↓ on “1%” for the 2018 results.  DoD men were 

less likely to endorse “response option 1” in 2021 (91%) than in 2018 (93%) as indicated by ↑ on 

“93%” for the 2018 results.  Finally, DoD men were more likely to endorse “response option 3” 

in 2021 (2%) than in 2018 (1%) as indicated by ↓ on “1%” for the 2018 results. 

Construction of Estimated Past Year Sexual Harassment, Gender 
Discrimination, and Work-Related Unwanted Sexual Contact Rates 

All WGR surveys are designed to solicit information on gender issues, including estimated 

prevalence rates of unwanted gender-related behaviors (i.e., sexual harassment, gender 
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discrimination, and sexual assault).  From 2015 to 2019, OPA used RAND’s 2014 RMWS 

metrics for sexual harassment, gender discrimination, and sexual assault (Morral, Gore, & Shell, 

2014) for its WGR surveys.10  The RAND sexual assault metric used more than 40 items to 

estimate the prevalence of sexual assault in the prior year.  To reduce survey burden on the 2021 

WGRC questionnaire in response to the OMB survey clearance process, the RAND sexual 

assault metric was replaced by a five-item measure of unwanted sexual contact.  Unwanted 

sexual contact is an umbrella term for a range of sex-related behaviors which constitute elements 

of sexual assault as a criminal offense under the Uniform Code of Military Justice (UCMJ).  The 

five-item unwanted sexual contact metric used on the 2021 WGRC is the same metric used on the 

2021 WGR and the Service Academy Gender Relations Survey (SAGR), and is similar to the 

single-item unwanted sexual contact metric used on DoD gender relations surveys from 2006 to 

2012.  

Prior research by the RAND Corporation suggests that a similar (single-item) unwanted sexual 

contact metric and the 41-item sexual assault metric produce comparable overall prevalence 

estimates (Morral et al., 2015).  However, whether the current five-item unwanted sexual contact 

metric and the 41-item sexual assault metric produce comparable estimates has, to date, not been 

rigorously tested.  Accordingly, this report does not provide statistical comparisons between the 

work-related unwanted sexual contact estimates generated in the 2021 WGRC and work-related 

sexual assault estimates from previous survey years.  OPA also encourages caution with regard 

to comparisons between any work-related unwanted sexual contact estimates provided in this 

report and work-related sexual assault estimates provided in previous survey years.   

This section describes the metrics and methods used to construct past year11 estimates of sexual 

harassment, gender discrimination, and unwanted sexual contact in the DoD civilian employee 

population.  References to “gender discrimination,” “sexual harassment,” and “unwanted sexual 

contact” in the metrics do not necessarily imply meeting legal definitions.  Thus, survey data are 

to be interpreted as providing estimates of unwanted gender-related experiences as reported by 

DoD civilian employees in the DoD civilian workplace using the metrics employed by the 2021 

WGRC rather than indicative of events that would provide a basis for an Employee Equal 

Opportunity (EEO) complaint or sexual assault criminal prosecution in any jurisdiction.  Only 

proper investigations can adjudicate cases of misconduct. 

Differences Between Military and DoD Civilian Employee Metrics 

The 2021 WGRC was modeled on OPA’s gender relations surveys among military members and 

Military Service Academy students.  Minimal changes were made to adapt the metrics to the 

DoD civilian employee population, such as substituting military nomenclature with civilian 

equivalent language (Daniel et al., 2018).  These minimal changes ensure comparability of 

estimates generated by the metrics across military and civilian surveys.   

 
10 Since the development of the metrics in 2014, OPA has implemented some modifications in consultation with 

policy offices and RAND.  See Davis et al., 2017, Van Winkle, Rock, & Hurley, 2016, and Breslin et al., 2022 for 

descriptions on how the metrics have changed over time.   
11 The 2021 WGRC used “dynamic text” to ask questions regarding the past 12 months.  The prior year’s date was 

inserted based on when the respondent started the survey (e.g., if the respondent started the survey on November 15, 

2021, the prior year date would be November 15, 2020).   
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In addition to changes to the nomenclature in the unwanted gender-related behaviors metrics, the 

calculation of the measurement of unwanted sexual contact also needed to be adapted for DoD 

civilians.  The unwanted sexual contact rates constructed for military surveys measure 

experiences of unwanted sexual behaviors in the past 12 months regardless of where they 

occurred or who was involved.  To preserve military readiness, it is important for the Department 

to assess whether all military members who experience unwanted sexual contact receive 

appropriate support and legal services, even if the experiences were unrelated to the member’s 

military service.  Because the nature and terms of work differ between military members and 

DoD civilian employees, the Department is primarily concerned with assessing unwanted sexual 

contact experiences among DoD civilian employees with a nexus to the DoD work environment.  

The 2021 WGRC past year work-related unwanted sexual contact prevalence rate represents 

employees who met the criteria for unwanted sexual contact in the past year and identified at 

least one alleged offender as someone from work.12  Because of the differences described above, 

comparisons across unwanted sexual contact rates generated from civilian and military surveys 

should be made with caution. 

Construction of Estimated Past Year Sexual Harassment Rate 

Sexual harassment is defined as unwelcome sexual advances, requests for sexual favors, and 

other verbal or physical conduct of a sexual nature that impact one’s career or create an 

ineffective or hostile work environment (sexually hostile work environment and/or sexual quid 

pro quo).  The 2021 WGRC assessed DoD civilian employees’ self-reported experiences of 

gender-related behaviors committed by someone from their workplace13 and the circumstances 

of those experiences to assess for sexual harassment.  OPA used a two-step process to generate 

estimates of past year sexual harassment following the 2014 RMWS guidelines.   

To be included in the Estimated Past Year Sexual Harassment Rate, civilian employees must 

first indicate experiencing one of the gender-related behaviors in their workplace that aligned 

with sexual harassment, and second, indicate “yes” to one of the follow-up items that assessed 

pervasiveness, severity, or career impact of the behavior.  For sexual quid pro quo behaviors, 

they must have also indicated at least one person who did the unwanted behavior was part of 

their leadership.14 

Estimated past year rates for the 2021 WGRC represent a continuum of behaviors including 

sexual harassment (sexually hostile work environment and sexual quid pro quo) and gender 

 
12 To assess whether those who indicated experiencing unwanted sexual contact may potentially fall under the DoD 

purview for support and legal services, the WGRC determines the relation of the alleged offender(s) to the civilian 

employee’s work environment.  However, only proper investigations can determine whether an alleged offense falls 

under the purview of the DoD for adjudication.   
13 “Someone from work” was defined for respondents as “any person(s) you have contact with as part of your DoD 

civilian job duties.  "Someone from work" could be another DoD civilian employee, a supervisor, someone above or 

below you in pay grade/category, a military member, or a contractor.  They could be in your organization or in other 

organizations.”  Respondents were further instructed to include experiences regardless of where or when they 

occurred as long as the person who did it was someone from their DoD civilian workplace. 
14 Beginning in 2021, two additional questions were added to the sexual quid pro quo metric to more clearly identify 

the alleged offender as a person with the ability to harm or limit the victim’s career.  More specifically, DoD civilian 

employees who experienced behaviors in line with sexual quid pro quo were asked if anyone who did the unwanted 

behavior was part of their leadership. 
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discrimination.  The behaviors comprising each type are described below, with details on 

prevalence rate construction depicted in Figure 2. 

Sexual Harassment includes two types: 

• Sexually Hostile Work Environment:  Includes unwelcome sexual conduct or 

comments that interfere with a person's work performance or creates an intimidating, 

hostile, or offensive work environment.  Additionally, these behaviors have to either 

continue after the alleged offender knew to stop or were so severe that most DoD 

civilian employees would have found them offensive to meet the criteria for inclusion 

in the past year rate. 

• Sexual Quid Pro Quo:  Includes instances of job benefits or losses conditioned on 

sexual cooperation.  Employees must have indicated at least one person who did the 

unwanted behavior was part of their leadership.  Additionally, employees must have 

indicated having direct evidence of an exchange which changed the terms or 

conditions of their employment to meet the criteria for inclusion in the past year rate. 
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Figure 2.  

Estimated Past Year Sexual Harassment Rate Construction 

 
*Employees only needed to endorse at least one of the corresponding follow-up criteria to be included in past year 

rates for sexually hostile work environment.  Employees needed to endorse at least one of the corresponding follow-

up criteria and have indicated at least one person was part of their leadership to be included in past year rates for 

sexual quid pro quo.  Those who met criteria for either sexually hostile work environment or sexual quid pro quo are 

included in the past year sexual harassment rate.   

**The item “intentionally touched you in a sexual way when you did not want them to” has no additional follow-up 

criteria to be included in past year rates.  Those who indicated “Yes” to this item did not see the item “repeatedly 

touched you in any other way that made you uncomfortable, angry, or upset.”   

Construction of Estimated Past Year Gender Discrimination Rate 

Gender discrimination refers to comments and/or behaviors directed at someone because of his 

or her gender that result in harm to the employee’s career.  Questions assessed DoD civilian 

employees’ self-reported experiences of gender-related behaviors committed by someone from 

their workplace15 and the circumstances of those experiences to assess for gender discrimination.  

OPA used a two-step process to generate estimates of past year gender discrimination following 

the 2014 RMWS guidelines.  To meet criteria for inclusion in the Estimated Past Year Gender 

 
15 “Someone from work” was defined for respondents as “any person(s) you have contact with as part of your DoD 

civilian job duties. "Someone from work" could be another DoD civilian employee, a supervisor, someone above or 

below you in pay grade/category, a military member, or a contractor.  They could be in your organization or in other 

organizations.”  Respondents were further instructed to include experiences regardless of where or when they 

occurred as long as the person who did it was someone from their DoD civilian workplace. 
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Discrimination Rate, civilian employees must first indicate experiencing one of the gender-

related behaviors in their workplace that aligned with gender discrimination.  Second, they must 

indicate at least one person who did the unwanted behavior was part of their leadership and that 

they believe this behavior resulted in harm to their career.16  Figure 3 depicts the steps for 

constructing the Estimated Past Year Gender Discrimination Rate.   

Figure 3.  

Estimated Past Year Gender Discrimination Rate Construction 

 

Standardizing Sexual Harassment and Gender Discrimination Denominators 

Beginning in 2021, OPA modified the calculation of the sexual harassment and gender 

discrimination prevalence rates to standardize the denominators across the related rates to 

improve comparability across metrics.  The five 2021 WGRC rates with standardized 

denominators are:  sexually hostile work environment, sexual quid pro quo, sexual harassment, 

gender discrimination, and sexual harassment/gender discrimination. 

Respondents who met criteria for inclusion in the sexually hostile work environment, sexual quid 

pro quo, sexual harassment, gender discrimination, or sexual harassment/gender discrimination 

rates were included in the denominator for all sexual harassment and/or gender discrimination 

rates.  To be included in the denominator for each individual rate, respondents had to either 

endorse “Yes” to at least one item included in the rate or endorse “No” on at least 50% of the 

items in the rate.  This coding is consistent with the coding on previous WGRC surveys.  In 2021, 

if a respondent met the criteria to be included in the denominator for at least one sexual 

harassment/gender discrimination rate, they were included in the denominator for all rates.  For 

example, if a respondent did not endorse “Yes” to any sexual harassment items and did not 

endorse “No” on at least 50% of the sexual harassment items, they were still included in the 

standardized denominator for sexual harassment and the other four rates if they met the criteria 

to be included in the gender discrimination rate (e.g., at least one “Yes” or actively endorsed at 

least 50% “No” on gender discrimination items).  In this situation, the respondent would be 

categorized as not having experienced sexual harassment.  Previously, these respondents would 

 
16 Beginning in 2018, two additional questions were added to the gender discrimination metric to more clearly 

identify the alleged offender as a person with the ability to harm or limit the victim’s career.  More specifically, 

DoD civilian employees who experienced behaviors in line with gender discrimination were asked if anyone who 

did the unwanted behavior was part of their leadership.  For 2021 trend analyses, the 2018 WGRC gender 

discrimination rate including the leadership criteria was used. 
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have been missing from the denominator for the sexual harassment rate, even if they were 

included in the denominator for the gender discrimination rate and the overall sexual 

harassment/gender discrimination rate.  In 2021, respondents who met criteria for inclusion in 

the denominator for the overall sexual harassment/gender discrimination rate were included in all 

sexual harassment and/or gender discrimination rates.   

Construction of the Estimated Past Year Work-Related Unwanted Sexual Contact 
Rates 

The unwanted sexual contact measure is not designed to provide a crime victimization rate.  The 

unwanted sexual contact measure asks whether respondents have experienced specific behaviors 

and does not assume the respondent has knowledge of the legal criteria for or definition of sexual 

assault.  The question stem included language regarding the behaviors occurring against the 

respondent’s consent (either when they did not or could not consent) or against their will.17   

Questions assessed whether employees experienced unwanted sexual behaviors allegedly 

committed by someone from their workplace and the circumstances of those experiences.  As 

shown in Figure 4, the 2021 WGRC unwanted sexual contact prevalence rate incorporates three 

elements: (1) the respondent indicates experiencing at least one of the five behaviors consistent 

with behaviors involved with sexual assault, (2) the behavior was done intentionally, and (3) the 

behavior was done without the respondent’s consent.  Respondents must also have confirmed 

that any behavior they endorsed occurred within the past 12 months and that at least one alleged 

offender was “someone from work” to be included in the estimated past year rate for work-

related unwanted sexual contact.  “Someone from work” was defined as any person(s) with 

whom civilian employees came into contact as part of their DoD civilian job duties regardless of 

the context surrounding or where the alleged offense(s) occurred, which could include other DoD 

civilian employees, supervisors, military members, contractors, or any other individuals they 

come into contact with while performing their DoD civilian job duties.  The estimated past year 

work-related unwanted sexual contact rates were derived from items on the 2021 WGRC and are 

depicted in Figure 4. 

 
17 In 2021, the Bureau of Justice Statistics (BJS) began testing a measure of sexual assault that is similar to the 

DoD’s unwanted sexual contact metric for use on future National Crime Victimization Surveys (the NCVS).  The 

NCVS is a nationally representative survey that produces estimates of criminal victimization. 
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Figure 4.  

Estimated Past Year Work-Related Unwanted Sexual Contact Metric 

 

Using the criteria listed in Figure 5, the 2021 WGRC produced estimated past year prevalence 

rates for three categories of work-related unwanted sexual contact using a hierarchical system: 

completed penetration, attempted penetration, and unwanted sexual touching.  Penetrative 

unwanted sexual contact includes respondents who indicated “Yes” to either of the items that 

assess completed penetration and who met the follow-up criteria that the experience was 

allegedly committed by someone at work.  Attempted penetration includes respondents who 

were not previously counted as having experienced work-related penetrative unwanted sexual 

contact, who indicated “Yes” to either of the items that assess attempted penetration, and who 

met the follow-up criteria that the experience was allegedly committed by someone at work.  

Non-penetrative sexual contact includes respondents who were not previously counted as work-

related penetrative or attempted penetrative unwanted sexual contact, who indicated “Yes” to the 

behavior assessing unwanted sexual touching, and who met the follow-up criteria that the 

experience was allegedly committed by someone at work. 
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Figure 5.  

Hierarchy of Past Year Work-Related Unwanted Sexual Contact Types 

 

Conclusion 

The 2021 WGRC fulfills the requirements outlined in Title 10 USC §481a for biennial survey 

assessment of gender relations in the DoD civilian workplace.  The 2021 WGRC was the third 

survey conducted by OPA at the request of ODEI to meet this statutory requirement.  The survey 

was designed to assess the level and associated features of sexual harassment, gender 

discrimination, and work-related unwanted sexual contact. 

The DoD continues to diligently pursue policies and programs that support its goal of eliminating 

unwanted gender-related behaviors in the DoD civilian workplace.  These efforts focus on 

strategies to achieve prevention (a reduction in the prevalence of these behaviors) as well as 

strategies to improve response for victims of these behaviors.  To this end, the 2021 WGRC also 

performs a critical surveillance function by providing insights regarding the prevalence of sexual 

harassment, gender discrimination, and work-related unwanted sexual contact; the characteristics 

of these offenses; experiences with reporting or decisions not to report these offenses; and 

descriptions of the culture and climate of the organizations in which DoD civilian employees 

operate.   

The purpose of this report is to explain the statistical and survey methodology employed on the 

2021 WGRC.  All uses and interpretations of the 2021 WGRC data should be made in light of the 

information contained in this technical report.  Additionally, the results of this report are based 

on self-reported experiences and does not constitute actual knowledge of specific offenses by the 

Department or its officials.  Allegations of sexual harassment, gender discrimination, and work-

related unwanted sexual contact must be reported and investigated through established channels 

before allegations may be substantiated. 
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Frequently Asked Questions 

The H&R Research Division within the Office of People Analytics (OPA) has been conducting 

surveys of gender relations among military members since 1988.  OPA uses scientific state of the 

art statistical techniques to draw conclusions from random, representative samples of DoD 

populations.  To construct estimates for the 2021 Department of Defense Civilian Employee 

Workplace and Gender Relations Survey (2021 WGRC), OPA used complex weighting 

procedures to ensure accuracy of estimates to the DoD civilian employee population.  This 

approach is widely accepted as the standard method to construct generalizable estimates.  The 

following details some common questions about our methodology as a whole and the 2021 

WGRC specifically. 

1. What is the DoD Civilian Employee Workplace and Gender Relations Survey? 

The 2021 WGRC survey is a Congressionally-mandated gender relations survey 

conducted by OPA with DoD civilian employees to meet the statutory requirement of 

10 USC 481a for DoD civilian employee biennial assessments of workplace and 

gender relations.  The Department is committed to eliminating unlawful 

discrimination and harassment within the DoD and seeks to estimate past year rates of 

these experiences among members as part of this effort.  The 2021 WGRC was 

designed with input from the DoD Office for Diversity, Equity, and Inclusion (ODEI) 

representatives.  The first survey of this nature was conducted by OPA in 2016 

though it was only administered to appropriated fund (APF) civilian employees, while 

the second survey was conducted in 2018 and also included nonappropriated fund 

(NAF) civilian employees. 

2. What was the population of interest for the 2021 WGRC? 

The target population for the 2021 WGRC consisted of APF and NAF civilian 

employees from the military departments (i.e., Department of the Army, Department 

of the Navy [including employees working at Marine Corps locations], Department of 

the Air Force) and DoD Agencies/Activities who were over the age of 18, in a pay 

status, U.S. citizens, not current active duty members, and not political appointees. 

The overall DoD civilian employee sample consisted of a census of 91,871 NAF 

civilian employees and a sample of 364,561 appropriated fund civilian employees.  

Data were collected between November 15, 2021 and January 24, 2022.  The 

weighted response rate for the 2021 WGRC was 20.5%. 

3. Was the 2021 WGRC anonymous? 

The 2021 WGRC survey was “confidential,” not “anonymous.”  In confidential 

surveys conducted by OPA, the identifying information of respondents is only used 

by government and contractor staff engaged in, and for purposes of, survey research 

(e.g., selecting, contacting, and tracking the participation of respondents).  
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Individual survey responses received by OPA are kept in separate files from the 

personally identifiable information of respondents used to solicit survey participation.  

Further, OPA received a federal “Certificate of Confidentiality” that provides 

additional protection against any attempt to subpoena confidential survey records.  

OPA only tracks survey responses back to an individual if the respondent indicates 

potential harm to self or others in survey responses or communications about the 

survey.  Otherwise, survey responses are not tracked back to individual respondents 

by OPA and survey results are only reported in the aggregate so that no individual 

respondents can be identified.   

4. The 2021 WGRC uses “sampling” and “weighting.”  What does this mean? 

Simply stated, sampling and weighting allows for data, based on a sample, to be 

accurately generalized to the total population.  In the case of the 2021 WGRC this 

allows OPA to generalize to the full population of DoD civilian employees that meet 

the criteria listed above.   

OPA uses accurate administrative records (e.g., demographic data) for the DoD 

civilian employee population both at the sample design stage as well as during the 

statistical weighting process to account for survey nonresponse and post-stratification 

to known key variables or characteristics.  Prior OPA surveys provide empirical 

results showing how response rates vary by many characteristics (e.g., race/ethnicity, 

Service, paygrade).  OPA uses this information to accurately estimate the optimum 

sample sizes needed to obtain sufficient numbers of respondents within key reporting 

groups (e.g., Hispanic Army members).  After the survey is complete, OPA makes 

statistical weighting adjustments so that each subgroup (e.g., Hispanic female Army 

appropriated fund civilian employee) contributes toward the survey estimates 

proportionally to the known size of the subgroup. 

OPA’s weighting methodology meets industry standards used by government 

statistical agencies including the Census Bureau, Bureau of Labor Statistics, National 

Agricultural Statistical Service, National Center for Health Statistics, and National 

Center for Education Statistics.  In addition, private survey firms including RAND, 

WESTAT, and RTI use this methodology, as do well-known polling firms such as 

Gallup, Pew, and Roper. 

5. Are survey estimates valid with only a 20.5% weighted response rate? 

Response rates to the 2021 WGRC are consistent with response rate levels and trends 

for the previous 2018 and 2016 WGRC, as well as DoD civilian employee surveys 

conducted by other agencies.  In particular, this rate is in line with the observed DoD 

civilian employee responses rates for the annual Federal Viewpoint Survey (FEVS) 

conducted by the Office of Personnel and Management (OPM) in 2021 (24% 

response rate), 2020 (35% response rate), 2019 (33% response rate), 2018 (30% 

response rate), 2017 (30% response rate), and 2016 (26% response rate).  A notable 

difference is the 2021 WGRC included NAF civilian employees who are not typically 

surveyed in surveys of the civilian employee population because they are subject to 
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different federal regulations and paid by different funds.  They are harder to reach 

given the settings in which they work, and their response rate was much lower 

(11.0%) than APF (21.6%) on the 2021 WGRC. 

Response rates have decreased over time.  However, experts in the field have found 

that surveys with similar response rates, or lower, are able to produce reliable 

estimates.  While nonresponse bias due to low response rates is always a concern, 

OPA has knowledge, based on administrative records, of the characteristics of both 

survey respondents and survey nonrespondents, and uses this information to make 

statistical adjustments that compensate for demographic differences in survey 

nonresponse.  This important advantage improves the quality of estimates from OPA 

surveys. 

In addition, OPA routinely conducts “Nonresponse Bias Analyses” on its military 

surveys.  This type of analysis measures whether respondents to the survey are 

fundamentally different from nonresponders on a variety of dimensions.  If 

differences are found, this may be an indication that there is bias in the estimates 

produced.  OPA rarely finds substantive evidence of nonresponse bias in analyses of 

their military surveys, and thus, contends that estimates produced are reliable and 

valid for the DoD civilian employee population. 

6. How does OPA determine the sample size for a survey? 

OPA uses administrative records (e.g., demographic data) for the DoD civilian 

employee population both at the sample design stage as well as during the statistical 

weighting process to account for survey non-response and post-stratification to 

known distributions for key characteristics.  Prior OPA surveys provide empirical 

results showing how response rates vary by many characteristics (e.g., minority status 

and component).  OPA uses this information to accurately estimate the optimum 

sample sizes needed to obtain sufficient numbers of respondents within key reporting 

groups (e.g., Black Air Force APF civilians).  After the survey is complete, OPA 

makes statistical weighting adjustments so that each subgroup (e.g., Black male APF 

civilians) contributes toward the survey estimates proportional to the known size of 

the subgroup.   

In general, this technique has a proven record of providing accurate estimates for total 

populations.  National election polls have used responses from a small sample of 

individuals, typically around 2,000 or less, to accurately estimate activity by the U.S. 

voting population as a whole.  A quick reference for this is on the website for the 

National Council on Public Polls Evaluations of the 2010 and 2012 elections.18  In 

contrast, OPA collected approximately 79,776 survey responses to accurately 

estimate to the eligible DoD civilian employee population of 856,502. 

 
18 Poll information can be found here for 2012: 

http://www.ncpp.org/files/Presidential%20National%20Polls%202012%200103%20Full.pdf.  The surveys which 

contain margins of error (MOE) were scientifically conducted and typically had lower error despite often having 

fewer respondents compared to the other surveys.  
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7. Some of the estimates provided in the tables show “NR” or “Not Reportable.”  What 

does this mean? 

The estimates become “Not Reportable” when they do not meet the criteria for 

statistically reliable reporting.  This can happen for a number of reasons including 

high variability or too few respondents.  This process helps ensure that the estimates 

we provide in our analyses and reports are accurate and precise. 

8. How were the sexual harassment, gender discrimination, and work-related unwanted 

sexual contact rates created? 

To be included in the Estimated Past Year Sexual Harassment Rate, civilian 

employees must first indicate experiencing one of the gender-related behaviors in 

their workplace that align with sexual harassment, and second, indicate “yes” to one 

of the follow-up items that assess pervasiveness, severity, or career impact of the 

behavior.  For sexual quid pro quo behaviors, civilian employees must also indicate at 

least one person who did the gender-related behavior(s) was part of their leadership.  

To meet criteria for inclusion in the Estimated Past Year Gender Discrimination 

Rate, civilian employees must first indicate experiencing one of the gender-related 

behaviors in their workplace that align with gender discrimination, indicate that they 

believe this behavior resulted in harm to their career, and indicate at least one person 

who did the gender-related behavior(s) was part of their leadership. 

The criteria for inclusion in the Estimated Past Year Work-Related Unwanted Sexual 

Contact Rates incorporates three elements: (1) the respondent indicates experiencing 

at least one of the five behaviors consistent with behaviors involved with sexual 

assault, (2) the behavior was done intentionally, and (3) the behavior was done 

without the respondent’s consent.  Civilian employees must also have confirmed that 

any behavior they endorsed occurred within the prior 12 months and that at least one 

alleged offender was “someone from work” to be included in the Estimated Past Year 

Work-Related Unwanted Sexual Contact Rates.  “Someone from work” was defined 

as any person(s) with whom civilian employees came into contact as part of their 

DoD civilian job duties regardless of the context surrounding or where the alleged 

offense(s) occurred. 

9. What about surveys that study the total U.S. population?  How do they compare? 

Surveys of sensitive topics and rare events rely on similar methodology and response 

rates to project estimates to the total U.S. adult population.  For example, the 

2016/2017 National Intimate Partner and Sexual Violence Survey, conducted by the 

Centers for Disease Control and Prevention, calculated population estimates for 

sexual violence based on 27,571 completed interviews, reflecting a weighted response 

rate of 7.6%. 
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Appropriated Fund Civilian Employee Trend Analyses 

Introduction 

The purpose of this appendix is to describe the trend analyses conducted for the 2021 

Department of Defense Civilian Employee Workplace and Gender Relations Survey (2021 

WGRC) for appropriated fund (APF) civilian employees.19  All uses and interpretations of the 

2021 WGRC APF civilian employee data presented should be made in light of the 

methodological information contained in the main report.  As a reminder, the results from the 

2021 WGRC are based on self-reported experiences and does not constitute actual knowledge of 

specific offenses by the DoD or its officials or evidence that the alleged incident occurred.  

Allegations of sexual harassment, gender discrimination, and unwanted sexual contact must be 

reported and investigated through established channels before allegations may be substantiated. 

The APF civilian employee sample consisted of 364,561 members drawn from the sample frame 

of 764,631 eligible members using Defense Manpower Data Center’s (DMDC) June 2021 DoD 

Appropriated Fund Civilian Employee Master File.  Completed surveys were received from 

70,324 APF civilian employee eligible respondents.  The overall weighted response rate for APF 

civilian employee eligible members, corrected for nonproportional sampling, was 21.6%.  OPA 

scientifically weighted the 2021 WGRC APF civilian employee respondent data to be 

generalizable to the entire DoD APF civilian employee population using the methods described 

in the main report.   

Survey Administration 

The 2021 WGRC was a confidential web-based survey administered between November 15, 

2021 and January 24, 2022 to APF civilian employees.  All survey procedures were reviewed by 

a DoD Human Subjects Protection Officer as part of the Office of Management and Budget 

(OMB) and DoD survey approval and licensing process.  Additionally, OPA received a 

Certificate of Confidentiality from the Health Resources and Services Administration (HRSA) at 

the Department of Health and Human Services to further ensure the protection of respondent 

survey data.  This Certificate was obtained to provide an additional layer of protection to prevent 

compelled disclosure of information that may identify individual sample members and their 

responses in any federal, state, or local civil, criminal, administrative, legislative, or other 

proceedings. 

The survey administration process began on November 15, 2021 when the survey website 

opened to sample members and the first OPA e-mail announcement was sent to all sample 

members.20  The e-mail announcement explained the purpose of the survey, how the survey 

information would be used, why participation was important, and opt-out procedures for those 

who did not wish to participate.  Throughout the administration period, five additional reminder 

 
19 Only APF civilian employees were surveyed in the 2016 WGRC.  However, not all items were administered on all 

three surveys, or may have been changed, so only items that matched across administrations are trended where 

applicable. 
20 OPA developed a public affairs plan for stakeholders and DoD leaders to apprise civilian employees of the 

upcoming survey.  This plan also contained the link to the OPA ticket lookup site where sample members could 

identify their ticket number at any time throughout the survey administration process. 
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e-mail communications were sent to sample members who had not completed nor opted-out of 

the survey to encourage survey participation.  Additionally, NAF employees received a postal 

notification regarding the survey. 

Completed surveys were defined as answering at least one of the critical questions related to 

sexual harassment and gender discrimination and the critical question related to unwanted sexual 

contact.21  Completed surveys were received from 70,324 eligible respondents and the overall 

weighted response rate for eligible sample members was 21.6% (Table B-1). 

Table B-1.  

2021 WGRC Counts of Respondents and Weighted Response Rates for APF Civilian 

Employees 

Response Groups Total Population Sample Size 
Number of  

Respondents 
Response Rate 

Total APF 764,631 364,561 70,324 21.6% 

Women 253,282 178,181 39,357 24.0% 

Men 511,349 186,380 30,967 20.4% 

APF by Service and Gender 

Army 254,445 125,812 25,383 22.3% 

Women 87,744 60,947 14,045 24.7% 

Men 166,701 64,865 11,338 21.0% 

Navy 224,412 94,770 17,964 21.1% 

Women 61,903 40,429 9,362 24.6% 

Men 162,509 54,341 8,602 19.7% 

Air Force 175,009 75,842 12,258 18.6% 

Women 50,797 35,457 6,693 20.6% 

Men 124,212 40,385 5,565 17.7% 

DoD Agencies/Activities 110,765 68,137 14,719 25.9% 

Women 52,838 41,348 9,257 25.6% 

Men 57,927 26,789 5,462 26.1% 

Note:  For the purposes of this table, civilian employees without valid data on “gender” in administrative records 

used to draw the sample were coded as “men” in the calculation of response rates.   

Statistical Analyses 

The 2021 WGRC survey results for APF civilian employees were analyzed by gender and 

Component.  Gender includes two levels:  women and men.  Component includes four levels:  

Army, Navy,22 Air Force, and DoD Agencies/Activities.  Trend analyses were conducted 

between 2021 and 2018 estimates as well as between 2021 and 2016 estimates where available.   

 
21 The survey completion criteria for the 2021 WGRC differ from the survey completion criteria for the 2018 WGRC 

and 2016 WGRC, which required respondents to have answered at least one of the survey questions asked of all 

respondents and provided at least three valid responses on the sexual assault behaviors.  The changes in completion 

criteria do not impact the ability to compare the 2021 estimates to the 2016 and 2018 estimates. 
22 Includes Marine Corps. 
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Interpretation of Results 

The 2021 WGRC APF tables include weighted estimates for APF women and men by APF 

Component (Army, Navy/Marine Corps, Air Force, and DoD Agencies and Activities [DoD 

A&A]).  The tables highlight statistically significant comparisons within the current survey year 

(e.g., comparisons of estimates for APF women and men from the 2021 WGRC) and statistically 

significant trend comparisons between 2021 and 2018 (e.g., comparisons of the 2021 WGRC 

estimates to the 2018 WGRC estimates).  The APF tables also depict statistically significant trend 

comparisons between 2021 and 2016. 

All results provided should be interpreted as estimates of perceptions or experiences of the 

overall population.  By definition, all survey results are subject to error which should be 

considered when interpreting data.  Using Figure B-1 below, this section describes the individual 

elements of tables compiled for APF civilian employees and explains how to interpret the tables 

with an example table from the APF analyses which contains both within and between survey 

year statistical comparisons. 

Figure B-1.  

Example Table 

 

Table Elements 

Figure B-1 above shows a sample data table from the 2021 WGRC that presents weighted 

estimates for APF by gender for a sample item from the survey.  This table contains information 

about both within year and trend analyses.  Details on how to read the tables are provided below: 

1. Table Title:  Describes the results for the question/item presented in the table. 
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2. Key:  Describes the statistical comparisons being made within the tables.  Statistical 

comparisons are generally made along a single dimension (e.g., gender) at a time 

using studentized independent samples t-tests.  In this type of comparison, the 

responses for one group are compared to the weighted average of the responses of all 

other groups in that dimension or reporting category.  When comparing results across 

survey years (e.g., 2021 compared to 2018 or 2021 compared to 2016), statistical tests 

for differences between weighted averages along a single dimension are used for 

trend analyses.  Results are determined significant at an alpha (α) level of 0.01 for 

within year and trend year analyses. 

3. Reporting Categories:  Denotes the demographic categories displayed in the table.  

The wide gray lines separate the groupings within a demographic category.  In this 

table, comparisons are made between APF women and men, and then within gender 

by Component (e.g., Army women are compared to women of all other components).  

