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(50) Memorandum for the Reccrd, Command Inspector General
Hotline Complaint #14412 dtd 18 May 2015

PRELIMINARY STATEMENT

1. Pursuant to enclosure (1), and in accordance with reference (a), a
command investigation was conducted into the facts and circumstances
surrounding alleged violations of reference (b), ab f authority,

by [(DXE) '
Fourth Recruit Training Battalion (4thRTBn}, Recruit Training Regiment
{RTR), Marine Corps Recruit Depot Parris Island (MCRD PI).

2. During the course of the investigation all reasonably available
and relevant evidence was collected. This investigation provides
findings of fact and opinions regarding the circumstances surrounding
a meeting between Mand Company Marines on 11 May 2015,
additional communications regarding the results of an April 2015
Defense Equal Opportunity Management Institute {DEOMI) Organizational

Climate Survey, as well as an assessment of (DG command
climate.

3. The findings of fact have been laid out to first address how this

investigation came about, the details of April 2015 DEOMI climate
survey and general information on| omman
addregses the details of the 11 May 2015 meeting between

(b)

mpany followed by observatio atements by the battalion
and severall ssigned to 4thRTBn.

| interactions with recruits is cov o _include
details of two particular End of Cycle classes Wheld with
her newly-minted Marines, followed lastly by facts surrcunding the
perceptions of [(QJE) guidance and philcsophy on sexual
assault. Since the command climate assessment was not focused on a
sipgular culminating event, the findings of fact regarding
mcomand climate are not presented chronclogically, but
rather through individual accounts of members of 4thRTBn during her

vear in command. This investigation concludes with recommendations as
a result of evidence and facts discovered in this case.

FINDINGS OF FACT

1. (K@) took command of 4thRTBn on 10 June 2014. {Encl 35)

2. Several officers and SNCOs stated that [(QXE) had taken
command with a positive attitude and with positive initiatives to

improve transparency, command climate, and recruit performance. {Encls
6,10,11,17,15,20,23,44)

3. [QX@® set high standards and has high expectations for her
Marines, especially officers. (Encls 8,10,12,17,18,43)
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4. (b)(6) has focused on making the battalion competitive with

the other three recruit training battalions and improving testable
standards of recruit training, such as physical fitness and
performance on the rifle range. (Encls 6,10,15,16,35,44)

5.  QIG stated that she was convinced that “the [(QNG)
(b) (6) AR could change the perception of women in the Marine Corps
and culture in the battalion by setting the example, holding ourselves

accountable first, and being firm but fair.” (Encl 35)

6. On 10 April 2015 an anonymous complaint was made to the MCRD PI

Inspector General‘s offi lleging abuse of authority and use of
abusive language by M and that this behavior created a

hostile work environment at 4thRTEnD. (Encl 50)

é: ii 13 Airil 2015, the (DG directed the

to conduct a DEOMI Organizaticnal Climate Survey for the
entire Regiment. {Encl 2)

R __ Retween 28 and 30 April 2015, the MCRD 03)(6)
WIG)

conducted a Commanding General’s Inspection (CGI) for 4thRTBn.
(Encl 3)

9. During the CGI, the [QXG) interviewed random sampling of

4thRTBn officers and enlisted personnel regarding command climate
within the battalion. (Encl 29)

concluded that [(YEE)

'(b) (6) :

12 May 2015, the outgoing (b) (6)
W submitted an email to the MCRD [(QIGEstating that [(Q)E)
had directly challenged her regarding comments she attributed to (K@)
(OXOME . the DEOMI survey, and also stated that [EE)

confronted her for allegedly submitting the original anonymous LG
complaint in April 2015. {(Encl 4)

.” _The assessed (b) (6)

{(Encl 29)

12. In this email, (O] also expressed concern that (K@)

(b) (6) held a meeting with|jcompany on 11 May 2015 in which she
blamed the company for negative comments on the DEOMI survey. {Encl 4)

DEOMI Survey

13. A DEOMI survey was conducted at 4thRTBn from mid to late April
2015, (Encl 2)
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1l4. The 4thRTBn DEOMI survey analysis indicated a declining command
climate from the previous survey in August 2014 and a poor climate
when compared to other USMC organizations and the RTR. The most
consistent and negative indicators fell within the category of
“organizational effectiveness” and were largely attributed to a
“pattern of abusive leadership” documented throughout the survey.
{Encls 2,36)

15. The DEOMI survey results indicate a notable decrease in SAPR
Climate, which is below the RTR average in 5 of 7 categories. This is
a decrease in 4 of 7 categories f t report, which occurred
in August 2014, shortly after Wtook command. (Encls
2,36)

16. Three statements indicate that the (K@) message on sexual
assault blames the victim and they would be uncomfortable reporting a
sexual assault. (Encls 2,36)

17. The DEOMI survey results indicate Organizational Effectiveness
below service average in 9 of 10 categories, which is a decrease in 3
of 10 categories from the last survey. Causal factors include a
decrease in trust in leadership, perception of inequitable treatment,
degraded leadership cohesion, perceived fairness and accountability,
and mental and emotional fatigue. (Encls 2,36)

18. The DEOMI survey results indicate Equal Opportunity categories
have decreased in 3 of 10 categories from the last survey. There was
a large increase in demeaning behavior, and racial, sex, and religious
discrimination behaviors. (Encl 2, 36)

19. There were numercus negative comments in the survey results
directed at [(OJO) The most prevalent comments centered on
WIE) not returning salutes or greetings of the day when she
was angry with someone, being disrespectful to Marines, and that she
belittles and humiliates officers and enlisted Marines in front of
subordinates. (Encls 2, 36)

20, A iiivey comment from a member of another RTR battalion stated,

has publicly chewed out her (KM and creates an
environment that makes good officers want to get ocut.” (Encl 37)

21. A survey comment from a member of another RTR battalion stated,
“Our counterparts in 4% don’t trust [(QFE) as she
is rude, disrespectful and treats in such a manner that she
would openly berate and humiliate any one of her subordinates for
acting the same way toward her. She shows a lack of maturity and
overall officership in the way she bullies her companies to do her
will. m_is a destructive leader who encourages very

talented Marines to want to get out of the Marine Corps.” ({(Encl 37)
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22, (b) (6) believes “The (OKE) sole focus on

(the DECMI survey results] in exclusion to the broader facts, his
complete disregard of the accomplishments and motivaticn of the rest
of my Marines, and his back door communications with those who seek
sympathy from him have solidified in their minds that they have been
mistreated, as opposed to simply having been held accountable for
their actions.” (Encl 35)

Background Facts on the meeting between (b) (6) and |W:ompany on
11 May 2015
23. (OIG) was the [QXG) from April 2014 to May
2015. (Encl 13}
24. In March 2015, [OX@) in his role as an investigating officer
on an unrelated investigation, interviewed [QYE) (Encl 21)
25. (WG] appeared to have lost substantial weight and looked
exhausted. (Encl 21)
26. During [(QX@) interview, [(DIG) expressed a feeling that
she could do ncthing right in [(KE)) eyes and that she could
not explain her actions without Deing cutoir and berated. (Encl 21)
March 2015, ()@ met with DICHE < (QICHIIIIG
(b) (6) was looking for guidance on how to deal with
. (Encl 21)

v2: (D) (6) told QX that QG was berating

officers in public and private, and was engaging in other
unprofessional behavior. (Encl 21)

29. [(OXG) told [OKG) that [(QKE) speaks negatively
about seniocr officers in front of junior officers and humiliates
junior officers in front of enlisted Marines. (Encl 21)

30. e itated that fand RI@companies have struggled over
the past year due to the failure of the company staffs to anticipate
issues and apply resources to solve personnel problems. (Encl 35)

31. QIG identified [((QNQ) as an officer that has had

difficulty adapting tc change within the Battalion. (Encl 35)

VIR 1) (6) identified (DI as an officer, like JNC)
OION «ho has rejected her type of leadership. {Encl 35)

33. [OXG) stated that informal conflict resolution was

something that [(YKE) and [(QX@) had

struggled with since they took their positions. {Encl 35)
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34. On Friday, 8 May 2015, Meard a request mast from a

P Cecmpany Marine, and subsequently moved that Marine to another
company. (Encls 13,35)

35. —On Friday, 8 May 2015, [(QNG) ordered (K@) to gather

the Company officers and Marines for a meeting on Monday, 11 May
2015, (Encls 13, 35)

36. The original purpose for the meeting with WCompany was to
discuss the latest W_ cmpany request mast. (Encls 13,43}

37. On Saturday, 9 May 2015, W’.‘ompany conducted a crucible hike that

was coordinated by [(QJG) and QIG) BRcompany [QJG)

{(Encl 13)

38. (WG] participated in the W:ompany crucible hike on 9

May 2015. (Encl 13)

3%. [(OXG) felt the hike was a failure because it was not
fully integrated with the male company and the females finished
approximately one half mile behind the males. (Encls 12,13,14,15)

10. PIG) (b) (6) stated that [(QKE)
ignored salute and did not acknowledge her presence at the

Company formation following the crucible hike. (Encl 32)

11 May 2015 Meeting Details

41. .On Monday, 11 May 2015, (b) (6) held a meeting with members
ot Mcompany. (Encis 12,13,14,15,23,24, 25,35, 43)
42. In addition to discussing the request mast, [(QXE) also

discussed the recentCompany crucible hike that she felt was a
failure and the recent April 2015 DECMI command climate survey. {(Encls
12,13,14,15,43)

43. (@) and (W@ ktated that [(QFE) began the

meeting by statlng she was disappointed in [Company. (Encl 14,15)
"Y' (D) (6) discussed the request mast, the results of the

request mast, and also stated that there would be n¢ reprisal against
the Marine. (Encls 12,13,14,15,24,25,35)

45. (OXEG) stated that after discussing the request mast, (b) (6)
(b) (6) brought up the crucible hike. (Encl 13)

46. According to [(OXEG] (b) (6) attributed the failure of
the hike to her (b) (6 for not reading the previcus after action
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report and not bringing integration issues up at the RTR crucible
brief with M the [DIG) {(Encl 13)

SR (D) (6) All(b) (6) stated that during the
meeting [(QNG) said she [(QXG) knew about the
integration issues prior to the crucible brief, but it was (b) (6)

inability to communicate those issues to during the crucible
brief that led to the failed hike. (Encl 12)

48. According to [OXG) B during the 11 May meeting with (b) (6)
Company, (b) (6) told the group it was the worst crucible hike

she’d ever seen and that we should be embarrassed because she was
embarrassed. (Encl 15)

-7 (b) (6) stated that (SKG) told the Marines that
(b) (6) and I were to blame ... because we were afraid to bring

issues up with our male counterparts.” (Encl 14)

