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At a time when traditional concepts regarding the role of women in society are
coming increasingly under close scrutiny, it is most appropriate for the Navy to
reexamine the opportunities it offers to women in uniform. The following article
analyzes both the roles women line officers theoretically play in today’s Navy and
the actual positions they now hold down. Finally, a wide range of policy options is
presented, any one of which might serve as a basis for future participation by women
line officers in the Navy.

THE RESTRICTED
UNRESTRICTED LINE OFFICER:
THE STATUS OF THE NAVY’S WOMAN LINE OFFICER

An article

by
Licutenant Commander Beth IF. Coye, U.S. Navy

Introduction. Within the pasl year
the US. Navy as mn institution hias heen
effecting wide-ranging innovalions in its
personnel policies, moving Loward the
goat of “humanizing” the organization
in accord with changing moderen socielal
values and needs. While these changes
are. meeling the needs ol the greater
Naval Eatablishment, Lhe question of
their mecting the needs of its distafl
personnel is another matter. 11 would
appear that few current policy changes
relflect cither an understanding or an
appreciation al the gathering momen-
lnm  the women’s movement has
achicved in our country over the last
decade,

Socicly i general is atlempling to
understand and resolve the dissonances
between  the feminine ideal as tradi-
Lionally understoad and the role reality
ol the American woman in the working

environmenl. Navy personnel generally
however, have disinissed this new move-
ment as ridicnlous or amusing, believing
thal the Navy is immune to implications
of, and can therefore remain alool from,
the resurgent feminine movement. The
hasis for such a hypothesis is ques-
tionable, however, amd the need for
Nayy managemenl o be more respon-
sivee Lo the changing image for the
American woman s manilest Lo this
wriler.

During the ensning decades, the ULS,
Navy will face many stresses and strains
generaled by national securily require-
menls, budgelary  constraints, und  the
American public’s atlitudes regarding
the proper role for the United Stales in
the world. Public attitudes will have a
hearing on our personnel standards by
having a considerable influence in the
Navy’s ability Lo attract and relain
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quality personnel. A baosic assumption
undeelying the discussion in this article
is that women do play an integral role in
the overall personnel requiremenls of
the U.S, Navy,

Present Navy policics and allitudes
of the majoritly of oflicers lean Loward
supporl of a traditional viewpoint of
woman’s role. Any moves loward
changing this situalion wonld only have
the supporl of a minorily, most of
whom would be junior officers. There is
an analogy here: In the leminist move-
menl of today, the women who mosl
feel the need for reform are powerless
Lo achieve il, and the women mosl able
to work [or such reform arc slow lo
recognize Lhal limes have changed. In a
highly strnetured organization sach as
the Navy, the juniors, who most feel the
need lor new policy criteria and guide-
lines, are helpless to enact them; while
their seniors, who arc in a posilion lo
work for new policics, either do not
nced them themselves or lail o recog:
nize or appreciate Lhe desires and goals
of their juniors,

In order best Lo utilize its manpower,
or womanpower in this inslance, the
author argues in this article® the need Lo
reevaluate the carcer development and
roles of women nayal ollicers,

Background. tlislorically the woman
line officer has been assigned o her
traditional liclds of administration and
communicalions and has found lictle
suceess in bridging into other occupa-
Lional specialtics. IMigure 1 provides a
comparison of the number of women
assigned Lo nine oceupalional groupings
and also o comparison ol the relative
pereentage of change thal has tlaken
place belween these groupings in Lhe
past 5 years. AL [irst observation, figure
| veveals the heavy concentralion of

*This article is an edited version of a more
comprehensive research eflorl eonducted by
lhe author tilled “The Fulure of ihe Re-
siricted Unrestricled Line Officer.”

women offlicers in the general oceupa-
tional grouping of administration, and
engineering and mainlenance. When one
(urther examines the billel stenelure in
engineering and maintenance, one finds
that 98 percent ol these billets are in
the field of communications. Thus, we
see that the woman olficer conlinues Lo
be assigned to her traditional role in the
liclds of administration® and conmnni-
cations.