4. Question/Item Text and Response Options:  This text identifies what the survey 

question or item measured is along with their associated labels for the response 

options.  In most cases, these represent the weighted percent of responses for each 

option on the survey for each reporting category or a collapsed version of the 

response options for ease of analysis (e.g., “likely” includes survey responses for 

respondents who indicated “very likely” and “likely”).  Within a set of response 

options, percentages may not add to 100% due to rounding.  When presenting a 

simple binomial response, such as “Yes” and “No,” only the “Yes” percentage is 

shown and the item text includes an indication of the “Yes” option presented in the 

table.  In these instances, and in instances where respondents were able to select more 

than one response option, the percentage who marked each item does not sum to 

100% across the set.  Composite scores are presented as well (e.g., Estimated Past 

Year Sexual Harassment Rate).   

5. Within Year Comparisons:  Statistically significant comparisons within the survey 

year are colorized in the 2021 cells.  Significance for within year analyses are 

annotated using colors to denote which reporting category is significantly higher 

(purple) and lower (yellow).  No color indicates the weighted percent for that 

comparison group did not differ significantly from the weighted average of all other 

comparison groups along the same dimension. 

6. Between (Trend) Year Comparisons:  Statistically significant comparisons between 

survey years are denoted in the trend year cells.  Results for trend year analyses are 

annotated with arrows on the trend year estimate to denote whether the trend year 

estimate is significantly higher (↑) or lower (↓) than the 2021 estimate.  No arrow 

indicates the weighted percent for the trend year estimates did not differ significantly 

from the 2021 estimates.   

7. Margins of Error:  Ranges of margins of error are presented for all tables.  When 

data are weighted to represent population estimates, margins of error should be 

calculated to convey the uncertainty or error surrounding the population estimate 

presented.  The margin of error represents the precision of the estimate, and the 
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confidence interval coincides with how confident we are that the interval contains the 

true population value being estimated 95% of the time.  For example, if it is estimated 

that 55% of respondents selected an answer and the margin of error was ±3, we are 

95% confident that the interval 52% to 58% contains the unknown “true” population 

value being estimated.  Due to the weighting strategy employed, conventional 

formulas for calculating the margin of error may overstate the reliability of the 

estimate.  For the 2021 WGRC, variance estimates were calculated using SUDAANâ 

PROC DESCRIPT (Research Triangle Institute, Inc., 2013).23   

8. Percent Responding:  Because the results of the 2021 WGRC are based on weighted 

data, the reader can assume the results generalize to the entire APF civilian employee 

population within the margin of error.  All tables and figures should be interpreted in 

light of the population of respondents who were eligible to answer the question and 

responded, which is referred to as the percent responding.  For example, when a table 

footnote indicates “percent of all employees,” that means all respondents were 

eligible to answer the question and estimates presented represent the total population 

of APF civilian employees  Similarly, when a table footnote indicates “Percent of 

employees who indicated experiencing sexual harassment in the past 12 months,” this 

means only respondents who endorsed past year experiences of sexual harassment on 

earlier questions were eligible to respond to this question so estimates presented only 

represent the population of APF civilian employees who experienced sexual 

harassment in the past 12 months. 

9. Special Notations:  Not all tables will contain trend data, so these rows may not be 

available or, in instances where trend data are not available for a specific trend year, 

may contain “NA” instead of a percent to note trend results are “not available” for 

that year.  Additionally, it is possible that a specific result is “not reportable” due to 

low reliability, which is annotated as “NR.”  Unstable estimates usually occur when 

only a small number of respondents contribute to the estimate or the estimate is 

associated with a large amount of error.  An “NR” designation protects the 

Department, and the reader, from drawing incorrect conclusions or potentially 

presenting inaccurate findings due to instability of the estimate. 

Unless otherwise specified, the numbers presented are percentages.   

Example Table Interpretation 

The example table at Figure B-1 shows that in 2021, APF women (97%) were significantly more 

likely to endorse “response option 1” compared to men (95%) as indicated by the purple 

highlight on “97%” for “response option 1” on the 2021 row.  Additionally, APF women (2%) 

were significantly less likely to endorse “response option 2” compared to men (4%) as indicated 

by the yellow highlight on “2%” for “response option 2” on the 2021 row.  APF women in DoD 

Agencies and Activities were significantly less likely to endorse “response option 1” (96%) 

compared to all other APF women as indicated by the yellow highlight on “96%” for “response 

 
 Registered 2013 by Research Triangle Institute, P.O. Box 12194, Research Triangle Park, NC 27709-2194. 
23 As a result of differential weighting, only certain statistical software procedures, such as SUDAAN PROC 

DESCRIPT, correctly calculate standard errors, variances, or tests of statistical significance for stratified samples. 
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option 1” on the 2021 row.  Furthermore, APF women in DoD Agencies and Activities were 

significantly more likely to endorse “response option 2” (3%) as indicated by the purple 

highlight on “3%” for “response option 2” on the 2021 row.   

With regards to trend comparisons, APF Army women were significantly more likely to endorse 

“response option 1” in 2021 (97%) than in 2018 (96%) as indicated by ↓ on “96%” for the 2018 

results.  APF Navy/Marine Corps women were significantly less likely to endorse “response 

option 2” in 2021 (2%) than in 2018 (96%) as indicated by ↑ on “4%” for the 2018 results.  

Additionally, APF Navy/Marine Corps women were significantly less likely to endorse 

“response option 3” in 2021 (1%) than in 2016 (2%) as indicated by ↑ on “2%” for the 2016 

results. Finally, APF DoD Agencies and Activities men were significantly less likely to endorse 

“response option 2” in 2021 (1%) than in 2018 (2%) as indicated by ↑ on “2%” for the 2018 

results. 

Conclusion 

The DoD continues to diligently pursue policies and programs that support its goal of eliminating 

sexual harassment, gender discrimination, and unwanted sexual contact in the DoD civilian 

workplace.  These efforts focus on strategies to achieve prevention (a reduction in the prevalence 

of these behaviors) as well as strategies to improve responses to these behaviors.  To this end, the 

2021 WGRC performs a critical surveillance function by providing insights regarding the 

prevalence of sexual harassment, gender discrimination, and work-related unwanted sexual 

contact; the characteristics of the alleged offenses; experiences with reporting or decisions not to 

report the alleged offenses; and descriptions of the culture and climate of the organizations in 

which appropriated fund civilian employees operate.   

The purpose of this appendix is to describe and present trend analyses for the 2021 WGRC.  

While Appendix A presents overall DoD findings, results for APF civilian employees by gender 

and Component, including trend analyses where available, are presented in the tables that follow.  

All uses and interpretations of the 2021 WGRC data should be made in light of the 

methodological information contained in the main report.  
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Table 1.  

Estimated Sexual Harassment/Gender Discrimination Past Year Rates   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Trend Year Differences 

Higher Than 2021 

 Lower Than 2021 

Total DoD APF NAF 

DoD APF NAF Women Men Women Men Women Men 

Sexual Harassment/Gender 

Discrimination Rate 

2021 6.7 6.3 10.0 11.2 4.0 11.1 3.8 11.5 7.2 

2018 7.8 7.6 9.5 13.1 4.7 13.6 4.7 10.9 6.5 

Estimated Past Year Sexual 

Harassment Rate 

2021 4.7 4.4 8.0 7.3 3.2 6.9 3.1 9.3 5.5 

2018 5.7 5.5 7.9 9.2 3.7 9.2 3.6 9.3 4.8 

Estimated Past Year Sexually Hostile 

Work Environment Rate 

2021 4.7 4.3 8.0 7.3 3.2 6.9 3.1 9.3 5.5 

2018 5.7 5.4 7.9 9.2 3.7 9.1 3.6 9.3 4.7 

Estimated Past Year Sexual Quid Pro 

Quo Rate 

2021 0.2 0.2 0.4 0.4 0.2 0.3 0.1 0.4 0.4 

2018 0.3 0.3 0.2 0.4 0.2 0.5 0.1 0.2 0.2 

Estimated Past Year Gender 

Discrimination Rate 

2021 3.2 3.1 4.2 6.3 1.4 6.6 1.3 4.7 3.1 

2018 3.5 3.5 3.5 6.7 1.7 7.4 1.6 3.7 3.1 

Margins of error range from ±0.1% to ±1.8% 

Percent of all employees 
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Table 2.  

Experienced Sexual Harassment Behavior(s) in the Past 12 Months by Someone From Work   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Trend Year Differences 

Higher Than 2021 

 Lower Than 2021 

Total DoD APF NAF 

DoD APF NAF Women Men Women Men Women Men 

Repeatedly told sexual “jokes” 
2021 2.7 2.4 5.2 4.0 2.0 3.4 1.9 6.2 3.1 

2018 3.0 2.9 3.8 4.5 2.2 4.4 2.2 4.6 2.1 

Made repeated sexual comments about 

your appearance or body 

2021 1.5 1.3 3.1 2.9 0.7 2.7 0.6 4.2 1.1 

2018 1.6 1.5 3.3 3.5 0.6 3.2 0.6 4.4 0.9 

Repeatedly suggested you do not act 

like someone of your gender is 

supposed to 

2021 1.4 1.4 2.2 1.9 1.1 1.9 1.1 2.3 1.9 

2018 1.7 1.6 2.2 2.5 1.2 2.5 1.2 2.3 2.1 

Repeatedly told you about their sexual 

activities 

2021 1.4 1.2 2.9 1.9 1.0 1.5 1.0 3.4 1.9 

2018 1.4 1.3 1.9 2.0 1.0 2.0 1.0 2.4 0.8 

Repeatedly asked you questions about 

your sex life or sexual interests 

2021 1.2 1.0 2.6 1.9 0.8 1.6 0.7 3.1 1.7 

2018 1.1 1.0 2.1 1.9 0.6 1.7 0.6 2.5 1.3 

Repeatedly made sexual gestures or 

body movements 

2021 1.0 0.9 1.8 1.3 0.8 1.2 0.8 2.1 1.4 

2018 1.1 1.0 1.4 1.5 0.8 1.5 0.8 1.6 0.8 

Repeatedly touched you in ANY other 

way 

2021 0.8 0.7 1.8 1.5 0.4 1.3 0.3 2.3 0.7 

2018 1.0 0.9 1.5 1.9 0.5 1.9 0.4 1.9 0.8 

Made repeated attempts to establish an 

unwanted romantic or sexual 

relationship with you 

2021 0.8 0.6 1.8 1.8 0.2 1.6 0.2 2.4 0.7 

2018 0.9 0.8 1.6 2.0 0.2 2.0 0.2 2.1 0.5 

Displayed, showed, or sent you sexually 

explicit materials like pictures or videos 

2021 0.7 0.6 1.1 0.9 0.6 0.8 0.6 1.2 0.9 

2018 0.8 0.8 0.7 0.9 0.7 1.0 0.7 0.6 0.9 

Intentionally touched you in a sexual 

way when you did not want them to 

2021 0.5 0.4 1.4 0.7 0.4 0.6 0.3 1.5 1.2 

2018 0.6 0.5 1.1 1.0 0.3 1.0 0.3 1.2 0.7 

Took or shared sexually suggestive 

pictures or videos of you when you did 

not want them to 

2021 0.2 0.2 0.3 0.2 0.2 0.2 0.2 0.2 0.3 

2018 0.2 0.2 0.1 0.2 0.2 0.2 0.2 0.1 0.2 

Made you feel as if you would get some 

workplace benefit in exchange for 

doing something sexual 

2021 0.2 0.2 0.3 0.3 0.1 0.3 0.1 0.2 0.4 

2018 0.2 0.2 0.2 0.4 0.1 0.4 0.1 0.2 0.2 

Made you feel like you would get 

punished in the workplace if you did 

not do something sexual 

2021 0.2 0.1 0.3 0.2 0.1 0.2 0.1 0.3 0.3 

2018 0.2 0.2 0.1 0.3 0.1 0.3 0.1 0.1 0.1 

Margins of error range from ±0.1% to ±1.5% 

Percent of all employees 
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Table 3.  

Experienced Gender Discrimination Behavior(s) in the Past 12 Months by Someone From 

Work   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Trend Year Differences 

Higher Than 2021 

 Lower Than 2021 

Total DoD APF NAF 

DoD APF NAF Women Men Women Men Women Men 

Mistreated, ignored, excluded, or 

insulted you because of your gender 

2021 3.1 3.0 4.0 6.1 1.3 6.4 1.2 4.6 2.9 

2018 3.4 3.4 3.3 6.5 1.6 7.2 1.5 3.5 2.8 

Said that your gender is not as good at 

your particular job or should be 

prevented from having job 

2021 1.0 1.0 1.4 2.0 0.4 2.1 0.4 1.5 1.3 

2018 1.4 1.4 1.6 2.6 0.7 2.8 0.6 1.7 1.3 

Margins of error range from ±0.1% to ±1.2% 

Percent of all employees 

Table 4.  

Discussed at Least One Sexual Harassment Behavior in the One Situation   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

At least one sexual harassment behavior 62 60 70 54 74 51 74 69 70 
Margins of error range from ±2% to ±12% 

Percent of employees who experienced sexual harassment and/or gender discrimination in the past 12 months 



OPA Appendix B:  DoD Civilian Employee Data Tables 
 

4 Appendix B:  DoD Civilian Employee Data Tables 
 

Table 5.  

Sexual Harassment One Situation:  Context of Behavior(s) Experienced   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

DoD context 98 98 98 98 98 99 98 98 99 

While you were performing your DoD civilian 

job duties 
93 93 95 94 92 93 92 96 91 

At your primary duty location 89 89 90 89 89 89 89 90 89 

At a military installation/ship, armory, Guard 

or Reserve unit site, another DoD civilian 

location 

52 54 46 52 53 53 55 48 38 

When you were at a work-related, DoD, or 

military function 
35 36 30 32 38 34 38 27 40 

While you were completing a probationary 

period for your DoD civilian job 
24 26 15 23 25 27 25 12 26 

While you were assigned OCONUS to 

perform your DoD civilian job duties 
9 8 9 9 8 10 7 8 14 

Online on social media or via other electronic 

communications 
14 15 9 16 12 18 13 10 6 

While you were off duty in a situation unrelated 

to work 
13 14 9 15 12 16 12 10 4 

Margins of error range from ±1% to ±15% 

Percent of employees who experienced sexual harassment in the past 12 months 

Table 6.  

Sexual Harassment One Situation:  Gender of Alleged Offender(s)   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

At least one alleged offender was a man 89 92 75 89 88 94 90 76 73 

At least one alleged offender was a woman 33 30 44 28 38 25 36 39 62 
Margins of error range from ±2% to ±15% 

Percent of employees who experienced sexual harassment in the past 12 months 
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Table 7.  

Sexual Harassment One Situation:  Employment Status of Alleged Offender(s)   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

DoD civilian employee(s) 88 88 88 86 90 85 90 88 NR 

Part of leadership 49 49 52 49 50 48 50 50 56 

Military member(s) 28 30 16 29 25 33 27 18 NR 

DoD contractor(s) 13 14 5 12 13 14 14 6 3 
Margins of error range from ±2% to ±15% 

Percent of employees who experienced sexual harassment in the past 12 months 

Table 8.  

Sexual Harassment One Situation:  Filed Complaint/Grievance/Report With Officials   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Your leadership 34 31 48 38 28 36 26 46 53 

An EEO representative 9 10 8 11 8 12 7 7 10 

Human Resources 8 7 14 9 7 7 7 16 9 

Your union or bargaining unit representative 6 7 1 6 7 7 8 1 2 

DoD Office of Inspector General 4 4 5 5 4 4 4 6 1 

Office of Special Counsel 2 2 1 1 2 1 3 1 <1 
Margins of error range from ±1% to ±15% 

Percent of employees who experienced sexual harassment in the past 12 months 

Table 9.  

Sexual Harassment One Situation:  Level of Leadership That Received the Report   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Your supervisor(s) 81 84 73 78 87 82 87 68 NR 

Your manager(s) 56 51 72 58 52 51 50 76 NR 

Your team leader(s) 51 50 53 49 53 49 52 51 NR 

Your organization’s leader(s) 43 47 32 46 38 51 41 36 22 

Other leader(s) 30 33 21 31 28 35 31 24 13 
Margins of error range from ±4% to ±18% 

Percent of employees who experienced sexual harassment in the past 12 months and reported to leadership 
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Table 10.  

Sexual Harassment One Situation:  Type of Complaint Made About One Situation   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Which of the following best 

describes the current status 

of your EEO complaint? 

Informal 

complaint 
32 36 7 33 30 38 34 NR NR 

Formal 

complaint 
36 35 NR 33 42 32 38 NR NR 

Not sure 32 29 NR 34 28 30 28 NR NR 

Margins of error range from ±7% to ±14% 

Percent of employees who experienced sexual harassment in the past 12 months and filed an EEO complaint 

Table 11.  

Sexual Harassment One Situation:  Actions After Reporting to Leadership   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

The person you told took no action. 41 41 42 39 44 39 43 39 NR 

Someone talked to the person(s) to ask them to 

change their behavior. 
39 40 38 39 39 39 40 39 NR 

Your coworkers treated you worse, avoided 

you, or blamed you for the problem. 
31 34 20 30 31 35 33 19 NR 

You were encouraged to drop the issue. 30 31 28 26 37 26 37 25 NR 

The rules on harassment were explained to 

everyone in the workplace. 
26 27 26 23 32 21 34 27 NR 

You were punished for bringing it up. 23 24 21 20 28 21 28 18 NR 

The person(s) who acted this way took action 

against you for reporting to leadership. 
23 25 15 21 26 23 29 16 NR 

An investigation, survey, or other assessment of 

the workplace was conducted. 
21 24 14 19 25 23 25 11 NR 

Your work station, schedule, or duties were 

changed to help you avoid the person(s). 
21 21 21 23 18 22 19 25 NR 

You were discouraged from filing an EEO 

complaint. 
18 20 13 14 24 16 25 10 NR 

The person(s) stopped their upsetting behavior. 18 18 18 18 19 18 19 18 NR 

Not sure 18 17 20 16 21 16 18 15 NR 

Some other action 15 15 14 14 16 16 15 11 NR 

The person(s) was/were moved or reassigned so 

that you did not have as much contact with 

them. 

13 14 10 12 14 14 13 9 NR 

There was some official career action taken 

against the person(s) for their upsetting 

behavior. 

7 7 8 7 8 6 9 10 3 

Margins of error range from ±2% to ±15% 

Percent of employees who experienced sexual harassment in the past 12 months and reported to leadership 
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Table 12.  

Sexual Harassment One Situation:  Actions After Filing an EEO Complaint   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

The person you told took no action. 53 51 NR 46 62 43 63 NR NR 

An investigation, survey, or other assessment of 

the workplace was conducted. 
42 42 NR 50 31 46 36 NR NR 

You were discouraged from filing/further 

pursuing an EEO complaint. 
36 33 NR 36 36 34 32 NR NR 

The person(s) who acted this way took action 

against you for filing an EEO complaint. 
31 29 NR 27 37 24 37 NR NR 

You were encouraged to drop the issue. 31 27 NR 29 34 26 30 NR NR 

Your coworkers treated you worse, avoided 

you, or blamed you for the problem. 
29 28 NR 26 32 25 33 NR NR 

You were punished for bringing it up. 29 27 NR 24 36 21 35 NR NR 

The rules on harassment were explained to 

everyone in the workplace. 
28 26 NR 28 27 23 31 NR NR 

Someone talked to the person(s) to ask them to 

change their behavior. 
26 23 NR 28 24 20 28 NR NR 

Your work station, schedule, or duties were 

changed to help you avoid the person(s). 
25 20 NR 27 22 21 19 NR NR 

Not sure 23 20 NR 21 27 17 26 NR NR 

Some other action 19 15 NR 18 20 14 17 NR NR 

The person(s) was/were moved or reassigned so 

that you did not have as much contact with 

them. 

16 14 NR 19 13 13 15 NR NR 

The person(s) stopped their upsetting behavior. 16 14 NR 16 16 11 18 NR NR 

There was some official career action taken 

against the person(s) for their upsetting 

behavior. 

15 11 NR 15 15 10 11 NR NR 

Margins of error range from ±6% to ±17% 

Percent of employees who experienced sexual harassment in the past 12 months and filed an EEO complaint 
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Table 13.  

Sexual Harassment One Situation:  Satisfaction With Leadership Reporting Process   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

How you were treated by 

leadership handling your 

report 

Satisfied 25 22 34 28 21 24 20 37 NR 

Neither 24 26 18 20 29 23 30 15 NR 

Dissatisfied 51 52 49 52 50 53 50 48 NR 

Degree to which your privacy 

was/is being protected 

Satisfied 22 21 25 22 23 20 23 25 NR 

Neither 31 31 31 33 30 33 29 32 NR 

Dissatisfied 46 47 44 46 47 47 48 43 NR 

Availability of information 

about how to file an EEO 

complaint 

Satisfied 21 23 15 21 21 22 23 16 NR 

Neither 33 30 40 34 31 32 28 38 NR 

Dissatisfied 46 47 45 45 48 45 49 45 NR 

Amount of time it took/is 

taking to resolve your report 

Satisfied 21 18 27 20 22 16 21 29 NR 

Neither 27 25 32 29 23 30 19 28 NR 

Dissatisfied 52 56 40 50 55 54 60 43 NR 

Availability of information 

about victim support 

resources 

Satisfied 21 23 13 20 21 23 23 14 NR 

Neither 36 33 43 36 36 34 33 40 NR 

Dissatisfied 44 44 44 44 43 44 44 46 NR 

The action taken by 

leadership handling your 

situation 

Satisfied 19 18 24 23 13 20 14 29 8 

Neither 24 23 27 21 29 20 27 23 NR 

Dissatisfied 57 59 50 56 58 60 59 48 NR 

The reporting process overall 

Satisfied 15 15 15 16 13 15 14 18 8 

Neither 32 30 38 32 33 31 29 33 NR 

Dissatisfied 53 55 47 52 54 53 57 49 NR 

How well you were/are kept 

informed about the progress 

of your report 

Satisfied 14 14 13 15 13 14 14 15 8 

Neither 31 26 44 32 29 28 23 41 NR 

Dissatisfied 55 60 42 54 59 58 63 44 NR 
Margins of error range from ±3% to ±15% 

Percent of employees who experienced sexual harassment in the past 12 months and reported to leadership 
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Table 14.  

Sexual Harassment One Situation:  Satisfaction With the EEO Complaint Process   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

How you were treated by the 

EEO representative handling 

your complaint 

Satisfied 34 36 NR 41 23 46 21 NR NR 

Neither 22 24 NR 17 31 18 35 NR NR 

Dissatisfied 44 40 NR 42 46 37 44 NR NR 

Availability of information 

about how to file an EEO 

complaint 

Satisfied 30 28 NR 34 22 36 16 NR NR 

Neither 20 23 4 17 25 20 28 4 NR 

Dissatisfied 50 49 NR 49 52 45 56 NR NR 

The action taken by the EEO 

representative handling your 

complaint 

Satisfied 26 27 NR 31 19 33 16 NR NR 

Neither 26 25 NR 27 24 25 27 NR NR 

Dissatisfied 48 48 NR 42 57 42 57 NR NR 

Degree to which your privacy 

was/is being protected 

Satisfied 24 24 NR 28 18 30 16 NR NR 

Neither 26 25 NR 30 21 28 20 NR NR 

Dissatisfied 49 51 NR 42 61 42 64 NR NR 

Availability of information 

about victim support 

resources 

Satisfied 23 23 NR 29 13 31 10 NR NR 

Neither 27 30 NR 21 37 25 37 5 NR 

Dissatisfied 49 48 NR 49 49 45 53 NR NR 

How well you were/are kept 

informed about the progress 

of your complaint 

Satisfied 18 16 NR 20 14 20 11 NR NR 

Neither 22 22 NR 23 21 21 24 NR NR 

Dissatisfied 60 61 NR 57 65 59 66 NR NR 

The complaint process 

overall 

Satisfied 17 16 NR 20 13 20 10 NR NR 

Neither 25 25 NR 28 20 26 22 NR NR 

Dissatisfied 58 59 NR 52 67 54 68 NR NR 

Amount of time it took/is 

taking to resolve your 

complaint 

Satisfied 14 13 NR 16 11 16 8 NR NR 

Neither 24 24 NR 28 18 27 20 NR NR 

Dissatisfied 61 63 NR 55 71 57 73 NR NR 
Margins of error range from ±5% to ±15% 

Percent of employees who experienced sexual harassment in the past 12 months and filed an EEO complaint 
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Table 15.  

Sexual Harassment One Situation:  Satisfaction With Outcome by Type of Official   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Your union or bargaining 

unit representative 

Satisfied 29 29 NR 24 33 24 34 NR NR 

Neither 23 23 NR 33 14 33 13 NR NR 

Dissatisfied 48 48 NR 43 53 43 NR NR NR 

An EEO representative 

Satisfied 25 24 NR 28 22 28 19 NR NR 

Neither 21 22 9 23 18 25 19 NR NR 

Dissatisfied 54 54 NR 49 60 47 62 NR NR 

Your leadership 

Satisfied 21 20 26 24 17 20 19 32 11 

Neither 20 18 24 20 19 21 14 17 NR 

Dissatisfied 59 62 49 56 64 58 67 NR NR 

Office of Special Counsel 

Satisfied 18 NR NR NR NR NR NR NR NR 

Neither NR NR NR NR NR NR NR NR NR 

Dissatisfied NR NR NR NR NR NR NR NR NR 

Human Resources 

Satisfied 16 11 NR 17 14 14 9 NR NR 

Neither 19 22 11 21 16 26 18 NR NR 

Dissatisfied 65 66 NR 62 70 60 73 NR NR 

DoD Office of Inspector 

General 

Satisfied 10 9 NR 13 NR 14 NR NR NR 

Neither 9 10 NR 14 3 19 1 NR NR 

Dissatisfied 81 80 NR 73 92 67 NR NR NR 
Margins of error range from ±4% to ±17% 

Percent of employees who experienced sexual harassment in the past 12 months and filed a complaint/grievance/report with each respective DoD 

official 

Table 16.  

Sexual Harassment One Situation:  Status of EEO Complaint   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Complaint was substantiated 15 15 NR 14 16 16 14 NR NR 

Complaint was not substantiated 14 17 2 12 18 15 20 1 NR 

Does not apply; I withdrew my complaint 

before a determination was made 
7 7 5 7 6 7 7 NR NR 

Does not apply; the matter was settled without a 

determination 
11 12 4 11 11 12 13 6 NR 

Does not apply; I do not know the outcome of 

my complaint 
27 26 NR 24 32 24 29 NR NR 

Does not apply; it is still in process 26 24 NR 31 16 27 19 NR NR 
Margins of error range from ±4% to ±15% 

Percent of employees who experienced sexual harassment in the past 12 months and filed an EEO complaint 
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Table 17.  

Sexual Harassment One Situation:  Knew Final Disposition of EEO Complaint   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Knowledge of final 

disposition for the complaint 

filed with EEO 

representative 

Final disposition 

of complaint 

known 

30 32 NR 27 34 30 34 NR NR 

Complaint still in 

process/

disposition 

unknown 

70 68 NR 73 66 70 66 NR NR 

Margins of error range from ±7% to ±14% 

Percent of employees who experienced sexual harassment in the past 12 months and filed an EEO complaint 

Table 18.  

Sexual Harassment One Situation:  Substantiation of EEO Complaint   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Complaint filed with EEO representative was 

substantiated 
51 47 NR 54 NR 52 NR NR NR 

Margins of error range from ±13% to ±14% 

Percent of employees who experienced sexual harassment in the past 12 months, filed an EEO complaint, and knew complaint outcome 
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Table 19.  

Sexual Harassment One Situation:  Reasons for Not Reporting to Leadership   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

You did not think anything would be done. 64 63 70 64 64 62 63 71 NR 

You were worried about negative consequences 

from the person(s) who acted this way. 
57 57 59 58 57 57 57 59 62 

You wanted to forget about it and move on. 57 56 62 61 52 61 51 60 67 

You were worried about negative consequences 

from your coworkers or peers. 
56 56 54 58 53 59 53 55 NR 

You were worried about negative consequences 

from leadership. 
52 53 48 51 54 52 54 46 58 

You did not trust the process would be fair. 50 48 57 51 48 49 48 58 NR 

You thought it might hurt your performance 

appraisal or your career. 
48 48 49 48 48 48 48 48 NR 

You did not want more people to know. 42 42 45 48 37 49 35 42 NR 

The offensive behavior stopped on its own. 30 30 30 28 31 28 31 30 NR 

Some other reason 26 27 23 28 25 29 26 25 16 

You asked the person to stop and they did. 22 22 21 20 24 20 24 22 20 

You thought you might get in trouble for 

something else you did. 
21 21 24 18 24 17 24 23 27 

You did not know with whom to discuss the 

behavior. 
15 15 21 15 16 13 16 21 19 

Margins of error range from ±3% to ±17% 

Percent of employees who experienced sexual harassment in the past 12 months and did not indicate reporting to leadership 
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Table 20.  

Sexual Harassment One Situation:  Reasons for Not Filing an EEO Complaint   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

You did not think anything would be done. 56 56 57 54 59 54 58 54 66 

You wanted to forget about it and move on. 46 46 47 46 46 47 45 44 56 

You were worried about negative consequences 

from the person(s) who acted this way. 
44 45 40 46 43 47 43 42 35 

You were worried about negative consequences 

from your coworkers or peers. 
43 44 37 45 40 47 41 38 32 

You did not trust the process would be fair. 41 42 39 42 41 43 41 38 40 

You were worried about negative consequences 

from leadership. 
41 42 37 40 43 42 43 34 44 

You thought it was not serious enough to 

report. 
39 39 38 36 42 36 42 38 38 

You thought it might hurt your performance 

appraisal or your career. 
38 39 31 37 39 39 39 31 33 

You did not want more people to know. 34 36 30 36 33 39 32 26 41 

Some other reason 22 24 17 22 22 25 22 15 22 

The offensive behavior stopped on its own. 22 23 20 20 25 20 25 20 21 

You did not know with whom to file an EEO 

complaint about the behavior. 
22 19 33 22 21 19 20 33 34 

You asked the person to stop and they did. 16 17 13 15 18 15 18 13 13 

You thought you might get in trouble for 

something else you did. 
15 15 14 14 16 13 16 15 11 

Margins of error range from ±2% to ±17% 

Percent of employees who experienced sexual harassment in the past 12 months and did not indicate filing an EEO complaint 

Table 21.  

Sexual Harassment One Situation:  Resolution of One Situation   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

The upsetting situation was resolved 43 43 42 43 42 43 43 44 33 
Margins of error range from ±3% to ±14% 

Percent of employees who experienced sexual harassment in the past 12 months 
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Table 22.  

Sexual Harassment One Situation:  Resolution of One Situation After Report to Leadership   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Reported to leadership and indicated the 

upsetting situation was resolved 
34 34 33 37 28 37 30 39 NR 

Margins of error range from ±4% to ±14% 

Percent of employees who experienced sexual harassment in the past 12 months and reported to leadership 

Table 23.  

Sexual Harassment One Situation:  Resolution of One Situation After Filing EEO Complaint   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Filed complaint with EEO representative and 

indicated the upsetting situation was resolved 
18 20 9 22 13 24 14 NR NR 

Margins of error range from ±6% to ±14% 

Percent of employees who experienced sexual harassment in the past 12 months and filed an EEO complaint 

Table 24.  

Discussed at Least One Gender Discrimination Behavior in the One Situation   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

At least one gender discrimination behavior 55 56 50 66 37 70 36 50 51 
Margins of error range from ±2% to ±12% 

Percent of employees who experienced sexual harassment and/or gender discrimination in the past 12 months 
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Table 25.  

Gender Discrimination One Situation:  Context of Behavior(s) Experienced   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

DoD context 99 99 98 99 99 99 99 98 NR 

While you were performing your DoD civilian 

job duties 
95 95 95 96 94 96 94 96 93 

At your primary duty location 91 91 89 90 92 90 92 89 91 

At a military installation/ship, armory, Guard 

or Reserve unit site, another DoD civilian 

location 

51 51 49 52 48 53 47 48 NR 

When you were at a work-related, DoD, or 

military function 
38 39 32 35 46 36 47 31 34 

While you were completing a probationary 

period for your DoD civilian job 
19 19 17 18 22 19 21 14 NR 

While you were assigned OCONUS to 

perform your DoD civilian job duties 
9 9 12 9 9 9 8 12 14 

Online on social media or via other electronic 

communications 
11 11 8 10 14 10 14 5 NR 

While you were off duty in a situation unrelated 

to work 
9 9 5 8 12 8 13 6 4 

Margins of error range from ±1% to ±15% 

Percent of employees who experienced gender discrimination in the past 12 months 

Table 26.  

Gender Discrimination One Situation:  Gender of Alleged Offender(s)   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

At least one alleged offender was a man 87 88 78 95 64 96 65 83 60 

At least one alleged offender was a woman 41 40 49 28 80 26 81 40 NR 
Margins of error range from ±1% to ±15% 

Percent of employees who experienced gender discrimination in the past 12 months 
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Table 27.  

Gender Discrimination One Situation:  Employment Status of Alleged Offender(s)   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

DoD civilian employee(s) 89 89 88 88 91 88 92 88 NR 

Part of leadership 85 86 82 84 89 85 89 81 NR 

Military member(s) 35 37 21 36 31 39 33 24 NR 

DoD contractor(s) 11 12 8 12 10 12 11 10 4 
Margins of error range from ±2% to ±12% 

Percent of employees who experienced gender discrimination in the past 12 months 

Table 28.  