50. (b) (6) stated that during the meeting (OKE) cut off a
(b) (6) (b) (6) who was

attempting to explain the crucible hike by throwing her palm in the
air and stating, “0Oh no, don’t give me that crap.” (Encls 14,15)

51. According to (WKG) (b) (6) continued by sayin
that we hav Yy leadership for a reason and that we

and Ware failing W’Jompany] because we are not willing
to speak on their behalf when there is any type of adversity.” (Encl
14}

52. (b) (6) stated that at this point (b) (6) turned

toward [QNQ) and told her to explain to her Marines how she
failed them and told her to take acccuntability for the hike. (Encl
14)

53. According to (K@) and (OKG) (b) (6) then

challenged (NG to respond by stating, “Any time you want to
chime in [QE) “ (Encls 12,13,15)

54. According to [OXG) , a b) (6) r (b) (6)
OIG) asked (X)) to weigh in and when | cried, she
was cut off, at which peint she “shut down, I presume out of
embarrassment.” (Encl 24)

55. BAcceording to (b) (6) a [OIQ) what made
things “weird” was that the | GGEERECICIIRIG was asked

over and over to speak to us on specific issues. (Encl 23)
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56. [QNG) went on to say that “I felt as if it embarrassed
because it seemed like she was the one the meeting was
about.” (Encl 23)

57. (b) (6) stated that [(QFCOHEEEEEEEN.-nt on to speak about how
the command climate was bad in -company and they were the reason the
command climate survey reflected sc poorly on [Ei@_and (b) (6)
(b) (6) (Encl 13)

(D) (6) stated that (QXG) said she was tired of being

called mean and demeaning for holding people accountable and
constantly doing the right thing. (Encl 13)

(D) (6) stated that (b) (6) brought up the command

climate survey and indicated that “our company was responsible for the
negative comments in the command climate survey” and that she (b) (6)

(b) (6) was tired of being blamed and being made out to be the bad
guy. (Encl 12)

60. According to (DG (b) (6) stated “if we focused

on doing the right thing instead of running outside of [the battalion]
talking about how mean she was and how horrible the command is, our
command climate would be just fine.” (Encl 14)

61. According to [(QNE) (b) (6) accused the company of

acting on emotion instead of fact, and that we go out and say bad
things about [QIG) because we cannot look ourselves in the
nirror and see what we are doing is wrong. (Encl 13)

62. [OXG] stated, “we were asked repeatedly throughout the
meeting if we felt she was being demeaning or mean.” (Encl 12)

63. QG believed that no one wanted to respond because when
members had spoken up previously to voice their opinion, they were
quickly shut down. (Encl 12)

64, (OGN -t::cd that (b) (6) asked the Marines if she had
ever stated before that she was disappointed in them, and when one
Marine answered “yes,” m_replied in a defensive and
intimidating tone, “Really? When?” The Marine then stated “no.”
{Encl 15)

65. (DG and (Q¥@®) stated that [{(QKE) them
that (QN@lmpany was the only company giving her problems, that
company was on the up and up and that ompany never gives her

problems. (Encls 14,15)
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(6) (6)
66. (UG stated that (QNG) told the Marines that .

Company was the reason for the bad command climate survey and we need
to “fix ourselves.” (Encl 15)

67. (DK@ stated that (K@) said she wasn’t “mean” like

everyone put in the survey, but that “we were all too emotional.”
(Encl 15)

65. (DK@ stated that at the completion of the meeting ((QKE)
(b) (6) asked the Marines if they had any questions, and when nobody

spoke up, she looked around and said “of course not!” (Encl 15)

69. [WIQ) stated that after the meeting (b) (6) directed
(b) (6) to her office in a rude and condescending way in front

of all the Marines of W:ompany. (Encl 15)

long time and then | was told to go to (NG
office and stand by. (Encl 24)

70. (@ 6) stated that iiis “one way conversation” went on for a

Post-Meeting Facts and Statements

71. 1In describing this meeting, [OICHENEEEEM:t2ted that “it pretty
much went sideways” after the request mast discussion. She indicated
that it was inappropriate for the Marines to hear the follow-on
discussion about the hike and the command climate survey. (Encl 43)

72. After the meeting, [(QIOQOIR stayed back with the Marines and
tried to explain what had happened. (Encls 14,43)

73. According to [(WKE) when a Marine asked why the battalion
command climate waslMCompany’s fault, the [(ON@M replied “if the shoe
fits, wear it _but if you are doing the right thing, you should not
take the Wcomments personally.” (Encl 14)

74, According to ©) () ] (b) (6) addressed the crucible

hike by telling the Marines not to worry abeut it and that the RTR had
it for action. (Encl 14)

75. In reflecting on the relationship between (b) ©) and (b) (6)
UIGR IG stated, “It has been very repugnant as a M to

see my [OXG) be torn down the way she has. She has gone
from a very outgoing (K@) to an [((QXE) onstantly walking on egg
shells.” {Encl 25)

76. According to [(QEG) the battalion command climate has onli

continued to get worse since taking the survey, and the
(b) (6) is now reacting [tc the climate survey] and trying to do
damage ccntrol. (Encl 25)
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LA (D) (6) stated that she felt the conversation regarding the

crucible should have stayed with the officers in their own meeting.
(Encl 23)

78. According to(b)(6) (b)(6) has great intentions and

great ideas, but the “delivery is very different and comes off very
rude to certain people.” (Encl 23)

(R (b) (6) stated that [(QJE) “always talks about taking

care of each other, but it shouldn’t stop at junior Marines.” ({Encl
23)

80. [OXG®) stated that following the meeting on 11 May 2015,

(b) (6) was furious for her not taking responsibility for the
hike in front of her Marines and admoni d her for not speaking up
and reinforcing her message in front of Company. (Encl 13)

81. (b)(6) stated that after the DEOMI results were released,
(b) (6) blamed her directly for the poor command climate

stating, “I always get in trouble for your fuck-ups” and accused(b)(G)
(b) (6) %3 spreading lies about maround the Depot. (Encl
13)

g2. ((WEO), stated that I ":is known to act a certain

way towards Marines she is mad at and has written off.” (Encl 13)

kI (D) (6) stated that wiiiing with adjacent agencies is

difficult due to hostility towards members of those
agencies. (Encl 13)

29 (b) (6) stated, “The request mast debrief was never

intended as a form of retaliation or reprisal against m)m)company,”
referring to the comments she made about the command climate survey
results. {(Encl 35)

85. (OGO stated, “During the debrief, I mentioned the
command climate as a way to reinforce the point that we all need to do
a better job of practicing what we teach the recruits - namely using
small unit leadership and informal conflict resolution skills to solve
problems at the lowest level.” (Encl 35)

g6. [(OKG) does not address the crucible hike topic in her
statement.. (Encl 35)

Command Climate Facts

8 Thirteen officers have worked, or continue to work, under (b) (6)

7.
(b) (6) at 4thRTBn from the time she took command last summer. (ENCLS
4,6,8,10,11,12,13,15,17,18,19,41,44)
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88. Ten of the thirteen officers and one civilian GS em loyee have
had negative professional interactions with Mor have
witnessed behavior that has negatively impacted the command climate at
4thRTBn. (Encls 4,6,8,10,11,12,13,15,17,18,38)

89. [(OXG {newly assigned [(QX® , and [(OX@)
OIOM (newly assigned (b) (6) feel there is a positive
command climate and have not had any negative interactions with [(OKE)
(b) (6) nor have they seen her act inappropriately toward her
officers, Marines, or recruits. (Encls 19,44)

( © Boi:h (b) (6) and [QYB) do not fear reprisal by [(QXG)

(Encls 19,4§}

(D) (6) stated that she has never felt abused, mistreated

cr humiliated by [QXE) . (Encl 19)

92. [WIQ) stated that she has heard of incidents between
and other officers, but never witnessed any. (Encl 19)

93. [OXG) stated that she has been mentored and supported

by (OXKG) throughout her time at 4thRTBn. (Encl 19)

94. [QXG) believy and climate has improved under (K@)

(b) (6) and she made it clear right away she was not

going to tolerate avolding accountability. (Encl 44)

95. [QIG) stated that some officers openly disagree with her

leadership style and her policies. (Encl 44)

96. [QIG) stated that she has never seen [ONQ) act in a

way that was emotionally charged toward a Marine, but she does have a
stern tone that some people find hard to handle. (Encl 44)

97. (K@) believes there has been a communication problem in

4thRTBN but that it was because the ll and QIR (b) (6) (b) (6)
(b) (6) did not communicate | I i tcnt. (Encl
44)

95. [QEQ) an (b) (6) , has only been with

the command five months and indicated no problems with command climate
or (QKQ) . (Encl 41)

99. Five officers, two staff non-commissicned officers (SNCOs) and
one NCO indicated in their statements or verbally that they feared
reprisal for cocperating with this investigation. (Encls
4,11,12,13,15,24,25,31)
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100. (b)(6)7 believes [(QKE) has inadvertently fostered

a climate of reprisal within 4thRTBn because she is unrelenting in her
standards and expectations, and people are looking toc her for
inspiration that she just can’t provide. (Encl 43)

101. (b)(6) believes (b)(6) problem is her method.

"Her methods are so severe, especially when dealing with her officers,
that they can’t get beyond how she makes them feel, and her message is
lost.” (Encl 43)

102. [(OK©O) stated that in dealing with problem officers, “If

I have to say the same thing over and over and there is no change in
behavior, continuing to use the same tone or say the same thing would
be the very definition of insanity, which is why I tried to use every
tool available to me to influence their performance.” (Encl 35)

103. [QIG) stated, "I have consistently made every effort to

engage my officers in open and honest discussions, even when they are
uncomfortable with the topic. I have also forced them to make
decisions they had not previously been given the latitude to make.”
(Encl 35)

104, (b)(6) stated, “This has been beneficial in the

development of officers like (b) (6) ,
DI

{Encl 35)

105. stated, “Others, like [DXG)
—Em_ e

rejected this type of

communication and feedback.” {Encl 35)

106. [QX@) stated that “Some [officers], like those in QIO
Company have performed exceptionally well. Others, namely those in (b) (6)

and @@ ompanies, have experienced significant difficulty adapting to
change.” (Encl 35)

107. [(OXG) stated that since June of last year “my ability

to command and ensure good order and discipline in my battalion has
consistently been undermined by the Eﬂ“and

staff.” (Encl 35)

108. (b)(6) believes “This has resulted in a climate where

female Marines who seek out the Regiment staff to complain that the
battalion leadership is mean are treated with kid gloves (feelings vs.
facts}.” (Encl 35)
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m— ED_ August 2014-Present
109. [@XG) described her relationship with [(QKE) as

“not personal.” However, she stated that she is the closest person to
m@_on Parris Island, to include her peers. ™I have
friendlier interactions than most.” (Encl 43)

110. (b)(6)7 and (UG do nct attend many events

together. (Encl 43)