In comparing the relalive changes
that have taken place belween  the
groupings in the past 5 years, one is
strnck by the reduction in the number
of women assigned Lo supply (4 Lo |
peeeent), scienlilie (0 o 2 percent), and
inlelligence (5.5 Lo 2 percenl) group-
ings, and the gains made by both the
administrative (74 1o 76 percenl) and
communicalions (9 to 15 percenl)
groupings.

From the above diseussion and inlor-
mation gained through personal inler-
views wilh women oflicers, the follow-
ing general observations and Lrends in
women officer ulilizalion are apparent:

® While today’s mililary persounel
requirements have established the need
for specialists, present policies theoreli-
cally encourage generalist carcer pal-
terns and discomrage specialists. On Lhe
other hand, the practice ol channeling
women into administration has had the
elfeet of making them into specialists in
administration.

® Carcer patlern models for  Lhe
woman subspecialist do nol exist. The
majority ol loday’s serior women con-
sider themselves as managers and gencral
line officers, while al Lhe women’s
midcarcer and junior officer levels a

*In the general flield of administration,
four-fifths of the billets assigned are in arcas
of peneral administralion, training administra-
tion, and manpower and personnel adminis-
tration, For amplificalion and further break.
down, see appendix L For a distribulion ol
these sume women hy lields used in the
Manual of Navy Officer Distribulion, sce
appendix 11,
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Fig. 1T—Comparison of Women Line Officer Dismibution
Sources: 1966 DACOWITS Report on Utilizatson of Women, and Bupers Computer PRINTOUT dated 29 April 1971,

Note: Career frequency percentages were devived from data on tha Officer Oata Cards (ODC's) of women officers on active duty as of 29
April 1971, In the case ef wome women officers, tha ODC reflectad duty stations back to 1949. (The ODC rachrds up 10 seven duty STations,
exciuding temporary duty, temporary sdditional duty, and duty stations at which the individusl served less than S months.
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trend is developing loward specinliza-
tion and subspecialization along similar
lincs as male line officer programs,
These women have no carcer develop-
ment patlerns Lo Tollow, unless those ol
the male subspecialists are used. Llow-
ever, such an avenue is nol praclical as
the carcer development palterns for the
male unrestricled line offlicer (URLO)
subspecialisls do nol parlicularly lend
themselves Lo a completely “dry”™ line
officer,

® In terms of billet grade versus
offlicer grade, women line officers in the
senior grades arc underutilized. Based
upen a Bureau ol Naval Personnel print-
out of 16 April 1971, 22 pereent of the
caplains, 27 pereent of Lhe comman-
ders, and 17 pereent of the licutenant
comminders arc in billels which are a
grade or more below their officer grade.

® As is lue in Lhe civilian profes
sions, new oppockanilics acc opening up
for women in the Navy in arcas herelo-
fore closed to them; e.g., in recenl years
women line officers have been students
in the professional courses al the Nayal
War College and the Arined Forees Stafl
College. Also, in 1970 Lhe first woman
was assigned as commanding olficer of a
command, Lthe primary nission of which
was other than the administration of
womcn.

The Restricted Unrestricted Line Of-
ficer, The image of the woman un-
restricted line officer in the U8, Navy is
that of a woman naval officer rather
than a line officer and, as such, she is
treated as a part of a corps—the “Wave
Corps.” There are numcrons reasons lor
this situation, the liest of whicl is that
she s in a male-dominated profession,”
Her salicnt Leature inevitably is her sex,
Sccond, as we have seen, Lthe women are

*There are approximately 2,790 women
officers on aclive duty out of a total of
74,992 officers. (Source: NAVPERS 156758,
Nuvy and Marine Corps Military Personnel
Statisties, 31 July 1971.)

in large measure a corps by vietue ol the
job [unctiong they pecform, 1listori-
cally, the hillels Lhey have oeccupied,
while designated unrestricted line offi-
cer billets, are Lor the mosl parl admin-
stralive in nature. And third, the un-
restricled line officer designalors con-
nole sea duLy, command al sca, and
(lying status. Title 10, U.5. Code slules
that women shall not be assigned Lo
duly i aircrall eungaged m combal
missions or aboard naval vessels cxeepl
hiospital ships and naval lransporls.