Gender Discrimination One Situation:  Filed Complaint/Grievance/Report With Officials   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Your leadership 41 39 50 41 39 40 36 47 60 

An EEO representative 16 16 16 16 17 16 18 18 10 

Human Resources 12 10 20 12 12 9 13 24 8 

Your union or bargaining unit representative 11 12 8 10 15 10 16 9 6 

DoD Office of Inspector General 6 6 9 6 7 5 8 11 1 

Office of Special Counsel 2 2 1 2 4 2 4 2 1 
Margins of error range from ±1% to ±15% 

Percent of employees who experienced gender discrimination in the past 12 months 

Table 29.  

Gender Discrimination One Situation:  Level of Leadership That Received the Report   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Your supervisor(s) 77 80 64 77 78 80 80 62 NR 

Your manager(s) 57 55 63 55 60 53 62 68 NR 

Your organization’s leader(s) 54 58 37 55 53 57 60 41 NR 

Your team leader(s) 48 49 44 45 57 46 58 39 NR 

Other leader(s) 36 39 22 34 40 36 46 25 14 
Margins of error range from ±3% to ±17% 

Percent of employees who experienced gender discrimination in the past 12 months and reported to leadership 
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Table 30.  

Gender Discrimination One Situation:  Type of Complaint Made About One Situation   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Which of the following best 

describes the current status 

of your EEO complaint? 

Informal 

complaint 
30 34 11 31 27 36 28 9 NR 

Formal 

complaint 
39 38 NR 36 48 35 46 NR NR 

Not sure 31 28 NR 33 24 29 26 NR NR 

Margins of error range from ±5% to ±14% 

Percent of employees who experienced gender discrimination in the past 12 months and filed an EEO complaint 

Table 31.  

Gender Discrimination One Situation:  Actions After Reporting to Leadership   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

The person you told took no action. 58 55 69 54 69 52 68 66 NR 

You were encouraged to drop the issue. 36 36 37 32 47 32 46 30 NR 

You were punished for bringing it up. 35 34 39 32 46 31 43 33 NR 

Your coworkers treated you worse, avoided 

you, or blamed you for the problem. 
34 36 29 34 37 35 38 27 NR 

The person(s) who acted this way took action 

against you for reporting to leadership. 
32 34 24 29 41 30 46 25 NR 

Someone talked to the person(s) to ask them to 

change their behavior. 
29 29 27 29 29 29 30 28 NR 

You were discouraged from filing an EEO 

complaint. 
23 22 31 20 34 18 32 26 NR 

Some other action 20 19 25 19 21 17 23 30 NR 

Not sure 19 18 23 19 19 18 18 NR NR 

An investigation, survey, or other assessment of 

the workplace was conducted. 
17 18 13 15 23 16 25 13 NR 

Your work station, schedule, or duties were 

changed to help you avoid the person(s). 
17 17 16 16 18 16 20 17 NR 

The rules on harassment were explained to 

everyone in the workplace. 
16 16 19 14 23 13 24 20 NR 

The person(s) was/were moved or reassigned so 

that you did not have as much contact with 

them. 

9 8 14 8 12 7 10 12 NR 

The person(s) stopped their upsetting behavior. 9 8 11 8 11 7 12 11 NR 

There was some official career action taken 

against the person(s) for their upsetting 

behavior. 

5 5 6 5 7 4 9 9 1 

Margins of error range from ±2% to ±18% 

Percent of employees who experienced gender discrimination in the past 12 months and reported to leadership 
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Table 32.  

Gender Discrimination One Situation:  Actions After Filing an EEO Complaint   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

The person you told took no action. 46 45 NR 44 51 41 54 NR NR 

An investigation, survey, or other assessment of 

the workplace was conducted. 
42 42 NR 43 40 42 42 NR NR 

You were punished for bringing it up. 34 34 NR 29 48 30 45 NR NR 

You were discouraged from filing/further 

pursuing an EEO complaint. 
34 32 NR 30 43 27 45 NR NR 

The person(s) who acted this way took action 

against you for filing an EEO complaint. 
31 29 NR 28 38 26 35 NR NR 

Your coworkers treated you worse, avoided 

you, or blamed you for the problem. 
30 30 NR 28 34 28 35 NR NR 

You were encouraged to drop the issue. 28 27 NR 24 38 22 40 NR NR 

Some other action 19 19 NR 19 20 18 21 NR NR 

Not sure 19 19 NR 17 25 16 27 NR NR 

Someone talked to the person(s) to ask them to 

change their behavior. 
19 17 NR 18 20 15 21 NR NR 

The rules on harassment were explained to 

everyone in the workplace. 
18 17 NR 19 16 17 16 NR NR 

Your work station, schedule, or duties were 

changed to help you avoid the person(s). 
18 15 NR 18 17 16 12 NR NR 

The person(s) was/were moved or reassigned so 

that you did not have as much contact with 

them. 

12 9 NR 12 12 8 12 NR NR 

There was some official career action taken 

against the person(s) for their upsetting 

behavior. 

12 9 NR 9 19 7 15 NR NR 

The person(s) stopped their upsetting behavior. 9 8 NR 7 14 5 15 NR NR 
Margins of error range from ±3% to ±15% 

Percent of employees who experienced gender discrimination in the past 12 months and filed an EEO complaint 
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Table 33.  

Gender Discrimination One Situation:  Satisfaction With Leadership Reporting Process   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Availability of information 

about how to file an EEO 

complaint 

Satisfied 20 22 11 20 18 22 21 12 8 

Neither 30 29 34 32 23 31 23 NR NR 

Dissatisfied 50 49 55 48 58 47 56 NR NR 

Availability of information 

about victim support 

resources 

Satisfied 17 19 10 18 17 19 20 11 6 

Neither 33 33 36 34 29 34 28 NR NR 

Dissatisfied 49 48 55 48 54 47 52 NR NR 

Degree to which your privacy 

was/is being protected 

Satisfied 13 13 13 13 13 13 11 10 NR 

Neither 32 33 26 35 21 36 22 30 17 

Dissatisfied 55 54 61 52 66 50 66 60 NR 

How you were treated by 

leadership handling your 

report 

Satisfied 13 12 15 15 7 15 5 14 NR 

Neither 19 20 18 20 18 21 16 NR NR 

Dissatisfied 68 68 67 65 75 65 79 70 NR 

Amount of time it took/is 

taking to resolve your report 

Satisfied 10 8 17 10 8 8 7 18 NR 

Neither 26 26 24 28 19 29 17 21 NR 

Dissatisfied 65 66 59 62 72 63 77 61 NR 

The action taken by 

leadership handling your 

situation 

Satisfied 9 8 13 11 5 10 4 14 NR 

Neither 18 18 19 19 15 19 14 20 NR 

Dissatisfied 73 74 68 70 81 71 82 66 NR 

How well you were/are kept 

informed about the progress 

of your report 

Satisfied 7 7 10 8 5 7 5 11 7 

Neither 27 25 35 28 22 29 13 27 NR 

Dissatisfied 66 68 55 64 73 64 83 62 NR 

The reporting process overall 

Satisfied 7 7 7 8 5 8 5 9 5 

Neither 27 27 31 30 21 30 17 28 NR 

Dissatisfied 65 66 62 63 74 62 78 63 NR 
Margins of error range from ±2% to ±18% 

Percent of employees who experienced gender discrimination in the past 12 months and reported to leadership 
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Table 34.  

Gender Discrimination One Situation:  Satisfaction With the EEO Complaint Process   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

How you were treated by the 

EEO representative handling 

your complaint 

Satisfied 36 37 NR 39 26 42 23 NR NR 

Neither 25 27 16 22 32 24 34 15 NR 

Dissatisfied 39 37 NR 39 41 34 43 NR NR 

Availability of information 

about how to file an EEO 

complaint 

Satisfied 30 30 NR 32 25 34 20 NR NR 

Neither 25 26 NR 25 25 25 26 NR NR 

Dissatisfied 45 44 NR 43 51 40 54 NR NR 

Degree to which your privacy 

was/is being protected 

Satisfied 25 25 NR 27 18 29 15 NR NR 

Neither 30 29 NR 33 25 30 25 NR NR 

Dissatisfied 45 46 NR 40 57 40 61 NR NR 

The action taken by the EEO 

representative handling your 

complaint 

Satisfied 25 25 NR 26 20 29 17 15 NR 

Neither 28 28 NR 29 26 28 27 NR NR 

Dissatisfied 47 47 NR 45 54 43 56 NR NR 

Availability of information 

about victim support 

resources 

Satisfied 22 21 NR 23 19 24 15 15 NR 

Neither 27 30 9 26 32 29 33 7 NR 

Dissatisfied 51 48 NR 52 50 46 52 78 NR 

How well you were/are kept 

informed about the progress 

of your complaint 

Satisfied 16 15 NR 17 13 18 9 12 NR 

Neither 25 25 NR 27 22 26 23 NR NR 

Dissatisfied 59 60 NR 56 65 56 69 NR NR 

The complaint process 

overall 

Satisfied 14 12 NR 15 10 15 6 16 NR 

Neither 25 25 NR 25 25 25 26 NR NR 

Dissatisfied 62 63 NR 60 65 61 68 NR NR 

Amount of time it took/is 

taking to resolve your 

complaint 

Satisfied 11 10 NR 12 9 12 5 12 NR 

Neither 27 26 NR 27 26 27 26 NR NR 

Dissatisfied 62 64 NR 61 65 61 69 NR NR 
Margins of error range from ±4% to ±16% 

Percent of employees who experienced gender discrimination in the past 12 months and filed an EEO complaint 
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Table 35.  

Gender Discrimination One Situation:  Satisfaction With Outcome by Type of Official   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Your union or bargaining 

unit representative 

Satisfied 31 31 NR 28 NR 27 NR NR NR 

Neither 19 20 NR 23 12 24 12 NR NR 

Dissatisfied 50 49 NR 49 NR 49 NR NR NR 

An EEO representative 

Satisfied 21 20 NR 22 20 23 16 NR NR 

Neither 27 28 13 27 25 29 26 11 NR 

Dissatisfied 52 51 NR 51 55 48 58 NR NR 

Human Resources 

Satisfied 15 15 NR 15 15 15 15 NR NR 

Neither 17 20 9 18 14 24 11 6 NR 

Dissatisfied 68 65 NR 67 71 61 74 NR NR 

Office of Special Counsel 

Satisfied 15 15 NR 15 NR 16 NR NR NR 

Neither 18 19 NR 15 NR 18 NR NR NR 

Dissatisfied 68 66 NR 70 NR 66 NR NR NR 

DoD Office of Inspector 

General 

Satisfied 11 13 NR 15 3 19 3 NR NR 

Neither 10 10 NR 13 4 16 1 NR NR 

Dissatisfied 79 76 NR 72 93 65 95 NR NR 

Your leadership 

Satisfied 9 8 11 11 4 10 3 14 NR 

Neither 17 14 28 19 10 17 7 NR NR 

Dissatisfied 74 77 61 70 86 73 89 NR NR 
Margins of error range from ±2% to ±18% 

Percent of employees who experienced gender discrimination in the past 12 months and filed a complaint/grievance/report with each respective 

DoD official 

Table 36.  

Gender Discrimination One Situation:  Status of EEO Complaint   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Complaint was substantiated 15 14 NR 15 16 15 13 NR NR 

Complaint was not substantiated 11 12 3 8 18 9 20 2 NR 

Does not apply; I withdrew my complaint 

before a determination was made 
8 8 4 8 6 9 6 4 NR 

Does not apply; the matter was settled without a 

determination 
11 10 NR 12 8 12 7 NR NR 

Does not apply; I do not know the outcome of 

my complaint 
25 24 NR 25 23 24 25 NR NR 

Does not apply; it is still in process 31 31 NR 32 29 31 30 NR NR 
Margins of error range from ±3% to ±16% 

Percent of employees who experienced gender discrimination in the past 12 months and filed an EEO complaint 
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Table 37.  

Gender Discrimination One Situation:  Knew Final Disposition of EEO Complaint   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Knowledge of final 

disposition for the complaint 

filed with EEO 

representative 

Final disposition 

of complaint 

known 

26 27 NR 23 34 24 33 17 NR 

Complaint still in 

process/

disposition 

unknown 

74 73 NR 77 66 76 67 83 NR 

Margins of error range from ±5% to ±17% 

Percent of employees who experienced gender discrimination in the past 12 months and filed an EEO complaint 

Table 38.  

Gender Discrimination One Situation:  Substantiation of EEO Complaint   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Complaint filed with EEO representative was 

substantiated 
58 54 NR 64 NR 61 NR NR NR 

Margins of error range from ±10% to ±11% 

Percent of employees who experienced gender discrimination in the past 12 months, filed an EEO complaint, and knew complaint outcome 
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Table 39.  

Gender Discrimination One Situation:  Reasons for Not Reporting to Leadership   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

You did not think anything would be done. 83 84 81 83 84 83 85 82 NR 

You were worried about negative consequences 

from leadership. 
75 76 68 73 80 74 82 70 NR 

You thought it might hurt your performance 

appraisal or your career. 
72 72 69 70 76 70 78 73 NR 

You did not trust the process would be fair. 72 72 67 68 81 69 82 65 NR 

You were worried about negative consequences 

from the person(s) who acted this way. 
67 68 61 66 70 66 72 63 NR 

You were worried about negative consequences 

from your coworkers or peers. 
52 52 51 53 49 53 51 54 35 

You wanted to forget about it and move on. 43 42 47 43 43 42 41 45 57 

You did not want more people to know. 32 32 29 32 31 33 31 29 31 

You thought you might get in trouble for 

something else you did. 
23 22 26 20 28 19 30 28 17 

Some other reason 21 20 27 21 22 20 21 26 33 

The offensive behavior stopped on its own. 14 13 23 15 13 13 12 23 NR 

You did not know with whom to discuss the 

behavior. 
14 13 17 13 16 12 16 17 14 

You asked the person to stop and they did. 9 9 11 10 6 10 6 NR 6 
Margins of error range from ±2% to ±18% 

Percent of employees who experienced gender discrimination in the past 12 months and did not indicate reporting to leadership 
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Table 40.  

Gender Discrimination One Situation:  Reasons for Not Filing an EEO Complaint   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

You did not think anything would be done. 73 73 71 72 76 72 77 71 71 

You were worried about negative consequences 

from leadership. 
60 62 53 59 65 60 65 50 63 

You did not trust the process would be fair. 60 60 59 58 65 57 67 60 NR 

You thought it might hurt your performance 

appraisal or your career. 
55 57 44 54 59 56 62 45 NR 

You were worried about negative consequences 

from the person(s) who acted this way. 
54 55 53 54 55 54 55 53 NR 

You were worried about negative consequences 

from your coworkers or peers. 
43 44 35 43 42 44 44 37 NR 

You wanted to forget about it and move on. 36 35 42 36 37 35 35 40 NR 

You thought it was not serious enough to 

report. 
28 28 29 29 27 29 26 29 NR 

You did not want more people to know. 27 27 30 26 32 26 30 26 NR 

You did not know with whom to file an EEO 

complaint about the behavior. 
20 19 28 19 24 18 22 26 NR 

Some other reason 18 18 17 18 18 18 17 15 22 

You thought you might get in trouble for 

something else you did. 
17 17 17 16 20 16 21 21 8 

The offensive behavior stopped on its own. 11 10 12 10 11 10 12 13 10 

You asked the person to stop and they did. 8 7 9 8 7 8 7 11 3 
Margins of error range from ±2% to ±17% 

Percent of employees who experienced gender discrimination in the past 12 months and did not indicate filing an EEO complaint 

Table 41.  

Gender Discrimination One Situation:  Resolution of One Situation   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

The upsetting situation was resolved 23 22 29 25 17 24 17 33 17 
Margins of error range from ±2% to ±12% 

Percent of employees who experienced gender discrimination in the past 12 months 
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Table 42.  

Gender Discrimination One Situation:  Resolution of One Situation After Report to 

Leadership   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Reported to leadership and indicated the 

upsetting situation was resolved 
22 21 27 24 16 22 17 32 NR 

Margins of error range from ±3% to ±17% 

Percent of employees who experienced gender discrimination in the past 12 months and reported to leadership 

Table 43.  

Gender Discrimination One Situation:  Resolution of One Situation After Filing EEO 

Complaint   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Filed complaint with EEO representative and 

indicated the upsetting situation was resolved 
13 13 14 15 9 15 9 NR NR 

Margins of error range from ±4% to ±16% 

Percent of employees who experienced gender discrimination in the past 12 months and filed an EEO complaint 

Table 44.  

Estimated Work-Related Unwanted Sexual Contact Rates   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Work-Related Unwanted Sexual Contact Rate 0.4 0.4 1.0 0.7 0.3 0.6 0.3 1.0 0.9 

Penetrative Unwanted Sexual Contact 0.1 0.1 0.2 0.1 0.1 0.1 0.1 0.2 <0.1 

Attempted Penetrative Unwanted Sexual 

Contact 
0.2 0.1 0.3 0.2 0.1 0.2 0.1 0.3 0.3 

Non-Penetrative Unwanted Sexual Contact 0.4 0.3 0.9 0.6 0.3 0.5 0.2 1.0 0.7 
Margins of error range from ±0.1% to ±1.3% 

Percent of all employees 



OPA Appendix B:  DoD Civilian Employee Data Tables 
 

26 Appendix B:  DoD Civilian Employee Data Tables 
 

Table 45.  

Number of Work-Related Unwanted Sexual Contact Experiences in the Past 12 Months   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

In the past 12 months, how 

many separate occasions 

have you had these unwanted 

experiences? 

1 time 22 23 NR 27 16 27 17 NR NR 

2 times 15 10 NR 14 17 13 8 NR NR 

3 times 13 14 NR 12 14 12 16 NR NR 

4 times 4 6 NR 6 3 8 3 <1 <1 

5 or more times 45 48 NR 41 51 40 56 NR NR 
Margins of error range from ±1% to ±17% 

Percent of employees who experienced work-related unwanted sexual contact in the past 12 months 

Table 46.  

Endorsed More Than One Work-Related Unwanted Sexual Contact Experience in the Past 12 

Months   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Had more than one work-related unwanted 

sexual contact experience in the past 12 months 
78 77 NR 73 84 73 83 NR NR 

Margins of error range from ±8% to ±13% 

Percent of employees who experienced work-related unwanted sexual contact in the past 12 months 

Table 47.  

Estimated Past Year Intimate Partner Work-Related Unwanted Sexual Contact Rate   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Work-related intimate partner unwanted sexual 

contact rate 
<0.1 <0.1 <0.1 <0.1 <0.1 <0.1 <0.1 0.1 <0.1 

Margins of error range from ±0.1% to ±0.3% 

Percent of all employees 
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Table 48.  

Work-Related Unwanted Sexual Contact One Situation:  Summary of Type of Behavior(s) 

Discussed   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Type of work-related 

unwanted sexual contact 

experience discussed in the 

one situation 

Penetrative 

unwanted sexual 

contact 

12 10 NR 13 10 10 11 NR NR 

Attempted 

penetrative 

unwanted sexual 

contact 

20 23 NR 17 24 22 24 4 NR 

Non-penetrative 

unwanted sexual 

contact 

64 62 NR 66 61 64 59 NR NR 

Margins of error range from ±7% to ±15% 

Percent of employees who experienced work-related unwanted sexual contact in the past 12 months 

Table 49.  

Work-Related Unwanted Sexual Contact One Situation:  Context of Behavior(s) Experienced   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

DoD context 92 94 NR 88 98 92 97 NR NR 

At your primary duty location 82 82 NR 73 92 74 91 NR NR 

While you were performing your DoD civilian 

job duties 
82 83 NR 74 92 75 91 NR NR 

At a military installation/ship, armory, Guard 

or Reserve unit site, another DoD civilian 

location 

56 56 NR 50 64 49 64 NR NR 

When you were at a work-related, DoD, or 

military function 
31 35 NR 23 41 27 43 NR NR 

While you were completing a probationary 

period for your DoD civilian job 
27 30 NR 21 35 29 31 NR NR 

While you were assigned OCONUS to 

perform your DoD civilian job duties 
10 12 3 8 13 10 15 2 NR 

While you were off duty in a situation unrelated 

to work 
26 28 NR 28 25 28 29 NR NR 

Margins of error range from ±4% to ±17% 

Percent of employees who experienced work-related unwanted sexual contact in the past 12 months 
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Table 50.  

Work-Related Unwanted Sexual Contact One Situation:  Gender of Alleged Offender(s)   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

At least one alleged offender was a man 81 82 NR 94 67 96 68 NR NR 

At least one alleged offender was a woman 33 36 NR 15 56 14 58 NR NR 
Margins of error range from ±4% to ±15% 

Percent of employees who experienced work-related unwanted sexual contact in the past 12 months 

Table 51.  

Work-Related Unwanted Sexual Contact One Situation:  Employment Status of Alleged 

Offender(s)   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

DoD civilian employee(s) 85 85 NR 82 89 79 91 NR NR 

Part of leadership 48 47 NR 41 58 37 58 NR NR 

Military member(s) 32 41 4 27 39 36 46 3 NR 

DoD contractor(s) 13 17 <1 7 21 10 26 1 NR 
Margins of error range from ±2% to ±16% 

Percent of employees who experienced work-related unwanted sexual contact in the past 12 months 

Table 52.  

Work-Related Unwanted Sexual Contact One Situation:  Relationship to Alleged Offender(s)   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Your only connection to the person(s) who did 

this is your employment with the DoD 
75 75 NR 76 74 79 71 NR NR 

Margins of error range from ±8% to ±15% 

Percent of employees who experienced work-related unwanted sexual contact in the past 12 months 
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Table 53.  

Work-Related Unwanted Sexual Contact One Situation:  Filed Complaint/Grievance/Report 

With Officials   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Your leadership 36 34 NR 32 40 29 40 NR NR 

An EEO representative 13 14 NR 10 17 13 17 2 NR 

Human Resources 12 11 NR 12 12 9 13 NR NR 

DoD Office of Inspector General 8 8 NR 5 10 4 12 NR NR 

Your union or bargaining unit representative 7 9 NR 4 11 6 13 <1 <1 

Office of Special Counsel 5 7 1 2 10 2 12 NR NR 
Margins of error range from ±1% to ±15% 

Percent of employees who experienced work-related unwanted sexual contact in the past 12 months 

Table 54.  

Work-Related Unwanted Sexual Contact One Situation:  Level of Leadership That Received 

the Report   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Your supervisor(s) 83 84 NR 74 NR 80 NR NR NR 

Your team leader(s) 69 65 NR NR NR 47 NR NR NR 

Your manager(s) 66 60 NR NR NR 47 NR NR NR 

Your organization’s leader(s) 40 50 NR 41 NR 54 NR NR NR 

Other leader(s) 31 30 NR NR NR 27 NR NR NR 
Margins of error range from ±12% to ±18% 

Percent of employees who experienced work-related unwanted sexual contact in the past 12 months and reported to leadership 

Table 55.  

Work-Related Unwanted Sexual Contact One Situation:  Type of Complaint Made About One 

Situation   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Which of the following best 

describes the current status 

of your EEO complaint? 

Informal 

complaint 
16 19 NR NR NR NR NR NR NR 

Formal 

complaint 
NR NR NR NR NR NR NR NR NR 

Not sure NR NR NR NR NR NR NR NR NR 

Margins of error range from ±16% to ±18% 

Percent of employees who experienced work-related unwanted sexual contact in the past 12 months and filed an EEO complaint 
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Table 56.  

Work-Related Unwanted Sexual Contact One Situation:  Actions After Reporting to 

Leadership   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

The person you told took no action. 59 56 NR NR NR 43 NR NR NR 

You were encouraged to drop the issue. 46 38 NR NR NR 26 NR NR NR 

You were punished for bringing it up. 35 39 NR 15 NR 19 NR NR NR 

Your coworkers treated you worse, avoided 

you, or blamed you for the event. 
33 35 NR 22 NR 28 NR NR NR 

An investigation, survey, or other assessment of 

the workplace was conducted. 
31 27 NR NR NR NR NR NR NR 

You were discouraged from filing an EEO 

complaint or contacting law enforcement. 
27 24 NR 11 NR 15 NR NR NR 

The person(s) who did this took action against 

you for reporting to leadership. 
26 27 NR 12 NR 16 NR NR NR 

Your work station, schedule, or duties were 

changed to help you avoid the person(s). 
24 22 NR 20 NR 20 NR NR NR 

Not sure 24 24 NR 6 NR 5 NR NR NR 

The person(s) was/were moved or reassigned so 

that you did not have as much contact with 

them. 

21 22 NR 15 NR NR NR NR NR 

Some other action 20 21 NR 5 NR 7 NR NR NR 

There was some official career action taken 

against the person(s). 
19 16 NR NR NR NR NR NR NR 

The rules on assault were explained to everyone 

in the workplace. 
18 15 NR NR NR NR NR NR NR 

The person you told referred you to law 

enforcement. 
14 12 NR 4 NR 5 NR NR NR 

Legal action was taken against the person(s). 14 12 NR 3 NR 4 NR NR NR 
Margins of error range from ±6% to ±18% 

Percent of employees who experienced work-related unwanted sexual contact in the past 12 months and reported to leadership 
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Table 57.  

Work-Related Unwanted Sexual Contact One Situation:  Actions After Filing an EEO 

Complaint   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

The person you told took no action. NR NR NR NR NR NR NR NR NA 

The person you told referred you to law 

enforcement. 
NR NR NR NR NR NR NR NR NA 

The rules on assault were explained to everyone 

in the workplace. 
NR NR NR NR NR NR NR NR NA 

An investigation, survey, or other assessment of 

the workplace was conducted. 
NR NR NR NR NR NR NR NR NA 

Your work station, schedule, or duties were 

changed to help you avoid the person(s). 
NR NR NR NR NR NR NR NR NA 

The person(s) was/were moved or reassigned so 

that you did not have as much contact with 

them. 

NR NR NR NR NR NR NR NR NA 

There was some official career action taken 

against the person(s). 
NR NR NR NR NR NR NR NR NA 

Legal action was taken against the person(s). NR NR NR NR NR NR NR NR NA 

You were encouraged to drop the issue. NR NR NR NR NR NR NR NR NA 

You were discouraged from filing/further 

pursuing an EEO complaint or contacting law 

enforcement. 

NR NR NR NR NR NR NR NR NA 

The person(s) who did this took action against 

you for filing an EEO complaint. 
NR NR NR NR NR NR NR NR NA 

Your coworkers treated you worse, avoided 

you, or blamed you for the event. 
NR NR NR NR NR NR NR NR NA 

You were punished for bringing it up. NR NR NR NR NR NR NR NR NA 

Not sure NR NR NR NR NR NR NR NR NA 

Some other action NR NR NR NR NR NR NR NR NA 
Margins of error cannot be determined 

Percent of employees who experienced work-related unwanted sexual contact in the past 12 months and filed an EEO complaint 
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Table 58.  

Work-Related Unwanted Sexual Contact One Situation:  Satisfaction With Leadership 

Reporting Process   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Availability of information 

about victim support 

resources 

Satisfied 24 21 NR 24 NR 30 NR NR NR 

Neither 16 15 NR 26 NR NR NR NR NR 

Dissatisfied 61 64 NR NR NR 43 NR NR NR 

Degree to which your privacy 

was/is being protected 

Satisfied 20 16 NR 22 NR 27 NR NR NR 

Neither 15 17 NR 24 NR NR NR NR NR 

Dissatisfied 65 66 NR NR NR 41 NR NR NR 

Availability of information 

about how to file an EEO 

complaint 

Satisfied 20 15 NR 16 NR 17 NR NR NR 

Neither 18 20 NR 31 NR NR NR NR NR 

Dissatisfied 62 64 NR NR NR 45 NR NR NR 

How you were treated by 

leadership handling your 

report 

Satisfied 17 12 NR 16 NR 15 NR NR NR 

Neither 17 18 NR 28 NR 33 NR NR NR 

Dissatisfied 66 71 NR NR NR NR NR NR NR 

The reporting process overall 

Satisfied 14 9 NR 14 NR 14 NR NR NR 

Neither 13 12 NR 21 NR NR NR NR NR 

Dissatisfied 72 79 NR NR NR 65 NR NR NR 

The action taken by 

leadership handling your 

situation 

Satisfied 14 9 NR 14 NR 14 NR NR NR 

Neither 10 10 NR 19 NR NR NR NR NR 

Dissatisfied 76 81 NR 67 NR 63 NR NR NR 

Amount of time it took/is 

taking to resolve your report 

Satisfied 13 6 NR NR NR 8 NR NR NR 

Neither 17 14 NR 28 NR 24 NR NR NR 

Dissatisfied 70 80 NR NR NR 68 NR NR NR 

How well you were/are kept 

informed about the progress 

of your report 

Satisfied 12 6 NR NR NR 7 NR NR NR 

Neither 14 16 NR 26 NR 37 NR NR NR 

Dissatisfied 75 78 NR 65 NR NR NR NR NR 
Margins of error range from ±9% to ±18% 

Percent of employees who experienced work-related unwanted sexual contact in the past 12 months and reported to leadership 
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Table 59.  

Work-Related Unwanted Sexual Contact One Situation:  Satisfaction With the EEO 

Complaint Process   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Availability of information 

about how to file an EEO 

complaint 

Satisfied NR NR NR NR NR NR NR NR NR 

Neither 5 NR NR NR NR NR NR NR NR 

Dissatisfied NR NR NR NR NR NR NR NR NR 

Availability of information 

about victim support 

resources 

Satisfied NR NR NR NR NR NR NR NR NR 

Neither NR NR NR NR NR NR NR NR NR 

Dissatisfied NR NR NR NR NR NR NR NR NR 

How you were treated by the 

EEO representative handling 

your complaint 

Satisfied NR NR NR NR NR NR NR NR NR 

Neither NR NR NR NR NR NR NR NR NR 

Dissatisfied NR NR NR NR NR NR NR NR NR 

The action taken by the EEO 

representative handling your 

complaint 

Satisfied NR NR NR NR NR NR NR NR NR 

Neither 4 NR NR NR NR NR NR NR NR 

Dissatisfied NR NR NR NR NR NR NR NR NR 

Amount of time it took/is 

taking to resolve your 

complaint 

Satisfied NR NR NR NR NR NR NR NR NR 

Neither 8 6 NR NR NR NR NR NR NR 

Dissatisfied NR NR NR NR NR NR NR NR NR 

How well you were/are kept 

informed about the progress 

of your complaint 

Satisfied NR NR NR NR NR NR NR NR NR 

Neither NR NR NR NR NR NR NR NR NR 

Dissatisfied NR NR NR NR NR NR NR NR NR 

Degree to which your privacy 

was/is being protected 

Satisfied NR NR NR NR NR NR NR NR NR 

Neither NR NR NR NR NR NR NR NR NR 

Dissatisfied NR NR NR NR NR NR NR NR NR 

The complaint process 

overall 

Satisfied NR NR NR NR NR NR NR NR NR 

Neither 5 NR NR NR NR NR NR NR NR 

Dissatisfied NR NR NR NR NR NR NR NR NR 
Margins of error range from ±10% to ±11% 

Percent of employees who experienced work-related unwanted sexual contact in the past 12 months and filed an EEO complaint 
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Table 60.  

Work-Related Unwanted Sexual Contact One Situation:  Satisfaction With Outcome by Type 

of Official   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Your leadership 

Satisfied 10 10 NR 12 NR 12 NR NR NR 

Neither 12 15 NR 18 NR NR NR NR NR 

Dissatisfied 77 75 NR 69 NR NR NR NR NR 

Your union or bargaining 

unit representative 

Satisfied <1 <1 NA <1 NR <1 NR NA NA 

Neither NR NR NA NR NR NR NR NA NA 

Dissatisfied NR NR NA NR NR NR NR NA NA 

An EEO representative 

Satisfied NR NR NR NR NR NR NR NR NR 

Neither NR NR NR NR NR NR NR NR NR 

Dissatisfied NR NR NR NR NR NR NR NR NR 

Human Resources 

Satisfied NR NR NR NR NR NR NR NR NR 

Neither NR NR NR NR NR NR NR NR NR 

Dissatisfied NR NR NR NR NR NR NR NR NR 

DoD Office of Inspector 

General 

Satisfied NR NR NR NR NR NR NR NA NR 

Neither NR NR NR NR NR NR NR NA NR 

Dissatisfied NR NR NR NR NR NR NR NA NR 

Office of Special Counsel 

Satisfied NR NR NR NR NR NR NR NR NA 

Neither NR NR NR NR NR NR NR NR NA 

Dissatisfied NR NR NR NR NR NR NR NR NA 
Margins of error range from ±1% to ±18% 

Percent of employees who experienced work-related unwanted sexual contact and filed a complaint/grievance/report with each respective DoD 

official 

Table 61.  

Work-Related Unwanted Sexual Contact One Situation:  Status of EEO Complaint   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Complaint was substantiated NR NR NR NR NR NR NR NR NR 

Complaint was not substantiated 9 NR NR NR NR NR NR NR NR 

Does not apply; I withdrew my complaint 

before a determination was made 
NR NR NR NR NR NR NR NR NR 

Does not apply; the matter was settled without a 

determination 
NR NR NR NR NR NR NR NR NR 

Does not apply; I do not know the outcome of 

my complaint 
NR NR NR NR NR NR NR NR NR 

Does not apply; it is still in process NR NR NR NR NR NR NR NR NR 
Margins of error do not exceed ±14% 

Percent of employees who experienced work-related unwanted sexual contact in the past 12 months and filed an EEO complaint 
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Table 62.  

