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SEXISM

LESSON OBJECTIVES
LEVEL
MEASURE 

A. Define sexism and explain how it develops
Knowledge
Written

B. Discuss Dr Allport’s levels of intensity as they pertain to sexism
Comprehension
Written

C. Discuss the influences that allow sexism to continue
Comprehension
Written

D. Discuss sexism examples as they relate to Dr Terry’s Control Diamond
Comprehension
Written

E. Discuss the Women's Armed Service Integration Act and current DoD policy for women in the military
Comprehension
Written

F. Analyze factors that impact the full integration of women in the military
Comprehension
Written

G. Discuss strategies to prevent and/or eliminate sexism in the military
Knowledge
Written

H. Explore the impact of sexism
Application
ISDE

SUPPORT MATERIAL AND GUIDANCE

Lesson Focus

Gain understanding of the concept of sexism and factors contributing to sexism.  Be able to recall key terms associated with sexism.  Determine how sexism develops, and why we look at differences in gender the way we do.  Interpret factors that maintain sexism and subtle forms of it.  Be able to detail the current sexism issues of women in the military.  Understand that the focus should be primarily on the problems women face in gaining equal footing and opportunities in the services as compared to the male population.  Also, be able to discuss potential EO issues related to this topic group.  Understand the importance of objectivity, fairness, openness, and avoidance of a personal agenda in the job of an EOA.  Remember, it is important for an EOA to have some skepticism and to approach problems with empathy rather than sympathy.  Determine the impact of sexism in the military, and strategies for combating sexism.
Student Contributions

Ensure the required reading (RR) “Women in the Military” is accomplished prior to lesson.  Take notes and ask questions to clarify information covered in the RR and lecture.  Demonstrate understanding of the material taught through participation in practical exercises conducted in the small group environment.

Student Instructional Material

Notetaking Guide

Required Reading - Women in the Military, pages 1-17

“He Works - She Works” Handout

Sexism Behavior Handout

Instructional Method

Lecture (3 Hrs)

Practical Exercise (4 Hrs)
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NOTETAKING GUIDE
A. SEXISM

1. Definition of Sexism

According to Webster’s II New Riverside Dictionary, is prejudice or discrimination based on sex, esp. against women; arbitrary stereotyping of social roles based on gender.
2. Three Aspects of How Sexism Develops
a. Gender Role Socialization is the first aspect of the development of sexism.

(1) Socialization – All encompassing educational process by which values, goals, and roles are acquired.

(2) Gender roles - Behaviors, interests, attitudes, skills, and personality traits a culture considers appropriate for males and females.

(3) Gender typing - Socialization process by which children, at an early age, learn appropriate gender roles.

· Reinforced by family, peers and the environment.

· Continues throughout an individual’s lifetime.

b. Values are a second aspect in the development of sexism.

(1) Value - Something important to us.  We tend to judge things in terms of those values.  This predisposition is an attitude (a feeling; a disposition to respond favorable or unfavorable to an object, person, institution, or event).

· Values are based on clearly defined standards.

· Gender roles become familiar when they become a part of our value system.

(2) When judgements become over generalized, faulty and inflexible, we develop a prejudice.

(3) When we build a prejudice around gender issues and act on it, we have developed sexism.

VALUES + ATTITUDE = PREJUDICE (+ ACTION) = SEXISM 

c. Rights and privileges, the third aspect.  The belief that the differences between genders allow members of one gender different rights and privileges from members of the other gender.

B. SEXISM AND DR. ALLPORT’S LEVELS OF INTENSITY

1. Antilocution – Catcalls, bad mouthing, name calling, babe, chick, the old lady, girl.

2. Avoidance – Joining all male clubs, maintaining separate work areas, leaving the job, asking for a transfer.

3. Discrimination – Unequal pay for equal work, establishing all male clubs, giving awards or job assignments based on gender.