Under the present delinition of the
unrestricled line officer, women simply
cannot be considered unrestricted line
officers. ‘l'he  generally  accepled  ra-
tionale Lor a narrow selection of fields
made available o the women line olfi-
cers is Lhal women should largely be
used i female-type work, and they
should not deprive a male line officer of
solid, firstline billets ashore, Besides,
conlinues Lthe rationale, the mylhs con-
cerning  Lheir  intelleclual, emolional,
and  physiological  characleristics  un-
doubtedly lave some  Lruths  behind
them. Personnel policics reflecling a
quasi-corps slalus for the women line
olficers as an officer econmmunily in-
clude:

® geparale reeruilment and lraining,

& separate delailing,

® scparale quasi-chain of command
for the administration of women
(Women’s Representative/Assistant (or
Women/Assistant Chiel of Naval Per-
sounel for Women},

® scparate  laws  which apply Lo
women, precluding them from competi-
tion with the male line officer (or
promotion,

® conlincment ol career palterns Lo
largely nontechnical fields of the un-
restricted line officer program.®

*If women line officers are imagined as a
corps or a scparate officer cominunity and
nol line oflficers, Lhen existing personnel poli-
cies cannot he considered diseriminatory,
exeepl for lhe reslrielion on subspeeialty
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As in many ol the prolessions, the
woman line oflieer’s carcer status diflers
from that of her male contemporary,
She  wepresents  the  combination  of
woman, proflessional, and restricled un-
restricted line olficer, These role ap-
biguities complicate her professional lile
ag she finds hersell dealing with subtle-
liecs and biases, similar lo those sur-
rounding the woman prolessional gen-
erally. Her prolessional  enviconment
includea channelization ol billels (dis-
cusked above) as well as conservalive
teadership,  minority  attribules,  the
paternalistic attitude of male officers,
andl status ambipuily,

In the pasl there has heen a Lendency
among  women  policymakers in the
Wave program Lo reacl rather than Lo
initiate new programs for women in the
Navy. There are good reasons Tor this
conscrvalive approach which has heen
tuken by the Wave leadership. Notwith-
standing ils continucd exislence sinee
1942, the Wave organization has always
had an impermanence unto isell, Until
1967 there were legal barriers which
would support this conlention, The
Navy has always been proud of its
women, bul at the same time they have
long been viewed in the context of a
wartime phenomenon rather than as a
permanent component. This siluation
hus bred a conservalive slyle leadership
in lhe Waves—Llo guard againsl Lheir
dissolution, especially in Limes ol per
sonnel reduclions,

According Lo sociclal norms, leader-
ship must be aggressive il it is 1o enjoy
success, However, socicly’s image of
femininity and leminine Lrails fails lo
allow a waman Lo be both feminine and
aggressive. [U is Lhis dilemma ol exer-
cising leadership, bul in a feminine
tanner, thal has been a contributory
factor Lo the conservative views and low

career palterns, Also, if the function of lhe
community is seen as being generally limited
1o providing essenlial adminisiralive services,
then they must be fully salislied with their
present stadus,

Y'S WOMAN LINE OFIFICERS 57

profile assumed by senior women offi-
[HE N

The thied major element in the pro-
(essional milicu of the woman line
officer is the psychological attributes of
minority status; this  includes sell-
rejection as well as an identification of
survival with the prosperity of the ma-
jority. Personal  observalion  sugpests
that women officers generally have re-
jected themselves as women ollicers and
as a sepavale officer community. They
have created and eling o the my th that
they are integrated into the Navy. This
phenomenon continues despite separate-
ness as manilested in official policies
and, perhaps as importantly, in the eyes
ol the male oflicers,