Work-Related Unwanted Sexual Contact One Situation:  Knew Final Disposition of EEO 

Complaint   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Knowledge of final 

disposition for the complaint 

filed with EEO 

representative 

Final disposition 

of complaint 

known 

NR NR NR NR NR NR NR NR NR 

Complaint still in 

process/

disposition 

unknown 

NR NR NR NR NR NR NR NR NR 

Margins of error cannot be determined 

Percent of employees who experienced work-related unwanted sexual contact in the past 12 months and filed an EEO complaint 

Table 63.  

Work-Related Unwanted Sexual Contact One Situation:  Substantiation of EEO Complaint   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Complaint filed with EEO representative was 

substantiated 
NR NR NR NR NR NR NR NR NR 

Margins of error cannot be determined 

Percent of employees who experienced work-related unwanted sexual contact in the past 12 months, filed an EEO complaint, and knew complaint 

outcome 
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Table 64.  

Work-Related Unwanted Sexual Contact One Situation:  Reasons for Not Reporting to 

Leadership   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

You did not want more people to know. 59 59 NR 73 NR 69 NR NR NR 

You wanted to forget about it and move on. 57 61 NR 68 NR 71 NR NR NR 

You were worried about negative consequences 

from your coworkers or peers. 
55 53 NR 69 NR 62 NR NR NR 

You did not think anything would be done. 49 44 NR 66 NR 58 NR NR NR 

You were worried about negative consequences 

from the person(s) who did this to you. 
48 50 NR 56 NR 56 NR NR NR 

You did not think your discussion with 

leadership would be kept private. 
44 38 NR 60 NR 51 NR NR NR 

You were worried about negative consequences 

from leadership. 
42 49 NR 49 NR 60 NR NR NR 

You thought it might hurt your performance 

appraisal or your career. 
39 42 NR 48 NR 53 NR NR NR 

You did not trust the process would be fair. 34 37 NR 37 NR 40 NR NR NR 

Some other reason 27 30 NR 31 20 34 24 NR NR 

You did not know you could report the event to 

leadership. 
20 15 NR NR NR NR NR NR NR 

You thought you might get in trouble for 

something else you did. 
15 12 NR 20 6 16 7 NR NR 

You did not know with whom to report the 

event. 
11 8 NR NR 2 12 2 NR NR 

Margins of error range from ±6% to ±18% 
Percent of employees who experienced work-related unwanted sexual contact in the past 12 months and who did not indicate reporting to 

leadership 
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Table 65.  

Work-Related Unwanted Sexual Contact One Situation:  Reasons for Not Filing an EEO 

Complaint   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

You did not want more people to know. 55 55 NR 61 NR 58 NR NR NR 

You wanted to forget about it and move on. 54 56 NR 60 NR 59 NR NR NR 

You were worried about negative consequences 

from your coworkers or peers. 
47 52 NR 49 NR 54 NR NR NR 

You did not think anything would be done. 47 45 NR 54 NR 50 NR NR NR 

You were worried about negative consequences 

from the person(s) who did this to you. 
43 51 12 44 NR 56 NR NR NR 

You were worried about negative consequences 

from leadership. 
42 50 NR 40 NR 52 NR NR NR 

You did not think your complaint would be 

kept private. 
42 40 NR 48 NR 45 NR NR NR 

You thought it might hurt your performance 

appraisal or your career. 
41 45 NR 42 NR 47 NR NR NR 

You did not trust the process would be fair. 36 38 NR 34 NR 35 NR NR NR 

You thought it was not serious enough to file a 

complaint with EEO. 
28 30 NR 27 NR 36 22 4 NR 

You did not know with whom to report the 

event or how to file an EEO complaint. 
25 18 NR 32 17 18 19 NR NR 

You did not know you could file a complaint 

about the event with EEO. 
23 17 NR 32 10 21 NR NR NR 

Some other reason 21 26 3 21 22 28 25 4 NR 

You thought you might get in trouble for 

something else you did. 
14 12 NR 14 14 9 16 NR NR 

Margins of error range from ±6% to ±18% 

Percent of employees who experienced work-related unwanted sexual contact in the past 12 months and did not indicate filing an EEO complaint 

Table 66.  

Work-Related Unwanted Sexual Contact One Situation:  Filed Police Report   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Filed a police report to a local civilian and/or 

military law enforcement 
7 8 5 6 8 7 8 4 NR 

Filed with local civilian law enforcement 

agency 
5 6 5 4 8 4 7 2 NR 

Filed with local military law enforcement or 

criminal investigative organization 
5 6 3 5 5 5 6 4 NR 

Margins of error range from ±5% to ±13% 

Percent of employees who experienced work-related unwanted sexual contact in the past 12 months 
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Table 67.  

Work-Related Unwanted Sexual Contact One Situation:  Reasons for Not Filing a Police 

Report   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

You wanted to forget about it and move on. 57 60 NR 61 NR 61 59 NR NR 

You did not want more people to know. 49 54 NR 55 40 61 NR NR NR 

You did not think anything would be done. 47 42 NR 61 27 52 31 NR NR 

You thought it might hurt your career. 46 47 NR 46 NR 47 NR NR NR 

You were worried about negative consequences 

from the person(s) who did this to you. 
44 44 NR 49 37 50 38 NR NR 

You thought you might be labeled as a 

troublemaker. 
43 44 NR 49 35 47 41 NR NR 

You thought it was not serious enough to 

report. 
40 40 NR 40 NR 47 31 NR NR 

You did not trust the process would be fair. 32 35 NR 35 27 40 31 NR NR 

Some other reason 19 24 4 18 21 24 24 5 NR 

You did not know how to report the event. 17 8 NR 22 9 5 11 NR NR 

You thought you might get in trouble for 

something else you did. 
15 11 NR 19 9 12 11 NR NR 

Margins of error range from ±5% to ±17% 

Percent of employees who experienced work-related unwanted sexual contact in the past 12 months and did not indicate filing a report with 

civilian or military law enforcement 

Table 68.  

Knowledge on How to Contact an EEO Representative   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Trend Year Differences 

Higher Than 2021 

 Lower Than 2021 

Total DoD APF NAF 

DoD APF NAF Women Men Women Men Women Men 

Knowledge on how to contact your 

organization’s EEO representative 

2021 82 83 76 77 85 78 85 73 80 

2018 86 87 81 83 88 84 88 79 86 

Margins of error range from ±1% to ±3% 

Percent of all employees 
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Table 69.  

Received Training on Sexual Harassment/Gender Discrimination in the Past 12 Months   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Trend Year Differences 

Higher Than 2021 

 Lower Than 2021 

Total DoD APF NAF 

DoD APF NAF Women Men Women Men Women Men 

Received training on sexual harassment 

and/or gender discrimination in the 

past 12 months 

2021 90 91 87 88 92 88 92 87 88 

2018 94 94 90 91 95 91 95 89 91 

Margins of error range from ±1% to ±3% 

Percent of all employees 
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Table 70.  

Sexual Harassment/Gender Discrimination Training Received Conveyed Relevant 

Information   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Trend Year Differences 

Higher Than 2021 

 Lower Than 2021 

Total DoD APF NAF 

DoD APF NAF Women Men Women Men Women Men 

Provided a good 

understanding of 

actions considered 

sexual harassment and 

gender discrimination 

Agree 
2021 93 93 93 92 93 92 93 92 94 

2018 93 93 94 93 94 93 94 93 95 

Neither 
2021 6 6 6 6 6 6 6 6 5 

2018 6 6 5 6 5 6 5 6 4 

Disagree 
2021 1 1 1 2 1 2 1 2 1 

2018 1 1 1 1 1 1 1 1 <1 

Explained options 

available for 

complaints if sexual 

harassment or gender 

discrimination occurs 

Agree 
2021 92 92 91 90 93 90 93 91 93 

2018 92 92 92 91 93 91 93 91 94 

Neither 
2021 7 7 7 7 6 7 6 8 6 

2018 6 6 7 7 6 7 6 7 5 

Disagree 
2021 1 1 2 2 1 2 1 2 1 

2018 1 1 1 2 1 2 1 2 1 

Explained DoD role in 

handling sexual 

harassment and 

gender discrimination 

complaints 

Agree 
2021 91 91 90 89 92 89 92 90 91 

2018 92 92 91 90 93 90 93 89 93 

Neither 
2021 7 7 8 8 7 8 7 8 8 

2018 7 7 8 8 6 8 6 9 6 

Disagree 
2021 2 2 2 2 1 2 1 3 1 

2018 1 1 2 2 1 2 1 2 1 

Identified the points of 

contact for complaints 

of sexual harassment 

or gender 

discrimination 

Agree 
2021 90 90 90 88 91 88 91 88 93 

2018 91 92 90 90 92 90 92 89 92 

Neither 
2021 8 8 8 9 7 9 7 9 6 

2018 7 7 8 8 7 8 7 9 7 

Disagree 
2021 2 2 2 3 1 3 1 3 1 

2018 1 1 2 2 1 2 1 2 1 

Taught how to 

intervene when you 

witness a situation 

involving a coworker 

(bystander 

intervention) 

Agree 
2021 89 90 88 88 90 88 90 87 89 

2018 91 91 88 89 91 90 91 87 91 

Neither 
2021 8 8 9 9 8 9 8 10 8 

2018 8 8 9 9 7 8 7 10 7 

Disagree 
2021 2 2 3 3 2 3 2 3 3 

2018 2 2 3 2 1 2 1 3 2 

Takes into 

consideration the 

unique needs and 

experiences of DoD 

civilian employees 

Agree 
2021 81 81 83 78 83 77 83 82 85 

2018 84 84 85 81 86 80 86 84 87 

Neither 
2021 14 14 13 16 13 16 13 13 12 

2018 12 12 12 14 11 15 11 12 10 

Disagree 
2021 5 5 4 6 4 7 4 5 3 

2018 4 4 3 5 3 5 3 4 3 

Margins of error range from ±1% to ±3% 

Percent of employees who indicated receiving sexual harassment and/or gender discrimination training in the past 12 months 
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Table 71.  

Received Training on Sexual Assault in the Past 12 Months   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Trend Year Differences 

Higher Than 2021 

 Lower Than 2021 

Total DoD APF NAF 

DoD APF NAF Women Men Women Men Women Men 

Received training on sexual assault in 

the past 12 months 

2021 89 89 82 85 91 86 91 81 84 

2018 91 92 86 88 93 88 94 85 86 

Margins of error range from ±1% to ±3% 

Percent of all employees 
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Table 72.  

Sexual Assault Training Received Conveyed Relevant Information   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Trend Year Differences 

Higher Than 2021 

 Lower Than 2021 

Total DoD APF NAF 

DoD APF NAF Women Men Women Men Women Men 

Provided a good 

understanding of what 

actions are considered 

sexual assault 

Agree 
2021 95 95 95 95 95 95 95 95 96 

2018 95 95 95 95 95 95 95 94 97 

Neither 
2021 4 4 4 4 5 4 5 5 4 

2018 4 4 4 4 4 4 4 5 3 

Disagree 
2021 1 1 1 1 1 1 1 1 1 

2018 1 1 1 1 1 1 1 1 1 

Explained the 

resources available to 

victims 

Agree 
2021 94 94 94 94 94 93 94 94 94 

2018 94 94 94 93 94 94 94 93 96 

Neither 
2021 5 5 5 5 5 5 5 5 6 

2018 5 5 5 6 5 5 5 6 4 

Disagree 
2021 1 1 1 1 1 1 1 1 1 

2018 1 1 1 1 1 1 1 1 1 

Explained the 

reporting options 

available within the 

DoD community if a 

sexual assault occurs 

Agree 
2021 94 94 93 93 94 93 94 93 94 

2018 94 94 94 93 94 93 94 93 95 

Neither 
2021 5 5 6 6 5 6 5 6 5 

2018 5 5 6 6 5 6 5 7 4 

Disagree 
2021 1 1 1 1 1 1 1 1 1 

2018 1 1 1 1 1 1 1 1 1 

Explained the 

reporting options 

available to DoD 

civilian employees 

assaulted by someone 

from work 

Agree 
2021 93 93 93 91 93 91 93 92 94 

2018 93 93 93 92 94 92 94 91 95 

Neither 
2021 6 6 6 7 6 7 6 6 5 

2018 6 6 6 6 5 6 5 7 4 

Disagree 
2021 1 1 1 2 1 2 1 2 1 

2018 1 1 1 2 1 2 1 1 1 

Explained how sexual 

assault can affect all 

members of the DoD 

community, including 

civilians 

Agree 
2021 93 93 92 91 93 91 93 92 94 

2018 93 93 93 92 94 92 94 92 95 

Neither 
2021 6 6 6 7 6 7 6 7 5 

2018 6 6 6 6 5 6 5 7 4 

Disagree 
2021 1 1 2 2 1 2 1 2 1 

2018 1 1 1 2 1 2 1 1 1 

Takes into 

consideration the 

unique needs and 

experiences of DoD 

civilian employees 

Agree 
2021 84 84 86 82 85 81 85 85 87 

2018 86 86 87 84 88 83 87 86 90 

Neither 
2021 12 12 11 13 11 13 11 11 11 

2018 10 11 9 12 10 12 10 10 7 

Disagree 
2021 4 4 3 5 3 6 3 4 2 

2018 3 3 3 4 3 5 3 4 2 

Margins of error range from ±1% to ±3% 

Percent of employees who indicated receiving sexual assault training in the past 12 months 
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Table 73.  

Witnessed Gender-Related Comments/Jokes in the Past 12 Months   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

0 times 89 89 87 86 90 86 90 86 88 

1 time 2 2 2 3 2 3 2 3 2 

2 times 2 2 3 3 2 3 2 3 3 

3 times 1 1 1 2 1 2 1 1 1 

4 times 1 1 1 1 <1 1 <1 1 1 

5 or more times 5 4 6 6 4 6 4 6 5 
Margins of error range from ±1% to ±3% 

Percent of all employees 

Table 74.  

Gender-Related Comments/Jokes in the Past 12 Months   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Witnessed someone from work “cross the line” 

with gender-related comments and jokes at 

least once 

11 11 13 14 10 14 10 14 12 

Margins of error range from ±1% to ±3% 

Percent of all employees 

Table 75.  

Type of Third-Party Intervention Used When Witnessed Gender-Related Comments/Jokes in 

Past 12 Months   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Intervened in at least one way 88 87 93 90 86 89 86 94 93 

I checked on the victim. 75 74 86 79 72 77 71 88 80 

I said something to the person(s) who made 

the comments/jokes. 
71 71 71 71 71 71 71 71 73 

I intervened in some other way. 65 65 70 65 65 64 65 70 70 

Intervened by getting help from someone else 41 39 56 44 39 41 38 58 53 

I sought help from leadership. 38 36 54 41 36 37 35 56 48 

I sought help from an EEO, Human Resources, 

or Union Representative, or some other 

official. 
19 18 26 18 19 17 18 24 29 

Margins of error range from ±1% to ±11% 

Percent of employees who indicated witnessing someone from work “cross the line” with gender-related comments/jokes in the past 12 months 
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Table 76.  

Supervisory Status is Supervisor or Above   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Trend Year Differences 

Higher Than 2021 

 Lower Than 2021 

Total DoD APF NAF 

DoD APF NAF Women Men Women Men Women Men 

Supervisory status is supervisor or 

above 

2021 20 19 25 17 22 15 21 23 31 

2018 20 19 26 16 21 15 21 23 31 

Margins of error range from ±1% to ±3% 

Percent of all employees 
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Table 77.  

DoD Leadership Training Received Prepared Supervisors for EEO Issues and Complaints   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Responding to reports of 

sexual harassment 

Agree 87 88 84 79 90 79 90 79 90 

Neither 8 7 11 11 6 10 6 13 8 

Disagree 4 4 3 6 2 7 3 4 1 

Does not apply; 

My training did 

not cover this 

2 2 3 3 1 3 1 4 1 

Responding to reports of 

sexual assault 

Agree 87 88 83 80 90 80 90 78 89 

Neither 8 7 11 11 6 10 6 13 8 

Disagree 4 4 3 6 3 7 3 4 2 

Does not apply; 

My training did 

not cover this 

2 2 3 3 1 3 1 5 1 

Providing support to 

employees who make 

complaints 

Agree 87 87 84 79 90 79 90 80 89 

Neither 8 7 10 11 6 10 6 11 8 

Disagree 4 4 3 7 3 7 3 4 2 

Does not apply; 

My training did 

not cover this 

2 2 3 3 1 3 1 4 1 
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KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Responding to reports of 

gender discrimination 

Agree 85 86 82 76 89 76 89 78 89 

Neither 9 8 11 12 7 12 7 13 8 

Disagree 4 4 4 8 3 9 3 5 2 

Does not apply; 

My training did 

not cover this 

2 2 3 4 1 4 1 5 1 

Helping an employee through 

the EEO complaint process 

Agree 82 82 76 73 85 73 86 73 81 

Neither 11 10 14 14 9 14 9 15 13 

Disagree 6 6 6 9 4 10 4 8 4 

Does not apply; 

My training did 

not cover this 

2 2 4 4 1 3 1 5 2 

Handling retaliation against 

employees who report 

unwanted gender-related 

behaviors in the workplace 

Agree 81 82 76 71 85 70 86 72 82 

Neither 10 10 12 14 9 15 9 14 10 

Disagree 6 6 6 10 4 11 4 8 4 

Does not apply; 

My training did 

not cover this 

3 2 5 4 2 4 2 6 4 

Margins of error range from ±1% to ±5% 

Percent of employees who identified as a supervisor, manager, or executive 
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Table 78.  

Reports Received From Employees on Unwanted Gender-Related Experiences in the DoD 

Workplace   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Sexual harassment 10 10 10 9 10 9 10 9 11 

Sex discrimination 5 5 5 5 5 5 5 5 4 

Sexual assault 3 3 3 3 3 3 3 3 4 
Margins of error range from ±1% to ±4% 

Percent of employees who identified as a supervisor, manager, or executive 

Table 79.  

Received an Employee Report of Unwanted Gender-Related Experiences in the DoD 

Workplace   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Received an employee report of workplace 

sexual harassment/assault or gender 

discrimination 

12 12 12 11 12 11 12 12 12 

Margins of error range from ±1% to ±4% 

Percent of employees who identified as a supervisor, manager, or executive 

Table 80.  

Confidence in Responding to Employee Reports of Unwanted Gender-Related Behaviors   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Sexual harassment 98 97 98 98 97 98 97 98 98 

Sexual assault 97 97 NR 95 97 98 97 NR NR 

Sex discrimination 96 96 91 92 97 93 97 NR 97 
Margins of error range from ±2% to ±13% 

Percent of employees who identified as a supervisor, manager, or executive and indicated receiving a report of each unwanted gender-related 

behavior 
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Table 81.  

Perceived Safety from Sexual Harassment/Assault   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Trend Year Differences 

Higher Than 2021 

 Lower Than 2021 

Total DoD APF NAF 

DoD APF NAF Women Men Women Men Women Men 

Extent you feel safe 

from being sexually 

assaulted at your 

primary duty location 

Safe 
2021 94 95 89 92 95 93 96 87 92 

2018 96 96 92 94 97 95 97 90 95 

Neither 
2021 4 4 7 6 3 5 3 8 5 

2018 3 3 6 5 2 4 2 7 3 

Unsafe 
2021 2 2 4 3 2 2 1 5 3 

2018 1 1 3 1 1 1 1 3 2 

Extent you feel safe 

from being sexually 

harassed at your 

primary duty station 

Safe 
2021 93 93 87 89 94 90 95 85 91 

2018 94 95 90 91 96 92 96 89 94 

Neither 
2021 5 5 8 7 4 7 4 9 5 

2018 4 4 6 6 3 6 3 7 3 

Unsafe 
2021 3 2 5 4 2 3 2 6 4 

2018 2 1 4 2 1 2 1 4 3 

Extent you feel safe 

from being sexually 

assaulted while on 

work travel/

temporary 

assignments 

Safe 
2021 92 93 87 86 95 87 95 85 92 

2018 94 94 90 89 97 89 97 88 94 

Neither 
2021 6 6 8 11 4 11 4 10 5 

2018 5 4 8 9 3 9 3 10 4 

Unsafe 
2021 2 2 4 3 1 2 1 5 3 

2018 1 1 2 2 1 2 1 2 2 

Extent you feel safe 

from being sexually 

harassed while on 

work travel/

temporary 

assignments 

Safe 
2021 91 92 86 85 95 85 95 84 91 

2018 93 94 90 88 96 88 96 87 94 

Neither 
2021 6 6 9 11 4 11 4 10 6 

2018 5 5 8 10 3 10 3 10 4 

Unsafe 
2021 2 2 5 4 1 3 1 6 3 

2018 1 1 2 2 1 2 1 2 2 

Margins of error range from ±1% to ±3% 

Percent of all employees 
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Table 82.  

Likelihood to Encourage Someone Who Experiences Sexual Harassment/Assault to Come 

Forward   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Trend Year Differences 

Higher Than 2021 

 Lower Than 2021 

Total DoD APF NAF 

DoD APF NAF Women Men Women Men Women Men 

You would encourage 

someone who has 

experienced sexual 

assault to report it. 

Likely 
2021 96 96 96 96 96 96 96 96 96 

2018 96 96 95 95 96 95 96 95 96 

Neither 
2021 3 3 3 3 3 3 3 3 3 

2018 3 3 3 3 3 3 3 3 3 

Unlikely 
2021 1 1 1 1 1 1 1 1 2 

2018 1 1 2 1 1 1 1 2 1 

You would encourage 

someone who has 

experienced sexual 

assault to seek 

counseling. 

Likely 
2021 96 96 95 96 95 97 95 95 94 

2018 95 95 95 96 95 96 95 95 94 

Neither 
2021 3 3 4 3 4 2 4 4 4 

2018 4 4 4 3 4 3 4 3 5 

Unlikely 
2021 1 1 1 1 1 1 1 1 1 

2018 1 1 2 1 1 1 1 2 2 

You would encourage 

someone who has 

experienced sexual 

harassment to tell a 

supervisor. 

Likely 
2021 94 94 94 93 95 93 95 94 94 

2018 94 94 94 93 95 93 95 94 95 

Neither 
2021 4 4 4 4 4 4 4 4 4 

2018 4 4 4 5 4 5 4 4 4 

Unlikely 
2021 2 2 3 3 2 3 2 3 2 

2018 2 2 2 3 2 3 2 2 2 

You would report a 

sexual assault if it 

happened to you. 

Likely 
2021 92 92 92 92 92 91 92 92 91 

2018 92 92 91 91 92 91 92 90 92 

Neither 
2021 5 5 5 5 5 5 5 5 5 

2018 5 5 5 5 5 5 5 5 5 

Unlikely 
2021 3 3 4 3 3 4 3 3 4 

2018 3 3 4 4 3 4 3 4 3 

You would tell a 

supervisor about 

sexual harassment if it 

happened to you. 

Likely 
2021 88 88 88 86 89 85 89 89 88 

2018 87 87 89 85 89 85 89 88 90 

Neither 
2021 7 7 6 7 7 8 7 6 8 

2018 7 7 6 8 7 8 7 6 6 

Unlikely 
2021 5 5 5 7 5 7 5 6 4 

2018 5 5 5 7 4 7 4 6 3 

Margins of error range from ±1% to ±3% 

Percent of all employees 
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Table 83.  

Positive Gender Relations Leadership Behaviors   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Trend Year Differences 

Higher Than 2021 

 Lower Than 2021 

Total DoD APF NAF 

DoD APF NAF Women Men Women Men Women Men 

Leads by example by 

refraining from sexist 

comments and 

behaviors 

Well 
2021 89 89 87 87 90 87 90 86 88 

2018 89 89 89 87 91 86 91 89 90 

Neither 
2021 7 7 9 9 7 9 7 10 8 

2018 7 7 8 9 6 9 6 8 8 

Poorly 
2021 3 3 4 4 3 4 3 4 4 

2018 3 3 3 4 3 4 3 3 3 

Makes it clear that 

sexual harassment/

gender discrimination/

sexual assault have no 

place in the DoD 

Well 
2021 88 88 85 84 90 84 91 84 87 

2018 89 90 88 85 92 85 92 86 90 

Neither 
2021 9 9 12 12 7 12 7 12 10 

2018 8 8 9 11 6 11 6 10 7 

Poorly 
2021 3 3 4 4 2 5 2 4 3 

2018 3 3 3 4 2 4 2 3 3 

Creates environment 

where victims feel 

comfortable reporting 

Well 
2021 83 84 81 78 87 77 87 79 85 

2018 85 85 84 80 88 79 88 83 87 

Neither 
2021 12 11 13 15 10 15 10 15 10 

2018 11 11 11 14 9 15 9 12 10 

Poorly 
2021 5 5 6 7 4 7 4 6 5 

2018 4 4 4 6 3 6 3 5 3 

Promotes an 

organizational climate 

based on mutual 

respect and trust 

Well 
2021 83 84 80 79 86 79 86 78 83 

2018 87 87 85 82 89 82 89 84 87 

Neither 
2021 9 9 11 11 8 11 8 12 9 

2018 8 8 9 10 7 10 7 9 8 

Poorly 
2021 8 8 9 10 6 10 6 10 7 

2018 5 5 6 8 4 8 4 7 5 

Publicizes sexual 

harassment/gender 

discrimination/sexual 

assault resources 

Well 
2021 82 82 81 77 85 77 85 79 85 

2018 84 84 84 80 86 79 86 83 86 

Neither 
2021 13 13 14 16 12 17 12 15 11 

2018 12 12 12 15 11 15 11 13 11 

Poorly 
2021 5 4 5 6 3 7 3 6 4 

2018 4 4 4 6 3 6 3 4 3 

Catches and 

immediately corrects 

incidents of sexual 

harassment 

Well 
2021 80 80 79 74 83 74 83 78 81 

2018 81 81 81 76 84 75 84 80 83 

Neither 
2021 16 16 16 20 13 20 13 17 14 

2018 14 14 15 18 12 19 12 15 13 

Poorly 
2021 5 4 5 6 4 6 4 5 5 

2018 4 4 4 6 3 6 3 5 4 

Margins of error range from ±1% to ±3% 

Percent of all employees 
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Table 84.  

Perceptions of Work Unit Cohesion   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Members in your work unit 

pull together to get the job 

done. 

Agree 85 86 81 82 87 83 87 80 84 

Neither 9 9 12 11 8 10 8 13 10 

Disagree 5 5 7 7 5 7 5 7 6 

Members in your work unit 

work well together as a team. 

Agree 82 82 77 78 84 78 84 75 81 

Neither 11 11 14 13 10 12 10 14 12 

Disagree 7 7 9 10 6 9 6 11 7 

Members in your work unit 

really care about each other. 

Agree 79 79 75 75 81 75 81 74 78 

Neither 13 13 15 15 13 15 12 15 15 

Disagree 8 8 10 10 7 10 7 11 7 

Members in your work unit 

trust each other. 

Agree 73 74 68 67 77 67 77 65 74 

Neither 16 16 19 19 15 19 15 20 17 

Disagree 10 10 13 14 8 14 8 15 9 
Margins of error range from ±1% to ±3% 

Percent of all employees 

Table 85.  

Perceptions of Work Unit Norms for Civility   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Respectful treatment is the 

norm in your unit. 

Agree 81 81 76 75 84 76 84 73 82 

Neither 11 11 14 14 10 13 10 15 11 

Disagree 8 8 10 11 7 11 7 12 8 

Your coworkers make sure 

everyone in your unit is 

treated with respect. 

Agree 77 77 73 71 81 71 81 70 78 

Neither 14 14 17 17 13 17 13 17 15 

Disagree 9 9 11 12 7 12 7 12 7 

Rude behavior is not 

accepted by your coworkers. 

Agree 76 76 74 71 79 71 79 72 80 

Neither 14 14 14 15 13 15 13 14 14 

Disagree 10 10 12 14 7 14 7 14 6 

Angry outbursts are not 

tolerated by anyone in your 

unit. 

Agree 73 73 74 68 75 67 75 71 78 

Neither 17 17 16 18 16 18 16 16 15 

Disagree 11 11 11 14 9 15 9 13 7 
Margins of error range from ±1% to ±3% 

Percent of all employees 
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Table 86.  

Frequency of Workplace Hostility Behavior(s) Experienced From Coworkers in the Past 12 

Months   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Trend Year Differences 

Higher Than 2021 

 Lower Than 2021 

Total DoD APF NAF 

DoD APF NAF Women Men Women Men Women Men 

Gossiped/talked about 

you 

Often/Very 

often 

2021 10 9 15 13 8 12 8 16 11 

2018 9 8 14 12 7 12 6 16 10 

Sometimes/

Once or twice 

2021 28 28 34 33 26 33 25 36 29 

2018 34 33 37 39 30 39 30 39 33 

Never 
2021 62 63 52 54 67 55 67 47 60 

2018 58 59 49 48 63 49 63 46 56 

Did not provide 

information or 

assistance when you 

needed it 

Often/Very 

often 

2021 8 8 11 11 7 10 7 12 9 

2018 6 6 9 9 5 8 5 10 7 

Sometimes/

Once or twice 

2021 32 32 37 38 29 38 29 39 33 

2018 35 34 39 39 32 38 32 40 35 

Never 
2021 59 60 52 51 64 52 64 49 58 

2018 59 60 52 53 63 53 63 50 58 

Took credit for work 

or ideas that were 

yours 

Often/Very 

often 

2021 7 7 9 8 6 8 6 10 7 

2018 5 5 6 7 4 7 4 7 5 

Sometimes/

Once or twice 

2021 23 23 25 27 21 27 21 27 20 

2018 26 26 27 29 24 29 24 29 23 

Never 
2021 70 70 66 65 73 65 73 63 73 

2018 69 69 67 64 72 64 72 65 72 

Were excessively 

harsh in their 

criticism of your work 

performance 

Often/Very 

often 

2021 5 4 8 6 4 6 4 9 6 

2018 4 3 6 5 3 5 3 7 5 

Sometimes/

Once or twice 

2021 17 16 21 20 15 19 15 23 18 

2018 18 18 23 21 17 21 16 25 18 

Never 
2021 78 79 70 74 81 75 81 67 77 

2018 78 79 72 73 81 74 81 69 77 

Used insults, sarcasm, 

or gestures to 

humiliate you 

Often/Very 

often 

2021 4 4 6 6 4 5 3 7 4 

2018 3 3 4 4 3 4 3 4 3 

Sometimes/

Once or twice 

2021 13 13 16 15 12 15 12 18 13 

2018 15 15 18 17 14 17 14 20 15 

Never 
2021 82 83 78 79 84 80 84 75 83 

2018 82 82 78 78 83 79 84 76 82 

Yelled when they were 

angry with you 

Often/Very 

often 

2021 3 3 5 4 3 3 2 6 4 

2018 2 2 3 3 2 3 2 3 3 

Sometimes/

Once or twice 

2021 15 15 19 17 14 16 14 21 15 

2018 17 17 21 19 16 18 16 23 17 

Never 
2021 82 83 76 79 83 81 84 73 81 

2018 81 81 76 78 82 79 82 74 80 

Margins of error range from ±1% to ±4% 

Percent of all employees 
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Table 87.  

Agreement With Statements About Immediate Supervisor   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Evaluates your work 

performance fairly 

Agree 81 82 76 77 84 78 84 73 82 

Neither 11 10 12 13 9 12 9 14 10 

Disagree 8 8 12 10 7 9 7 13 8 

Fosters your trust 

Agree 81 81 75 76 83 77 83 73 81 

Neither 10 10 14 12 9 12 9 15 12 

Disagree 9 9 11 12 7 12 7 12 8 

Ensures that all assigned 

personnel are treated fairly 

Agree 78 79 71 72 82 72 82 68 79 

Neither 11 11 13 13 9 13 9 14 11 

Disagree 11 11 15 15 9 14 9 18 10 
Margins of error range from ±1% to ±3% 

Percent of all employees 

Table 88.  

Agreement With Statements About Immediate Supervisor’s Fair Treatment   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Addresses all unit members 

in the same way to avoid 

perceptions of preferential 

treatment 

Agree 77 78 69 71 81 72 81 65 77 

Neither 12 11 14 14 10 14 10 16 12 

Disagree 11 10 16 15 9 14 8 19 11 

Avoids showing favoritism 

when assigning tasks 

Agree 75 76 67 68 79 69 79 63 75 

Neither 13 13 16 16 12 16 12 17 13 

Disagree 12 11 17 16 9 15 9 20 11 

Enforces standards equally 

across all unit members 

Agree 75 76 68 68 79 69 79 65 75 

Neither 12 12 14 14 11 14 11 15 12 

Disagree 13 13 18 17 11 16 11 20 13 

Ensures unit members are 

disciplined in the same 

manner 

Agree 70 70 64 62 74 62 74 61 70 

Neither 19 19 19 23 17 24 17 19 18 

Disagree 11 11 17 15 9 14 9 20 12 
Margins of error range from ±1% to ±3% 

Percent of all employees 
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Table 89.  

Agreement With Statements About Inclusion in the Workplace   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Members are treated as 

valued members of the team 

without losing their unique 

identities. 

Agree 80 81 74 75 83 76 83 71 80 

Neither 12 12 15 14 11 14 11 16 13 

Disagree 8 8 11 11 7 10 6 13 7 

Within my work unit, I am 

encouraged to offer ideas on 

how to improve operations. 

Agree 79 79 72 75 81 76 81 70 75 

Neither 12 12 17 15 11 14 11 17 16 

Disagree 9 9 11 11 8 11 8 12 9 

I believe I can use my 

leadership to address 

concerns about 

discrimination without fear. 