111. (b)(6) stated “I choose not to tour around with her all

the time because I think our Marines won’t trust us if we are always
around. She is always ‘so there’ that even the good ones feel they
are not trusted.” {Encl 43)

112. [(OXO) stated that (b)(6) will take her advice on

technical issues, but “I don’t think I've ever been free to tell the
emperor she has no clothes.” (Encl 43)

113. After (WG learned this investigation was initiated,
she expressed regret to [(QNG) that she may have failed her by

not providing her better counsel. [N responded by saying
she was “offended” that I “would try tc box her in that way.” (Encl
43}

112. (QXQ) stated that (DY) defines herself and

doesn’t necessarily take advice. (Encl 43)

115. [(QXG) stated that (@) is especially
unrelenting on her officers. [QIQ) justification is that if

the officers are not right, the Marines will suffer. But her method is
so forceful, her officers can’t believe in her. (Encl 43)

116. [(OXG) stated that as a result, (D@ is unable

to make connections with officers and senior enlisted perscnnel. (Encl
43)

117. oOftentimes, when a conversation goes wrong between (ONG)

and one of her officers, [QIQ) will approach the respective
(b) (6) and pass on the commander’s intent. (Encl 43)

118. When asked if (NG acts differently towards those she
has a problem with, QG stated “Yes, if she feels like she

has corrected you and has not seen immediate improvement, she cannot
bring herself around to faking expressions of friendliness or that
things are QK.” (Encl 43)

119. [QIG) stated that this is visible to others. [(QKE)]

(b) (6) cannot project an even keel.” Because she is out and about so

14



Subj: COMMAND INVESTIGATION INTO THE CIRCUMSTANCES SURROUNDING
ALLEGED ABUSE OF AUTHORITY BY THE [(QN®) , 4TH

RECRUIT TRAINING BATTALION, MARINE CORPS RECRUIT DEPOT, PARRIS
ISLAND, SOUTH CAROLINA

much, she is always watched, and pecple notice when she has a problem
with somecne. (Encl 43)

(b) (6) ;(b) (6) , April 2014 - May 2015

1z20. (b) (6) stated that she experienced significant challenges
with her (Y@/from her first day in command. {Encl 35)

121. According to [((QK®)] M(b) (6) behavior, perceived as
comical by some, was inconsistent and unprofessional. (Encl 35)

122. [OXG) stated that [QXG) created a poor command

climate by not allowing room for errocr and holding grudges against
those who did not meet her expectations, even though those
expectations were not clear. {Encl 5)

123. (b) (6) had a dysfunctional relationship with (b) (6)

that was very evident within 4"™RTBn. (Encls 8,10,11,12,14,15,21)

124. (b) (6) the (b) (6) , stated that from

her personal observations and experiences, the relationship between
QKO and JOXG) was broken and detrimental to the command
climate. “They did a poor job of trying to work together ... and it
was commen knowledge they did not get aleng.” (Encl 10)

125. HOIG stated that the two (b) (6) and HQIG

would constantlﬁ butt heads because their philosophies were so

different. [ could never get on board with IE)
(b) (6) felt she was protecting Marines. . felt she

was being undermined. (Encl 43)

126. (b) (6) recalled an incident in September 2014 at the
office in which MIQNCM became openly defjapt and “a shouting match
of unprofessionalism” occurred between JJJERIG) and -m@ﬁ

(Encl 43)

127. (b) (6) stated that beginning in September 2014, IHEQIQ
HOIOM ostracized her fromher members of the command and did not
allow her to conduct basic |!functions. {(Encl 5)

128. (b) (6) stated that (b) (6) did not include her in

routine administrative functions, did not allow her to talk to inbound
officers, or participate on a crucible hike while (b) (6) was on
leave. (Encl 5)

129,

point QY

stated that in the
biggest ally, but at some
turned against the |R@ (Encl &)
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130. (b) (6) stated that [JOQIG) was dismissive of the [(QXK®)

comments in meetings, stopped including her on all relevant emails,

and in October 2014, sent an email to all (b) (6) directing

them to not seek advice or take any issues to (b) (6) (Encls 6,14)

131. (b) (6) [ |(b) (6) , stated that (Y@
HQIOM narginalized OIO through multiple public displays of
disgust and disdain. (Encl 8)

132. (b) (6) stated that on one occasion in September 2014, in
the presence of junior officers and sncos, HHQIG “talked down
to the|[@@in a tone of voice, facial expressions, and overall context
that would lead a reasonable person to believe that she had a personal
problem with that individual.” (Encl 8)

133. HHRRIC stated that during a Battalion Commander’s

Inspection hotwash, (b) (6) made a comment regarding maintenance to
which (b) (6) “gave her a dirty look and degradingly corrected
her in-front of the entire company staff of officers and drill
instructors present.” (Encl 8)

134. (b) (6) stated that in December 2014 while [JOIG) was
presenting information on an upcoming holiday party, [JQEC)

heard something she didn’t like and made several bizarre facial
expressions that “to me came off condescending and a complete loss of
bearing in front of her staff.” (Encl 8)

135, (b) (6) stated that he has “never seen that type of
personal disdain demonstrated during a professional setting,
especially in front of a dozen SNCOs and Sergeants.” {Encl 8)

136. (b) (6) stated that (b) (6) had “completely cut out
| [(b) (6) #  (Encl 48)

137. (b) (6) stated that she, and other officers, sought advice

from QG on how to deal with WIG) despite orders from
(b) (6) not to.

(Encl 48)

13 a (b) (6) [ [(b) (6) presently the [JJUEG)
. , routinely sought advice from Y on how to
effectively deal with (b) (6) (Encl 17}

139. Through her conversations with [JEQIG) and (b) (6)
[ |(b) (6) eventually learned how to deal effectively with IHQIG

(b) (6) {(Encl 17)
14Q. (b) ©) stated that “My interactions with (b) (6)

were very positive. She was a resource for me to improve as the
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(b) (©) to best support the Wand the Battalion. I

interacted with her on a daily basis.” (Encl 10)

141. 1In December 2014, (OIG) ; WIE) was approached
by QIO , regarding [N behavior. (Encl 21)

142. (b) (6) stated that in this conversation with QNG s

sta she " ls sh othing right when dealing with her
-[W- .” (Encl 21)
143. During this meetin

d, (b) @ expressed concern about the
command climate due to (b) (6) leadership style and the

fractured command team relationship. (Encl 21)

144. In January 2015, QG Dot with (b) (6) and stated that
she couldn’t work with (b) (6) anymore. (Encl 22)

145. During the meeting with [JJEOY@) HEIG) stated that she

was being costracized and completely stripped of any power. (Encl 22}

concern for other officers in 4thRTBn because verbal
berating was also directed at them. (Encl 22)

147. On 21 April 2015, (QIG) had a conversation with QNG
OIONN :n which [QIG) repeatedly told J[QIG) that she did

not trust her and that she felt she was being undermined. (Encl 5)

148. During that conversation, (b))(6) stated that (b) (6)
(b) (6

told her she would know what wrote on the climate survey

because she knew her writing style and further accused [DIG] of
(b) (6) . (Encls
1,5)

submitting the anonymous IG complaint againstl
[ |(b) (6) (b) (6) May 2014 - June 2015
149. (b) (6) stated that in staff meetings, (b) (6) has

talked down to those present; she would ask questions, and then cut
the individual off in the middle of an answer stating what the correct
answer was. (Encl 8)

150. HOIG witnessed what he called “unprofessional

behavior” a “handful” of times, mostly during staff meetings. This has
created a “bad atmosphere in the office.” (Encl 33)

151. JROIG stated that [JJOEG) lack of composure

under stress has adversely affected the command climate to which “one
never knows which [@lthey are getting that day.” {Encl 47)

146. In subsequent meetings with | |(b) (6) _ (QIG) exiressed
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[ |(b) (6) [ |(b) (6) | March 2014 - April 2015
152. (b) (6) Bl stated that from the start, JIIQOIG was

focused on two efforts: 1) improving the transparency of the command
and improving command climate, and 2) making the battalion competitive
with the other three battalions. (Encl 10)

153. (b) (6) M stated that (b) (6) M methods for achieving

these efforts were aggressive, strict, demanding and confrontational.
(Encl 10)

Initially, [JRQIG Ml personal interactions with JEXG)

154,

BOIOM vcrc harsh and confrontatiocnal, however, over the past eight
months -mﬁ became more approachable and more of a mentor or

a4 teacher. (Encl 10)

155. (b) (6) attributes the rocky start to her (b) (6)

being “stubborn, bull-headed and frustrated with the way she had been

treated by [ a  |(b) (6) was “fiery, condescending
and wholly focused on achieving her efforts with little regard for
development of interpersonal relationships.” (Encl 10)

156. (b) (6) stated that during a staff meeting around the
December 2014 timeframe, (b) (6) offered an idea on spending
resources elsewhere, to which [JEEOIOM “scrunched up her face in

disgust and said ‘that’s stupid! Why would you recommend that?’”
(Encl 6}

157. When (b) ) attempted to defend her position, (b) (6)
told JUIQ)

(b) (OM dismissed her comment. with a wave of the hand and

OIONEN 0 just move on. ({Encl &)

158. (b) (6) stated that the turning point came when she was
being scol by OGO in her office and abruptly walked ocut
on i@

and went outside to do pull-ups. {Encl 10)

159. Later that da (b) (6) returned to the office and
explained to that she was unapproachable and that she
B did not know what else to do. (Encl 10)

160. After this incident (b) (6) stated that the two were able
to work together. {Encl 10)

[ _(b) (6) (b) (6) , Bug 2013 - Present

161. On 10 March 2015, during an end of cycle brief, (b) (6)
stated that [JJOIQ) created a hostile atmosphere tomw

when she did not provide a “yes, ma’am” response to a
tasking that she did not agree with. (Encl 38}
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162. This exchange was in regard toc a matter that [ |(b) (6) was
the subject matter expert in and she felt her credibility was
questioned by -Min front of her peers and subordinates.
(Encl 38)

163. At the end of the brief, QIO statedi “and I'd like to

speak with [QNQl afterwards” in a tone which [ | felt was
threatening. (Encl 38)

164. The meeting afterwards included (b) (6) (b) (6) ,
and -M, bu was cut short because (b) (6) was “very

angry” towards (b) ( and abruptly left the room. {Encl 38)

165. This incident has not been resolved and as a result thﬁﬁ@.

Ir@@;ns an unccmfortable tension between (b) (6) and .