The paternalistic atlitude of the male
oflicer is very oflen akin to what
Caroline Bird refers 1o as “new mascu-
linism. ™" This view holds Ual it is all
right [or the women to do their thing, as
long as il does nol impose upon the
mabe and his role/stalus, As long as this
allitude is prevalent, the female line
olficer who is given the opporlunily Lo
il a flirstline unrestricled line officer
hillet ashore will be the exeeplion Lo the
rule. To the view ol the new masculinist
“women could be administralive offi-
cers, communications olficers, and even
compuler programers, but they are nol
tqualificd to occupy key OpNav or CNM
(Chiel' of Naval Mulerial) line olficer
hillets,” The notion scems Lo persist
within  the military that women are
nolhing it delcetive men. In the words
ol General Hershey, “There is no ques-
tion but that women could do a lot of
things in Lhe military service. So could
men in wheelehairs, Bul you couldn’l
expect the services Lo wanl a whole
company of people in wheelchairs,”

Policy Options. llaving oullined the
principal difficultics which current Navy
policy would scem Lo engender for
substantial portions ol hoth loday’s and
tomorrow’s women officers, we will
now discuss  several policy options

Published by U.S. Naval War College Digital Commons, 1972



Naval War Colleﬁ Review, Vol. 25 [1972], No. 3, Art. 6

58 NAVAL WAR COLLEG

which might be considered appropriale
for the lulurc management ol women
officers. The oplions presented below
are oflered within the general (rame-
work of ou-going changes in the overall
line officer program and in a time (rame
encompassing the decade ol the scven-
Lics. Also included are discussions ol the
philosophical bascs and the pros and
consg as seen by the author lor each ol
the policies.? 'I'he options have been
developed wilthoul extensive analysis of
the needs of the Navy, incinding billets
available or critical shortages of officers,
Rather, it would appear that a clarilica-
tion of the philosophical assumptions
regarding the stalus of women officers
in the future musl necessarily be under-
taken belore  appropriate Navy-wide
programs can be developed. The guide-
lines for the women in the Navy in the
1970’ must be scl in tune with the
social changes that will take place dur-
ing the decade. Navy managers musl
address themselves to Lhe changing role
ol the American woman il they ave to
attract and retain talented women in the
[ulure.

Policy #1: Continuation of the
Present Policy. The basic assumplions of
the Lraditionalist, relalive Lo woman’s
role in socicty, would be applied to Lhe
woman line officer community: Women
are different and, by and large, they
lack the necessary talent, skills, and
psychological traits o clfectively deal
with line funetions of a military organi-
zation, Their special talents in inter-
personal relations, however, ean be put
to produclive use in the role ol per
sonnel  and  administrative  ollicers,
Women’s “dilferences™ absolutely pre-
clude them [rom serving in a combal
environment  and, therelore, their
numher must necessarily be controlled.

i this policy were adopted, present
Navy policies with respect Lo the female
line officer would continue. In cssenee,
the Nayy would take a different-but-
cqual rights (nol opportunitics) posilion

REVIEW

relative to its women’s programs. The
women would have most of the trap-
piugs of a scparalc communily and
would be considered by the majority of
male officers as the “Wave Corps.”
Since 1967 therc has been a quicl
movement  within  the Navy toward
cqual rights for the women; ¢.g., in Lhe
arcas of cqual benelits, including depen-
dent eare, BAQ, et celera. This would
conlinne, liqual opportuuily in the
arcas of command opportunily, scrvice
school scleclion, and flag seleclion
would continue lo be limited. There
would be no specific billets assigned to
women officers exeept those relating to
the administration of womnen.

Pros and Cons of Policy #1.

Pros: (1) The tradiions and personal
values of the Navy’s ollicer corps in
general would tend Lo engender ready
acceplance of the continuation of the
presenl status of women in the Navy,
I'rom personal observations and discus-
sions with officers, both men and
women, there ig a high degree ol sup-
port for traditional valucs conecrning
women in the officer corps. A male-
dominated proflession, the Navy is rela-
tively comfortable with the existing
slulus quo policice,

(2) Maintenanee ol the slatus quo
is perhaps the easiest course Lo [ollow,
The Nayy is almost cntirely a male
profession, and as Cynthia Epatein
wriles: “I'ie more nearly a profession is
made up entirely ol members of one
sex, the less likely it is that it will
change ils sex composition in the future
and the more alfected will be the
performanee of those who are nol of
that sex,”®