4. Physical attacks – Rape, spouse abuse, sabotage of another’s work, vandalizing property.

5. Extermination – Killing your spouse.

C. INFLUENCES THAT ALLOW SEXISM TO CONTINUE
1. Historical Influences

a. Religion:  Man in God’s image, woman from man; men protect wives, women obey husbands. 

b. Great Man Theory: Thomas Carlyle declared, “The history of the world is but the biography of great men.”  In essence, men have been the storytellers of history.

c. The Constitution of the United States: “We the People of the United States, in Order to form a more perfect Union, establish Justice…”

2. Societal Influences

a. Exclusionary language: Using a gender specific word (guys/he) as a universal, when a neutral term exists and is appropriate; discounts one sex or decreases importance.

b. Behavior: Boys are encouraged to compete from early childhood.  They learn that competition is OK and that winning is important.  Until recently, girls were more likely to participate in activities, which stressed service and cooperation.  As a result, studies have shown that women today tend to react differently to competition than men.  Sometimes they will withdraw from competitive situations.  Given a choice, they are more likely to set up a cooperative system, rather than a competitive one.  They also tend to be more concerned with fairness and will try to equalize relationships, even when they are not equal.  (For example, they may give credit where it isn’t due.)

c. Ability: Some people assume women and men have different abilities and aptitudes.

d. Psychology/personality: Some people perceive that factual biological differences result in psychological or personality differences.  (Ex:  Women are emotional, dependent, won’t make calm, logical decisions, women have mood swings – unreliable for positions of responsibility.)

e. Ignoring, speaking for, clarifying, interrupting: Discounting input by giving the impression that the speaking has nothing important to say, in unable or unprepared to respond or is incapable of getting the message across.

f. Using first names for members of one sex: When ranks/last names are used for members of the other sex - Implies superiority of one sex over another, establishes a power relationship, shows disrespect towards or discounts members of one sex.

g. Pro-sexism:  Accommodating sexist behavior by reinforcing or encouraging it, rather than questioning, checking, or opposing it.

People are pro-sexist for a number of reasons.  Some people are socialized to accept it; some go along to be more acceptable – sometimes because it will help them gain power and make more effective changes.  Whatever the reason, it is often not an easy choice.  Regardless of the intention, a person who is pro-sexist must understand that the message will be that sexist behavior is OK.

3. Cultural Influences

From childhood on, many males and females in our culture are taught to exhibit certain behaviors:

Men


Women



Competitive
Passive

Controlling
Nurturing

Powerful
Supportive

4. Institutions Influence
a. Job role labels - There is such a strong gender association with some jobs-we use labels that set others apart (women doctor, male nurse, female service member).

b. Unnecessary division - Actor: one who acts, why actress?  Waiter/waitress; men on airplanes/not stewards - all flight attendants.

c. The media has continued to turn negative images of women into entertainment.

D. SEXISM EXAMPLES AS THEY RELATE TO DR. TERRY’S CONTROL DIAMOND

Dr. Terry states that what we see today in our American society has been driven and formed primarily by White males.

1. The Control Diamond


2. Characteristics of an Authentic Society:

a.  Power – Shared power.

b.  Culture – Embraces cultural pluralism (willingness to affirm another’s identity while affirming one’s own).

c.  Policies – Has flexible and responsive policies, practices, and programs.

d.  Resources – Equitably distributed resources.

3. Examples for each of the four control bases as they pertain to “sexism”

a. Power – Refuses to share power.

b. Culture – Imposes gender-centric culture on another gender, for its supposed benefit and justifies these actions blaming the other gender.

c. Policies – Maintains closed unresponsive and inflexible policies, practices, and programs.

d. Resources – No distribution of resources.

E. THE WOMEN'S ARMED SERVICE INTEGRATION ACT AND CURRENT DOD POLICY FOR WOMEN IN THE MILITARY
1. History and Purpose of the Women’s Armed Service Integration Act

a. History

(1) Established in 1948.

(2) After WW II, the largest and most rapid demobilization in history occurred.

(3) The Draft Law and Women’s Enlistment Law lapsed.

(4) Military services could not fill quotas.

(5) Set up “emergency” situation that opened up a “need” for women.

b. Purpose

(1) To determine the status women would have and how many would be accepted.

(2) Set a ceiling for women at 2% of the total military strength.

(3) Institutionalized the participation of women in the Armed Services.

(4) Created a basis for sex discrimination that persisted without change for two decades.

· Recruitment and entry – Under 18 could not enlist, under 21 required parental consent.

· Dependency entitlement – Husbands of military women had to prove dependency, automatically discharged upon pregnancy.

· Strength ceilings – two percent of total enlisted strength; 10 percent for officers.

· Grade ceilings and limitations –Could not progress beyond O-5.

· Career opportunities – Could not serve in command positions and many career fields.

· Combat restrictions – Many restrictions, controversial at the time and still is.