{Encl 38) '

(b) (6) s -@_ April 2014 - December 2014
166. (b) (6) first impression of VIO was that HQIC)

was excited to take command and had proposed gcod initiatives
such as transparency in billet selections and improving rifle range

scores. {Encl 6)

167. (b) (6) stated that as the summer of 2014 progressed [JOI®)
QIO scemed overly focused on statistics and achieving quantifiable
results which made her inflexible. (Encl 6)

168. (b) (6) stated that (b) (6) had a tendency to act like

a2 bully, which led to a negative climate. (Encl 6)

169. HOIOQ) stated that IEQICHEEEM “called people out in a
way that was demeaning or humiliating” with a “tone and sarcasm that
conveyed her contempt for that person” and that “she did not control
her body language and facial expressions so that even when she said
nothing, she would still convey displeasure to an entire room.” (Encl
&)

170. (b) (6) stated that (b) (6) often became aggressive

when challenged. (Encl 6)

171. (b) (6) stated that during open discussions, if (b) (6)
did not back down, JEEIG) would restate her view and then ask
“Am I wrong?” This signaled the end of the discussion. (Encl &)
172. (b) (6) stated that over time she began to make decisions
based on what she thought (b) (6) wanted, rather than her own

judgment. (Encl 6)
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173. On 24 September 2014, JOIG) received a written counseling
from [} for failure to meet expectations and poor

performance as a [JOIG .  {Encl 45)
e F O (b) (6) was given 30 daf(s te improve her performance.

During those 30 days, [Jj was instructed to meet with [
l@ every morning to discuss (b) (6) schedule for the day and
the HOIQ

receive specific instructions as deemed appropriate.

(Encls 6,45)
175. (b) (6) stated that these counselings were erratic and that

"I loathed going intc her office every morning because I never knew
what kind of mood she would be in.” {(Encl 6)

176. JQEIG) Stated that some days they had professional
discussions that were beneficial, but there were many days that she
felt HOIG was “itching for a fight and nothing she said or

did would prevent her from berating her.” (Encl 6)

177. (b) (6) stated that during these counseling sessions, she
heard [(QXQ) raise her voice at JOIE almost daily and

witnessed QY@ leave the office in tears numerous times. (Encl
5)

178. (b) (6) was demoralized as a result of these counseling
sessiocns. (Encl b5)

179. BOIG) stated that she became more stressed as the month

wore on and she began to doubt all her decisions. (Encl 6)

180. JHOIG) stated that these counselinf sessions were alarming

to others in the command because . had previously been
successful and was known to be a smart and competent cfficer. {Encl 5)

181, IQIQ) relieved INNCIOHNENOIONENOIO] - -
January 2015 for “failure to engage with, mentor and train her Marines
in order to improve her command climate.” (Encl 46)

[ (b) (6) (b) (6) , June 2014 — June 2015
182. PHOIG identified (b) (6) as one of the officers who

has benefitted from her leadership. (Encl 35)

183, (b) (6) had several negative experiences with [J(OXQ)

since JQIG) took command. (Encl 17)

184. (b) ©) stated that [JQEQ) gave no clear expectaticns
and was visibly frustrated with JOIG) and her thought process.
(Encl 17)
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185. HEIA stated that (b) (6) “tone, approach and

emotion” that was brought into ever conversation made me question if
I had what it took to be a H and that “I often
considered resigning my commission.” {(Encl 17)

186. (b) (6) did not feel comfortable seeking guidance and
mentorship from JROIA and made a point of aveiding

interactions with her. (Encl 17)

187 often sought advice from the other [JJRIG)
and and often talked to them to determine what kind of

mood [JROIG) was in before coming to see her. {Encl 17)
188. Between August 2014 and April 2015, (b) (6) stated that during
[ [(b) (6) meetings, -[&l@_ would often change moods and

berate a particular officer if she did not like that officer’s
suggestion. (Encl 17)

189. NONCEEN witnessed what she considered to be abusive behavior
from [QKQ) towards members of 4*"RTBn routinely at staff
meetings and during other interactions approximately once per week.
(Encl 31}

190. QIG stated there is a fear of reprisal within the

Battalion “because of the wa (b) (6) was fired.” In referring to
(b) (6) ¥ relief, IM@‘ believes [JJOIG) holds grudges on

pebple she has personality conflicts with. (Encl 31)

has treated her officers, I would have a horrible
command climate.” (Encl 31)

182, (b) (6) stated that “If (b) ©) was to develop good

interpersonal communications; maintain a professional demeanor despite
her mocd; minimize her immature responses to other ideas and
proposals; and start toc mentor, develop and counsel her subordinate
commanders, the battalion would be a force to reckon with.” (Encl 17)

(D) (6)  IEOIONEN -.oust 2012 - June 2015

123. (b) (6) identified JEIG) as one of the officers that

has benefitted from her leadership and has designated OIG) to
"(b) (6) in MOXOMME  (znc: 35)

194. REIO) . in her written statement, expressed a fear of
reprisal if JEQYE) reads her statement. (Encl 12)

185. OIO) fears reprisal “because she JOXG)

outwardly favors scme and outwardly ignores others.” (Encl 48)

191, FOIG went on to sai “if I treated my Marines the way she
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196. [(OQXG witnessed [(QI@) openly display negative

feelings toward others at least ten times. (Encl 48)

197. [QXQ) stated that “Every pickup brief with [(QXE) , she

is visibly irritated that she has to be in the same room with him.”
(Encl 48)

198. [((OKQ) stated that “you can tell when she’s in a bad mood,”
and that she commonly portrays looks of “utter disdain” towards
people. (Encl 48)

199, In describing common interactions with (b) (6) A (b) (6)

QIO stated “if you voice an opinion, you are wrong. She asks
questions and if you answer, she turns the tables on you.” (Encl 48)

200. (b)(6) stated “I am about to be a I“»(6)_ for her, but I

am not looking forward to it.” (Encl 48)

201. [QXG) anticipates thatwign her commission

because of what she has seen from (Encl 48)

(b) (6) A (b) (6) , July 2014 - Present

202. On 18 February 2015, during a pickup brief with the (DN,

(b) (6) and [OXG) , stated to [HYB) ¢ NI
don’t give a shit about your expectations, how are you setting her up
for success?” when discussing a troubled DI who had an altercation
with another DI. (Encl 32)

203. [((OXG) stated that during this Eick ui brief, she was unable

to answer several guestions posed by many of which ((QKG)
OXONtc1t were unreasonable. (Encl 32)

204. (b)(6) stated that after she had failed to answer several
questions and only reply “I don’t know, ma’am,” (b) (6) would

snap back “Of course not!” (Encl 32)

205. (b)(6) felt several of these questions were unreasonable.
For example, [{(SKE) ) asked her the location of the port calls

for a DI’'s spouse who was preparing to deploy with a Marine

Expeditionary Unit (MEU). (Encl 32)
206. [QEG) stopped the pickup brief half way through and
ordered [(QXQ) into her office. (Encl 32)

207. [(OX@) stated that [JQIC) “yelled” at her in a

prolonged “rant” about being incompetent, stating at one point “You
are a piece of crap and do not deserve to be a Marine Officer ... I
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don’t know where you came from but you probably didn’t do them any
favors either!” (Encl 32)

208. After this meeting, [(DJG) » approached [(YY(S)] and
apologized for [(WNE) behavior, stating that she should “try

to take something positive from the experience.” (Encl 32)

209. After this meeting (b) (6) asked (b) (6) how to resign her

commission. {({Encl 32)

210.  On Thursday, 14 May 2015, [QE®) stated that she and several
oL her, DIs witnessed unprofessional behavior displayed by [DIG)]

(b) (6) towards the [J(QYE) during the Series |

after action meeting. (Encl 15)

211. (b) (6) stated that after this meeting several of her Marines

asked her why HEQJE) was on her phone the entire time. (Encl
15)

212. ([QXG) stated that one of her Marines saw [(QJ(S)] roll

her eyes on several occasions while | was talking, and she
could feel the tension in the room between the two. (Encl 15)

213. When asked why (b) (6) fears reprisal, she responded “because
she always brings this stuff up,” referring to Immsingin
up the survey results and specifically the comments made againstlﬂaﬁ.

| . (Encl 32)

214. As an example, (b) (6) B stated that (b) (6) stated that

people “can say stuff in the survey but not to my face,” and “all the
time you make me look bad,” referring tec the DEOMI survey. {Encl 32)

[ [b) (6) A |(b)(6) , June 2013 — Present
215. REIG has been with 4""RTBn for two years and was

in JQIC) after
o (b) (6) believed

command climate. (Encl. 18)

temporarily assigned as the (b) (6)

[ |(b) (6) was relieved. (Encl 18)

216. Upon her assignment as (b) (6)

HOIG) would change the [J(QKE)

217. In February 2015, after a (b) (6) made an allegation of
hazing, which was later unsubstantiated, cthe [ERGOIG perception
of Company @changed. HHPOIG began acting negatively toward
all of the Marines in the company. (Encl 18)

218. [(OXG)
after [(OXG) took command of JKQ)

unsubstantiated hazing incident, QKB

stated that shortly
and after the
lost all trust and
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confidence in and began displaying outward signs of
disdain towards OO (Encl 11)

219. 1n JJQIG) opinion, [JRIC) was treated unfairly and
was subject to the most severe conversations and negative treatment
SN D) (0 Wy

220. In March 2015, (b) (6) was counseled by (b) (6)

within earshot of her recruits and DIs for not properly supervising a
physical training event. (Encl 1)

221, Di.lring one counseling session, (b) (6) stated that (b) (6)

angrily told her “I don’t want to have to keep you in a box
like I have the QI@“ (Enci 30)

222. (b) (6) witnessed three or four occasions, in the chow hall
and on the rifle range, in which HEIG) corrected either an
enlisted Marine or officer in the presence of recruits. (Encl 30)

223. For example, in September 2014, (b) (6) and a DI were

counseled in front of recruits and subordinates at the rifle range
after one of her DIs yelled at a recruit for talking back. (Encl 30)

224, (b) ©) negative attitude toward @M@ ompany persisted

from February 2015 through April 2015, and was coften exhibited by not
returning salutes and ignoring greetings from officers and DIs in
front of recruits. (Encl 18)

| [(b) (6) (b) (6) June 2014 -

present:
225. HEIG) became an (b) (6) in June 2014.
(Encl 11)

226. (b) (6) identified JEOIG) as an officer whe had

difficulty in accepting changes within 4thRTBn and who subsequently
rejected i type of communication and feedback. {Encl
35)

227. (b) (6) stated that the command climate in WCompany
initially improved in August 2014 after [JEIG) took command.
(Encl 11)

228. (b) (6) told b) ©) M on several occasions (b)(6)

Company was doing an amazing job. (Encl 11}
229. In February 2015, JHOIG began the outward displays of

disgust towards members of W:ompany (not saluting, ignoring
individuals, etc.) and that morale in Q@company fell. (Encl 11)

24



Subj: COMMAND INVESTIGATION INTO THE CIRCUMSTANCES SURROUNDING
ALLEGED ABUSE OF AUTHORITY BY THE [(QNB) , 4TH
RECRUIT TRAINING BATTALION, MARINE CORPS RECRUIT DEPOT, PARRIS
ISLAND, SOUTH CAROLINA

230. In a counseling sessiop.witb [(OXG) A (b) (6)
discussed the negativity of (b) (6) , stating that (b) (6) was
a contributing factor to the negative climate in W:ompany. (Encl 30)

23).  [(ONONEEN stated that she was negatively counseled by (K@)
(b) (6) in front of her DIs angd recruits at least three times from

January 2015 to March 2015. (Encl 49)

232. On 12 March 2015, (b) (6) arrived late to the rifle range
and approached a gro of her Marines that were talking to [XG)
(b) (6) . stated good morning, and [(YKE) did not

return the greeting and did not look at her or acknowledge her
presence. (Encl 11)

233. (WG witnessed [(QIG) antagonize, cutoff, and
belittle [(JNE) OIQ) -t stars meetings and ‘mm at a

pickup brief September 2014. (Encl 49)
Facts regarding (b) (6) interactions with recruits
234. On 13 September 2014, (DRG] (b) (6)

(b) (6) attended a crucible hike with 4thRTBn. (Encl 9)

235. At one point during the hike, (DB wanted to go to the
rear of the formation to gain a different perspective. (Encl 9)

236. While at the rear of the formation, [(QKE) focused on the

series [QX@) who was approximately 5 feet tall and was
struggling with the pack and rifle. (Encl 9)

237. (UG pointed the (X)) out to all of the

recruit nd stated words to the effect of “how could this be the
m@ﬁas no (b) (6) should be at the rear of the formation.”