(A conlinuation of the low-
jrofile approach would it in not only
with the conservalism ol the institution
and its male members, bul also very
probably with the personal philosophy
ol the majority of women oflicers now
gerving. Women in the Navy already
possess  signilicant  opporlunilies  in
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relalion lo most of their civilian coun-
terparts, particularly in regard Lo educa-
tional development, salary, and execu-
tive stalus. Therelore the Navy, over the
short term, will probably be under less
pressure fror women Lo relorm and can
alford o pursue a policy of “wail and
see,”

Cons: (1) In light of conlemporary so-
ciclal and institutional {Navy) changes,
maintenance ol the stalns quo is open
lo serious question, If women are truly
line oflicers, the status quo fails lo
provide equal command opportunity
and career progression in other than
adminislralive positions,

() A major disadvanlage of Lhe
stalus quo lies in the issue ol carcer
progression. There are no carcer pat-
terns for women ollicers who desire lo
waork oulside Lthe general arca ol admin-
istration, An individual woman ofiicer
has no one o emulate, and her goals are
often limited o achieving the next
grade level, This situalion is psychologi-
cally unhcalthy for the lalented and
carcer-oricited young olficer.

Policy #2: Dilferent, but Equal,
Opportunity. This policy is based on the
philosophical premise that women are
different, but they should have equal
opporlunity in addition to the equal
rights. The administration ol women
would essentially  remain as QL is--
sepatate delailing, separale promoltion,
and a separale quasi-chain of command
from the Women's Represenlative to the
Dircelor ol the Waves. ‘This policy
would strive, nol lor equality of the
sexes, bul rather for the equality of
opportunily for women in the Shore
Establishment. This includes talents as
managers, planners, cducalors, scien-
Lists, and Lechnicians, 11 would go be-
yond loday’s concept of the women
oflicers’ usable talents as munifested in
the present billeting system,

This policy could have one of three
variaces i regard o personnel control:

Policy 2a. Women officers
would continue to be carried in
the 1100 designator.

Policy 2h. Women officers
would all be carried in one
oflicer designator, as Re-
stricted Line Officers.

Policy 2¢. Women officers
would Dbe  carried as  Un-
restricted bine Officers, but in
their  own  unrestrieted  line
designator {c.g., 1200).*

Through support lrom lop manage-
ment, the raison d'etre of women in Lthe
Navy would be clarificd and programs
instituted Lo cducate both men and
women as Lo the role of women in the
Navy. ‘The role would be that derived
from the neotraditionalistCs philosophy:
Women are different but should be
given equal opportunily to contribule.
Through pullic relations, women would
Le: given suitable visibility, thereby in-
creasing awareness within the American
publie of women's role in the Navy.

To implement the goal ol equal
opportunily, several personnel changes
would be necessary. The major change
would be the formulation ol viable
carcer development flow pallerns for
female officers up Lo and including the
rank of admiral, These would include
equal  opportanily  lor  postgraduale
education and training, scrvice schools,
and comnmand. Carcer development [ow
pallerns would be structured according
Lo their sex; Le., polentials, limitalions,
and personality. Just as lokenism {or
the Blacks has been rejected by the
Navy, 9o il nmst be for the wonen.

Pros and Cons of Policy #2.
Pras: (1) The time is right (or change
regarding the status of women in the
Navy as well as in other institutions.

*The new specially designators of the
1100 officer (111, 1120, et ectera) in elfect
have provided 1he woman line officer her own
[DRLO designalor: i.e., only women officers
and male ofTicers without warfare qualifica-
lion will hald the 1100 designator.
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There is a general relaxation of status
definition in times of social change.

(2) Through clarilication of 1he
womant’s role i the Navy of Lhe seven-
ics and cighlics, much of the role
ambiguily which women presently ex-
pevience would be dispelled.