A combination of factors has come together since the 60's that has impacted the full integration of women in the military.  Some of these factors include the Equal Rights Amendment (ERA) debate, the growing feminist movement and litigation, the ending of the draft, and the inception of the all-volunteer force.  The result has been an expanded participation of women in the military.  There have also been policy changes that have occurred to encourage greater integration of women into each of the Services.

2. Current DoD Policies for Women in the Military

a. Recruitment policies:

(1) Equalized by law.

(2) Both men and women can enlist at 18 without parental consent.

b. Dependency entitlement policies:

(1) Proof of dependency required for husbands and wives.

(2) Women no longer discharged upon pregnancy or adoption of minor child.

c. Strength ceilings and grade limitations for women:

(1) Public Law 90-130 (1967) changed the 2-percent cap on enlisted women.

(2) Women can now be appointed as Generals/Flag Officers.

d. Career opportunities/restrictions of women in the military:

(1) Three Phase Assignment of Women:

· Aviation - 1992 Defense Authorization Act

· Naval Combatants - Public Law 103-160, Section 541

· Ground Assignments - SECDEF Memorandum, 28 July 1994

(2) Direct Ground Combat Rule - Service members are eligible to be assigned to all positions for which they are qualified, except women shall be excluded from assignments to units below the brigade level whose primary mission is to engage in direct combat on the ground, as defined below.

(3) Direct Ground Combat  - Direct Ground Combat is engaging an enemy on the ground with individual or crew served weapons, while being exposed to hostile fire and to a high probability of direct physical contact with the hostile force's personnel.  Direct ground combat take place well forward on the battlefield while locating and closing with the enemy to defeat them by fire, maneuver, or shock effect.

(4) Additional Restrictions:

· Where the Service Secretaries attest that the costs of appropriate berthing and privacy arrangements are prohibitive.

· Where units and positions are doctrinally required to collocate and remain with direct ground combat units.

· Where units are engaged in long range reconnaissance operations and Special Operations Forces missions.

· Where job related physical requirements would necessarily exclude the vast majority of women Service members.

F. FACTORS THAT IMPACT FULL INTEGRATION OF WOMEN IN THE MILITARY

1. Stereotypes

a. Psychological – don’t have the killer mentality, can’t handle stress, emotional, mood swings.

b. Physical – the weaker sex, no endurance.

c. Pregnancy Issues – during contingencies.

d. Leadership Issues – no man would follow a woman into battle, can’t make logical decisions.

2. Familiarization

a. Sexual harassment

b. First names

c. Pats on the head

3. Psychological Invisibility
a. Fitness/Wellness Standards:

In 1992, the President's Commission on the Assignment of Women in the Military recommended that the Services retain gender-specific physical fitness tests and standards to promote the highest level of general fitness and wellness in the Armed Forces, provided they do not compromise training or qualification programs for physically demanding combat or combat support occupations.

The major concern to the commission on this issue focused on determining the purpose of general fitness standards for the military.

(1) Purpose - The purpose of military physical fitness programs is to promote good health and wellness, not to link general fitness standards to specific occupations.

(2) Wellness - Is defined as the capacity to achieve optimal quality of life.  Wellness includes positive mental, social and physical behaviors, which result in optimal health.

(3) Physical Fitness - Can be defined as having a sufficient level of muscular strength, muscular endurance, cardiorespiratory capacity, and flexibility to accomplish a day's work without undue fatigue and the ability to perform required physical activities at desired levels.

A high level of fitness is considered to be vitally important to the military to ensure a healthy and fit force.  The basic intent of current fitness standards is to challenge the individual to train and become fit.

b. Sports Programs
c. Clothing Sales
4. Women in the Military Limited by:

a. Some entire units, occupations, and skills are closed because they are direct ground combat units or collocate with such units.

b. In both traditional and nontraditional occupations that are open, women are assigned on a restricted basis.  Some occupations are open, but women can only be assigned at certain organizational levels.

c. Positions may be officially open to women, but indirectly closed because an unknown number of slots are coded to be filled by someone from an occupation that excluded women.

d. The decisions of some commanders result in an informal limitation of opportunities for women.  This final limitation is not recorded in any type of organizational database because it is not formally sanctioned and thus not tracked by the Services.  

5. Ego Defense Mechanisms  

a. Rationalization - It’s supposed to be that way, it’s my culture.

b. Denial - Don’t accept facts.

c. Blame - Search for a scapegoat, away from self.

d. Reinterpretation - “Not the way it looks”, “She is an exception.”