(b) (6) then continuEﬁ E§ iiiitively counsel the recruit for not

being worthy of being the (Encl 9)

238. 1In January 2015, (OB observed [(QXQ) “lose her
bearing” in front of recruits by yelling at recruits who were not
keeping up with the formation. (Encl 47)

239. oOn or about 6 March 2015, [OXG) observed [(QXE)

(b) (6) standing within one foot of a recruit and yelling at the
recruit for spitting on glow belts and being disrespectful. (Encl 9}

240. In May 2015, during Series [N@Nkrucible hike, [D)®)

observed (QNC) take up a position behind the formation and
yell at recruits for falling behind. (Encl 32)
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241. During the hike, (b) (6) stated to the recruits “You are

not proving you should be a Marine” and “Is this how you want males to
see you?” (Encl 32}

242. (b) (6) witnessed [(QKE)] talking down to recruits

approximately four to six times per cycle (approximately a three month
period), mostly during physical training events. (Encl 32)

243. (DY@ stated that he has seen (DG yelling at

recruits outside the command post for not saluting saying “Oh my God!”
and “You have got to be kidding me!” (Encl 47}

244. (XK@ stated that (D)) would correct recruits

weekly, and that most interactions were professional, however she did
get agitated if a recruit failed to take responsibility. (Encl 43)

245. When asked if [(QKG) ever yelled at recruits in her
office, [(DNG) stated “Yes, a couple times. I remember one

specifically and it was an overweight recruit.” (Encl 43)

246. [OIG) stated that she walks into [(OXG) office

when she hears [(9)(©) get agitated with a recruit in crder to
subtly calm the situation. (Encl 43)

2a7. [(DIG) stated that [(QXE) interjects herself into

situations her DIs should handle - during hikes and PT. (Encl 43)

248. |QIGH stated “if you ask me, she is wearing the wrong
rank. The gunnys should be making corrections, not always the

[ [(b) (6) .” (Encl 43)

End of Cyecle Class for .Company, Series lm 15 April 2015

242. IO was the IRQIC for Series 4012, which

graduated recruit training on Friday, 17 April 2015. (Encl 11)

250. During the Q@ eng of cycle debrief prior to graduation,
.m@ﬁ told (b) (6) she believed her cycle was a

su;:cess, that the DI's stuck together, and she was “proud of the
character development of the new Marines.” (Encl 11)

251. series [QNGNdid not do well in the [JRIOIG

Inspection, and was below average in several evaluated events., (Encl
43)

252. JROIG) was upset with the statistics of Series [QR@] as

the new Marines’ fitness and shooting scores were below average. (Encl
11)
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253. On 15 April 2015, (b) ©) and (b)(6) conducted an

End of Cycle Class with new Marines of ompany, Series . (Enci
11)

254, () (6) did not attend the class, as no permanent personnel
were allowed in the brief except -Mand i O

{(Encl 11)

255, HOIG) stated the purpose of the class was to serve as an

outcall for new Marines prior to graduation. {Encl 11)

256. QIG) tone during this class was negative because
Series [(YH@nderperformed. (Enci 43)

257. After the class, the Marines told their DIs that they were de-
motivated and “felt that they were not Marines because during the
class the [(QE@)rad told them that they were given the EGA and that
they did not deserve it.” (Encl 26)

258. (b) (6) (b) (6) stated that the Marines of
Series [WIG) 0ld her that told them their statistics

were horrible and they brought the whole battalion’s average down.
{(Encl 37)

259. According to [QIG)] through second-hand information, [QNKG)

(b) (6) told [QNG) 1 the [QIG) who ran a 20:30 in the PFT,

that “her score wasn’t good enough because she was not as fast as her
male counterparts.” (Encl 11)

260. According to [(QJE) the Series N OICHINNN
OIC] = W asked about the Marines’ run times and if they
could do pull-ups. When the recruits stated their run times and the
fact that most can’t do pull-ups, (b) (6) told them, “Cur male

counterparts get demanded of and actually get trained.” (Encl 26)

26l. According to (b) (6) the recruits told her that (b) (6)

(b) (6) told them that the “DIs did not demand on them and they did
the bare minimum.” {Encl 26)

262. [[QKQ) Series |@QNQ) D1, stated, in second-hand information
from her recruits, “She (b) (6) shows how we as females are

not meeting the standards of our counterparts. She said if you are
not running a 23 minute or less PFT that the drill instructors failed
you and you failed yourself.” (Encl 27)

263. Four random recruits were interviewed by the investigating
officer and stated that EOIG comments during the class were

negative, critical of the Series DIs, and left most of the Marines
feeling de-motivated. (Encl 40)
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264, (b) ©) a Series IQNQ recruit, stated that the tone

of the meeting was definitely negative but that she had been taken out

of the class early and missed part of the meeting. (Encl 40}
265, (b) (6) a Series J@I@] recruit, stated “We were

disappointed because we thought we had earned the title [of Marines)
and the [QEGMmade us feel like we had not.” (Encl 40)

266. HQNOMM stated that when one Marine fell asleep, JOXQ),

said words to the effect of “you have no discipline because your DIs
have failed you.” (Encl 4Q)

267. (b) (6) I a Series [QN@)recruit, stated that no cne
felt good akout the class afterwards. The |Mwas talking about
standards and said that we didn’t meet them. “She said we weren’t as
good as the males on PT and we didn’t shoot as good either.” (Encl 40)

268. (b) (6) stated that (b) (6) left the new Marines

“doubting ourselves.” {(Encl 40)

269. RQRIC) stated many Marines were offended, however,

"I knew we had to brush it off because males do view us as weaker. I
do feel like the point of the class was to make us tougher and
stronger.” (Encl 40)

270. (b) (6) also stated that, “I like to compete with males but
(b) (6) was talking to us in a negative way.” (Encl 40)

271. (b) (6) also stated that [JOXE) called out the DIs by

saying words to the effect that the DIs did not motivate the recruits
enough or push them hard enough. (Encl 40)

272. HQIOMM stated that after the class, JJOJ®) their B

told them in the squad bay that “You are my Marines,” and that “in my
eyes you have earned that title, and don’t take those Ima
[ |(b) (6) ] comments to heart.” (Encl 40)

273. QKON stated that “it meant more to me to hear my [l sav she
was preud of me than hearing cur (b) (6) say we suck.” (Encl 40)

274. NQXG) approached [JJJOXG) and JJOIG regarding the

Marines’ comments about the end of cycle class. (Encls 11,286)

275. HOIOHEN -~ [JOIONE EROICHNNEN -o:o-ch.d

(b) (6) but were told “she J[(QIG) sits through those
classes all the time and... it is very informative and [she] sees

nothing wreong with it.” (Encls 11,26)
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276. JOIQ) was hurt and upset by JEIG) comments

because she works 140 hours a week and she “does not like when
someone, especially someone in my command, says that I doc not work
hard and I failed my Marines.” (Encl 27)

277. JQOIG) stated that J(QXKG) “pretty much destroyed

everything we as drill instructors had instilled in them over those 70
days of training.” (Encl 37)

278. HQIQ) stated “this runs contrary to the [ own command

philosophy of confidence, accountability and pride. Whatever
confidence and pride the new Marines of Series IQN®) had puilt was
tarnished in that class, and there was no evident accountability in
regard to whatever wrong-doing had occurred.” (Encl 11)

279. HQIQ) stated that (b) (6) and she conducted

approximately 20 End of Cycle classes and || ] JEBEEEE tonc changed
based on how (b) (6) felt the recruits performed. {Encl 43)

280. (b) (6) stated, “It would be either iositive or negative.”

The message was essentially the same but [JJij would bring up
specific events that she felt the new Marines underperformed in.
(Encl 43)

End of Cyclae Class for Company Series (QICGEn 13 May 2015

281. Upon hearing about Series (QNOMM End of cycle Class, [(QEQ)
©) ©

Series [(WIG) and series 4016 QEQ decided to
attend the Series HMQMEnd of Cycle Class on 13 May 2015. (Encls
15,16)

282.  The class started out with the video “Throw like a girl.” (b) (6)
(b) (6) stated that when answering opinion questions about the video,
(b) (6) was quick to shoot down comments from the Marines.
(Encls 15,16)

283. (b) (6) stated that the message throughout the remainder of

the brief was that the Marines were not competitive with their male
counterparts because they have lower standards. (Encl 15)

284. [QJQ)] asked all the Marines who were in the delayed
entry program for four months or more to stand up. (Encls 15,16)
285. [(WKQ) then asked the Marines who ran less than 23

minutes teo sit down. {(Encls 15,16)
286. (QNQ) asked the remaining Marines why they did not
perform better. (b) (6) told the Marines that the disparity
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between the genders begins in the delayed entry program and that they
need to take accountability for that. (Encl 15)

287. According to JOIG) when a Marine admitted to not giving
100% while in the delayed entry program, JEIG replied that

“she showed her male counterparts right there in the delayed entry
program that she was held to a different standard.” (Encl 16)

288, (b) (6) then asked the Marines who ran faster than 21
minutes in the PFT to stand up. When only one Marine stood up, (b) ()
stated words to the effect of everyone who was not standing
was just another reason why females will never be seen as equals by
cur male counterparts. (Encl 15)