Agree 75 76 68 68 79 69 79 65 73 

Neither 13 13 17 17 12 16 11 18 15 

Disagree 11 11 15 15 9 15 9 17 11 

Members in my work unit 

are empowered to make 

work-related decisions on 

their own. 

Agree 75 75 67 69 78 70 78 64 72 

Neither 15 14 20 18 13 17 13 21 18 

Disagree 11 10 13 13 9 13 9 15 10 

The decision-making 

processes that impact my 

work unit are fair. 

Agree 69 70 63 62 73 63 73 59 69 

Neither 18 17 21 21 16 21 15 22 18 

Disagree 14 13 17 17 12 16 12 19 12 

Outcomes are fairly 

distributed among members 

of my unit. 

Agree 67 68 60 61 71 61 71 57 66 

Neither 17 17 20 20 16 20 16 20 20 

Disagree 15 15 19 19 13 19 13 22 14 

I feel excluded by my work 

unit because I am different. 

Agree 16 15 18 16 15 15 15 18 18 

Neither 14 13 17 15 13 15 12 18 16 

Disagree 71 72 65 69 72 70 72 64 67 

Sexist slurs, comments, and/

or jokes are used in my work 

unit. 

Agree 10 10 11 9 10 8 10 11 11 

Neither 9 9 11 10 9 10 9 12 11 

Disagree 81 81 78 81 81 82 81 77 79 

Racial slurs, comments, and/

or jokes are used in my work 

unit. 

Agree 10 9 13 9 10 8 10 13 12 

Neither 9 9 11 10 9 9 8 12 10 

Disagree 81 82 76 81 81 83 82 75 78 
Margins of error range from ±1% to ±3% 

Percent of all employees 
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Table 90.  

Psychological Climate for Sexual Harassment   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Trend Year Differences 

Higher Than 2021 

 Lower Than 2021 

Total DoD APF NAF 

DoD APF NAF Women Men Women Men Women Men 

Sexual harassment is 

not tolerated. 

Agree 
2021 87 88 85 83 90 83 90 83 88 

2018 82 82 80 78 84 78 84 79 82 

Neither 
2021 9 9 10 12 7 12 7 11 8 

2018 11 11 11 14 9 15 9 12 10 

Disagree 
2021 4 4 5 5 3 5 3 6 4 

2018 7 7 8 8 7 8 7 9 8 

Actions are being 

taken to prevent 

sexual harassment. 

Agree 
2021 76 77 71 69 80 69 80 69 76 

2018 76 77 71 70 80 70 80 68 77 

Neither 
2021 19 19 22 25 16 25 15 25 19 

2018 17 17 22 23 14 23 14 24 17 

Disagree 
2021 5 5 6 6 4 6 4 7 5 

2018 6 6 7 7 6 7 6 8 6 

I would feel 

comfortable reporting 

a sexual harassment 

complaint. 

Agree 
2021 74 74 73 69 77 68 77 72 76 

2018 71 71 70 66 74 65 74 68 74 

Neither 
2021 14 14 14 16 13 16 13 15 13 

2018 16 16 16 18 14 19 14 17 14 

Disagree 
2021 12 12 12 15 10 16 10 13 11 

2018 13 13 14 16 12 16 12 15 12 

A sexual harassment 

complaint would be 

thoroughly 

investigated. 

Agree 
2021 73 74 71 69 76 69 76 69 75 

2018 72 72 69 67 74 67 74 67 73 

Neither 
2021 16 16 17 19 14 19 14 18 14 

2018 16 15 18 20 13 20 13 19 16 

Disagree 
2021 11 10 12 12 10 12 10 13 11 

2018 13 13 13 13 12 13 12 14 11 

Penalties against 

individuals who 

sexually harass others 

at work are strongly 

enforced. 

Agree 
2021 58 58 59 50 63 49 63 56 63 

2018 58 58 59 50 62 48 62 56 64 

Neither 
2021 33 33 31 39 30 41 30 33 27 

2018 32 32 31 38 29 40 29 32 28 

Disagree 
2021 8 8 11 10 7 10 7 11 10 

2018 10 10 11 12 9 12 9 12 8 

I would be afraid to 

file a sexual 

harassment complaint. 

Agree 
2021 11 11 13 14 9 14 9 14 11 

2018 9 9 10 13 7 14 7 11 7 

Neither 
2021 13 13 13 15 12 16 12 13 13 

2018 14 14 15 17 13 17 13 16 12 

Disagree 
2021 76 76 74 71 79 70 79 73 76 

2018 77 77 75 70 80 70 80 73 81 
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KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Trend Year Differences 

Higher Than 2021 

 Lower Than 2021 

Total DoD APF NAF 

DoD APF NAF Women Men Women Men Women Men 

It would be risky for 

me to file a sexual 

harassment complaint. 

Agree 
2021 10 10 10 13 8 13 8 11 10 

2018 11 11 11 15 8 15 8 13 9 

Neither 
2021 14 14 16 16 13 16 13 16 14 

2018 17 17 18 20 16 20 16 18 17 

Disagree 
2021 76 76 74 71 79 71 79 73 76 

2018 72 72 71 66 76 65 76 69 75 

A sexual harassment 

complaint would not 

be taken seriously. 

Agree 
2021 10 9 12 11 9 11 9 12 11 

2018 11 11 11 12 10 12 10 12 9 

Neither 
2021 13 13 14 15 11 16 11 15 12 

2018 13 13 15 16 11 17 11 15 14 

Disagree 
2021 78 78 74 74 80 74 80 73 77 

2018 76 76 74 71 79 71 79 72 77 

Individuals who 

sexually harass others 

get away with it. 

Agree 
2021 9 8 11 11 7 10 7 12 9 

2018 9 9 11 12 7 12 7 11 9 

Neither 
2021 21 21 22 27 18 28 18 23 20 

2018 25 25 26 32 22 32 22 27 23 

Disagree 
2021 70 70 67 62 74 62 74 65 71 

2018 66 66 63 57 71 56 71 62 67 

Margins of error range from ±1% to ±3% 

Percent of all employees 
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Table 91.  

Satisfaction With Available Information About Reporting Unwanted Gender-Related 

Behaviors   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Trend Year Differences 

Higher Than 2021 

 Lower Than 2021 

Total DoD APF NAF 

DoD APF NAF Women Men Women Men Women Men 

Information on how to 

report a sexual assault 

Satisfied 
2021 78 79 75 73 81 73 81 72 81 

2018 83 83 81 79 85 78 86 79 85 

Neither 
2021 18 17 19 20 16 21 16 20 16 

2018 14 14 15 17 13 17 13 17 13 

Dissatisfied 
2021 4 4 6 6 3 6 3 8 3 

2018 3 3 4 4 2 4 2 5 2 

Information on how to 

file a complaint of 

sexual harassment 

Satisfied 
2021 77 77 74 72 80 72 80 71 80 

2018 82 82 80 77 85 77 85 78 84 

Neither 
2021 18 18 19 21 17 21 17 21 17 

2018 15 15 16 18 13 18 13 17 14 

Dissatisfied 
2021 5 4 6 7 3 7 3 8 3 

2018 3 3 4 5 2 5 2 5 2 

Information on how to 

file a complaint of 

gender discrimination 

Satisfied 
2021 74 75 72 68 78 68 78 69 78 

2018 79 80 78 74 83 73 83 76 81 

Neither 
2021 20 20 20 23 18 23 18 22 18 

2018 16 16 17 20 15 20 15 18 15 

Dissatisfied 
2021 6 6 8 9 4 9 4 10 4 

2018 4 4 5 7 3 7 3 6 4 

Margins of error range from ±1% to ±3% 

Percent of all employees 

Table 92.  

Joined DoD Civilian Workplace During COVID-19   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Joined during COVID-19 
Marked 11 10 20 13 10 12 9 21 17 

Not marked 89 90 80 87 90 88 91 79 83 
Margins of error range from ±1% to ±3% 

Percent of all employees 
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Table 93.  

Changes in the DoD Civilian Workplace During COVID-19   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Telework or remote work 

arrangements 

Increased since 

COVID-19 
67 71 30 67 67 74 69 31 28 

About the same 

as before 

COVID-19 

27 24 57 26 27 20 26 55 61 

Decreased since 

COVID-19 
6 6 13 8 6 6 5 14 11 

Virtual synchronous 

interactions with coworkers 

and leaders 

Increased since 

COVID-19 
65 69 35 66 65 72 67 37 30 

About the same 

as before 

COVID-19 

29 27 56 27 30 23 29 52 61 

Decreased since 

COVID-19 
5 5 10 6 5 5 4 11 9 

Your work hours 

Increased since 

COVID-19 
18 18 15 19 17 20 18 14 15 

About the same 

as before 

COVID-19 

79 80 73 77 80 78 80 73 74 

Decreased since 

COVID-19 
3 2 12 4 3 2 2 13 11 

Your use of leave 

Increased since 

COVID-19 
17 17 17 17 17 17 17 19 14 

About the same 

as before 

COVID-19 

65 65 68 61 68 60 68 65 73 

Decreased since 

COVID-19 
18 18 15 22 15 23 15 16 13 

Number of days physically in 

the office 

Increased since 

COVID-19 
5 5 8 6 5 5 5 8 9 

About the same 

as before 

COVID-19 

50 48 72 46 52 41 51 71 73 

Decreased since 

COVID-19 
45 47 20 49 43 54 44 21 19 

 



Appendix B:  DoD Civilian Employee Data Tables OPA 
 

Appendix B:  DoD Civilian Employee Data Tables 59 
 

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

In-person interactions with 

coworkers and leaders 

Increased since 

COVID-19 
3 3 6 4 3 4 3 6 5 

About the same 

as before 

COVID-19 

37 34 59 34 38 30 37 57 61 

Decreased since 

COVID-19 
60 62 36 61 59 66 60 37 33 

Margins of error range from ±1% to ±4% 

Percent of employees who were DoD civilian employees prior to COVID-19 
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Table 94.  

Changes in Workplace Experiences During COVID-19   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Your ability to complete your 

work 

Better since 

COVID-19 
16 16 10 20 13 22 14 11 7 

About the same 

as before 

COVID-19 

72 71 78 70 73 68 73 77 80 

Worse since 

COVID-19 
12 12 12 10 14 10 14 12 12 

Your relationship with your 

immediate supervisor 

Better since 

COVID-19 
8 8 9 10 8 10 8 10 8 

About the same 

as before 

COVID-19 

82 82 82 81 83 81 83 80 85 

Worse since 

COVID-19 
9 9 9 10 9 10 9 10 8 

Your relationship with your 

coworkers 

Better since 

COVID-19 
6 6 8 8 6 7 5 9 6 

About the same 

as before 

COVID-19 

82 82 83 81 82 80 82 81 86 

Worse since 

COVID-19 
12 12 9 12 12 12 12 9 8 

Your opportunities 

Better since 

COVID-19 
4 4 5 5 3 5 3 6 3 

About the same 

as before 

COVID-19 

79 79 78 79 79 79 79 77 80 

Worse since 

COVID-19 
17 17 18 16 18 16 18 18 17 

The overall gender relations 

in your work unit 

Better since 

COVID-19 
3 3 3 4 3 4 3 3 3 

About the same 

as before 

COVID-19 

94 94 93 93 95 93 95 92 95 

Worse since 

COVID-19 
3 3 4 3 2 3 2 4 2 
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KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Total  DoD  APF  NAF  

DoD APF NAF Women Men Women Men Women Men 

Your treatment based on 

your gender 

Better since 

COVID-19 
2 2 3 3 1 2 1 3 2 

About the same 

as before 

COVID-19 

93 93 92 94 93 94 93 92 92 

Worse since 

COVID-19 
5 5 5 4 6 4 6 5 6 

Margins of error range from ±1% to ±3% 

Percent of employees who were DoD civilian employees prior to COVID-19 
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Table 1.  

Estimated Sexual Harassment/Gender Discrimination Past Year Rates   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Trend Year Differences 

Higher Than 2021 

 Lower Than 2021 

APF Women Men 

Women Men Army 

Navy/

Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/

Marine 

Corps 

Air 

Force 

DoD 

A&A 

Sexual Harassment/Gender 

Discrimination Rate 

2021 11.1 3.8 11.0 12.6 12.2 9.0 3.2 4.2 4.0 4.2 

2018 13.6 4.7 13.8 14.3 14.0 11.9 4.6 4.5 4.4 5.7 

2016 NA NA NA NA NA NA NA NA NA NA 

Estimated Past Year Sexual 

Harassment Rate 

2021 6.9 3.1 6.8 7.9 7.5 5.4 2.5 3.4 3.2 3.4 

2018 9.2 3.6 9.4 9.5 9.3 8.3 3.5 3.7 3.4 4.0 

2016 NA NA NA NA NA NA NA NA NA NA 

Estimated Past Year Sexually 

Hostile Work Environment Rate 

2021 6.9 3.1 6.8 7.9 7.5 5.4 2.5 3.4 3.2 3.4 

2018 9.1 3.6 9.4 9.4 9.3 8.3 3.5 3.7 3.4 4.0 

2016 NA NA NA NA NA NA NA NA NA NA 

Estimated Past Year Sexual Quid 

Pro Quo Rate 

2021 0.3 0.1 0.4 0.3 0.3 0.4 0.1 0.1 0.2 0.2 

2018 0.5 0.1 0.5 0.5 0.6 0.4 0.1 0.2 0.1 0.2 

2016 NA NA NA NA NA NA NA NA NA NA 

Estimated Past Year Gender 

Discrimination Rate 

2021 6.6 1.3 6.5 7.4 7.4 5.5 1.0 1.3 1.6 1.5 

2018 7.4 1.6 7.4 8.3 8.0 6.0 1.7 1.2 1.4 2.7 

2016 NA NA NA NA NA NA NA NA NA NA 

Margins of error range from ±0.1% to ±0.9% 

Percent of all employees 
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Table 2.  

Experienced Sexual Harassment Behavior(s) in the Past 12 Months by Someone From Work   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Trend Year Differences 

Higher Than 2021 

 Lower Than 2021 

APF Women Men 

Women Men Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A 

Repeatedly told sexual “jokes” 

2021 3.4 1.9 3.4 3.8 4.2 2.5 1.6 2.1 2.0 1.9 

2018 4.4 2.2 4.8 4.4 4.5 3.7 2.1 2.4 2.2 1.9 

2016 NA NA NA NA NA NA NA NA NA NA 

Made repeated sexual comments 

about your appearance or body 

2021 2.7 0.6 2.6 3.2 2.7 2.2 0.7 0.5 0.7 0.8 

2018 3.2 0.6 3.1 3.2 3.7 3.1 0.6 0.6 0.5 0.7 

2016 NA NA NA NA NA NA NA NA NA NA 

Repeatedly suggested you do not 

act like someone of your gender is 

supposed to 

2021 1.9 1.1 1.7 2.2 2.3 1.4 0.9 1.2 1.2 1.1 

2018 2.5 1.2 2.5 2.8 2.8 2.0 1.2 1.1 1.3 1.3 

2016 NA NA NA NA NA NA NA NA NA NA 

Made repeated attempts to 

establish an unwanted romantic 

or sexual relationship with you 

2021 1.6 0.2 1.6 1.9 1.8 1.3 0.1 0.1 0.2 0.2 

2018 2.0 0.2 1.9 1.9 1.9 2.1 0.2 0.2 0.1 0.5 

2016 NA NA NA NA NA NA NA NA NA NA 

Repeatedly asked you questions 

about your sex life or sexual 

interests 

2021 1.6 0.7 1.7 1.8 1.6 1.1 0.6 0.6 1.1 0.8 

2018 1.7 0.6 1.6 1.7 2.0 1.6 0.4 0.7 0.5 1.0 

2016 NA NA NA NA NA NA NA NA NA NA 

Repeatedly told you about their 

sexual activities 

2021 1.5 1.0 1.7 1.7 1.8 1.0 0.7 1.0 1.3 1.1 

2018 2.0 1.0 2.0 2.0 2.1 1.7 1.0 1.0 1.0 1.1 

2016 NA NA NA NA NA NA NA NA NA NA 

Repeatedly touched you in ANY 

other way 

2021 1.3 0.3 1.3 1.7 1.1 1.2 0.3 0.3 0.3 0.6 

2018 1.9 0.4 1.8 2.1 2.0 1.8 0.4 0.4 0.3 0.7 

2016 NA NA NA NA NA NA NA NA NA NA 

Repeatedly made sexual gestures 

or body movements 

2021 1.2 0.8 1.3 1.4 1.1 0.9 0.6 0.8 0.8 0.9 

2018 1.5 0.8 1.8 1.3 1.4 1.3 0.8 0.8 0.8 0.8 

2016 NA NA NA NA NA NA NA NA NA NA 

Displayed, showed, or sent you 

sexually explicit materials like 

pictures or videos 

2021 0.8 0.6 0.8 0.9 0.9 0.5 0.4 0.6 0.7 0.7 

2018 1.0 0.7 1.1 0.9 1.3 0.7 0.8 0.6 0.7 0.6 

2016 NA NA NA NA NA NA NA NA NA NA 

Intentionally touched you in a 

sexual way when you did not want 

them to 

2021 0.6 0.3 0.6 0.7 0.6 0.4 0.2 0.3 0.4 0.4 

2018 1.0 0.3 1.1 0.8 0.8 0.9 0.3 0.3 0.3 0.4 

2016 NA NA NA NA NA NA NA NA NA NA 

Made you feel as if you would get 

some workplace benefit in 

exchange for doing something 

sexual 

2021 0.3 0.1 0.3 0.3 0.2 0.3 0.1 0.1 0.2 0.2 

2018 0.4 0.1 0.4 0.3 0.4 0.4 0.1 0.1 0.1 0.2 

2016 NA NA NA NA NA NA NA NA NA NA 

Made you feel like you would get 

punished in the workplace if you 

did not do something sexual 

2021 0.2 0.1 0.2 0.1 0.2 0.2 0.1 0.1 0.1 0.2 

2018 0.3 0.1 0.3 0.3 0.5 0.2 0.1 0.2 0.1 0.2 

2016 NA NA NA NA NA NA NA NA NA NA 
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KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Trend Year Differences 

Higher Than 2021 

 Lower Than 2021 

APF Women Men 

Women Men Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A 

Took or shared sexually 

suggestive pictures or videos of 

you when you did not want them 

to 

2021 0.2 0.2 0.2 0.2 0.2 0.1 0.2 0.1 0.3 0.3 

2018 0.2 0.2 0.2 0.2 0.3 0.2 0.1 0.2 0.1 0.2 

2016 NA NA NA NA NA NA NA NA NA NA 

Margins of error range from ±0.1% to ±0.7% 

Percent of all employees 

Table 3.  

Experienced Gender Discrimination Behavior(s) in the Past 12 Months by Someone From 

Work   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Trend Year Differences 

Higher Than 2021 

 Lower Than 2021 

APF Women Men 

Women Men Army 

Navy/

Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/

Marine 

Corps 

Air 

Force 

DoD 

A&A 

Mistreated, ignored, excluded, or 

insulted you because of your 

gender 

2021 6.4 1.2 6.3 7.1 7.1 5.3 1.0 1.2 1.5 1.4 

2018 7.2 1.5 7.1 7.9 7.7 5.9 1.6 1.1 1.4 2.5 

2016 NA NA NA NA NA NA NA NA NA NA 

Said that your gender is not as 

good at your particular job or 

should be prevented from having 

job 

2021 2.1 0.4 2.1 2.5 2.4 1.6 0.2 0.4 0.3 0.6 

2018 2.8 0.6 2.8 3.4 3.1 2.0 0.7 0.4 0.6 1.0 

2016 NA NA NA NA NA NA NA NA NA NA 

Margins of error range from ±0.1% to ±0.7% 

Percent of all employees 

Table 4.  

Discussed at Least One Sexual Harassment Behavior in the One Situation   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/

Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/

Marine 

Corps 

Air 

Force 

DoD 

A&A 

At least one sexual harassment behavior 51 74 51 50 50 50 75 76 73 72 
Margins of error range from ±2% to ±8% 

Percent of employees who experienced sexual harassment and/or gender discrimination in the past 12 months 
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Table 5.  

Sexual Harassment One Situation:  Context of Behavior(s) Experienced   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

DoD context 99 98 99 99 98 98 98 97 98 98 

While you were performing your DoD 

civilian job duties 
93 92 94 94 92 93 95 96 88 89 

At your primary duty location 89 89 86 90 93 86 84 90 93 87 

At a military installation/ship, armory, 

Guard or Reserve unit site, another 

DoD civilian location 

53 55 60 48 58 42 57 53 58 52 

When you were at a work-related, 

DoD, or military function 
34 38 39 28 32 34 46 30 39 41 

While you were completing a 

probationary period for your DoD 

civilian job 

27 25 29 27 29 20 27 21 26 28 

While you were assigned OCONUS to 

perform your DoD civilian job duties 
10 7 9 10 9 11 11 5 5 8 

Online on social media or via other 

electronic communications 
18 13 16 20 19 16 9 12 15 15 

While you were off duty in a situation 

unrelated to work 
16 12 15 17 20 15 12 9 13 18 

Margins of error range from ±1% to ±10% 

Percent of employees who experienced sexual harassment in the past 12 months 

Table 6.  

Sexual Harassment One Situation:  Gender of Alleged Offender(s)   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/

Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/

Marine 

Corps 

Air 

Force 

DoD 

A&A 

At least one alleged offender was a man 94 90 93 94 95 93 91 92 91 83 

At least one alleged offender was a 

woman 
25 36 30 16 23 29 33 32 36 48 

Margins of error range from ±2% to ±10% 

Percent of employees who experienced sexual harassment in the past 12 months 
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Table 7.  

Sexual Harassment One Situation:  Employment Status of Alleged Offender(s)   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

DoD civilian employee(s) 85 90 82 89 81 91 89 93 88 90 

Part of leadership 48 50 49 45 48 50 51 42 55 53 

Military member(s) 33 27 42 23 45 18 36 21 31 19 

DoD contractor(s) 14 14 12 16 14 14 15 17 9 16 
Margins of error range from ±2% to ±10% 

Percent of employees who experienced sexual harassment in the past 12 months 

Table 8.  

Sexual Harassment One Situation:  Filed Complaint/Grievance/Report With Officials   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A 

Your leadership 36 26 37 35 36 34 28 24 24 30 

An EEO representative 12 7 15 9 10 11 8 5 5 14 

Human Resources 7 7 7 10 4 7 5 7 6 9 

Your union or bargaining unit 

representative 
7 8 8 6 5 9 7 5 5 16 

DoD Office of Inspector General 4 4 3 4 8 3 3 3 4 9 

Office of Special Counsel 1 3 1 1 3 1 3 3 2 3 
Margins of error range from ±1% to ±10% 

Percent of employees who experienced sexual harassment in the past 12 months 

Table 9.  

Sexual Harassment One Situation:  Level of Leadership That Received the Report   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

Your supervisor(s) 82 87 84 80 82 84 86 99 77 80 

Your manager(s) 51 50 53 51 50 48 56 NR NR NR 

Your organization’s leader(s) 51 41 57 44 56 40 44 35 NR NR 

Your team leader(s) 49 52 48 52 51 45 44 NR NR NR 

Other leader(s) 35 31 39 33 39 23 28 24 NR NR 
Margins of error range from ±4% to ±18% 

Percent of employees who experienced sexual harassment in the past 12 months and reported to leadership 
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Table 10.  

Sexual Harassment One Situation:  Type of Complaint Made About One Situation   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

Which of the following 

best describes the 

current status of your 

EEO complaint? 

Informal 

complaint 
38 34 36 29 NR 55 NR NR NR NR 

Formal 

complaint 
32 38 32 25 NR 35 NR NR NR NR 

Not sure 30 28 32 NR 26 10 NR NR NR NR 

Margins of error range from ±8% to ±18% 

Percent of employees who experienced sexual harassment in the past 12 months and filed an EEO complaint 
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Table 11.  

Sexual Harassment One Situation:  Actions After Reporting to Leadership   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

Someone talked to the person(s) to ask 

them to change their behavior. 
39 40 40 41 41 33 44 32 NR NR 

The person you told took no action. 39 43 40 33 38 47 37 36 NR NR 

Your coworkers treated you worse, 

avoided you, or blamed you for the 

problem. 

35 33 35 37 36 30 44 23 NR NR 

You were encouraged to drop the issue. 26 37 31 20 27 25 24 30 NR NR 

The person(s) who acted this way took 

action against you for reporting to 

leadership. 

23 29 27 19 29 15 34 17 NR 29 

An investigation, survey, or other 

assessment of the workplace was 

conducted. 

23 25 23 20 21 29 22 25 20 NR 

Your work station, schedule, or duties 

were changed to help you avoid the 

person(s). 

22 19 21 25 24 15 20 18 19 NR 

The rules on harassment were explained 

to everyone in the workplace. 
21 34 24 16 25 18 38 31 NR NR 

You were punished for bringing it up. 21 28 23 19 22 18 23 25 NR NR 

The person(s) stopped their upsetting 

behavior. 
18 19 15 23 20 14 23 19 15 15 

Not sure 16 18 17 17 18 12 13 23 NR NR 

You were discouraged from filing an 

EEO complaint. 
16 25 20 10 17 16 16 23 27 NR 

Some other action 16 15 19 17 12 13 11 11 22 NR 

The person(s) was/were moved or 

reassigned so that you did not have as 

much contact with them. 

14 13 13 16 14 11 21 7 17 8 

There was some official career action 

taken against the person(s) for their 

upsetting behavior. 

6 9 6 4 8 4 9 6 15 8 

Margins of error range from ±2% to ±18% 

Percent of employees who experienced sexual harassment in the past 12 months and reported to leadership 



OPA Appendix C:  Appropriated Fund Civilian Employee Data Tables 
 

8 Appendix C:  Appropriated Fund Civilian Employee Data Tables 
 

Table 12.  

Sexual Harassment One Situation:  Actions After Filing an EEO Complaint   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

An investigation, survey, or other 

assessment of the workplace was 

conducted. 

46 36 43 NR NR NR NR NR NR NR 

The person you told took no action. 43 63 50 NR NR NR NR NR NR NR 

You were discouraged from filing/

further pursuing an EEO complaint. 
34 32 40 12 NR NR NR NR NR NR 

You were encouraged to drop the issue. 26 30 30 11 27 NR NR NR NR NR 

Your coworkers treated you worse, 

avoided you, or blamed you for the 

problem. 

25 33 23 22 NR NR NR NR NR NR 

The person(s) who acted this way took 

action against you for filing an EEO 

complaint. 

24 37 21 16 NR NR NR NR NR NR 

The rules on harassment were explained 

to everyone in the workplace. 
23 31 24 18 NR NR NR NR NR NR 

Your work station, schedule, or duties 

were changed to help you avoid the 

person(s). 

21 19 28 12 NR NR NR NR NR NR 

You were punished for bringing it up. 21 35 22 12 NR NR NR NR NR NR 

Someone talked to the person(s) to ask 

them to change their behavior. 
20 28 29 9 12 21 NR NR NR NR 

Not sure 17 26 19 NR NR NR NR NR NR NR 

Some other action 14 17 15 17 8 NR NR NR NR NR 

The person(s) was/were moved or 

reassigned so that you did not have as 

much contact with them. 

13 15 20 5 4 NR NR NR NR NR 

The person(s) stopped their upsetting 

behavior. 
11 18 9 10 NR NR NR NR NR NR 

There was some official career action 

taken against the person(s) for their 

upsetting behavior. 

10 11 11 7 9 NR NR NR NR NR 

Margins of error range from ±6% to ±18% 

Percent of employees who experienced sexual harassment in the past 12 months and filed an EEO complaint 
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Table 13.  

Sexual Harassment One Situation:  Satisfaction With Leadership Reporting Process   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

How you were treated 

by leadership handling 

your report 

Satisfied 24 20 23 28 26 18 28 20 20 10 

Neither 23 30 22 21 21 29 22 40 NR NR 

Dissatisfied 53 50 55 51 53 54 NR 40 NR NR 

Availability of 

information about 

victim support 

resources 

Satisfied 23 23 24 27 23 15 24 28 14 26 

Neither 34 33 30 35 33 40 29 37 NR 26 

Dissatisfied 44 44 47 39 44 45 47 36 NR NR 

Availability of 

information about how 

to file an EEO 

complaint 

Satisfied 22 23 25 28 20 14 28 21 22 22 

Neither 32 28 32 30 26 44 23 36 NR 25 

Dissatisfied 45 49 43 42 55 42 NR 43 NR NR 

Degree to which your 

privacy was/is being 

protected 

Satisfied 20 23 19 20 26 16 27 19 NR 9 

Neither 33 29 29 38 25 42 32 37 12 NR 

Dissatisfied 47 48 51 43 49 41 42 44 NR NR 

The action taken by 

leadership handling 

your situation 

Satisfied 20 14 18 24 25 14 18 13 18 5 

Neither 20 27 22 19 17 21 NR 38 NR NR 

Dissatisfied 60 59 60 57 58 65 58 NR NR NR 

Amount of time it took/

is taking to resolve your 

report 

Satisfied 16 21 14 22 19 11 NR 21 NR NR 

Neither 30 19 30 29 25 38 17 36 NR 15 

Dissatisfied 54 60 57 49 56 51 60 44 NR NR 

The reporting process 

overall 

Satisfied 15 14 13 17 22 11 NR 9 NR 7 

Neither 31 29 30 35 22 38 25 NR 16 NR 

Dissatisfied 53 57 57 48 56 51 54 NR NR NR 

How well you were/are 

kept informed about the 

progress of your report 

Satisfied 14 14 11 18 21 7 NR 7 NR 5 

Neither 28 23 31 24 20 36 23 41 10 13 

Dissatisfied 58 63 57 58 59 57 56 NR NR 82 
Margins of error range from ±3% to ±18% 

Percent of employees who experienced sexual harassment in the past 12 months and reported to leadership 
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Table 14.  

Sexual Harassment One Situation:  Satisfaction With the EEO Complaint Process   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

How you were treated 

by the EEO 

representative handling 

your complaint 

Satisfied 46 21 38 NR NR NR NR NR NR 3 

Neither 18 35 21 NR 12 16 NR NR NR NR 

Dissatisfied 37 44 41 NR 31 NR NR NR NR NR 

Availability of 

information about how 

to file an EEO 

complaint 

Satisfied 36 16 28 NR NR 33 NR NR NR 3 

Neither 20 28 23 NR 11 13 NR NR NR NR 

Dissatisfied 45 56 49 NR NR NR NR NR NR NR 

The action taken by the 

EEO representative 

handling your 

complaint 

Satisfied 33 16 25 35 NR 35 NR NR NR NR 

Neither 25 27 29 NR NR 20 NR NR NR NR 

Dissatisfied 42 57 47 NR 37 NR NR NR NR NR 

Availability of 

information about 

victim support 

resources 

Satisfied 31 10 27 NR NR 20 NR NR NR NR 

Neither 25 37 26 NR 19 26 NR NR NR NR 

Dissatisfied 45 53 46 NR 36 NR NR NR NR NR 

Degree to which your 

privacy was/is being 

protected 

Satisfied 30 16 23 NR NR 27 NR NR NR NR 

Neither 28 20 31 NR 23 29 NR NR NR NR 

Dissatisfied 42 64 46 NR 31 NR NR NR NR NR 

The complaint process 

overall 

Satisfied 20 10 17 21 NR 22 NR NR NR NR 

Neither 26 22 23 NR NR 27 NR NR NR NR 

Dissatisfied 54 68 60 NR NR NR NR NR NR NR 

How well you were/are 

kept informed about the 

progress of your 

complaint 

Satisfied 20 11 15 23 NR 22 NR NR NR 5 

Neither 21 24 22 NR NR 24 NR NR NR NR 

Dissatisfied 59 66 63 NR NR NR NR NR NR NR 

Amount of time it took/

is taking to resolve your 

complaint 

Satisfied 16 8 14 21 NR 15 NR NR NR NR 

Neither 27 20 26 NR 22 30 NR NR NR NR 

Dissatisfied 57 73 60 NR NR NR NR NR NR NR 
Margins of error range from ±7% to ±18% 

Percent of employees who experienced sexual harassment in the past 12 months and filed an EEO complaint 
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Table 15.  

Sexual Harassment One Situation:  Satisfaction With Outcome by Type of Official   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

An EEO representative 

Satisfied 28 19 22 NR NR 22 NR NR NR 4 

Neither 25 19 23 17 NR NR NR NR NR NR 

Dissatisfied 47 62 55 NR NR NR NR NR NR NR 

Your union or 

bargaining unit 

representative 

Satisfied 24 34 16 NR NR 20 NR NR NR NR 

Neither 33 13 29 NR NR NR NR NR NR NR 

Dissatisfied 43 NR 55 NR NR NR NR NR NR NR 

Your leadership 

Satisfied 20 19 20 22 27 13 NR 11 19 11 

Neither 21 14 19 21 18 28 NR 22 6 NR 

Dissatisfied 58 67 61 57 54 59 NR 67 75 NR 

Human Resources 

Satisfied 14 9 8 22 NR NR NR NR NR NR 

Neither 26 18 21 NR NR NR NR NR NR NR 

Dissatisfied 60 73 71 NR NR NR NR NR NR NR 

DoD Office of Inspector 

General 

Satisfied 14 NR NR NR NR NR NR NR NR NR 

Neither 19 1 NR NR NR NR NR NR NR NR 

Dissatisfied 67 NR NR NR NR NR NR NR NR NR 

Office of Special 

Counsel 

Satisfied NR NR NR NR NR NR NR NR NR NR 

Neither NR NR NR NR NR NR NR NR NR NR 

Dissatisfied NR NR NR NR NR NR NR NR NR NR 
Margins of error range from ±4% to ±18% 

Percent of employees who experienced sexual harassment in the past 12 months and filed a complaint/grievance/report with each respective DoD 

official 

Table 16.  