(3) There is some cvidence that
the female personalily, under present
socializalion condilions in the Uniled
States, would Dbesl be served through a
different-but-cqual opportunity policy,
particularly  within  an  organization
which is so exlreme in ils male orienta-
tion.*

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

{5) Women line officers would be
allowed more than onc route Lo the
senior ranks. The past practice of ehan-
neling the majority of women inlo one
or Iwo occupalional groupings would he
miligaled,

Cons: (1) Women haye proven (heir
usclulness as administrators, and the
Navy may well need them as a con-
tinuity base in administration. ln gen-
cral, the male olficer docs nol particu-
larly care for these kinds of billets, 1
the number of women olficers remains
stable while some are allowed to slray
farther away from administration and
into speeialization in other ficlds, this
will deprive Lhe Navy ol some porlion
of its talented personnel administrators,
For example, of the unrestricted line
officer billets ashore, 28 percent ol the
personnel officers and over 50 percent
ol the educalional services oflicers are
women,

{2) Promotion  procedures  may
become more difficult as the woman
olficer communily becomes less homo-
geneous ws a group, In the distant
luture, particularly with pelicy 2e, the
worman unrvestricted line officer would
probably have Lo be considered in direct
competition with the men lTor promo-
Lion purposes,

Policy #3: Equality of the Sexes,
The Dbasic assumptions in this policy
would support the egalitarian view Lhal
women should be cmancipated in loto
and be able Lo parlicipate Tully in
whatever lifestyle they so choose, The
moderale egalitarian would opl for com-
plete integration of women olficers into
the Shore Establishmenl wilthin a rea-
sonable period ol time, No longer would
there be separation and differenlialion
in philosophy about the sex toles. The
more extreme egalitarian would supporl
complele integralion of women into the
scagoing as well as dry Navy, even if this
could only be accomplished sometime
in the future.

1 this policy were adopled, major
changes wonld oceur. Women would be
assigned ashore throughoul the majority
ol the officer communitics, Over a
phased period of time, policies, pro-
grams, and laws perlaining Lo women as
a sex would be abolished, including
nwumbers, tecruilment, lraining, de-
tailing, promolion, and the quasi-chain
of eommand. The office of the Assistant
Chiel of Naval Persounel for Women
(the “Dircetor of the Waves™y would
eventually become an anachronistic con-
cepl. There would be equal opportunitly
for women o serve in the Shore Estab-
lishment, including command oppor-
tunily, educational experiences, and
management posilions. Men would very
likely have to be given Lhe opportunily
ol a carcer pattern equal lo the woman
unrestricted line ollicer; i.¢., o serve
only ashore. In an extreme cgalilarian
approach Lo this aption, women would
be considered eligible Tor sea duty and
[lying status.

Action required under this policy
would inelude:

® clarilying the raison d'etre ol
women line ollicers;

o [ormulating career development
flow patlerns for women line ollicers as
nonspecialists and - specialists.  Middle
and advanced careers should include the
possibilily for command and the oppor-
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tunities for educabtion afforded the male
line officers. Promotional opportunity
for those qualified for flag vank should
be assured;

® reslating the definition of an un-
restricled line officer;

® opeuing up restricted line desig-
miators Lo women officers and designing
carcer development How patlerns for
them;

® reevalualing the recraitment and
training ol women officers e light of
their changed role;

® In the more extreme approach,
wamen would be permitied to serve
aboard ship as 110 olficers and 1o pilot
airplanes as 1310 officers. An extensive
planning cfforl 1o lacilitate this program
would be required.

Pros and Cons of Policy #3.

Pros: (1) This policy thearetically rep-
resenls Lhe best utilization of women as
human resources—their skills and talents
would be channeled into many olficer
designators. The Navy would be able to
reeenit and  utilize women ol widely
varicd  backgrounds and abililies, Sex
stereolyping of billels wounld eventually
be eliminated,

(2} It would be in general agree-
ment with the Chiel of Naval Opera-
tions” goal of humanizing the Navy.
Women wouhl be treated as eqnals,

(3Yy It would put the Navy in the
(orelront of giving women more equal
trecatment and would  reflect recvalu-
ation by the Navy of the role and status
of women., As Senator Birch Bayh has
said: “Now is the time to stop pre-
tending that we are in lavor of women,
widows ad children and 1o actually
give them equal treabment,™

(B It would alleviate a dissatisluc-
tion amaong some of the younger women
alficers regarding  unequal  treatment
anel uneqpual opportunily.