289, JOIQ) told the Marines that their male counterparts see
them as “weak and less of a Marine.” (Encl 15)
290. According to HEOQICOHEN (b) (6) then asked all contract

PFCs to stand, and then for all those whe ran faster than 23 minutes
to sit down. (Encls 15,18)

291. (b) (6) stated to those who remained standing that they

were only given the rank of PFC for college/referrals and that their
male counterparts “would never take orders from them because we have
lower standards as females.” (Encl 15)

292. According to JJOICOEE HEEIG) asked the new Marines

their thoughts on the crucible, to which one of the Marines stated
that she believed the group did well on the hike. (Encl 15)

293. [(OX@®) responded that “believe” is a feeling, not a fact.
[[(b) (6) ent on to say “Do you really think you did well on the

hike back? Well, I will tell you that you didn’t.” (Encl 15)

294. [JROIG) went on to say “If you did not complete the hike,
stand up.” A few Marines stood up, and [JJOIG told the other

Marines to take a lock around. (Encl 15)

295, (b) (6) said words to the effect of “since the crucible
hike wasn’t really integrated as it should have been, the males see
them as weak and underserving to wear the EGA because the females
finished so far behind them.” (Encl 15)

296. The only positive statement IQIG) can recall is that (b) (6)
HOIOM congratulated the Marines on their “first step in becoming
Marines.” (Encl 16)
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() (6)
297. BSeven recruits from |!Company, series (DN were interviewed by
the investigating officer regarding the End of Cycle Class on 13 May
2015, (Encl 39)

298. HOIC stated that IO tone was intense
and the message was that we needed to work harder, (Encl 39)

299. HOIG stated that she agreed with IEHERQIG)

statements that males will not respect you because you can’t meet the
male standards. (Encl 39)

300. N OICON stated that OIO) asked her

to stand up for falling out of the Crucible hike and although some
other Marines were upset, she was not. (Encl 39)

301. (b) ©) stated that (b) (6) told the new

Marines PT-wise we need to improve ourselves. Know yourself and seek
self- improvement. (Encl 39)

302. IR QIC) stated that QIO \c:sage was that

your male counter-parts will not respect you unless you meet male
standards. {Encl 39)

303. (b (6) stated that it was not a motivating class. “We

all thought we were coming in for a positive talk but we were scolded
for an hour.” (Encl 39}

304. (b) (6) confirmed that (b) (6) did have people

stand up and it did embarrass some Marines. (Encl 39)

305. (b) (6) felt JOIG) was trying to motivate them
to be better and not settle for being mediocre. (Encl 39)

306. [OX@) said (b) (6) tone was very intense and that
she was motivated to strive and be better. (Encl 39)

307. HERQIG) and [JHQIG) had no positive or

negative comments, and did not have an opinion or perspective on the
class. (Encl 39)

308. HQIG) felt as though the Marines were being chastised for
things that were out of their contrel. (Encl 16)

309. When asked if (b) (6) holds female recruits to higher
standards, (b) (6) replied, “Yes. She has an obsession with

equalizing disparity between males and females.” (Encl 43)

310. (b) (6) went on to say that (b) (6) believes females

get promoted faster because of several factors, like having some
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college, etc. QKO believes that is unfair. [JJOIQ)

believes females have not earned that right because they are not

maintaining the same standards as males. ({(Encl 43)

[ |(b) (6) position on Sexual Assault

311. HEIE) is a trained Uniformed Victim Advocate (UVA). (Encl
32)

312. During an officer Professicnal Military Education {(PME} in
January 2015, [ [(b) (6) discussed sexual assault in the Marine
Corps. (Encl 32)

313. According to (b) (6) (b) (6) stated words to the

effect that sexual assault is “100% preventable” and “by drinking you
are putting ycurself in a position to be sexually assaulted.” (Encl
32)

314. HUOIG) stated that (b) (6) went on to say “just

because you are drinking and have sex, does not necessarily mean its
sexual assault.” (Encl 32)

315. (b) (6) stated that at this point in the PME the mood in the
room became uncomfortable. (Encl 32)

316. (WG does not feel comfortable reporting a sexual assault
Tl D) (6) because she does not feel it would be taken
seriously. {Encl 32)

317. [(OX@ is a designated [(QEQlfor 4thRTBn. (Encl 11)

318. (b)(6) stated that during the Series () () End of Cycle
class, recruits told [(QJNE) that (QIQ) told them words to

the effect of [when you get toc the fleet] if you get drunk and raped,
its’ your fault. (Encl 11)

313. (W@ , a Series [(OM@kecruit stated that during the end of
cycle class, (b) (6) did bring up the subject of rape and said
that “by going ocut and drinking sometimes females put themselves in
those situations.” {(Encl 40)

320. QG a Series [OE®)recruit, stated that during the
End of Cycle class, |Em brought up the issue of sexual

assault and stated that “we should not cry wolf, and if you make a
mistake and sleep with someone, don’t cry rape.” (Encl 39)

321. No other recruits reported hearing anything specific regarding

- |(b) (6) guidance on sexual assault. (Encls 39,40)
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322. (b) ©) is a designated (D) ()R Fes 4thRTBn. (Encl 48)

323. HQIG) stated that during a one-cn-one discussion with

HOIG m [(b) (6) indicated her position on sexual assault

was prevention, not victim support. ({Encl 48)

324. HRQIG) believes the message Q@G is sending is

that “if you get raped, it’s your fault.” (Encl 48)

325. HHWOIO) stated that QI message to her

battalion and recruits is to “manage one’s self.” (Encl 43)

326. (b) (6) stated that [JJQOIG) believes there is a

“dirty little secret in the Marine Corps that when a male and female
get drunk and have sex, there is only one person accountable for it in
the morning -~ the male.” (Encl 43)

327. (b) (6) stated, “I don’t believe [| (b) (6) message]

is too far off the mark, but if anyone has a problem with it, it’s

pecause of [JHQIA ] belief that when two people put
themselves in that position, two people are responsible for the
outceme.” (Encl 43)
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UNITED STATES MARINE CORDS
MARINE CORPS RECRUIT DEPOT/EASTERN RECRUITING REGION
PO BOX 1%580
FARRIS ISLAND, SC 29905-19580

IN REPLY REFER TOD

) 6

18 May 15
From: Commandi
v (ORGI
Subkij: COMMAND INVESTIGATION INTO THE CIR ING
ALLEGED ABUSE OF AUTHORITY BY THE 4TH

RECRUIT TRAINING BATTALION, MARINE CORPS RECRUIT DEPOT, PARRIS
ISLAND, SOUTH CAROLINZ

Ref: (a) JAGINST 5800.7 (JAGMAN)
{b) U.S. Navy Regs 1990, Chap 10, Par 1023 (Bbuse of Authority)

1. Per Chapter II of reference {(a), this appoints you to investigate
into the facts and clrcumstances surroundi violations of
reference (b) by Specifically
inquire into the T circumstances surrounding a meeting between
and [@R@)company Marines on or about 11 . May
2015, any additional communications regarding the results of the

CO veéY, and any other allegations regarding JOQXQ)
- command climate,

2. Report your findings of fact, opinions, and recommendations in
letter form by 18 June 2015, unless an extension of time is granted.

3. You may seek legal advice from the Staff Judge Advocate, MCRD
Parris Island. Additionally, the MCRD Command Inspector’s Office is
available to provide additiocnal correspendence regarding this matter.

4. You are not to release any information pertaining to this matter

Lo any third party without my approval.
at QIO o-

5. Point of contact is (b) (6)
commercially at | (b) (6)

ENCLOSURE (1)
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I. HOW TO INTERPRET YOUR DEOCS RESULTS

1. Start by looking at the demographic breakout in Part I, which shows who completed the survey. The charts
provide a visual display of respondents by their demographic features. Survey respondents can select any option
when completing the demographic portion of the survey, so numbers may not match the personnel assigned.
Determine if the participants represent the overall assigned population.

2. Review section Ii1, Perceptions of Discrimination. This shows perceptions of these incidents in the workplace
during the past 12 months, actions taken to address them, and members’ satisfaction with issue resolutior.

3. Review section 1V, Sexual Assault Prevention and Response (SAPR). This covers perceptions of leadership
support, knowledge of sexual assault reporting options, perceived barriers to reporting sexual assault, and
bystander intervention climate.

4. Review section V, which provides climate factor results broken out by demographic subgroup, facilitating
direct comparison between complementary groups. Higher averages reflect more positive ratings. Results are
displayed using a green, blue, and red coding scheme, respectively reflecting above average, average, and below
average,

5. Review section VI, Overall Unit Summary. This provides a comparative analysis for each of the factor areas,
comparing your unit’s current average with its parent Service branch. Results are displayed using the same color
coding scheme.

6. Review section VII, which shows responses to the individual climate factor questions

7. Review section VIII, which shows provides interpretation and recommendations for the DEOCS report.

8. Review responses to Locally Developed Questions (if you chose to include these in your survey).

9. Review responses to Short Answer Questions (if you chose to include these in your survey).

10. Review written commenits and look for trends. Determine whether the comments support the numerical
data.

1. If needed, conduct interviews to further characterize organizational issues and strengths, and opportunities
for improvement.

12. If needed, review the organization’s written records and reports to determine validity of perceptions revealed
by the survey and interviews.

ADMIN#: 15659574 Defense Equal Opportunity Management Institute
FOR OFFICIAL USE ONLY
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MAKING CLIMATE ASSESSMENT RESULTS WORK FOR YOUR ORGANIZATION

1. Share the results with members of your organization,
Involve key leaders; let members know you are acting on their feedback.

If needed, establish an action team to develop and implement a plan for organizational i improvement.

AW

Conduct another climate assessment in accordance with your Service component directives to determine

the effectiveness of the corrective actions that were taken to remedy validated perceptions,

If you or your staff requires assistance, do not hesitate to contact
the DEOCS Support Team at DSN 854-2675/3260/4217 or commercial (321) 494-2675/3260/4217.
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I1. DEMOGRAPHIC BREAKOUT

MINORITY vs MAJORITY

Frequency Percent

[ _ Declined| 1 17.19

Total 64 100.00

For the majority/minority subgroup categories, the majority category includes all respondents who listed their
race as “White,” and their ethnicity as “not Hispanic.” All other respondents are included in the minority
subgroup.

RACE
Frequency Percent

1 1.56

I 1.56

3 12.50

5 7.81

29 45.31

2 3.13

18 28.13

Total 64 100.00

ADMIN#: 15659574 Defense Equal Opportunity Management Institute 5
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ETHNICITY

Frequency Percent

Hispanic 19 29.69

[ ' Declined| 10 15.63

Total 64 100.00

GENDER

Frequency Percent

Total 64 100.00

CATEGORY

Frequency Percent

Senior Enlisted 6 9.38

I Junior Officer] 10 [5.63

T 2 3.13

. _,lquiof_;(_fi?'iiiﬁ;l 0 0.00

0 0.00

Total 64 100.00
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HI. PERCEPTION OF DISCRIMINATION

This section addresses whether members of the organization experienced discrimination and sexual harassment,
directed from members of the organization, during the last 12 months; whether they reported the incident; and
their satisfaction with how the reported incident was resolved.