G. STRATEGIES TO PREVENT AND/OR ELIMINATE SEXISM IN THE MILITARY
1. Leadership Strategies

a. Policy and administration: Development of legislation, laws, and policies that do not discriminate on the basis of gender.

b. Prevention: Conduct education/training awareness courses.

c. Set example: Organizational "Culture".

d. Mission: Fully utilize all personnel.  Zero tolerance for negative impact of sexism on mission readiness.

2. EOA Responsibilities to Eliminate Sexist Behavior

a. Self-Analysis/Self-Awareness – Know self

b. Model Behavior

(1) Advocate for EO

(2) Role model – Walk the talk

(3) Challenge – Challenge inappropriate behaviors

c. Keep Current on EO Issues/Information

d. Education and Training – Train at all levels

HE WORKS, SHE WORKS

BUT WHAT DIFFERENT IMPRESSIONS THEY MAKE

Have you ever found yourself up against the old double standards at work?  Then you know how annoying it can be and how alone you can feel.  Supervisors and co-workers still judge us by old stereotypes that say women are emotional, disorganized, and inefficient.  Here are some of the most glaring examples of the typical office double standards.  Have you encountered any of these where you work?

________________________________________________________________________

THE FAMILY PICTURE IS ON HIS/HER DESK:

THE FAMILY PICTURE IS ON HIS/HER DESK:

A SOLID, RESPONSIBLE FAMILY ______

FAMILY WILL COME BEFORE _____ CAREER

HIS/HER DESK IS CLUTTERED: 


HIS/HER DESK IS CLUTTERED:

_____ OBVIOUSLY A HARD WORKER


_____ OBVIOUSLY A DISORGANIZED PERSON

HE/SHE IS TALKING WITH CO-WORKERS:

HE/SHE IS TALKING WITH CO-WORKERS:

_____ MUST BE DISCUSSING THE LATEST DEAL
_____ MUST BE GOSSIPING

HE/SHE IS NOT AT HIS/HER DESK:


HE/SHE IS NOT AT HIS/HER DESK:

_____ MEETING CUSTOMERS



_____ MUST BE OUT SHOPPING

HE/SHE IS HAVING LUNCH WITH THE BOSS:

HE/SHE IS HAVING LUNCH WITH THE BOSS: 

_____ ON HIS WAY UP




_____ MUST BE HAVING AN AFFAIR

THE BOSS CRITICIZED HIM/HER:


THE BOSS CRITICIZED HIM/HER:

_____ IMPROVE _____ PERFORMANCE


_____ WILL BE VERY UPSET

HE/SHE GOT AN UNFAIR DEAL:


HE/SHE GOT AN UNFAIR DEAL:

DID _____ GET ANGRY?



DID _____ CRY?

HE/SHE IS GETTING MARRIED:



HE/SHE IS GETTING MARRIED:

_____ GET MORE SETTLED



_____ GET PREGNANT AND LEAVE

HE/SHE IS HAVING A BABY:



HE/SHE IS HAVING A BABY:

_____ NEED A RAISE




_____ COST THE COMPANY








MONEY IN MATERNITY BENEFITS

HE/SHE IS GOING ON A BUSINESS TRIP: 

HE/SHE IS GOING ON A BUSINESS TRIP:

IT’S GOOD FOR _____ CAREER



WHAT DOES _____ SPOUSE SAY?

HE/SHE IS LEAVING FOR A BETTER JOB:

HE/SHE IS LEAVING FOR A BETTER JOB:

_____ RECOGNIZES A GOOD OPPORTUNITY

_____ ARE UNDEPENDABLE

SEXIST BEHAVIOR

Sexism - According to Webster’s II New Riverside Dictionary, sexism is: prejudice or discrimination based on sex, esp. against women; arbitrary stereotyping of social roles based on gender.

Paternalism/Maternalism - taking protective or superior role in a relationship.

Ignoring, Speaking for, Clarifying, Interrupting - discounting input by giving the impression that the speaking has nothing important to say, in unable or unprepared to respond or is incapable of getting the message across.

Exclusionary Language - using a gender specific word (guys/he) as a universal, when a neutral term exists and is appropriate; discounts one sex or decreases importance.

Using first names for members of one sex when ranks/last names are used for members of the other sex - implies superiority of one sex over another, establishes a power relationship, shows disrespect towards or discounts members of one sex.

Baiting - setting someone to get an emotional or “gut” reaction; frequently the response is used to justify stereotypes.
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