Sexual Harassment One Situation:  Status of EEO Complaint   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A 

Complaint was substantiated 16 14 17 14 23 6 NR NR NR 1 

Complaint was not substantiated 15 20 17 NR 17 22 NR NR NR NR 

Does not apply; I withdrew my 

complaint before a determination was 

made 

7 7 4 NR NR NR NR NR NR NR 

Does not apply; the matter was settled 

without a determination 
12 13 11 NR NR NR NR NR NR 7 

Does not apply; I do not know the 

outcome of my complaint 
24 29 35 18 5 22 NR NR NR NR 

Does not apply; it is still in process 27 19 16 NR NR 38 NR NR NR NR 
Margins of error range from ±5% to ±18% 

Percent of employees who experienced sexual harassment in the past 12 months and filed an EEO complaint 
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Table 17.  

Sexual Harassment One Situation:  Knew Final Disposition of EEO Complaint   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

Knowledge of final 

disposition for the 

complaint filed with 

EEO representative 

Final 

disposition of 

complaint 

known 

30 34 34 16 NR 28 NR NR NR NR 

Complaint still 

in process/

disposition 

unknown 

70 66 66 84 NR 72 NR NR NR NR 

Margins of error range from ±8% to ±16% 

Percent of employees who experienced sexual harassment in the past 12 months and filed an EEO complaint 

Table 18.  

Sexual Harassment One Situation:  Substantiation of EEO Complaint   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

Complaint filed with EEO representative 

was substantiated 
52 NR NR NR NR NR NR NR NR NR 

Margins of error do not exceed ±14% 

Percent of employees who experienced sexual harassment in the past 12 months, filed an EEO complaint, and knew complaint outcome 
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Table 19.  

Sexual Harassment One Situation:  Reasons for Not Reporting to Leadership   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

You did not think anything would be 

done. 
62 63 62 59 63 68 65 59 67 66 

You wanted to forget about it and move 

on. 
61 51 60 63 60 60 49 47 59 52 

You were worried about negative 

consequences from your coworkers or 

peers. 

59 53 58 62 58 59 55 52 53 52 

You were worried about negative 

consequences from the person(s) who 

acted this way. 

57 57 58 59 55 56 61 47 58 67 

You were worried about negative 

consequences from leadership. 
52 54 51 50 54 54 55 48 54 61 

You did not want more people to know. 49 35 46 51 51 52 33 36 31 45 

You did not trust the process would be 

fair. 
49 48 50 41 50 58 54 40 49 52 

You thought it might hurt your 

performance appraisal or your career. 
48 48 48 48 49 47 52 44 44 57 

Some other reason 29 26 28 31 28 28 28 25 24 27 

The offensive behavior stopped on its 

own. 
28 31 30 28 20 33 26 35 30 34 

You asked the person to stop and they 

did. 
20 24 22 17 15 26 22 29 17 30 

You thought you might get in trouble for 

something else you did. 
17 24 20 15 17 15 34 17 20 30 

You did not know with whom to discuss 

the behavior. 
13 16 14 10 13 15 14 13 18 24 

Margins of error range from ±3% to ±14% 

Percent of employees who experienced sexual harassment in the past 12 months and did not indicate reporting to leadership 
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Table 20.  

Sexual Harassment One Situation:  Reasons for Not Filing an EEO Complaint   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

You did not think anything would be 

done. 
54 58 55 51 51 58 55 56 62 60 

You were worried about negative 

consequences from the person(s) who 

acted this way. 

47 43 47 51 44 47 50 36 42 53 

You were worried about negative 

consequences from your coworkers or 

peers. 

47 41 45 50 46 48 44 38 39 49 

You wanted to forget about it and move 

on. 
47 45 48 50 44 43 44 42 50 46 

You did not trust the process would be 

fair. 
43 41 44 38 43 46 49 35 42 42 

You were worried about negative 

consequences from leadership. 
42 43 42 41 41 44 48 37 42 49 

You thought it might hurt your 

performance appraisal or your career. 
39 39 38 42 38 40 43 35 37 47 

You did not want more people to know. 39 32 40 41 35 40 31 28 35 36 

You thought it was not serious enough to 

report. 
36 42 35 35 36 37 46 44 37 42 

Some other reason 25 22 24 27 26 23 23 23 21 21 

The offensive behavior stopped on its 

own. 
20 25 22 20 13 22 25 30 17 30 

You did not know with whom to file an 

EEO complaint about the behavior. 
19 20 18 15 23 19 21 17 22 23 

You asked the person to stop and they 

did. 
15 18 17 16 9 18 20 23 8 22 

You thought you might get in trouble for 

something else you did. 
13 16 14 13 15 12 27 8 13 24 

Margins of error range from ±2% to ±13% 

Percent of employees who experienced sexual harassment in the past 12 months and did not indicate filing an EEO complaint 

Table 21.  

Sexual Harassment One Situation:  Resolution of One Situation   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/

Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/

Marine 

Corps 

Air 

Force 

DoD 

A&A 

The upsetting situation was resolved 43 43 44 50 37 41 42 48 39 39 
Margins of error range from ±3% to ±10% 

Percent of employees who experienced sexual harassment in the past 12 months 
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Table 22.  

Sexual Harassment One Situation:  Resolution of One Situation After Report to Leadership   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

Reported to leadership and indicated the 

upsetting situation was resolved 
37 30 37 45 33 30 37 28 NR 20 

Margins of error range from ±4% to ±17% 

Percent of employees who experienced sexual harassment in the past 12 months and reported to leadership 

Table 23.  

Sexual Harassment One Situation:  Resolution of One Situation After Filing EEO Complaint   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/

Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/

Marine 

Corps 

Air 

Force 

DoD 

A&A 

Filed complaint with EEO representative 

and indicated the upsetting situation was 

resolved 

24 14 26 25 NR 12 NR NR NR NR 

Margins of error range from ±7% to ±16% 

Percent of employees who experienced sexual harassment in the past 12 months and filed an EEO complaint 

Table 24.  

Discussed at Least One Gender Discrimination Behavior in the One Situation   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A 

At least one gender discrimination 

behavior 
70 36 68 70 71 71 33 33 39 43 

Margins of error range from ±2% to ±9% 

Percent of employees who experienced sexual harassment and/or gender discrimination in the past 12 months 
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Table 25.  

Gender Discrimination One Situation:  Context of Behavior(s) Experienced   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

DoD context 99 99 99 99 99 99 98 NR 99 99 

While you were performing your DoD 

civilian job duties 
96 94 96 96 95 96 95 96 89 NR 

At your primary duty location 90 92 89 91 94 89 90 95 92 91 

At a military installation/ship, armory, 

Guard or Reserve unit site, another 

DoD civilian location 

53 47 58 45 61 44 46 36 59 47 

When you were at a work-related, 

DoD, or military function 
36 47 40 30 36 34 48 42 53 48 

While you were completing a 

probationary period for your DoD 

civilian job 

19 21 21 18 20 15 24 18 21 22 

While you were assigned OCONUS to 

perform your DoD civilian job duties 
9 8 10 7 7 12 13 7 3 10 

Online on social media or via other 

electronic communications 
10 14 11 9 11 10 12 12 16 16 

While you were off duty in a situation 

unrelated to work 
8 13 8 6 10 8 16 12 13 12 

Margins of error range from ±1% to ±13% 

Percent of employees who experienced gender discrimination in the past 12 months 

Table 26.  

Gender Discrimination One Situation:  Gender of Alleged Offender(s)   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/

Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/

Marine 

Corps 

Air 

Force 

DoD 

A&A 

At least one alleged offender was a man 96 65 96 98 97 95 60 68 72 58 

At least one alleged offender was a 

woman 
26 81 28 22 25 28 84 78 85 74 

Margins of error range from ±1% to ±15% 

Percent of employees who experienced gender discrimination in the past 12 months 
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Table 27.  

Gender Discrimination One Situation:  Employment Status of Alleged Offender(s)   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

DoD civilian employee(s) 88 92 83 93 85 92 93 95 84 96 

Part of leadership 85 89 87 80 85 86 87 91 90 89 

Military member(s) 39 33 49 29 48 23 39 29 46 17 

DoD contractor(s) 12 11 10 14 12 13 11 13 10 9 
Margins of error range from ±2% to ±11% 

Percent of employees who experienced gender discrimination in the past 12 months 

Table 28.  

Gender Discrimination One Situation:  Filed Complaint/Grievance/Report With Officials   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A 

Your leadership 40 36 43 38 37 42 32 33 41 38 

An EEO representative 16 18 17 12 13 20 20 14 19 20 

Your union or bargaining unit 

representative 
10 16 9 9 8 18 11 11 22 21 

Human Resources 9 13 10 11 6 9 11 9 16 14 

DoD Office of Inspector General 5 8 5 3 8 5 6 6 9 12 

Office of Special Counsel 2 4 1 1 2 3 5 4 4 4 
Margins of error range from ±1% to ±15% 

Percent of employees who experienced gender discrimination in the past 12 months 

Table 29.  

Gender Discrimination One Situation:  Level of Leadership That Received the Report   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

Your supervisor(s) 80 80 79 80 81 81 77 NR NR 82 

Your organization’s leader(s) 57 60 61 52 66 49 71 NR NR NR 

Your manager(s) 53 62 51 53 59 50 63 NR NR NR 

Your team leader(s) 46 58 39 51 52 49 NR NR NR NR 

Other leader(s) 36 46 40 33 38 31 NR NR NR NR 
Margins of error range from ±3% to ±18% 

Percent of employees who experienced gender discrimination in the past 12 months and reported to leadership 
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Table 30.  

Gender Discrimination One Situation:  Type of Complaint Made About One Situation   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

Which of the following 

best describes the 

current status of your 

EEO complaint? 

Informal 

complaint 
36 28 37 35 36 34 NR NR NR NR 

Formal 

complaint 
35 46 34 30 45 35 NR NR NR NR 

Not sure 29 26 29 35 19 NR NR NR NR 10 

Margins of error range from ±6% to ±15% 

Percent of employees who experienced gender discrimination in the past 12 months and filed an EEO complaint 
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Table 31.  

Gender Discrimination One Situation:  Actions After Reporting to Leadership   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

The person you told took no action. 52 68 55 44 55 51 72 NR NR NR 

Your coworkers treated you worse, 

avoided you, or blamed you for the 

problem. 

35 38 31 35 38 39 NR NR NR NR 

You were encouraged to drop the issue. 32 46 32 31 34 33 NR NR NR NR 

You were punished for bringing it up. 31 43 31 28 33 35 NR NR NR NR 

The person(s) who acted this way took 

action against you for reporting to 

leadership. 

30 46 31 25 38 27 NR NR NR NR 

Someone talked to the person(s) to ask 

them to change their behavior. 
29 30 26 34 30 29 NR NR NR NR 

You were discouraged from filing an 

EEO complaint. 
18 32 19 16 18 20 NR 30 NR NR 

Not sure 18 18 19 20 17 15 6 NR NR NR 

Some other action 17 23 19 19 16 14 25 NR NR NR 

Your work station, schedule, or duties 

were changed to help you avoid the 

person(s). 

16 20 17 16 17 15 NR NR 14 NR 

An investigation, survey, or other 

assessment of the workplace was 

conducted. 

16 25 17 15 13 17 NR NR NR NR 

The rules on harassment were explained 

to everyone in the workplace. 
13 24 13 11 15 13 NR NR NR NR 

The person(s) stopped their upsetting 

behavior. 
7 12 7 8 5 8 NR NR NR 4 

The person(s) was/were moved or 

reassigned so that you did not have as 

much contact with them. 

7 10 7 9 8 5 NR NR NR 9 

There was some official career action 

taken against the person(s) for their 

upsetting behavior. 

4 9 3 3 5 4 NR NR NR NR 

Margins of error range from ±2% to ±18% 

Percent of employees who experienced gender discrimination in the past 12 months and reported to leadership 
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Table 32.  

Gender Discrimination One Situation:  Actions After Filing an EEO Complaint   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

An investigation, survey, or other 

assessment of the workplace was 

conducted. 

42 42 46 46 46 31 NR NR NR NR 

The person you told took no action. 41 54 48 46 29 37 NR NR NR NR 

You were punished for bringing it up. 30 45 24 28 29 NR NR NR NR NR 

Your coworkers treated you worse, 

avoided you, or blamed you for the 

problem. 

28 35 24 24 27 NR NR NR NR NR 

You were discouraged from filing/

further pursuing an EEO complaint. 
27 45 29 16 32 26 NR NR NR NR 

The person(s) who acted this way took 

action against you for filing an EEO 

complaint. 

26 35 21 25 36 26 NR NR NR NR 

You were encouraged to drop the issue. 22 40 27 16 20 22 NR NR NR NR 

Some other action 18 21 19 21 20 12 NR NR NR NR 

The rules on harassment were explained 

to everyone in the workplace. 
17 16 22 14 10 16 NR NR NR 8 

Your work station, schedule, or duties 

were changed to help you avoid the 

person(s). 

16 12 18 14 15 15 NR NR NR NR 

Not sure 16 27 17 7 23 14 NR NR NR NR 

Someone talked to the person(s) to ask 

them to change their behavior. 
15 21 20 13 7 15 NR NR NR NR 

The person(s) was/were moved or 

reassigned so that you did not have as 

much contact with them. 

8 12 10 8 8 4 5 NR NR NR 

There was some official career action 

taken against the person(s) for their 

upsetting behavior. 

7 15 10 4 6 6 7 NR NR NR 

The person(s) stopped their upsetting 

behavior. 
5 15 5 8 4 5 NR NR NR NR 

Margins of error range from ±3% to ±16% 

Percent of employees who experienced gender discrimination in the past 12 months and filed an EEO complaint 
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Table 33.  

Gender Discrimination One Situation:  Satisfaction With Leadership Reporting Process   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

Availability of 

information about how 

to file an EEO 

complaint 

Satisfied 22 21 26 24 19 16 27 NR 13 NR 

Neither 31 23 30 32 28 35 18 NR NR 20 

Dissatisfied 47 56 44 44 53 50 NR NR NR NR 

Availability of 

information about 

victim support 

resources 

Satisfied 19 20 19 20 20 15 21 NR NR NR 

Neither 34 28 32 36 34 35 20 NR NR 18 

Dissatisfied 47 52 49 44 46 50 59 NR NR NR 

How you were treated 

by leadership handling 

your report 

Satisfied 15 5 15 16 15 12 9 NR 4 7 

Neither 21 16 19 23 20 22 NR NR 7 NR 

Dissatisfied 65 79 66 62 64 67 82 NR 89 NR 

Degree to which your 

privacy was/is being 

protected 

Satisfied 13 11 14 15 15 8 25 NR 6 5 

Neither 36 22 31 44 33 39 15 NR NR NR 

Dissatisfied 50 66 54 41 53 53 60 NR NR NR 

The action taken by 

leadership handling 

your situation 

Satisfied 10 4 9 12 11 9 NR NR 7 1 

Neither 19 14 19 21 19 17 NR NR NR NR 

Dissatisfied 71 82 73 67 70 75 NR NR NR NR 

Amount of time it took/

is taking to resolve your 

report 

Satisfied 8 7 8 11 9 5 NR NR 7 NR 

Neither 29 17 27 33 26 30 14 NR NR 6 

Dissatisfied 63 77 65 56 64 65 81 NR NR NR 

The reporting process 

overall 

Satisfied 8 5 8 8 10 5 NR NR 4 1 

Neither 30 17 30 33 27 28 16 NR NR NR 

Dissatisfied 62 78 62 59 63 66 79 NR NR NR 

How well you were/are 

kept informed about the 

progress of your report 

Satisfied 7 5 7 8 10 5 NR NR 4 1 

Neither 29 13 28 30 28 28 7 NR NR 7 

Dissatisfied 64 83 65 62 62 67 80 NR NR 92 
Margins of error range from ±2% to ±18% 

Percent of employees who experienced gender discrimination in the past 12 months and reported to leadership 
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Table 34.  

Gender Discrimination One Situation:  Satisfaction With the EEO Complaint Process   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

How you were treated 

by the EEO 

representative handling 

your complaint 

Satisfied 42 23 41 49 51 32 NR NR NR NR 

Neither 24 34 17 17 17 NR NR NR NR NR 

Dissatisfied 34 43 41 34 31 26 NR NR NR NR 

Availability of 

information about how 

to file an EEO 

complaint 

Satisfied 34 20 35 36 39 29 NR NR NR NR 

Neither 25 26 20 27 18 NR NR NR NR NR 

Dissatisfied 40 54 45 37 43 34 NR NR NR NR 

Degree to which your 

privacy was/is being 

protected 

Satisfied 29 15 24 27 33 NR NR NR NR NR 

Neither 30 25 31 31 28 32 NR NR NR 8 

Dissatisfied 40 61 45 42 40 33 NR NR NR NR 

The action taken by the 

EEO representative 

handling your 

complaint 

Satisfied 29 17 24 39 40 19 NR NR NR NR 

Neither 28 27 26 19 18 NR NR NR NR NR 

Dissatisfied 43 56 49 42 42 37 NR NR NR NR 

Availability of 

information about 

victim support 

resources 

Satisfied 24 15 25 28 32 13 NR NR NR NR 

Neither 29 33 23 27 23 NR NR NR NR NR 

Dissatisfied 46 52 52 45 45 41 NR NR NR NR 

How well you were/are 

kept informed about the 

progress of your 

complaint 

Satisfied 18 9 17 20 23 15 NR NR NR 5 

Neither 26 23 20 24 22 NR NR NR NR 10 

Dissatisfied 56 69 63 56 55 NR NR NR NR 85 

The complaint process 

overall 

Satisfied 15 6 15 15 16 13 NR NR NR NR 

Neither 25 26 21 31 31 20 NR NR NR NR 

Dissatisfied 61 68 64 54 53 67 NR NR NR NR 

Amount of time it took/

is taking to resolve your 

complaint 

Satisfied 12 5 13 14 14 7 NR NR NR NR 

Neither 27 26 26 30 24 27 NR NR NR 10 

Dissatisfied 61 69 61 55 62 66 NR NR NR 88 
Margins of error range from ±4% to ±16% 

Percent of employees who experienced gender discrimination in the past 12 months and filed an EEO complaint 
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Table 35.  

Gender Discrimination One Situation:  Satisfaction With Outcome by Type of Official   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

Your union or 

bargaining unit 

representative 

Satisfied 27 NR 22 34 NR 20 NR NR NR NR 

Neither 24 12 20 NR NR 26 NR NR NR NR 

Dissatisfied 49 NR 58 NR NR NR NR NR NR NR 

An EEO representative 

Satisfied 23 16 20 33 29 15 NR NR NR NR 

Neither 29 26 29 17 20 NR NR NR NR NR 

Dissatisfied 48 58 51 50 51 42 NR NR NR NR 

DoD Office of Inspector 

General 

Satisfied 19 3 12 NR 23 NR NR NR NR NR 

Neither 16 1 25 NR NR NR NR NR NR NR 

Dissatisfied 65 95 63 NR NR NR NR NR NR NR 

Office of Special 

Counsel 

Satisfied 16 NR NR NR NR NR NR NR NR NR 

Neither 18 NR NR NR NR NR NR NR NR NR 

Dissatisfied 66 NR NR NR NR NR NR NR NR NR 

Human Resources 

Satisfied 15 15 15 15 23 11 NR NR NR NR 

Neither 24 11 23 22 27 26 NR NR NR NR 

Dissatisfied 61 74 61 63 NR 63 NR NR NR NR 

Your leadership 

Satisfied 10 3 12 9 11 8 NR NR NR 3 

Neither 17 7 14 19 17 19 6 NR NR 8 

Dissatisfied 73 89 75 72 72 73 90 NR NR 89 
Margins of error range from ±3% to ±18% 

Percent of employees who experienced gender discrimination in the past 12 months and filed a complaint/grievance/report with each respective 

DoD official 

Table 36.  

Gender Discrimination One Situation:  Status of EEO Complaint   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A 

Complaint was substantiated 15 13 19 12 12 13 NR NR NR NR 

Complaint was not substantiated 9 20 13 3 10 9 NR NR NR NR 

Does not apply; I withdrew my 

complaint before a determination was 

made 

9 6 8 10 5 15 NR NR NR NR 

Does not apply; the matter was settled 

without a determination 
12 7 10 15 15 7 NR NR NR NR 

Does not apply; I do not know the 

outcome of my complaint 
24 25 24 21 12 NR NR NR NR NR 

Does not apply; it is still in process 31 30 26 39 46 21 NR NR NR NR 
Margins of error range from ±4% to ±16% 

Percent of employees who experienced gender discrimination in the past 12 months and filed an EEO complaint 
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Table 37.  

Gender Discrimination One Situation:  Knew Final Disposition of EEO Complaint   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

Knowledge of final 

disposition for the 

complaint filed with 

EEO representative 

Final 

disposition of 

complaint 

known 

24 33 32 15 22 22 NR NR NR NR 

Complaint still 

in process/

disposition 

unknown 

76 67 68 85 78 78 NR NR NR NR 

Margins of error range from ±5% to ±14% 

Percent of employees who experienced gender discrimination in the past 12 months and filed an EEO complaint 

Table 38.  

Gender Discrimination One Situation:  Substantiation of EEO Complaint   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

Complaint filed with EEO representative 

was substantiated 
61 NR 60 NR NR NR NR NR NR NR 

Margins of error range from ±11% to ±17% 

Percent of employees who experienced gender discrimination in the past 12 months, filed an EEO complaint, and knew complaint outcome 
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Table 39.  

Gender Discrimination One Situation:  Reasons for Not Reporting to Leadership   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

You did not think anything would be 

done. 
83 85 84 80 82 88 91 85 76 87 

You were worried about negative 

consequences from leadership. 
74 82 75 69 73 80 74 83 89 82 

You thought it might hurt your 

performance appraisal or your career. 
70 78 69 68 70 73 81 81 71 77 

You did not trust the process would be 

fair. 
69 82 70 64 65 77 79 84 78 87 

You were worried about negative 

consequences from the person(s) who 

acted this way. 

66 72 67 61 67 70 69 72 71 78 

You were worried about negative 

consequences from your coworkers or 

peers. 

53 51 54 54 50 53 51 49 NR 55 

You wanted to forget about it and move 

on. 
42 41 44 43 42 39 47 46 30 42 

You did not want more people to know. 33 31 34 32 33 32 37 26 35 24 

Some other reason 20 21 19 22 20 17 16 19 28 23 

You thought you might get in trouble for 

something else you did. 
19 30 19 19 18 20 35 31 28 22 

The offensive behavior stopped on its 

own. 
13 12 15 14 9 13 12 8 14 17 

You did not know with whom to discuss 

the behavior. 
12 16 13 10 14 11 22 12 18 14 

You asked the person to stop and they 

did. 
10 6 11 11 8 8 7 4 5 10 

Margins of error range from ±2% to ±18% 

Percent of employees who experienced gender discrimination in the past 12 months and did not indicate reporting to leadership 
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Table 40.  

Gender Discrimination One Situation:  Reasons for Not Filing an EEO Complaint   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

You did not think anything would be 

done. 
72 77 74 73 66 74 83 81 70 74 

You were worried about negative 

consequences from leadership. 
60 65 60 59 58 65 71 69 66 54 

You did not trust the process would be 

fair. 
57 67 60 56 54 58 71 67 70 59 

You thought it might hurt your 

performance appraisal or your career. 
56 62 55 56 57 56 70 59 59 59 

You were worried about negative 

consequences from the person(s) who 

acted this way. 

54 55 56 52 56 54 66 48 52 56 

You were worried about negative 

consequences from your coworkers or 

peers. 

44 44 44 44 45 44 51 39 42 48 

You wanted to forget about it and move 

on. 
35 35 35 36 37 34 46 37 23 36 

You thought it was not serious enough to 

report. 
29 26 27 29 33 28 31 22 23 29 

You did not want more people to know. 26 30 25 26 27 25 34 26 35 28 

Some other reason 18 17 17 20 20 15 14 14 21 19 

You did not know with whom to file an 

EEO complaint about the behavior. 
18 22 17 17 21 18 25 17 21 27 

You thought you might get in trouble for 

something else you did. 
16 21 15 16 15 16 32 14 22 20 

The offensive behavior stopped on its 

own. 
10 12 12 10 7 11 13 13 7 14 

You asked the person to stop and they 

did. 
8 7 8 8 7 6 12 8 NR 7 

Margins of error range from ±2% to ±16% 

Percent of employees who experienced gender discrimination in the past 12 months and did not indicate filing an EEO complaint 

Table 41.  

Gender Discrimination One Situation:  Resolution of One Situation   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/

Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/

Marine 

Corps 

Air 

Force 

DoD 

A&A 

The upsetting situation was resolved 24 17 24 26 23 23 14 18 21 14 
Margins of error range from ±2% to ±13% 

Percent of employees who experienced gender discrimination in the past 12 months 
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Table 42.  

Gender Discrimination One Situation:  Resolution of One Situation After Report to 

Leadership   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

Reported to leadership and indicated the 

upsetting situation was resolved 
22 17 20 25 23 23 3 NR NR 9 

Margins of error range from ±3% to ±14% 

Percent of employees who experienced gender discrimination in the past 12 months and reported to leadership 

Table 43.  

Gender Discrimination One Situation:  Resolution of One Situation After Filing EEO 

Complaint   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/

Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/

Marine 

Corps 

Air 

Force 

DoD 

A&A 

Filed complaint with EEO representative 

and indicated the upsetting situation was 

resolved 

15 9 15 12 16 16 4 NR NR NR 

Margins of error range from ±4% to ±11% 

Percent of employees who experienced gender discrimination in the past 12 months and filed an EEO complaint 

Table 44.  

Estimated Work-Related Unwanted Sexual Contact Rates   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A 

Work-Related Unwanted Sexual Contact 

Rate 
0.6 0.3 0.6 0.8 0.6 0.3 0.2 0.3 0.3 0.5 

Penetrative Unwanted Sexual Contact 0.1 0.1 <0.1 0.2 <0.1 <0.1 <0.1 0.1 0.1 0.1 

Attempted Penetrative Unwanted 

Sexual Contact 
0.2 0.1 0.2 0.4 0.2 0.1 <0.1 0.1 0.2 0.3 

Non-Penetrative Unwanted Sexual 

Contact 
0.5 0.2 0.5 0.7 0.5 0.3 0.2 0.2 0.2 0.4 

Margins of error range from ±0.1% to ±0.6% 

Percent of all employees 
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Table 45.  

Number of Work-Related Unwanted Sexual Contact Experiences in the Past 12 Months   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

In the past 12 months, 

how many separate 

occasions have you had 

these unwanted 

experiences? 

1 time 27 17 7 NR 28 NR NR NR NR NR 

2 times 13 8 18 10 14 5 NR NR NR NR 

3 times 12 16 21 7 NR NR NR NR NR NR 

4 times 8 3 6 5 7 NR NR NR NR NR 

5 or more times 40 56 47 NR NR NR NR NR NR NR 
Margins of error range from ±6% to ±18% 

Percent of employees who experienced work-related unwanted sexual contact in the past 12 months 

Table 46.  

Endorsed More Than One Work-Related Unwanted Sexual Contact Experience in the Past 12 

Months   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/

Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/

Marine 

Corps 

Air 

Force 

DoD 

A&A 

Had more than one work-related 

unwanted sexual contact experience in 

the past 12 months 

73 83 93 NR 72 NR NR NR NR NR 

Margins of error range from ±8% to ±18% 

Percent of employees who experienced work-related unwanted sexual contact in the past 12 months 

Table 47.  

Estimated Past Year Intimate Partner Work-Related Unwanted Sexual Contact Rate   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

Work-related intimate partner unwanted 

sexual contact rate 
<0.1 <0.1 <0.1 0.1 <0.1 <0.1 <0.1 <0.1 <0.1 <0.1 

Margins of error range from ±0.1% to ±0.3% 

Percent of all employees 
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Table 48.  

Work-Related Unwanted Sexual Contact One Situation:  Summary of Type of Behavior(s) 

Discussed   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

Type of work-related 

unwanted sexual contact 

experience discussed in 

the one situation 

Penetrative 

unwanted 

sexual contact 

10 11 5 NR 4 NR NR NR NR NR 

Attempted 

penetrative 

unwanted 

sexual contact 

22 24 22 NR 18 NR NR NR NR NR 

Non-

penetrative 

unwanted 

sexual contact 

64 59 65 NR 78 NR NR NR NR NR 

Margins of error range from ±7% to ±16% 

Percent of employees who experienced work-related unwanted sexual contact in the past 12 months 

Table 49.  

Work-Related Unwanted Sexual Contact One Situation:  Context of Behavior(s) Experienced   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/

Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/

Marine 

Corps 

Air 

Force 

DoD 

A&A 

DoD context 92 97 96 88 88 NR NR NR NR NR 

While you were performing your DoD 

civilian job duties 
75 91 90 NR NR NR NR NR NR NR 

At your primary duty location 74 91 84 NR 81 NR NR NR NR NR 

At a military installation/ship, armory, 

Guard or Reserve unit site, another 

DoD civilian location 

49 64 72 26 NR NR NR NR NR NR 

While you were completing a 

probationary period for your DoD 

civilian job 

29 31 24 NR NR NR NR NR NR NR 

When you were at a work-related, 

DoD, or military function 
27 43 24 NR NR NR NR NR NR NR 

While you were assigned OCONUS to 

perform your DoD civilian job duties 
10 15 6 13 9 NR NR NR NR NR 

While you were off duty in a situation 

unrelated to work 
28 29 29 28 NR 12 NR NR NR NR 

Margins of error range from ±5% to ±18% 

Percent of employees who experienced work-related unwanted sexual contact in the past 12 months 
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Table 50.  

Work-Related Unwanted Sexual Contact One Situation:  Gender of Alleged Offender(s)   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

At least one alleged offender was a man 96 68 94 96 NR NR NR NR NR NR 

At least one alleged offender was a 

woman 
14 58 21 NR 15 NR NR NR NR NR 

Margins of error range from ±4% to ±17% 

Percent of employees who experienced work-related unwanted sexual contact in the past 12 months 

Table 51.  

Work-Related Unwanted Sexual Contact One Situation:  Employment Status of Alleged 

Offender(s)   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

DoD civilian employee(s) 79 91 81 NR 85 NR NR NR NR NR 

Part of leadership 37 58 44 NR NR NR NR NR NR NR 

Military member(s) 36 46 40 NR NR NR NR NR NR NR 

DoD contractor(s) 10 26 12 8 11 5 NR NR NR NR 
Margins of error range from ±7% to ±17% 

Percent of employees who experienced work-related unwanted sexual contact in the past 12 months 

Table 52.  

Work-Related Unwanted Sexual Contact One Situation:  Relationship to Alleged Offender(s)   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A 

Your only connection to the person(s) 

who did this is your employment with the 

DoD 

79 71 81 73 83 NR NR NR NR NR 

Margins of error range from ±8% to ±18% 

Percent of employees who experienced work-related unwanted sexual contact in the past 12 months 
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Table 53.  

Work-Related Unwanted Sexual Contact One Situation:  Filed Complaint/Grievance/Report 

With Officials   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

Your leadership 29 40 28 21 31 NR NR NR NR NR 

An EEO representative 13 17 19 6 NR NR NR NR NR NR 

Human Resources 9 13 5 12 NR NR NR NR NR NR 

Your union or bargaining unit 

representative 
6 13 8 NR NR NR NR NR NR NR 

DoD Office of Inspector General 4 12 NR NR 9 NR NR NR NR NR 

Office of Special Counsel 2 12 NR NR NR NR NR NR NR NR 
Margins of error range from ±4% to ±18% 

Percent of employees who experienced work-related unwanted sexual contact in the past 12 months 

Table 54.  

Work-Related Unwanted Sexual Contact One Situation:  Level of Leadership That Received 

the Report   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/

Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/

Marine 

Corps 

Air 

Force 

DoD 

A&A 

Your supervisor(s) 80 NR NR NR NR NR NR NR NR NR 

Your organization’s leader(s) 54 NR NR NR NR NR NR NR NR NR 

Your team leader(s) 47 NR NR NR NR NR NR NR NR NR 

Your manager(s) 47 NR NR NR NR NR NR NR NR NR 

Other leader(s) 27 NR NR NR NR NR NR NR NR NR 
Margins of error range from ±14% to ±17% 

Percent of employees who experienced work-related unwanted sexual contact in the past 12 months and reported to leadership 

Table 55.  

Work-Related Unwanted Sexual Contact One Situation:  Type of Complaint Made About One 

Situation   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

Which of the following 

best describes the 

current status of your 

EEO complaint? 

Informal 

complaint 
NR NR NR NR NR NR NR NR NR NR 

Formal 

complaint 
NR NR NR NR NR NR NR NR NR NR 

Not sure NR NR NR NR NR NR NR NR NR NR 

Margins of error cannot be determined 

Percent of employees who experienced work-related unwanted sexual contact in the past 12 months and filed an EEO complaint 
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Table 56.  

Work-Related Unwanted Sexual Contact One Situation:  Actions After Reporting to 

Leadership   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

The person you told took no action. 43 NR NR NR NR NR NR NR NR NR 

Your coworkers treated you worse, 

avoided you, or blamed you for the event. 
28 NR NR NR NR NR NR NR NR NR 

You were encouraged to drop the issue. 26 NR NR NR NR NR NR NR NR NR 

Your work station, schedule, or duties 

were changed to help you avoid the 

person(s). 