Within the past 12 months, 1 have personally experienced an incident of discrimination or sexual harassment
within my current organization (Mark ail that apply):

Frequency Percent

Race/Nat Orig/Coior 2 25.00

Sexual Harassment 0 0.00
I Gender (Sex) 2 25.00
e 0 0.00
0 0.00
0 0.00
0 0.00
0 0.00
1 12.50
3 37.50
Total g 100.00
NOTE: Respondents can select multiple bases of discrimination, which accounts for any disparities in totals,
Information specific to Sexual Harassment begins on page 14.
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EXPERIENCED DISCRIMINATION BASED ON RACE/NATIONAL ORIGIN/COLOR

NOTE: Respondents who selected “Decline to tespond”

for Race and/or Hispanic declaration in the
demographics section account for disparities that may appear in totals shown below.

MAJORITY

Frequency Percent

18 90.00

Total 20 100.00
MINORITY
Frequency Percent
NO 33 100.00
Total 33 100.00
ADMIN#: 15659574 Defense Equal Opportunity Management Institute 8
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EXPERIENCED DISCRIMINATION BASED ON GENDER (SEX)

MEN

Frequency Percent

YES 0 0.00

Total 3 100.00

WOMEN

Frequency Percent

YES 2 3.28

Tatal 61 100.00
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Actions Taken Following Incident of Discrimination

NOTE: Respondents® option to select more than one type of discrimination accounts for disparities that may

appear in the totals shown below.

Did you report any of the incidents of discrimination to someone in your organization?

Filed formal compiaint through EQ/EEO representative,

Reported incident thro ugh EO/EEO represcatative,

Frequency

LS S S = =]

Percent

0.00
0.00
25.00
25.00
30.00

100.00

Reported incident to su pervisor/superior,

Did'not réport the incident toanyone :

"N/A" responses not included,

ADMIN#: 1565957-4 Defense Equal Opportunity Management [nstitute
FOR OFFICIAL USE ONLY




Reported Incident of Discrimination to Formal Complaint, EO/EEQ or Supervisor:
Demographic Breakout

NOTE: Respondents who selected “Decline to respond” for Race and/or Hispanic declaration in the
demographics section or responded with N/A, account for disparities that may appear in totals shown below.

Table 1. Reported Incident of Discrimination by Demographic Breakout

Reported Did Not Report Total

Reported Incident of Discrimination

Number Percent Number  Percent Number Percent
Civilian 0 0.00 0 0.00 0 100.00
Military 2 33.33 4 66.67 6 100.00
Men 0 0.00 0 0.00 g 100.00
Women 2 3333 4 66.67 6 100.00
Majority 0 0.00 3 100.00 3 100.00
Minority 2 66.67 1 33.33 3 100.00

Figure 1. Reported Incident of Discrimination by Demographic Subgroups

Civilian 0.00%

Military 33339
Men 0.00%

Women 33.33%

Majority 0.00 2%
Minority 66.67 %

"N/A" responses not included.
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Satisfaction with Discrimination Issue Resolution: Members who Filed Formal Complaint or
Reported Incident to EQ/EEO or Supervisor

Figure 2. How satisfied are you with how your issue was (or is being) resolved?

NOTE: Data for individuals who confronted the offenders are not included in the DEOCS satisfaction analysis.

Frequency  Percent

Very Dissatisfied 0 0.00

Somewhat Dissatisfied 2 1060.00

' Somewhat Satisﬁedl 0 0.00
- 0 0.00
Total 2 100.00

“N/A”™ responses not included.
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Perceived Barriers to Reporting Discrimination

If you did not report the incident to anyone in your chain of command, please indicate your personal reasons
why. (Mark all that apply)

Figure 3. Barriers to Reporting Discrimination_

Frequency

B

W o o

X

B

Total 6

The incident would rot he taken seriously.

Percent

33.33
0.00

0.00

3(.00
16.67

0.00

100.00

Lack of privacy/confidentiality,

The incident would not be believed.

Lack of support from chain of comimand.

“N/A”™ responses not included.

ADMIN#: 1565957-4 Defense Equal Opportunity Management Institute
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Total
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NO

Total
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Frequency

0
3

Frequency

0
61

61

Percent
0.00

100.00

100.00

Percent

0.00
160.00

100.00
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Actions Taken Following Incident of Sexual Harassment

NOTE: Respondents” option to select more than one type of discrimination accounts for disparities that may

appear in the totals shown below.

Did you report any of the incidents of sexual harassment to someone in your organization?

Total

Fited formal complaint through EQ/EEO representative,

Reported incident through EO/EEQ representative.

Frequency

Percent

0.00
0.00
0.00
0.00
0.00

100.00

Reported incident to su pervisor/superior.

Did not report the incident to anyone, .

“N/A” responses not included.
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Members who Filed Formal Complaint or Reported Incident of Sexual Harassment to EO/EEO or
Supervisor: Demographic Breakout

NOTE: Respondents who selected “Decline to respond” for Race and/or Hispanic declaration in the
demographics section or responded with N/A, account for disparities that may appear in totals shown below,

Table 2, Reported Incident of Sexual Harassment by Demographic Breakout

Reported Did Not Report Total
Reported Incident of Sexual Harassment

Number Percent Number Percent Number Percent

Civilian 0 0.00 0 0.00 0 100.00
Military 0 0.00 ¢ 0.00 0 100.00
Men 0 0.00 0 0.00 0 100.00
Women 0 0.00 ¢ 0.00 0 160.00
Majority 0 0.00 0 0.00 0 100.00
Minority 0 0.00 g 0.00 0 160.00
Figure 4. Reported Incident of Sexual Harassment by Demographic Subgroups
Civilian 0.00%
Military 0.00 %
Men 0.00;
Women 0.00%
Majority 0.00 2%
Minority 0.00 %
“N/A” responses not included.
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Satisfaction with Sexual Harassment Issue Resolution: Members who Filed Formal Complaint or
Reported Incident to EO/EEQ or Supervisor

Figure 5. How satisfied are you with how your issue was (or is being) resolved?

NOTE: Data for individuals who confronted the offenders are not included in the DEQCS satisfaction
analysis.

Frequency
:
L ~ Somewhat Satisﬁeil 0
: 0
Total 0

“N/A™ responses not included.
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Percent
0.00
0.00
0.00
0.00

100.00
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Perceived Barriers to Reporting Sexual Harassment

If you did not report the incident to anyone in your chain of command, please indicate your personal reasons
why. (Mark all that apply)

Figure 6. Barriers to Reporting Sexual Harassment

Frequency  Percent
¢ 0.00
(.00

0.00

0.00
Q.00

0
0
0 0.00
0
0

Total 0 100.00

The incident would not be taken serjously.

The incident would not be believed,

Lack of privacy/confidentiality.

Lack of support fromi chain of command,

“N/A” responses not included.
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IV. SEXUAL ASSAULT PREVENTION AND RESPONSE

This section addresses members' perceptions of the Sexual Assault Prevention and Response (SAPR) climate
within your organization, Specifically, this section includes members' perceptions of the following topic areas:

1) Perceptions of Safety

2) Chain of Command Support

3) Publicity of SAPR Information

4) Unit Reporting Chimate

3) Perceived Barriers to Reporting Sexual Assault
6) Unit Prevention Climate

7) Restricted Reporting Knowledge

Below you will find the overall unit summary information pertaining to the SAPR climate within your
organization, compared to the DEOMI database for your Service. Results display above average, average, and
below average using a green, blue, and red coding scheme, respectively. Above average indicates that the
perceptions of your members are markedly more favorable than the perceptions commonly held across your
Service. Average indicates that the perceptions of your members are similar to that of the perceptions commonly
heid across your Service. Below average indicates that the perceptions of your members are markedly less
favorable than those held across your Service. Your organization’s average is displayed along with its respective
Service branch average.

" Blue = Near Service Average &

Your Unit

Your Service

Range of “Near Service” Average =  3.61 - 3.75

Chain of Command Support

' |
Your Service . ' ‘ 3.37
|
Range of “Near Service” Average =  3.26- 3.48
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Your Unit

Your Service

Range of “Near Service” Average= 2.82- 3.04

Your Unit

Your Service

Range of “Near Service” Average= 3.33-3.56

Zero Perceived Barriers to Reporting Sexual Assault

. _ ._ __i_____ o =

‘ 36.77 %

Your Unit

T e

Your Seryice

Range of “Near Service” Average = 20,35- 4444

Unit Prevention Climate
) : “ | e e ] e e 1

s e ). o

Your Unit

o R R S T T —— L —— -

Your Service

Range of “Near Service” Average = 3.22- 3.43

Your Unit

71.37 %

Your Service
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Perceptions of Safety

Perceptions of Safety refers to members® feelings of safety from being sexually assaulted where they currently
live and perform their work/duties, Two questions measure Perceptions of Safety; each item is measured on a
four-point scale, where respondents may select very unsafe, unsafe, safe, or very safe.

Table 3 displays Perceptions of Safety where individuals live, subdivided by residence and respondents®
perceptions of safety where they work. The table displays the percentage of members who indicated they feel
safe or very safe combined into “Safe” and displays the percentages of members who indicate they feel unsafe or
very unsafe combined into “Unsafe.” In cases where fewer than five people in a subgroup complete the survey,
you will not receive any data for that subgroup in order to maintain respondent anonymiity; that group’s data will
be marked with 0.00.

Table 3. Respondents’ Perceptions of Safety

To what extent do you feel safe from Safe Unsafe Total

being sexually assaulted where you

currently live: Number Percent Number Percent Number  Percent
On-base/post/station 12 9231 1 7.69 13 100.00
Off-base/post/station 50 98.04 1 [.96 51 100.00

To what extent do you feel safe from

being sexually assaulted where you 61 935131 3 4.69 64  100.00

perform your work/duties:
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Analyzing Responses based on Demographic Suberoups:

Figure 7 displays the percentage of respondents who feel “Safe”
cases where fewer than five people in a subgroup complete the s

subgroup in order to maintain respondent anonymity; that group’s data will be marked with 0.00,

Figure 7. Respondents’

where they live by demographic subgroups. In
urvey, you will not receive any data for that

Perceptions of Safety where they Live by Demographic Subgroups

To what extent do you feel safe from being sexually assaulted where you currently live?