Cons: (1) A wel/dry Navy is nat in line
wilh present thinking; a wixture of the
two is the preferred oflicer produoet.

(2) The institulion s very
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probably not ready lor such a major
shift in policy. Just as American cultural
norms have nol yel progressed lo the
egalilarian, so  loo  the inslitulional
norms have not changed sufficiently to
move  forward  beyond  different-but-
equal  opporlunity, Custom  and  tra-
dition are the obstacles 1o movement
toward cequnality rather than the abilities

ol women,

(3) There would be real concern
as o whether American women are
psychologically ready for such a policy.
A signilicant  attitude change in the
women in the Navy and  American
women i general would be necessary.
This includes the issue of femininily and
its reluted consequences and cifecls on
the individual.

(1) There are many, perhaps o
majorily, who believe that women need
protective, diseriminatory  mechanisms,
The same rationale that has kept the
FEqual Rights Amendment from being
law applies o discouraging this option.
An environment ol males and lemales
competing for promotion would most
probably work to the disudvanlage of
the women because ol Ltheir lack of
exprricnee al se.

Conclusions and Recommendalions.
Just as we are sceing in society  the
rimnblings ol women  expressing  dis-
conleal with their position in the work-
ing world, evaluation of data derived
from personal jnterviews with women
line officers suggests thal some ol the
women in the Navy are dissalisfied.
They are asking, “Why should we con-
Linne Lo be separale?” “Why are we not
diffused  throughout the Shore Estah-
lishment in fact rather than in theory?”
“Why mmst we overcome these subtle
barriers to success as individuals rather
than as a group?”

By the sume wken, it would appear
that since the 1967 legislation regarding
women officers,® women olficers more
readdily  aceepl their status and  have
convineed  themselves of equal oppor-
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tunities. This observation should be
tempered with an appreciation that any
woman officer is extremely hesitant to
speak up on the subject of so-called
discriminatory practices, The reasons
behind this hesitancy are complex and
involve a realization that as a member of
a minority grouping, the woman officer
has no firm position in the bureaucracy
through which she can realize her long-
term goals. The limitation of her own
self-fulfillment image, the ad hoc nature
of the Wave orgunization, her relatively
conservative lifestyle, the socialization
process itself by which she has been
indoctrinated to accept the obstacles for
women in any career, and lastly, the
adverse impact which her vocal criticism
would have upon her career have all
added to a reluctance to voice her
opinion.

The present group of aclive-duty
women officers have, in their numbers,
representatives of several viewpoints—
traditional, neotraditional, and egali-
tarian—regarding the role of women in
society, Navy policies tend to support
the traditional view and in the long term
have appealed to women of this same
viewpoint. Yel it is very unlikely, in the
coming decade of rising expectations
among American women, that the or-
ganization can continue lo accommo-
date women who hold such a variety of
viewpoints. The Navy is overdue for a
reappraisal of policies relative to its
women’s programs,

From the outset this article has been
conceived as but the first step in a
continuing long-range program. Never-
theless, the knowledge and experience
acquired from this preliminary research
effort has led the author to propose the
following:

That a study be initiated—under the
sponsorship of the Burean of Naval
Personnel and with the involvement and
support of the Office of the Chief of
Naval Operations—with the expressed
goal of rccommending Navy policy re-

arding the utilization of both women

officers and enlisted women. Objectives
of the study should include:

(1) Reformulation of the raison
d’etre of women in the Navy in light of
recent changes both in society and in
the Navy.

(2) Delineation  of the philosophic
base from which the Navy’s program for
women should be developed. Such a
statement should ensure a minimum of
inconsistencies in policies relating to
women; ¢.g., is the goal equality of the
sexes or equality of opportunity,

(3) Establishment of puidelines and
criteria for the future of the women
officers and enlisted women including
objectives of the program, ie., deflini-
tion of the tole of women in the
oryanization,

(4) Projection of viable carcer pal-
terns for women officers, as well as for
the enlisted women.