20 NR NR NR NR NR NR NR NR NR 

You were punished for bringing it up. 19 NR NR NR NR NR NR NR NR NR 

The person(s) who did this took action 

against you for reporting to leadership. 
16 NR NR NR NR NR NR NR NR NR 

You were discouraged from filing an 

EEO complaint or contacting law 

enforcement. 

15 NR NR NR NR NR NR NR NR NR 

Some other action 7 NR NR NR NR NR NR NR NR NR 

Not sure 5 NR NR NR NR NR NR NR NR NR 

The person you told referred you to law 

enforcement. 
5 NR NR NR NR NR NR NR NR NR 

Legal action was taken against the 

person(s). 
4 NR NR NR NR NR NR NR NR NR 

The rules on assault were explained to 

everyone in the workplace. 
NR NR NR NR NR NR NR NR NR NR 

An investigation, survey, or other 

assessment of the workplace was 

conducted. 

NR NR NR NR NR NR NR NR NR NR 

The person(s) was/were moved or 

reassigned so that you did not have as 

much contact with them. 

NR NR NR NR NR NR NR NR NR NR 

There was some official career action 

taken against the person(s). 
NR NR NR NR NR NR NR NR NR NR 

Margins of error range from ±9% to ±16% 

Percent of employees who experienced work-related unwanted sexual contact in the past 12 months and reported to leadership 
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Table 57.  

Work-Related Unwanted Sexual Contact One Situation:  Actions After Filing an EEO 

Complaint   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

The person you told took no action. NR NR NR NR NR NA NR NR NR NR 

The person you told referred you to law 

enforcement. 
NR NR NR NR NR NA NR NR NR NR 

The rules on assault were explained to 

everyone in the workplace. 
NR NR NR NR NR NA NR NR NR NR 

An investigation, survey, or other 

assessment of the workplace was 

conducted. 

NR NR NR NR NR NA NR NR NR NR 

Your work station, schedule, or duties 

were changed to help you avoid the 

person(s). 

NR NR NR NR NR NA NR NR NR NR 

The person(s) was/were moved or 

reassigned so that you did not have as 

much contact with them. 

NR NR NR NR NR NA NR NR NR NR 

There was some official career action 

taken against the person(s). 
NR NR NR NR NR NA NR NR NR NR 

Legal action was taken against the 

person(s). 
NR NR NR NR NR NA NR NR NR NR 

You were encouraged to drop the issue. NR NR NR NR NR NA NR NR NR NR 

You were discouraged from filing/

further pursuing an EEO complaint or 

contacting law enforcement. 

NR NR NR NR NR NA NR NR NR NR 

The person(s) who did this took action 

against you for filing an EEO complaint. 
NR NR NR NR NR NA NR NR NR NR 

Your coworkers treated you worse, 

avoided you, or blamed you for the event. 
NR NR NR NR NR NA NR NR NR NR 

You were punished for bringing it up. NR NR NR NR NR NA NR NR NR NR 

Not sure NR NR NR NR NR NA NR NR NR NR 

Some other action NR NR NR NR NR NA NR NR NR NR 
Margins of error cannot be determined 

Percent of employees who experienced work-related unwanted sexual contact in the past 12 months and filed an EEO complaint 
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Table 58.  

Work-Related Unwanted Sexual Contact One Situation:  Satisfaction With Leadership 

Reporting Process   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

Availability of 

information about 

victim support 

resources 

Satisfied 30 NR NR NR NR NR NR NR NR NR 

Neither NR NR NR NR NR NR NR NR NR NR 

Dissatisfied 43 NR NR NR NR NR NR NR NR NR 

Degree to which your 

privacy was/is being 

protected 

Satisfied 27 NR NR NR NR NR NR NR NR NR 

Neither NR NR NR NR NR NR NR NR NR NR 

Dissatisfied 41 NR NR NR NR NR NR NR NR NR 

Availability of 

information about how 

to file an EEO 

complaint 

Satisfied 17 NR NR NR NR NR NR NR NR NR 

Neither NR NR NR NR NR NR NR NR NR NR 

Dissatisfied 45 NR NR NR NR NR NR NR NR NR 

How you were treated 

by leadership handling 

your report 

Satisfied 15 NR NR NR NR NR NR NR NR NR 

Neither 33 NR NR NR NR NR NR NR NR NR 

Dissatisfied NR NR NR NR NR NR NR NR NR NR 

The reporting process 

overall 

Satisfied 14 NR NR NR NR NR NR NR NR NR 

Neither NR NR NR NR NR NR NR NR NR NR 

Dissatisfied 65 NR NR NR NR NR NR NR NR NR 

The action taken by 

leadership handling 

your situation 

Satisfied 14 NR NR NR NR NR NR NR NR NR 

Neither NR NR NR NR NR NR NR <1 <1 <1 

Dissatisfied 63 NR NR NR NR NR NR NR NR NR 

Amount of time it took/

is taking to resolve your 

report 

Satisfied 8 NR NR NR NR NR NR NR NR NR 

Neither 24 NR NR NR NR NR NR NR NR NR 

Dissatisfied 68 NR NR NR NR NR NR NR NR NR 

How well you were/are 

kept informed about the 

progress of your report 

Satisfied 7 NR NR NR NR NR NR NR NR NR 

Neither 37 NR NR NR NR NR NR <1 <1 <1 

Dissatisfied NR NR NR NR NR NR NR NR NR NR 
Margins of error range from ±1% to ±18% 

Percent of employees who experienced work-related unwanted sexual contact in the past 12 months and reported to leadership 
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Table 59.  

Work-Related Unwanted Sexual Contact One Situation:  Satisfaction With the EEO 

Complaint Process   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

Availability of 

information about how 

to file an EEO 

complaint 

Satisfied NR NR NR NR NR NA NR NR NR NR 

Neither NR NR NR NR NR NA NR NR NR NR 

Dissatisfied NR NR NR NR NR NA NR NR NR NR 

Availability of 

information about 

victim support 

resources 

Satisfied NR NR NR NR NR NA NR NR NR NR 

Neither NR NR NR NR NR NA NR NR NR NR 

Dissatisfied NR NR NR NR NR NA NR NR NR NR 

How you were treated 

by the EEO 

representative handling 

your complaint 

Satisfied NR NR NR NR NR NA NR NR NR NR 

Neither NR NR NR NR NR NA NR NR NR NR 

Dissatisfied NR NR NR NR NR NA NR NR NR NR 

The action taken by the 

EEO representative 

handling your 

complaint 

Satisfied NR NR NR NR NR NA NR NR NR NR 

Neither NR NR NR NR NR NA NR NR NR NR 

Dissatisfied NR NR NR NR NR NA NR NR NR NR 

Amount of time it took/

is taking to resolve your 

complaint 

Satisfied NR NR NR NR NR NA NR NR NR NR 

Neither NR NR NR NR NR NA NR NR NR NR 

Dissatisfied NR NR NR NR NR NA NR NR NR NR 

How well you were/are 

kept informed about the 

progress of your 

complaint 

Satisfied NR NR NR NR NR NA NR NR NR NR 

Neither NR NR NR NR NR NA NR NR NR NR 

Dissatisfied NR NR NR NR NR NA NR NR NR NR 

Degree to which your 

privacy was/is being 

protected 

Satisfied NR NR NR NR NR NA NR NR NR NR 

Neither NR NR NR NR NR NA NR NR NR NR 

Dissatisfied NR NR NR NR NR NA NR NR NR NR 

The complaint process 

overall 

Satisfied NR NR NR NR NR NA NR NR NR NR 

Neither NR NR NR NR NR NA NR NR NR NR 

Dissatisfied NR NR NR NR NR NA NR NR NR NR 
Margins of error cannot be determined 

Percent of employees who experienced work-related unwanted sexual contact in the past 12 months and filed an EEO complaint 
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Table 60.  

Work-Related Unwanted Sexual Contact One Situation:  Satisfaction With Outcome by Type 

of Official   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

Your leadership 

Satisfied 12 NR NR NR NR NR NR NR NR NR 

Neither NR NR NR NR NR NR NR NR NR NR 

Dissatisfied NR NR NR NR NR NR NR NR NR NR 

Your union or 

bargaining unit 

representative 

Satisfied <1 NR NR NR NA NR NA NR NA NR 

Neither NR NR NR NR NA NR NA NR NA NR 

Dissatisfied NR NR NR NR NA NR NA NR NA NR 

An EEO representative 

Satisfied NR NR NR NR NR NA NR NR NR NR 

Neither NR NR NR NR NR NA NR NR NR NR 

Dissatisfied NR NR NR NR NR NA NR NR NR NR 

Human Resources 

Satisfied NR NR NR NR NR NR NA NR NA NR 

Neither NR NR NR NR NR NR NA NR NA NR 

Dissatisfied NR NR NR NR NR NR NA NR NA NR 

DoD Office of Inspector 

General 

Satisfied NR NR NA NR NR NR NR NR NA NR 

Neither NR NR NA NR NR NR NR NR NA NR 

Dissatisfied NR NR NA NR NR NR NR NR NA NR 

Office of Special 

Counsel 

Satisfied NR NR NA NA NR NR NA NR NA NA 

Neither NR NR NA NA NR NR NA NR NA NA 

Dissatisfied NR NR NA NA NR NR NA NR NA NA 
Margins of error range from ±1% to ±13% 

Percent of employees who experienced work-related unwanted sexual contact and filed a complaint/grievance/report with each respective DoD 

official 

Table 61.  

Work-Related Unwanted Sexual Contact One Situation:  Status of EEO Complaint   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A 

Complaint was substantiated NR NR NR NR NR NA NR NR NR NR 

Complaint was not substantiated NR NR NR NR NR NA NR NR NR NR 

Does not apply; I withdrew my 

complaint before a determination was 

made 

NR NR NR NR NR NA NR NR NR NR 

Does not apply; the matter was settled 

without a determination 
NR NR <1 NR NR NA NR NR NR NR 

Does not apply; I do not know the 

outcome of my complaint 
NR NR NR NR NR NA NR NR NR NR 

Does not apply; it is still in process NR NR NR NR NR NA NR NR NR NR 
Margins of error do not exceed ±1% 

Percent of employees who experienced work-related unwanted sexual contact in the past 12 months and filed an EEO complaint 
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Table 62.  

Work-Related Unwanted Sexual Contact One Situation:  Knew Final Disposition of EEO 

Complaint   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

Knowledge of final 

disposition for the 

complaint filed with 

EEO representative 

Final 

disposition of 

complaint 

known 

NR NR NR NR NR NA NR NR NR NR 

Complaint still 

in process/

disposition 

unknown 

NR NR NR NR NR NA NR NR NR NR 

Margins of error cannot be determined 

Percent of employees who experienced work-related unwanted sexual contact in the past 12 months and filed an EEO complaint 

Table 63.  

Work-Related Unwanted Sexual Contact One Situation:  Substantiation of EEO Complaint   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

Complaint filed with EEO representative 

was substantiated 
NR NR NR NA NR NA NA NR NA NA 

Margins of error cannot be determined 

Percent of employees who experienced work-related unwanted sexual contact in the past 12 months, filed an EEO complaint, and knew complaint 

outcome 
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Table 64.  

Work-Related Unwanted Sexual Contact One Situation:  Reasons for Not Reporting to 

Leadership   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

You wanted to forget about it and move 

on. 
71 NR NR NR NR NR NR NR NR NR 

You did not want more people to know. 69 NR 68 NR NR NR NR NR NR NR 

You were worried about negative 

consequences from your coworkers or 

peers. 

62 NR 62 NR NR NR NR NR NR NR 

You were worried about negative 

consequences from leadership. 
60 NR NR NR NR NR NR NR NR NR 

You did not think anything would be 

done. 
58 NR NR NR NR NR NR NR NR NR 

You were worried about negative 

consequences from the person(s) who did 

this to you. 

56 NR NR NR NR NR NR NR NR NR 

You thought it might hurt your 

performance appraisal or your career. 
53 NR NR NR NR NR NR NR NR NR 

You did not think your discussion with 

leadership would be kept private. 
51 NR NR NR NR NR NR NR NR NR 

You did not trust the process would be 

fair. 
40 NR NR NR NR NR NR NR NR NR 

Some other reason 34 24 33 NR NR NR NR NR NR NR 

You thought you might get in trouble for 

something else you did. 
16 7 21 NR NR NR NR NR NR NR 

You did not know with whom to report 

the event. 
12 2 9 NR NR NR NR NR NR NR 

You did not know you could report the 

event to leadership. 
NR NR 11 NR NR NR NR NR NR NR 

Margins of error range from ±7% to ±18% 
Percent of employees who experienced work-related unwanted sexual contact in the past 12 months and who did not indicate reporting to 

leadership 
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Table 65.  

Work-Related Unwanted Sexual Contact One Situation:  Reasons for Not Filing an EEO 

Complaint   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

You wanted to forget about it and move 

on. 
59 NR 61 NR NR NR NR NR NR NR 

You did not want more people to know. 58 NR 54 NR NR NR NR NR NR NR 

You were worried about negative 

consequences from the person(s) who did 

this to you. 

56 NR 48 NR NR NR NR NR NR NR 

You were worried about negative 

consequences from your coworkers or 

peers. 

54 NR 48 NR NR NR NR NR NR NR 

You were worried about negative 

consequences from leadership. 
52 NR 41 NR NR NR NR NR NR NR 

You did not think anything would be 

done. 
50 NR 40 NR NR NR NR NR NR NR 

You thought it might hurt your 

performance appraisal or your career. 
47 NR 32 NR NR NR NR NR NR NR 

You did not think your complaint would 

be kept private. 
45 NR 22 NR NR NR NR NR NR NR 

You thought it was not serious enough to 

file a complaint with EEO. 
36 22 22 NR NR NR NR NR NR NR 

You did not trust the process would be 

fair. 
35 NR 33 NR NR NR NR NR NR NR 

Some other reason 28 25 20 NR NR NR NR NR NR NR 

You did not know you could file a 

complaint about the event with EEO. 
21 NR 6 NR NR NR NR NR NR NR 

You did not know with whom to report 

the event or how to file an EEO 

complaint. 

18 19 20 NR NR NR NR NR NR NR 

You thought you might get in trouble for 

something else you did. 
9 16 13 2 NR NR NR NR NR NR 

Margins of error range from ±6% to ±18% 

Percent of employees who experienced work-related unwanted sexual contact in the past 12 months and did not indicate filing an EEO complaint 
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Table 66.  

Work-Related Unwanted Sexual Contact One Situation:  Filed Police Report   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

Filed a police report to a local civilian 

and/or military law enforcement 
7 8 11 2 NR NR NR NR NR NR 

Filed with local military law 

enforcement or criminal investigative 

organization 

5 6 NR 1 NR NR NR NR NR NR 

Filed with local civilian law 

enforcement agency 
4 7 10 1 NR NR NR NR NR NR 

Margins of error range from ±6% to ±16% 

Percent of employees who experienced work-related unwanted sexual contact in the past 12 months 

Table 67.  

Work-Related Unwanted Sexual Contact One Situation:  Reasons for Not Filing a Police 

Report   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/

Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/

Marine 

Corps 

Air 

Force 

DoD 

A&A 

You wanted to forget about it and move 

on. 
61 59 59 NR NR NR NR NR NR NR 

You did not want more people to know. 61 NR 62 NR NR NR NR NR NR NR 

You did not think anything would be 

done. 
52 31 45 NR NR NR NR NR NR NR 

You were worried about negative 

consequences from the person(s) who did 

this to you. 

50 38 50 NR NR NR NR NR NR NR 

You thought it might hurt your career. 47 NR 44 NR NR NR NR NR NR NR 

You thought you might be labeled as a 

troublemaker. 
47 41 52 NR NR NR NR NR NR NR 

You thought it was not serious enough to 

report. 
47 31 37 NR NR NR NR NR NR NR 

You did not trust the process would be 

fair. 
40 31 38 NR NR NR NR NR NR NR 

Some other reason 24 24 21 NR NR 19 NR NR NR NR 

You thought you might get in trouble for 

something else you did. 
12 11 NR NR NR NR NR NR NR NR 

You did not know how to report the 

event. 
5 11 8 3 NR NR NR NR NR NR 

Margins of error range from ±5% to ±18% 
Percent of employees who experienced work-related unwanted sexual contact in the past 12 months and did not indicate filing a report with 

civilian or military law enforcement 
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Table 68.  

Knowledge on How to Contact an EEO Representative   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Trend Year Differences 

Higher Than 2021 

 Lower Than 2021 

APF Women Men 

Women Men Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A 

Knowledge on how to contact your 

organization’s EEO 

representative 

2021 78 85 85 77 73 75 90 83 82 82 

2018 84 88 89 82 81 78 93 85 87 85 

2016 86 90 90 85 84 81 93 89 89 87 

Margins of error range from ±1% to ±2% 

Percent of all employees 

Table 69.  

Received Training on Sexual Harassment/Gender Discrimination in the Past 12 Months   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Trend Year Differences 

Higher Than 2021 

 Lower Than 2021 

APF Women Men 

Women Men Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A 

Received training on sexual 

harassment and/or gender 

discrimination in the past 12 

months 

2021 88 92 92 93 85 81 94 95 89 88 

2018 91 95 95 96 93 78 96 97 96 87 

2016 92 96 95 96 94 77 97 97 97 86 

Margins of error range from ±1% to ±2% 

Percent of all employees 
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Table 70.  

Sexual Harassment/Gender Discrimination Training Received Conveyed Relevant 

Information   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Trend Year Differences 

Higher Than 2021 

 Lower Than 2021 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

Provided a good 

understanding of 

actions considered 

sexual harassment 

and gender 

discrimination 

Agree 

2021 92 93 93 92 91 92 93 94 92 93 

2018 93 94 93 93 91 92 94 94 93 93 

2016 94 95 95 95 93 93 95 96 95 95 

Neither 

2021 6 6 5 6 6 7 6 5 6 6 

2018 6 5 6 6 6 7 5 5 6 6 

2016 5 4 4 4 5 6 4 4 4 4 

Disagree 

2021 2 1 2 2 2 1 1 1 2 1 

2018 1 1 1 1 2 1 1 1 1 1 

2016 1 1 1 1 2 1 1 1 1 1 

Explained options 

available for 

complaints if 

sexual harassment 

or gender 

discrimination 

occurs 

Agree 

2021 90 93 92 90 90 89 93 93 92 92 

2018 91 93 92 90 89 89 94 93 93 91 

2016 92 95 93 93 92 89 95 95 94 93 

Neither 

2021 7 6 6 8 7 9 6 6 6 7 

2018 7 6 6 8 7 9 5 6 6 8 

2016 6 4 5 6 6 9 4 4 5 6 

Disagree 

2021 2 1 2 2 3 2 1 1 1 1 

2018 2 1 1 2 3 2 1 1 1 1 

2016 2 1 2 1 2 2 1 1 1 1 

Explained DoD 

role in handling 

sexual harassment 

and gender 

discrimination 

complaints 

Agree 

2021 89 92 91 89 88 88 93 92 91 91 

2018 90 93 92 90 89 88 93 93 92 91 

2016 92 94 93 93 91 89 95 95 94 93 

Neither 

2021 8 7 7 9 9 10 6 6 7 7 

2018 8 6 7 8 8 10 6 6 6 8 

2016 6 5 5 6 7 9 4 4 5 6 

Disagree 

2021 2 1 2 3 3 2 1 1 2 1 

2018 2 1 1 2 3 2 1 1 1 1 

2016 2 1 2 1 2 2 1 1 1 1 

Identified the 

points of contact 

for complaints of 

sexual harassment 

or gender 

discrimination 

Agree 

2021 88 91 90 86 88 86 93 90 91 90 

2018 90 92 92 88 89 87 94 91 93 90 

2016 92 94 93 92 92 89 95 94 94 93 

Neither 

2021 9 7 7 11 9 11 6 8 7 8 

2018 8 7 7 10 8 11 5 7 7 8 

2016 6 5 5 7 6 9 4 5 5 6 

Disagree 

2021 3 1 2 3 3 3 1 2 1 2 

2018 2 1 1 2 3 2 1 1 1 2 

2016 2 1 2 2 2 2 1 1 1 1 
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KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Trend Year Differences 

Higher Than 2021 

 Lower Than 2021 

APF Women Men 

Women Men Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A 

Taught how to 

intervene when you 

witness a situation 

involving a 

coworker 

(bystander 

intervention) 

Agree 

2021 88 90 90 88 88 86 91 90 90 89 

2018 90 91 91 90 92 83 92 91 93 87 

2016 92 93 93 93 93 84 94 93 94 89 

Neither 

2021 9 8 8 9 9 11 7 8 7 9 

2018 8 7 7 8 6 13 7 8 6 10 

2016 7 5 5 6 5 12 5 6 5 9 

Disagree 

2021 3 2 3 3 3 3 2 2 2 2 

2018 2 1 2 2 2 4 1 1 1 2 

2016 2 1 1 1 2 4 1 1 1 2 

Takes into 

consideration the 

unique needs and 

experiences of DoD 

civilian employees 

Agree 

2021 77 83 79 74 75 79 85 81 81 84 

2018 80 86 83 79 78 78 87 85 85 85 

2016 NA NA NA NA NA NA NA NA NA NA 

Neither 

2021 16 13 15 18 16 17 11 14 14 13 

2018 15 11 12 16 15 18 10 12 11 12 

2016 NA NA NA NA NA NA NA NA NA NA 

Disagree 

2021 7 4 7 8 9 4 4 4 5 3 

2018 5 3 5 5 8 4 3 3 4 2 

2016 NA NA NA NA NA NA NA NA NA NA 

Margins of error range from ±1% to ±2% 

Percent of employees who indicated receiving sexual harassment and/or gender discrimination training in the past 12 months 

Table 71.  

Received Training on Sexual Assault in the Past 12 Months   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Trend Year Differences 

Higher Than 2021 

 Lower Than 2021 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

Received training on sexual 

assault in the past 12 months 

2021 86 91 91 92 85 73 94 94 89 83 

2018 88 94 94 95 93 66 95 96 96 81 

2016 89 94 95 95 95 64 96 97 97 77 

Margins of error range from ±1% to ±2% 

Percent of all employees 
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Table 72.  

Sexual Assault Training Received Conveyed Relevant Information   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Trend Year Differences 

Higher Than 2021 

 Lower Than 2021 

APF Women Men 

Women Men Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A 

Provided a good 

understanding of 

what actions are 

considered sexual 

assault 

Agree 

2021 95 95 95 95 95 94 95 95 94 94 

2018 95 95 96 96 94 94 95 96 94 95 

2016 96 96 97 97 96 94 97 97 96 96 

Neither 

2021 4 5 4 4 4 5 4 4 5 5 

2018 4 4 4 4 5 6 4 4 5 5 

2016 3 3 3 3 3 5 3 3 4 4 

Disagree 

2021 1 1 1 1 1 1 1 1 1 1 

2018 1 1 <1 <1 1 1 <1 <1 1 <1 

2016 1 1 <1 <1 1 1 <1 <1 1 <1 

Explained the 

resources available 

to victims 

Agree 

2021 93 94 94 93 94 93 95 94 94 93 

2018 94 94 95 94 94 91 95 94 94 93 

2016 95 96 96 95 95 92 96 96 96 95 

Neither 

2021 5 5 5 6 5 6 5 5 5 6 

2018 5 5 5 6 5 8 5 5 5 7 

2016 4 4 4 4 4 7 3 3 4 5 

Disagree 

2021 1 1 1 1 1 1 1 1 1 1 

2018 1 1 1 1 1 1 1 1 1 1 

2016 1 1 1 1 1 2 <1 1 1 1 

Explained the 

reporting options 

available within 

the DoD 

community if a 

sexual assault 

occurs 

Agree 

2021 93 94 94 92 94 92 94 94 94 93 

2018 93 94 94 93 94 91 95 94 94 93 

2016 95 96 96 95 95 91 96 96 95 95 

Neither 

2021 6 5 5 7 5 7 5 5 5 6 

2018 6 5 5 6 5 8 5 5 5 7 

2016 4 4 4 4 4 7 3 3 4 5 

Disagree 

2021 1 1 1 1 1 1 1 1 1 1 

2018 1 1 1 1 1 1 <1 1 1 1 

2016 1 1 1 1 1 2 1 1 1 1 

Explained the 

reporting options 

available to DoD 

civilian employees 

assaulted by 

someone from 

work 

Agree 

2021 91 93 93 90 90 92 94 93 93 93 

2018 92 94 93 92 90 91 94 94 93 92 

2016 NA NA NA NA NA NA NA NA NA NA 

Neither 

2021 7 6 6 8 7 7 5 6 6 6 

2018 6 5 5 6 7 8 5 5 6 7 

2016 NA NA NA NA NA NA NA NA NA NA 

Disagree 

2021 2 1 2 2 3 1 1 1 2 1 

2018 2 1 2 2 4 1 1 1 1 1 

2016 NA NA NA NA NA NA NA NA NA NA 
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KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Trend Year Differences 

Higher Than 2021 

 Lower Than 2021 

APF Women Men 

Women Men Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A 

Explained how 

sexual assault can 

affect all members 

of the DoD 

community, 

including civilians 

Agree 

2021 91 93 92 90 90 91 94 94 93 93 

2018 92 94 94 92 91 91 94 94 94 92 

2016 95 96 96 95 94 92 96 96 95 95 

Neither 

2021 7 6 6 7 7 7 5 5 6 6 

2018 6 5 5 6 6 8 5 5 6 7 

2016 4 3 3 4 4 6 3 3 4 5 

Disagree 

2021 2 1 2 2 3 1 1 1 2 1 

2018 2 1 1 2 3 1 1 1 1 1 

2016 1 1 1 1 2 2 1 1 1 1 

Takes into 

consideration the 

unique needs and 

experiences of DoD 

civilian employees 

Agree 

2021 81 85 82 78 79 84 87 84 84 87 

2018 83 87 85 82 80 84 89 87 86 88 

2016 NA NA NA NA NA NA NA NA NA NA 

Neither 

2021 13 11 12 15 13 13 10 12 12 10 

2018 12 10 10 14 13 14 8 11 11 11 

2016 NA NA NA NA NA NA NA NA NA NA 

Disagree 

2021 6 3 5 6 8 3 3 3 4 3 

2018 5 3 4 4 7 3 3 2 3 2 

2016 NA NA NA NA NA NA NA NA NA NA 

Margins of error range from ±1% to ±2% 

Percent of employees who indicated receiving sexual assault training in the past 12 months 

Table 73.  

Witnessed Gender-Related Comments/Jokes in the Past 12 Months   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

0 times 86 90 86 85 84 89 92 89 90 92 

1 time 3 2 3 3 3 2 2 2 2 2 

2 times 3 2 3 3 4 3 2 2 2 1 

3 times 2 1 2 2 2 2 1 1 1 1 

4 times 1 <1 1 1 1 1 <1 <1 <1 <1 

5 or more times 6 4 5 7 6 4 3 4 5 4 
Margins of error do not exceed ±1% 

Percent of all employees 
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Table 74.  

Gender-Related Comments/Jokes in the Past 12 Months   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

Witnessed someone from work “cross the 

line” with gender-related comments and 

jokes at least once 

14 10 14 15 16 11 8 11 10 8 

Margins of error do not exceed ±1% 

Percent of all employees 

Table 75.  

Type of Third-Party Intervention Used When Witnessed Gender-Related Comments/Jokes in 

Past 12 Months   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/

Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/

Marine 

Corps 

Air 

Force 

DoD 

A&A 

Intervened in at least one way 89 86 90 87 89 90 86 86 84 87 

I checked on the victim. 77 71 78 74 78 79 75 70 68 71 

I said something to the person(s) who 

made the comments/jokes. 
71 71 71 69 72 70 70 73 70 71 

I intervened in some other way. 64 65 66 62 66 63 67 64 63 67 

Intervened by getting help from 

someone else 
41 38 44 36 38 44 41 37 33 43 

I sought help from leadership. 37 35 40 33 35 40 38 34 30 41 

I sought help from an EEO, Human 

Resources, or Union Representative, or 

some other official. 
17 18 22 11 15 18 20 16 16 24 

Margins of error range from ±1% to ±6% 

Percent of employees who indicated witnessing someone from work “cross the line” with gender-related comments/jokes in the past 12 months 

Table 76.  

Supervisory Status is Supervisor or Above   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Trend Year Differences 

Higher Than 2021 

 Lower Than 2021 

APF Women Men 

Women Men Army 

Navy/

Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/

Marine 

Corps 

Air 

Force 

DoD 

A&A 

Supervisory status is supervisor or 

above 

2021 15 21 15 15 17 14 22 20 24 19 

2018 15 21 14 15 17 14 21 19 24 20 

2016 14 21 13 14 17 13 21 19 24 19 

Margins of error range from ±1% to ±2% 

Percent of all employees 
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Table 77.  

DoD Leadership Training Received Prepared Supervisors for EEO Issues and Complaints   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

Responding to reports 

of sexual assault 

Agree 80 90 82 80 81 75 92 90 91 86 

Neither 10 6 9 10 10 13 5 6 6 7 

Disagree 7 3 6 7 6 8 2 2 2 3 

Does not apply; 

My training did 

not cover this 

3 1 3 3 3 3 1 1 1 3 

Responding to reports 

of sexual harassment 

Agree 79 90 81 80 80 76 92 90 91 87 

Neither 10 6 9 10 10 13 5 6 6 7 

Disagree 7 3 6 7 7 8 2 2 3 3 

Does not apply; 

My training did 

not cover this 

3 1 3 3 3 4 1 1 1 3 

Providing support to 

employees who make 

complaints 

Agree 79 90 80 80 80 76 91 89 90 86 

Neither 10 6 10 9 10 12 6 7 6 8 

Disagree 7 3 7 8 7 8 3 3 3 3 

Does not apply; 

My training did 

not cover this 

3 1 3 3 2 3 1 1 1 3 
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KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

Responding to reports 

of gender discrimination 

Agree 76 89 78 76 75 73 91 89 89 85 

Neither 12 7 11 12 12 14 6 7 7 8 

Disagree 9 3 8 9 10 9 3 3 3 3 

Does not apply; 

My training did 

not cover this 

4 1 3 3 3 5 1 1 1 3 

Helping an employee 

through the EEO 

complaint process 

Agree 73 86 76 75 71 70 88 84 85 82 

Neither 14 9 13 12 14 16 7 10 9 10 

Disagree 10 4 8 10 12 10 4 4 4 5 

Does not apply; 

My training did 

not cover this 

3 1 3 3 3 4 1 1 1 3 

Handling retaliation 

against employees who 

report unwanted 

gender-related 

behaviors in the 

workplace 

Agree 70 86 73 70 69 69 88 85 87 81 

Neither 15 9 14 15 15 16 8 10 8 10 

Disagree 11 4 10 12 12 11 3 4 4 5 

Does not apply; 

My training did 

not cover this 

4 2 4 4 4 4 1 2 2 3 

Margins of error range from ±1% to ±4% 

Percent of employees who identified as a supervisor, manager, or executive 
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Table 78.  

Reports Received From Employees on Unwanted Gender-Related Experiences in the DoD 

Workplace   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

Sexual harassment 9 10 9 11 8 9 10 10 9 10 

Sex discrimination 5 5 5 6 4 5 5 5 4 6 

Sexual assault 3 3 3 3 3 3 3 3 4 4 
Margins of error range from ±1% to ±3% 

Percent of employees who identified as a supervisor, manager, or executive 

Table 79.  

Received an Employee Report of Unwanted Gender-Related Experiences in the DoD 

Workplace   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A 

Received an employee report of 

workplace sexual harassment/assault or 

gender discrimination 

11 12 11 13 10 11 12 11 11 13 

Margins of error range from ±1% to ±3% 

Percent of employees who identified as a supervisor, manager, or executive 

Table 80.  

Confidence in Responding to Employee Reports of Unwanted Gender-Related Behaviors   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/

Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/

Marine 

Corps 

Air 

Force 

DoD 

A&A 

Sexual assault 98 97 NR 98 NR 95 96 NR 95 NR 

Sexual harassment 98 97 97 99 97 99 98 99 94 97 

Sex discrimination 93 97 90 97 90 94 NR NR 92 99 
Margins of error range from ±2% to ±13% 

Percent of employees who identified as a supervisor, manager, or executive and indicated receiving a report of each unwanted gender-related 

behavior 



OPA Appendix C:  Appropriated Fund Civilian Employee Data Tables 
 

50 Appendix C:  Appropriated Fund Civilian Employee Data Tables 
 

Table 81.  