(5) Recommendation of specific ac-
tions regarding the publicity of the
women’s programs, including respon-
sibilities therefor.
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(0) Determination of the cost effee-
liveneas of the programs in the Navy
pertaining to women in relation Lo
similar programs oftcred o men. It

could be argued that in these times of

budgelary reslraints, uxpnn(lutl/changud
ulilization of women in the Navy can
only be effecled by substantive proof of
its cosl ellecliveness and not by the
shibbolcLh of “cqual opportunity.”

No policy decisions should be made
concerning Lhe future carcer patierns of
women line officers without an in-depth
examination of all possible oplions,

the mdividual officer and women offi-
cers as a group, in addition Lo the needs
ol the service. Planners should clearly
articulale the basic assumplions from
which they procecd in order o assure
the best utiization of women olficers in
the coming decades.

Obviously all the foregoing remarks
coneerning the Wave program musl be
construed i the context of the overall
personnel strueture and requirements of
the Navy. Both interim and long-range
policy planning need Lo be inslituled to
determine woman’s role in the Navy of

incorporating discussion of the needs of — Lhe fulure,

FOOTNOTES

1. Caroline Bird, Born Female, the Iligh Cost of Keaping Women Down (New York: MeKay,
1968), p. LGD,

2. In the basie study there is discussion of Lhe philosophical base, description of cach policy,
action required, and the advantages and disadvantages of cach poliey,

3. Cynthia Epstein, Woman'’s Place, Options and Limits in Professional Careers (New York:
McKay, 19068), p. 86.

4, The [lindings of psyechologist Malinag lorner suggest that achievement motivalion in
women is much more complex than the same drive in men. For inslance, a bright girl is eaughl in
a double bind, She worries not anly ahout failure, but also ahoui success, equaling inlellectual
achievement with loss of femininity.

5, Senalar Birch Bayh, “Controversy over the Equal Ilights far Women Amendnrent, Fro
and Con,” Congressional Digest, January 1971,

6. Carecr opportunities for women officers of the armed services took a greal leap forward
in 1967 us the resull of extensive cangressional revamping of the women officer strueture. More
women may now be promoted lo seniar grades, with the atlainment of flag and general rank
aulhorized,

...But, hetween our HNation's Capital and the state of
California, there are vast numbers of people and many, many
places that remain relatively untouched by these new ideas of
what women can and want to do.

The Honorable James E. Johnson, Asst. Secretary of
the Navy for Manpower and Reserve Affairs
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Admin, General
Training Admin
Manpower
Comp and Fiscal
Data Processing
Pictorial
Information
Police

Safaty

Inspector General
Medical

Other

Career

336 (26%)
192 {15%)
508 {40%)
9 (2/3%)
B0 (6%)
4 (1/3%)
104 (8%)
18 {1%)
0
0
0
38 {3%)

APPENDIX |
BREAKDOWN OF ADMINISTRATOR GROUP
1966 1971
96 (28%) 112 {26%)
20 {6%) 62 (15%)
127 (36%) 155 {36%)
17 (5%) 2{1/2%)
30 (9%) 33 (8%)

1 {1/2%} 1{1/2%]}
48 {14%) 45 (10%)
4 {1%) 4 (1%}

0 0

0 0

0 0

1(1/2%) 12 (3%)
344 (100%) 426 (100%)

Based on

Source: 1966 DACOWITS Report on Utilization of Women, and BuPers

Computer Printout dated 29 April 1971.

APPENDIX 1

1289 {100%)

DISTRIBUTION OF WOMEN LINE OFFICERS BY FIELDS

Field

Medical and Dental
Supply and Fiscal
Sciences and Services

Personnel

Facilities Engineering
Electrical Engineering
Weapons Engineering
Naval Engineering

Aviation

Naval Operations

Number of Billets

1971 Career

0 1

2 14
148 425
248 807
0 1

0 0

0 2

1 1
16 41
148 6546

% by Field
1971 Carear
0 .05
3 B
26.3 23
44 44
0 .05
0 0
0 A
.2 .05
2.9 2
26.3 30

Source: Bureau of Naval Personnel Computer Printout of 29 April 1971,
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