Perceived Safety from Sexual Harassment/Assault   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Trend Year Differences 

Higher Than 2021 

 Lower Than 2021 

APF Women Men 

Women Men Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A 

Extent you feel safe 

from being 

sexually assaulted 

at your primary 

duty location 

Safe 

2021 93 96 93 93 93 92 96 96 96 94 

2018 95 97 95 95 95 94 97 97 98 96 

2016 95 98 95 95 96 95 98 98 98 98 

Neither 

2021 5 3 5 5 5 5 3 3 3 3 

2018 4 2 4 4 4 5 2 2 2 2 

2016 4 2 4 4 4 4 2 2 1 2 

Unsafe 

2021 2 1 2 2 2 2 1 1 1 2 

2018 1 1 1 1 1 2 1 1 1 1 

2016 1 <1 1 1 1 1 <1 <1 <1 <1 

Extent you feel safe 

from being 

sexually harassed 

at your primary 

duty station 

Safe 

2021 90 95 90 90 90 90 95 95 95 93 

2018 92 96 92 91 93 92 96 96 97 96 

2016 92 97 92 91 93 92 97 97 97 97 

Neither 

2021 7 4 6 7 7 7 3 4 3 4 

2018 6 3 6 6 5 6 3 3 2 2 

2016 6 3 6 7 5 6 3 3 2 3 

Unsafe 

2021 3 2 3 4 3 4 2 2 1 3 

2018 2 1 2 3 2 2 1 1 1 2 

2016 2 1 2 2 2 2 1 1 1 1 

Extent you feel safe 

from being 

sexually assaulted 

while on work 

travel/temporary 

assignments 

Safe 

2021 87 95 86 87 87 87 96 95 96 94 

2018 89 97 89 89 90 90 97 97 97 96 

2016 88 97 88 88 89 88 97 97 98 97 

Neither 

2021 11 4 11 11 11 10 3 4 3 4 

2018 9 3 9 9 9 9 3 2 2 3 

2016 10 2 10 10 9 10 2 3 2 2 

Unsafe 

2021 2 1 2 2 3 2 1 1 1 2 

2018 2 1 2 2 2 2 1 1 1 1 

2016 2 <1 2 2 2 1 <1 <1 <1 <1 

Extent you feel safe 

from being 

sexually harassed 

while on work 

travel/temporary 

assignments 

Safe 

2021 85 95 85 85 86 86 95 94 95 93 

2018 88 96 88 87 88 89 96 96 97 96 

2016 87 97 87 87 88 88 97 96 97 97 

Neither 

2021 11 4 11 12 11 11 4 4 4 5 

2018 10 3 10 11 10 9 3 3 3 3 

2016 11 3 11 11 10 11 3 3 3 3 

Unsafe 

2021 3 1 3 4 4 3 1 1 1 2 

2018 2 1 2 3 2 2 1 1 1 1 

2016 2 <1 2 2 2 2 <1 <1 <1 <1 

Margins of error do not exceed ±1% 

Percent of all employees 
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Table 82.  

Likelihood to Encourage Someone Who Experiences Sexual Harassment/Assault to Come 

Forward   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Trend Year Differences 

Higher Than 2021 

 Lower Than 2021 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

You would 

encourage someone 

who has 

experienced sexual 

assault to seek 

counseling. 

Likely 

2021 97 95 97 97 97 96 96 95 96 94 

2018 96 95 96 95 97 95 95 94 96 94 

2016 97 96 97 96 97 96 96 95 97 94 

Neither 

2021 2 4 2 2 2 3 3 4 3 5 

2018 3 4 3 4 2 4 3 5 3 5 

2016 3 4 2 3 2 3 3 4 3 5 

Unlikely 

2021 1 1 1 1 1 1 1 1 1 1 

2018 1 1 1 1 1 1 1 1 1 2 

2016 1 1 1 1 1 1 1 1 1 1 

You would 

encourage someone 

who has 

experienced sexual 

assault to report it. 

Likely 

2021 96 96 96 96 95 96 96 97 97 95 

2018 95 96 95 95 95 96 96 96 96 96 

2016 96 97 96 96 96 96 97 97 97 96 

Neither 

2021 3 3 3 3 4 3 3 3 3 3 

2018 3 3 4 3 3 3 3 3 3 3 

2016 3 2 3 3 3 3 2 2 2 3 

Unlikely 

2021 1 1 1 1 1 1 1 1 1 1 

2018 1 1 1 1 2 1 1 1 1 1 

2016 1 1 1 1 1 1 1 1 1 1 

You would 

encourage someone 

who has 

experienced sexual 

harassment to tell 

a supervisor. 

Likely 

2021 93 95 94 93 92 93 95 95 95 94 

2018 93 95 93 92 92 93 94 94 95 95 

2016 93 95 94 93 93 93 95 95 95 95 

Neither 

2021 4 4 4 4 5 4 3 3 3 4 

2018 5 4 5 5 5 4 4 4 4 3 

2016 4 4 4 5 4 5 3 4 3 4 

Unlikely 

2021 3 2 3 3 3 3 2 2 2 2 

2018 3 2 3 3 3 3 2 2 2 2 

2016 2 1 2 2 2 2 1 1 1 1 

You would report 

a sexual assault if it 

happened to you. 

Likely 

2021 91 92 92 91 89 92 93 93 92 92 

2018 91 92 91 91 90 92 93 92 92 92 

2016 92 92 92 91 90 93 93 92 91 92 

Neither 

2021 5 5 5 5 6 5 5 5 5 6 

2018 5 5 5 5 6 5 5 5 5 5 

2016 5 5 5 5 6 5 5 5 5 5 

Unlikely 

2021 4 3 3 4 4 3 2 2 3 3 

2018 4 3 3 3 5 3 3 3 3 3 

2016 3 3 3 3 4 3 3 2 3 2 

 



OPA Appendix C:  Appropriated Fund Civilian Employee Data Tables 
 

52 Appendix C:  Appropriated Fund Civilian Employee Data Tables 
 

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Trend Year Differences 

Higher Than 2021 

 Lower Than 2021 

APF Women Men 

Women Men Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A 

You would tell a 

supervisor about 

sexual harassment 

if it happened to 

you. 

Likely 

2021 85 89 86 85 82 87 90 89 88 89 

2018 85 89 86 84 83 87 89 88 89 89 

2016 84 88 85 84 83 86 89 87 88 88 

Neither 

2021 8 7 7 8 10 7 6 7 7 7 

2018 8 7 8 9 8 7 6 8 7 7 

2016 8 7 8 9 9 8 7 8 7 7 

Unlikely 

2021 7 5 7 7 9 7 4 4 5 4 

2018 7 4 6 7 9 6 4 5 4 4 

2016 7 4 7 7 8 6 4 5 5 4 

Margins of error range from ±1% to ±2% 

Percent of all employees 
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Table 83.  

Positive Gender Relations Leadership Behaviors   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Trend Year Differences 

Higher Than 2021 

 Lower Than 2021 

APF Women Men 

Women Men Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A 

Leads by example 

by refraining from 

sexist comments 

and behaviors 

Well 

2021 87 90 87 86 87 87 91 90 90 90 

2018 86 91 87 85 88 86 90 90 92 91 

2016 86 91 86 85 89 85 90 90 92 90 

Neither 

2021 9 7 9 9 8 9 6 7 6 8 

2018 9 6 9 10 8 10 7 7 5 7 

2016 9 7 9 10 8 10 7 7 6 7 

Poorly 

2021 4 3 4 4 5 4 3 3 3 3 

2018 4 3 4 4 4 4 3 3 2 3 

2016 4 3 5 5 4 4 3 3 2 3 

Makes it clear that 

sexual harassment/

gender 

discrimination/

sexual assault have 

no place in the 

DoD 

Well 

2021 84 91 85 83 85 81 92 91 91 88 

2018 85 92 87 84 87 81 92 92 94 89 

2016 85 92 87 84 89 79 92 92 94 88 

Neither 

2021 12 7 11 13 10 14 6 7 7 9 

2018 11 6 9 12 9 14 6 6 5 8 

2016 11 6 9 12 8 15 6 6 5 9 

Poorly 

2021 5 2 4 4 5 5 2 2 3 3 

2018 4 2 4 4 4 5 2 2 1 3 

2016 4 2 4 4 3 5 2 2 2 3 

Promotes an 

organizational 

climate based on 

mutual respect and 

trust 

Well 

2021 79 86 79 79 79 79 87 86 86 85 

2018 82 89 82 81 84 81 89 88 91 88 

2016 82 89 82 81 85 81 89 89 90 87 

Neither 

2021 11 8 11 11 11 11 7 8 7 8 

2018 10 7 10 11 9 11 7 7 6 7 

2016 11 7 10 11 9 12 7 7 6 8 

Poorly 

2021 10 6 11 9 10 10 6 6 7 7 

2018 8 4 8 8 7 8 4 4 4 5 

2016 7 4 8 7 7 8 4 4 4 5 

Creates 

environment where 

victims feel 

comfortable 

reporting 

Well 

2021 77 87 78 76 78 77 88 86 87 85 

2018 79 88 80 78 81 77 88 87 90 88 

2016 79 88 79 78 81 76 88 87 89 86 

Neither 

2021 15 10 15 16 14 16 8 10 9 11 

2018 15 9 14 16 13 16 9 10 8 9 

2016 15 9 14 16 13 17 9 10 8 11 

Poorly 

2021 7 4 7 8 8 7 3 4 4 4 

2018 6 3 6 7 6 6 3 3 2 3 

2016 6 3 7 6 6 7 3 3 3 4 
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KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Trend Year Differences 

Higher Than 2021 

 Lower Than 2021 

APF Women Men 

Women Men Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A 

Publicizes sexual 

harassment/gender 

discrimination/

sexual assault 

resources 

Well 

2021 77 85 79 76 78 73 87 84 85 81 

2018 79 86 82 77 82 72 88 84 90 82 

2016 79 87 82 79 83 72 88 86 89 82 

Neither 

2021 17 12 15 17 16 19 10 12 11 15 

2018 15 11 13 17 13 19 10 12 8 13 

2016 15 10 13 16 12 20 9 11 8 14 

Poorly 

2021 7 3 6 7 7 7 3 4 4 4 

2018 6 3 5 6 5 8 3 3 2 4 

2016 6 3 5 6 5 8 3 3 2 5 

Catches and 

immediately 

corrects incidents 

of sexual 

harassment 

Well 

2021 74 83 75 72 75 72 85 82 83 81 

2018 75 84 77 74 77 73 85 83 86 84 

2016 75 84 76 73 78 72 85 83 86 82 

Neither 

2021 20 13 19 21 19 22 12 14 13 15 

2018 19 12 18 20 17 21 12 14 10 13 

2016 19 12 17 20 16 22 12 14 11 14 

Poorly 

2021 6 4 6 6 6 5 3 4 4 4 

2018 6 3 6 6 6 6 3 4 3 3 

2016 6 4 6 6 5 6 4 4 3 4 

Margins of error range from ±1% to ±2% 

Percent of all employees 

Table 84.  

Perceptions of Work Unit Cohesion   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

Members in your work 

unit pull together to get 

the job done. 

Agree 83 87 82 85 83 83 87 88 87 85 

Neither 10 8 11 10 11 10 8 8 8 10 

Disagree 7 5 7 6 7 7 5 4 5 5 

Members in your work 

unit work well together 

as a team. 

Agree 78 84 77 80 78 78 84 85 84 82 

Neither 12 10 13 12 12 12 10 10 10 11 

Disagree 9 6 10 8 9 10 6 5 6 7 

Members in your work 

unit really care about 

each other. 

Agree 75 81 74 76 76 74 81 82 81 79 

Neither 15 12 15 15 14 15 12 13 12 13 

Disagree 10 7 11 9 10 10 7 5 7 8 

Members in your work 

unit trust each other. 

Agree 67 77 66 70 68 67 77 79 76 75 

Neither 19 15 19 18 18 19 14 14 15 15 

Disagree 14 8 15 12 14 14 8 7 9 10 
Margins of error range from ±1% to ±2% 

Percent of all employees 
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Table 85.  

Perceptions of Work Unit Norms for Civility   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

Respectful treatment is 

the norm in your unit. 

Agree 76 84 74 78 76 76 84 85 83 83 

Neither 13 10 14 13 13 13 9 10 10 9 

Disagree 11 7 12 9 11 11 6 5 8 8 

Rude behavior is not 

accepted by your 

coworkers. 

Agree 71 79 70 71 72 71 80 78 79 79 

Neither 15 13 15 16 14 16 13 14 13 13 

Disagree 14 7 15 13 14 13 7 8 8 8 

Your coworkers make 

sure everyone in your 

unit is treated with 

respect. 

Agree 71 81 69 72 71 71 81 82 79 80 

Neither 17 13 17 17 16 17 12 13 13 12 

Disagree 12 7 13 11 13 12 7 6 8 8 

Angry outbursts are not 

tolerated by anyone in 

your unit. 

Agree 67 75 66 67 68 69 76 74 75 76 

Neither 18 16 18 19 18 17 16 17 16 15 

Disagree 15 9 16 14 14 14 8 9 9 9 
Margins of error range from ±1% to ±2% 

Percent of all employees 
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Table 86.  

Frequency of Workplace Hostility Behavior(s) Experienced From Coworkers in the Past 12 

Months   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Trend Year Differences 

Higher Than 2021 

 Lower Than 2021 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

Gossiped/talked 

about you 

Often/Very 

often 

2021 12 8 13 11 12 12 8 6 8 9 

2018 12 6 13 11 11 12 7 6 6 7 

2016 13 7 15 12 12 11 8 6 7 7 

Sometimes/

Once or twice 

2021 33 25 34 32 34 31 25 27 24 25 

2018 39 30 40 40 39 38 30 32 29 29 

2016 41 32 42 41 41 42 32 33 30 31 

Never 

2021 55 67 53 57 54 57 68 67 67 66 

2018 49 63 47 50 50 50 63 62 65 64 

2016 46 61 44 47 48 47 60 61 63 62 

Did not provide 

information or 

assistance when 

you needed it 

Often/Very 

often 

2021 10 7 11 9 10 10 7 6 7 8 

2018 8 5 9 8 9 8 5 4 4 6 

2016 8 5 9 7 8 8 5 4 4 5 

Sometimes/

Once or twice 

2021 38 29 38 39 38 37 29 30 27 29 

2018 38 32 39 39 39 36 32 34 30 32 

2016 38 31 39 39 38 37 31 32 30 31 

Never 

2021 52 64 51 52 52 54 65 64 66 63 

2018 53 63 52 53 52 56 63 61 66 63 

2016 54 64 52 54 55 55 64 63 66 65 

Took credit for 

work or ideas that 

were yours 

Often/Very 

often 

2021 8 6 8 7 9 8 6 5 6 7 

2018 7 4 7 6 7 6 5 4 4 4 

2016 6 4 7 5 6 6 5 4 4 4 

Sometimes/

Once or twice 

2021 27 21 27 26 28 26 21 21 21 22 

2018 29 24 29 30 31 27 24 25 23 22 

2016 30 24 30 29 30 28 24 24 23 22 

Never 

2021 65 73 65 66 63 67 73 74 73 71 

2018 64 72 63 64 62 67 71 71 73 74 

2016 64 72 62 65 64 66 71 72 73 74 

Were excessively 

harsh in their 

criticism of your 

work performance 

Often/Very 

often 

2021 6 4 6 5 6 6 4 3 4 5 

2018 5 3 5 4 5 5 3 2 2 3 

2016 5 3 6 4 5 4 3 3 3 3 

Sometimes/

Once or twice 

2021 19 15 20 19 18 19 15 16 14 15 

2018 21 16 22 21 20 20 17 17 15 16 

2016 21 17 22 21 21 21 17 17 16 16 

Never 

2021 75 81 74 77 76 75 82 81 82 80 

2018 74 81 73 75 75 76 80 80 83 81 

2016 74 81 73 75 75 75 80 80 82 81 
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KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Trend Year Differences 

Higher Than 2021 

 Lower Than 2021 

APF Women Men 

Women Men Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A 

Used insults, 

sarcasm, or 

gestures to 

humiliate you 

Often/Very 

often 

2021 5 3 6 4 6 5 3 3 4 5 

2018 4 3 5 4 4 4 3 3 2 3 

2016 4 2 5 3 4 4 3 2 2 2 

Sometimes/

Once or twice 

2021 15 12 15 14 14 15 12 13 12 12 

2018 17 14 17 17 17 16 14 15 14 12 

2016 18 15 19 18 17 17 16 16 15 13 

Never 

2021 80 84 79 81 80 80 85 85 84 83 

2018 79 84 78 79 79 80 84 82 84 85 

2016 78 82 76 79 79 79 82 82 83 85 

Yelled when they 

were angry with 

you 

Often/Very 

often 

2021 3 2 4 3 3 3 2 2 3 3 

2018 3 2 3 3 3 3 2 2 1 2 

2016 3 2 3 2 3 3 2 2 1 2 

Sometimes/

Once or twice 

2021 16 14 17 15 14 16 14 15 13 14 

2018 18 16 20 18 18 17 16 18 14 14 

2016 18 16 20 18 17 18 17 17 15 14 

Never 

2021 81 84 79 82 82 81 84 83 84 83 

2018 79 82 77 80 80 81 82 81 84 85 

2016 79 82 77 79 81 80 81 81 84 84 

Margins of error range from ±1% to ±2% 

Percent of all employees 

Table 87.  

Agreement With Statements About Immediate Supervisor   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

Evaluates your work 

performance fairly 

Agree 78 84 77 79 78 79 84 85 83 83 

Neither 12 9 13 13 12 12 9 9 10 9 

Disagree 9 7 10 8 9 10 7 6 7 8 

Fosters your trust 

Agree 77 83 75 78 77 77 84 85 82 82 

Neither 12 9 12 11 11 12 9 9 9 10 

Disagree 12 7 13 11 11 11 7 7 9 8 

Ensures that all 

assigned personnel are 

treated fairly 

Agree 72 82 70 74 74 73 82 83 81 81 

Neither 13 9 14 13 12 13 9 10 9 10 

Disagree 14 9 16 13 14 14 9 7 10 9 
Margins of error range from ±1% to ±2% 

Percent of all employees 
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Table 88.  

Agreement With Statements About Immediate Supervisor’s Fair Treatment   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

Addresses all unit 

members in the same 

way to avoid 

perceptions of 

preferential treatment 

Agree 72 81 70 73 73 72 81 82 81 80 

Neither 14 10 14 14 13 14 10 10 9 10 

Disagree 14 8 15 13 14 14 8 7 9 9 

Avoids showing 

favoritism when 

assigning tasks 

Agree 69 79 67 71 71 69 79 80 79 78 

Neither 16 12 17 16 15 16 11 12 11 12 

Disagree 15 9 16 14 14 14 9 8 10 10 

Enforces standards 

equally across all unit 

members 

Agree 69 79 67 71 70 70 78 80 79 78 

Neither 14 11 15 14 14 14 11 11 10 11 

Disagree 16 11 18 15 16 16 11 10 11 11 

Ensures unit members 

are disciplined in the 

same manner 

Agree 62 74 60 64 63 61 74 75 75 73 

Neither 24 17 24 24 24 25 16 17 15 18 

Disagree 14 9 16 12 13 14 9 8 10 9 
Margins of error range from ±1% to ±2% 

Percent of all employees 
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Table 89.  

Agreement With Statements About Inclusion in the Workplace   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

Members are treated as 

valued members of the 

team without losing 

their unique identities. 

Agree 76 83 74 78 77 76 83 84 83 81 

Neither 14 11 14 14 13 14 11 11 10 12 

Disagree 10 6 12 9 11 10 6 6 7 7 

Within my work unit, I 

am encouraged to offer 

ideas on how to improve 

operations. 

Agree 76 81 74 77 76 76 81 82 81 80 

Neither 14 11 14 13 13 14 11 11 11 11 

Disagree 11 8 11 10 11 10 8 7 9 9 

Members in my work 

unit are empowered to 

make work-related 

decisions on their own. 

Agree 70 78 68 73 72 70 78 79 78 76 

Neither 17 13 18 16 15 17 13 13 13 14 

Disagree 13 9 14 11 13 13 9 8 10 10 

I believe I can use my 

leadership to address 

concerns about 

discrimination without 

fear. 

Agree 69 79 68 69 71 68 80 80 79 77 

Neither 16 11 16 17 15 18 11 12 10 13 

Disagree 15 9 16 14 15 14 9 9 10 10 

The decision-making 

processes that impact 

my work unit are fair. 

Agree 63 73 62 65 64 63 73 73 73 71 

Neither 21 15 21 20 20 21 16 15 15 16 

Disagree 16 12 17 16 16 16 11 11 12 13 

Outcomes are fairly 

distributed among 

members of my unit. 

Agree 61 71 59 64 61 62 71 73 70 69 

Neither 20 16 21 20 19 20 16 16 15 16 

Disagree 19 13 20 16 20 18 13 12 14 15 

I feel excluded by my 

work unit because I am 

different. 

Agree 15 15 15 16 16 15 15 14 17 15 

Neither 15 12 15 15 14 15 12 12 12 13 

Disagree 70 72 70 70 70 70 73 74 71 72 

Sexist slurs, comments, 

and/or jokes are used in 

my work unit. 

Agree 8 10 9 9 8 8 10 10 10 10 

Neither 10 9 10 10 9 9 9 10 9 9 

Disagree 82 81 82 81 82 83 81 80 81 81 

Racial slurs, comments, 

and/or jokes are used in 

my work unit. 

Agree 8 10 9 8 8 8 10 10 10 10 

Neither 9 8 9 9 8 9 8 9 8 9 

Disagree 83 82 82 83 84 83 82 81 82 81 
Margins of error range from ±1% to ±2% 

Percent of all employees 
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Table 90.  

Psychological Climate for Sexual Harassment   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Trend Year Differences 

Higher Than 2021 

 Lower Than 2021 

APF Women Men 

Women Men Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A 

Sexual harassment 

is not tolerated. 

Agree 

2021 83 90 83 83 84 82 90 90 90 88 

2018 78 84 78 77 79 76 83 85 85 84 

2016 NA NA NA NA NA NA NA NA NA NA 

Neither 

2021 12 7 12 12 12 14 7 7 7 8 

2018 15 9 14 15 13 17 9 8 8 10 

2016 NA NA NA NA NA NA NA NA NA NA 

Disagree 

2021 5 3 5 5 4 5 3 3 3 3 

2018 8 7 8 7 7 7 8 7 7 7 

2016 NA NA NA NA NA NA NA NA NA NA 

A sexual 

harassment 

complaint would 

be thoroughly 

investigated. 

Agree 

2021 69 76 69 70 70 68 77 76 76 73 

2018 67 74 68 67 68 65 75 74 75 73 

2016 NA NA NA NA NA NA NA NA NA NA 

Neither 

2021 19 14 19 19 19 20 13 14 14 17 

2018 20 13 19 20 19 22 12 14 13 15 

2016 NA NA NA NA NA NA NA NA NA NA 

Disagree 

2021 12 10 12 11 12 12 9 10 10 10 

2018 13 12 13 13 13 13 13 12 12 12 

2016 NA NA NA NA NA NA NA NA NA NA 

Actions are being 

taken to prevent 

sexual harassment. 

Agree 

2021 69 80 71 68 71 65 82 80 81 77 

2018 70 80 73 69 74 63 80 80 83 76 

2016 NA NA NA NA NA NA NA NA NA NA 

Neither 

2021 25 15 23 26 23 29 14 16 14 19 

2018 23 14 21 25 19 29 14 15 12 18 

2016 NA NA NA NA NA NA NA NA NA NA 

Disagree 

2021 6 4 6 6 6 7 4 4 5 5 

2018 7 6 6 7 7 8 6 5 5 6 

2016 NA NA NA NA NA NA NA NA NA NA 

I would feel 

comfortable 

reporting a sexual 

harassment 

complaint. 

Agree 

2021 68 77 69 67 67 69 78 77 77 75 

2018 65 74 66 64 64 66 74 74 74 73 

2016 NA NA NA NA NA NA NA NA NA NA 

Neither 

2021 16 13 16 17 16 16 13 13 13 14 

2018 19 14 18 20 19 18 14 14 14 15 

2016 NA NA NA NA NA NA NA NA NA NA 

Disagree 

2021 16 10 15 16 17 15 10 10 10 11 

2018 16 12 16 17 17 16 12 12 12 12 

2016 NA NA NA NA NA NA NA NA NA NA 
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KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Trend Year Differences 

Higher Than 2021 

 Lower Than 2021 

APF Women Men 

Women Men Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A 

Penalties against 

individuals who 

sexually harass 

others at work are 

strongly enforced. 

Agree 

2021 49 63 49 48 50 48 64 62 64 61 

2018 48 62 50 47 49 47 63 61 64 60 

2016 NA NA NA NA NA NA NA NA NA NA 

Neither 

2021 41 30 40 42 40 42 29 31 28 32 

2018 40 29 38 42 38 42 27 31 27 31 

2016 NA NA NA NA NA NA NA NA NA NA 

Disagree 

2021 10 7 10 10 11 10 7 7 8 7 

2018 12 9 12 11 13 11 10 8 9 9 

2016 NA NA NA NA NA NA NA NA NA NA 

I would be afraid 

to file a sexual 

harassment 

complaint. 

Agree 

2021 14 9 13 15 15 14 9 9 9 10 

2018 14 7 13 14 15 13 6 6 7 8 

2016 NA NA NA NA NA NA NA NA NA NA 

Neither 

2021 16 12 16 16 15 15 11 11 12 13 

2018 17 13 16 18 16 16 13 13 13 13 

2016 NA NA NA NA NA NA NA NA NA NA 

Disagree 

2021 70 79 71 69 70 71 80 80 80 77 

2018 70 80 71 68 69 71 81 80 80 79 

2016 NA NA NA NA NA NA NA NA NA NA 

It would be risky 

for me to file a 

sexual harassment 

complaint. 

Agree 

2021 13 8 12 14 14 13 7 8 8 9 

2018 15 8 15 15 16 16 8 9 8 10 

2016 NA NA NA NA NA NA NA NA NA NA 

Neither 

2021 16 13 16 16 16 17 13 12 13 15 

2018 20 16 19 21 19 21 15 16 15 17 

2016 NA NA NA NA NA NA NA NA NA NA 

Disagree 

2021 71 79 71 70 70 70 80 80 79 77 

2018 65 76 66 64 66 64 77 75 77 73 

2016 NA NA NA NA NA NA NA NA NA NA 

A sexual 

harassment 

complaint would 

not be taken 

seriously. 

Agree 

2021 11 9 11 11 10 11 8 8 8 11 

2018 12 10 13 11 12 13 10 10 10 11 

2016 NA NA NA NA NA NA NA NA NA NA 

Neither 

2021 16 11 15 15 15 17 11 11 10 13 

2018 17 11 16 17 16 18 11 11 10 12 

2016 NA NA NA NA NA NA NA NA NA NA 

Disagree 

2021 74 80 74 74 75 72 81 81 81 77 

2018 71 79 71 71 72 69 79 79 80 77 

2016 NA NA NA NA NA NA NA NA NA NA 
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KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Trend Year Differences 

Higher Than 2021 

 Lower Than 2021 

APF Women Men 

Women Men Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A Army 

Navy/

Marine 
Corps 

Air 
Force 

DoD 
A&A 

Individuals who 

sexually harass 

others get away 

with it. 

Agree 

2021 10 7 11 10 10 10 7 7 7 8 

2018 12 7 12 12 12 12 7 7 6 8 

2016 NA NA NA NA NA NA NA NA NA NA 

Neither 

2021 28 18 28 27 27 29 17 18 18 20 

2018 32 22 32 33 31 35 21 22 21 23 

2016 NA NA NA NA NA NA NA NA NA NA 

Disagree 

2021 62 74 62 62 63 61 75 75 75 72 

2018 56 71 56 55 57 54 72 70 73 69 

2016 NA NA NA NA NA NA NA NA NA NA 

Margins of error range from ±1% to ±2% 

Percent of all employees 
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Table 91.  

Satisfaction With Available Information About Reporting Unwanted Gender-Related 

Behaviors   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

Trend Year Differences 

Higher Than 2021 

 Lower Than 2021 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

Information on 

how to report a 

sexual assault 

Satisfied 

2021 73 81 78 72 76 66 85 80 82 76 

2018 78 86 83 77 81 69 89 84 87 80 

2016 83 89 87 84 87 73 91 89 91 82 

Neither 

2021 21 16 17 22 18 26 13 17 15 20 

2018 17 13 14 19 15 24 10 14 12 17 

2016 13 9 10 13 11 21 8 10 8 15 

Dissatisfied 

2021 6 3 5 6 6 8 2 3 3 4 

2018 4 2 3 4 4 7 1 2 1 4 

2016 3 1 3 3 2 6 1 1 1 3 

Information on 

how to file a 

complaint of sexual 

harassment 

Satisfied 

2021 72 80 77 70 73 65 84 78 81 75 

2018 77 85 82 76 79 68 88 83 86 79 

2016 83 89 87 83 85 73 91 88 90 82 

Neither 

2021 21 17 18 22 20 27 13 18 16 21 

2018 18 13 15 19 16 25 11 15 13 18 

2016 14 10 10 14 12 21 8 10 9 15 

Dissatisfied 

2021 7 3 5 7 7 8 2 3 3 4 

2018 5 2 3 5 5 7 2 2 2 4 

2016 4 1 3 3 3 6 1 1 1 3 

Information on 

how to file a 

complaint of 

gender 

discrimination 

Satisfied 

2021 68 78 72 66 67 62 83 77 78 74 

2018 73 83 78 71 74 66 86 80 84 78 

2016 79 87 83 79 80 71 89 86 88 81 

Neither 

2021 23 18 20 25 22 28 15 20 18 22 

2018 20 15 17 21 19 25 12 17 14 18 

2016 15 11 12 16 14 21 9 11 10 16 

Dissatisfied 

2021 9 4 8 10 11 10 3 4 4 5 

2018 7 3 5 8 7 9 2 3 2 4 

2016 6 2 5 5 6 8 2 2 2 3 

Margins of error range from ±1% to ±2% 

Percent of all employees 
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Table 92.  

Joined DoD Civilian Workplace During COVID-19   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

Joined during COVID-

19 

Marked 12 9 12 11 13 10 10 8 10 8 

Not marked 88 91 88 89 87 90 90 92 90 92 
Margins of error do not exceed ±1% 

Percent of all employees 
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Table 93.  

Changes in the DoD Civilian Workplace During COVID-19   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

Telework or remote 

work arrangements 

Increased since 

COVID-19 
74 69 70 78 74 76 67 73 65 72 

About the same 

as before 

COVID-19 

20 26 23 17 20 19 27 22 29 23 

Decreased since 

COVID-19 
6 5 8 5 7 6 6 5 6 5 

Virtual synchronous 

interactions with 

coworkers and leaders 

Increased since 

COVID-19 
72 67 71 74 71 73 68 69 62 66 

About the same 

as before 

COVID-19 

23 29 24 21 23 22 28 27 33 28 

Decreased since 

COVID-19 
5 4 6 4 6 5 4 4 5 5 

Your work hours 

Increased since 

COVID-19 
20 18 18 21 19 22 16 18 16 21 

About the same 

as before 

COVID-19 

78 80 80 77 80 76 82 79 82 77 

Decreased since 

COVID-19 
2 2 2 2 1 2 2 2 2 2 

Your use of leave 

Increased since 

COVID-19 
17 17 18 15 16 17 17 17 18 16 

About the same 

as before 

COVID-19 

60 68 61 58 62 60 69 66 68 67 

Decreased since 

COVID-19 
23 15 20 27 22 24 14 17 14 17 

Number of days 

physically in the office 

Increased since 

COVID-19 
5 5 5 5 5 5 5 5 5 5 

About the same 

as before 

COVID-19 

41 51 47 35 45 34 54 49 57 41 

Decreased since 

COVID-19 
54 44 48 60 50 61 41 46 38 54 
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KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

In-person interactions 

with coworkers and 

leaders 

Increased since 

COVID-19 
4 3 4 3 4 4 3 3 3 3 

About the same 

as before 

COVID-19 

30 37 34 27 33 25 39 35 41 30 

Decreased since 

COVID-19 
66 60 62 70 63 71 58 62 56 67 

Margins of error range from ±1% to ±2% 

Percent of employees who were DoD civilian employees prior to COVID-19 



Appendix C:  Appropriated Fund Civilian Employee Data Tables OPA 
 

Appendix C:  Appropriated Fund Civilian Employee Data Tables 67 
 

Table 94.  

Changes in Workplace Experiences During COVID-19   

KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

Your ability to complete 

your work 

Better since 

COVID-19 
22 14 20 24 20 24 13 14 11 19 

About the same 

as before 

COVID-19 

68 73 71 66 71 66 75 72 74 69 

Worse since 

COVID-19 
10 14 10 10 9 10 12 14 15 13 

Your relationship with 

your immediate 

supervisor 

Better since 

COVID-19 
10 8 9 10 9 11 7 8 7 9 

About the same 

as before 

COVID-19 

81 83 81 80 80 80 84 84 83 82 

Worse since 

COVID-19 
10 9 10 10 10 9 9 8 10 9 

Your relationship with 

your coworkers 

Better since 

COVID-19 
7 5 7 8 7 8 5 5 5 7 

About the same 

as before 

COVID-19 

80 82 81 79 81 80 83 83 82 81 

Worse since 

COVID-19 
12 12 11 13 13 12 12 12 13 13 

Your opportunities 

Better since 

COVID-19 
5 3 5 6 4 6 3 3 2 4 

About the same 

as before 

COVID-19 

79 79 78 78 81 80 79 79 79 77 

Worse since 

COVID-19 
16 18 17 16 15 14 18 17 19 18 

The overall gender 

relations in your work 

unit 

Better since 

COVID-19 
4 3 4 4 3 4 3 2 3 5 

About the same 

as before 

COVID-19 

93 95 93 93 93 93 95 95 94 93 

Worse since 

COVID-19 
3 2 3 3 4 3 2 2 3 2 
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KEY: 

Within Year Group Differences 

 Higher Response  

 Lower Response 

APF Women Men 

Women Men Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A Army 

Navy/
Marine 

Corps 

Air 

Force 

DoD 

A&A 

Your treatment based 

on your gender 

Better since 

COVID-19 
2 1 3 3 2 2 1 1 1 2 

About the same 

as before 

COVID-19 

94 93 94 93 94 94 93 93 92 92 

Worse since 

COVID-19 
4 6 4 4 4 3 5 6 6 6 

Margins of error range from ±1% to ±2% 

Percent of employees who were DoD civilian employees prior to COVID-19 
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