Men

Women

Jr. Enlisted .'
Sr. Enlisted
Jr. Officer |
Sr, Officer
Jr. Civilian
Sr. Civilian
Organization

Service |.
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0.00 %
96.72 %

95.56 %
100.00 %

100.00 %

0.00 %
0.00 %
0.00 %
96.88 %

96.97 %
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Figure 8 displays the percentage of respondents who feel “Safe” where they work by demographic subgroups.
Int cases where fewer than five people in a subgroup complete the survey, you will not receive any data for
that subgroup in order to maintain respondent anonymity; that group’s data will be marked with 0.00.

Figure 8. Respondents’ Perceptions of Safety at Work by Demographic Subgroups

To what extent do you feel safe from being sexually assaulted where you perform your work/duties?

Men 0.00 %
Women 95.08 2%
Jr. Enlisted 93.33 %
Sr. Enlisted 100.00 94
JIr. Officer 100.00 9
Sr. Officer 0.00 ¢
Jr. Civilian 0.00 %
Sr. Civilian 0.00 %4
Organization 9531 %
Service 9749 %
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Recommendations:

While Perceptions of Safety may not necessarily reflect the actual level of risk faced by an individual or group,
the reasoning behind such perceptions may yield valuable information about a number of environmental risks
that pertain not only to sexual assault, but also to domestic violence, substance abuse, disruptive conditions in
living quarters, and other problems that require command attention. Use the results as a guide for developing a
plan of action for leadership within your unit. Use the respanses displayed by residence and by demographic
subgroup to identify any differences between groups. Consider holding sensing sessions/focus groups with
several members of these demographic groups to understand any differences in responses in your unit’s results.
Incorporate feedback from these sessions into your plan of action for leadership.

Here are additional recommendations and information to consider when developing your plan of action:

* Foster and encourage first-line supervisor involvement in the detection of potential threats and risks within
your unit. About 80% of the sexual assaults within the Department of Defense dccur between people that
know each other. Consequently, standard physical security measures may not always address the factors that
give rise to sexval assaults between co-workers, friends, and acquaintances. Well-trained and empowered
first-line supervisors are likely the first to become aware of behaviors that contribute to increased risk for
sexual assault and other disruptive behaviors within the unit,

As appropriate, encourage your unit leaders to regularly visit military living quarters - especially during
evenings and weekends,

Consider contacting base law enforcement and criminal investigators to obtain local threat information, for
both on- and off- base housing areas.

Review and modify as appropriate "party” and alcohol use policies in on-base tiving quarters. Many
interactions that lead to sexual assault begin in social settings and often involve aicohol. Such policies
should promote responsible alcohol use, encourage all involved to be on the lookout for situations at risk for
sexual assault, and outline how to safely address inappropriate behavior.

Encourage professional workplace behavior and intervention against those who do not behave respectfully.
Research has found that the presence of unchecked sexual harassment within a unit increases the likelihood

of sexual assault within that unit. Unit leadership must not only enforce these standards but also set the
example.

ADMIN#: 1565957-4 Defense Equal Opportunity Management Institute
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Chain of Command Support

Chain of Command Support refers to members’ perceptions of the extent to which command behaviors are
targeted towards preventing sexual assault and creating an environment where members would feel comfortable
reporting a sexual assault. Seven questions measure Chain of Command Support; each item is measured on a
four-point scale assessing extent, where respondents may select not at all, slight extent, moderate extent, or
great extent, '

Table 5 displays the percentage of individuals who perceive a favorable Chain of Command Support climate,
meaning that they perceive the chain of command to display the positive command behaviors to a moderate
extent or a great extent. Additionaily, this table displays the percentage of individuals who perceive an
unfavorable Chain of Command Support climate, meaning that they perceive the chain of command to display
the positive behaviors to a slight extent or not at all.

Table 5. Respondents' Perceptions of Chain of Command Support

. Favorable Unfavorable Total

To what extent docs your chain of command:

Number Percent Number Percent Number Percent
Promote a unit climate based on “respect and
trust” 35 54.69 29 45.31 64 100.00
Refrain from sexist comments and behaviors

54 84.38 10 15.63 64 100.00

Actively discourage sexist comments and
behaviors 55 85.94 9 14.06 64 100.00
Provide sexual assault prevention and response
training that interests and engages you 49 76.56 15 23.44 64 100.00

Encourage bystander intervention to assist
others in situations at risk for sexual assault or 50 78.13 14 21.88 64 100.00
other harmful behavior

Encourage victims to report sexual assault

56 87.50 8 12.50 64 100.00
Create an environment where victims feel
comfortable reporting sexual assault 52 81.25 12 18.75 64 100.00
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Analyzing Responses based on Demographic Subgroups:

The Chain of Command Support index is calculated by first assigning numerical values to each anchor, where
“1” equals not at all, “2” equals slight extent, “3" equals moderate extent, and “4” equals great extent, and then
computing individuals® mean responses to the seven Chain of Command Support questions. Fi gure 9 displays
your unit’s combined average on these questions by demographic subgroups, with higher scores reflecting more
tavorable Chain of Command Support. In cases where fewer than five people in a subgroup complete the survey,
you will not receive any data for that subgroup in order to maintain respondent anonymity; that group's data will
be marked with 0.00.

Figure 9. Respondents® Perceptions of Chain of Command Support by Demographic Subgroups

Men 0.00
Women | | 3.18
Jr. Enlisted 3.16
Sr. Enlisted 3.19
Jr. Officer 3.16
Sr. Officer 0.00
JIr. Civilian 0.00
Sr. Civilian 0.00
Organization 3.18
Service 337
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Recommendations:

The Chain Of Command Support index provides insight into how unit members perceive leadership's
behaviors related to preventing sexual assault and creating an environment where victims would feel
comfortable reporting sexual assault. Use the results as a guide for developing a plan of action for leadership
within your unit. Use the responses displayed by demographic subgroup to identify any differences between
groups. Cousider holding sensing sessions/focus. groups with several members of these demographic groups
to understand any differences in responses in your unit’s results. Incorporate feedback from these sessions
into your plan of action for leadership.

Here are additional recommendations and information to consider when developing your plan of action:

Motivate and empower your command team to take action on those items that get a less favorable rating. For
example, if the chain of command s not seen as actively discouraging sexist comments and behaviors,
clearly set your expectations with your unit leaders and consider inviting an installation resource in to help
improve their skill set. Some sexist comments and behaviors may be so common practice that they escape
serutiny by those using them. Capturing a wide variety of perspectives from people within and outside your
leadership chain can help you identify problem areas. Unchecked sexist comments and behaviors
communicate to offenders that the unit is a place that tolerates treating someone unfairly because of their
gender. This kind of climate may act as a "green light" for those who perpetrate sexual assault.

Emphasize the importance of reporting sexual assault and getting needed assistance.

Refrain from using the phrase "zero tolerance™ on an individual unit-level, While no one should ever
tolerate, condone or accept sexual assault, use of this term may have the unintended effect of keeping
victims from reporting; no service member wants to be the person that shatters the commander's expectation
that "zero" sexual assaults will occur in the unit, Rather, emphasize that sexual assault has no place in your
unit - but if it does occur, encourage those impacted to choose one of the reporting options and get care,
Adjust supervision policies to allow unit members to engage care and other resources without intrusive
questioning. An environment that is conducive to reporting also allows victims a reasonable amount of
flexibility to schedule and attend appointments for care and assistance. While personnel accountability is
important, victim feedback indicates that supervisors often ask such intrusive questions about the nature of
care appointments that victims sometimes forego reporting the crime and getting care so as to not attract
negative attention.

" Seek out training opportunities that encourage small group discussion and active participation. "One size fits
all* training rarely imparts lasting changes in knowledge, skills, and behavior. Members between the ages of
18 to 25 may be most at risk for sexual assault, but many at this age see themselves as impervious to this and
other harms. Small group discussions with a mentor can help overcome such resistance and impart lasting
change. Contact your servicing Sexual Assault Response Coordinator for meaningful and impactful training
formats and opportunities,
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Additional Resources:

Training materials and discussion guides that can be used in smaller groups are available at www.sapr.mil.
Also, follow links on sapr.mil to your Service webpage for additional materials,

Consider attending DEOMI’s Leadership Team Awareness Seminar (LTAS). Target audience for LTAS ig
setior officers (commanders and key staff/department heads 0-3/0-6) and senior enlisted advisors (E-1/E-9)
as well as civilians including legal officers, chaplains, and inspector general personnel in leadership
positions. Duration of the course is 5 Days (40 hours). For more information contact: Student Management
Division for enroliment into LTAS, Commerciai (321)494-5653/7543 (DSN 854),
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Publicity of SAPR Information

Publicity of SAPR Information refers to the extent to which members’ perceive that SAPR-related information
and resources is publicly displayed and openly communicated. There are three qQuestions measuring Publicity of
SAPR Information; each item is measured on a four-point scale measuring extent, where respondents may select
not at all, slight extent, moderate extent, or great extent,

The following table displays the percentage of individuals who perceive there to be a favorable climate of
Publicity of SAPR Information, meaning that they perceive the display of SAPR information and resources is to
a moderate extent or a great extent. This table also displays the percentage of individuals who perceive there is
an unfavorable climate of Publicity of SAPR Information, meaning that they perceive the display of SAPR
information and resources is to a slight extent or not at ail.

Table 6. Respondents’ Perceptions of Publicity of SAPR Information

] Favorable Unfavorabie Total
To what extent does your chain of command:
Number Percent Number Percent Number Percent
Disseminate information on the outcomes of
sexual assault courts-martial occurring within 25 39.06 39 60.94 64 100.00

your Service

Pablicize sexual assault reporting resources (e.g.,

Sexual Assault Response Coordinator contact 50 78.13 14 21.88 64 100.00
information; Victim Advocate contact

information; awareness posters; sexual assault

hotline phone number)

Publicize the Restricted {confidential) Reporting
option for sexual assault 50 78.13 14 21.88 64 100.00
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Analyzing Responses based on Demographic Subgroups:

Figure 10 provides results of the Publicity of SAPR Information index by demographic subgroups. The Publicity
of SAPR Information index is calculated by first assigning numerical values to each anchor, where “1” equals
not at all, “2” equals slight extent, “3” equals moderate extent, and “4” equals great extent, and then computing
individuals’ mean responses to the three publicity questions. The figure below displays your unit’s combined
average on these questions by demographic subgroups, with higher scores reflecting more favorable perceptions
of Publicity of SAPR Information. In cases where fewer than five people in a subgroup complete the survey, you
will not receive any data for that subgroup in order to maintain respondent anonymity: that group’s data will be
marked with 0.00..

Figure 10. Respondents’ Perceptions of Publicity of SAPR Information by Demographic Subgroups

Men 0.00
Women 2.85
Jr. Enlisted 2.81
Sr, Enlisted 2.61
Jr. Officer 3.00
Sr. Officer 0.00
Jr. Civilian 0.00
Sr. Civilian 6.00
Organization 2.83
Service 2.93
ADMIN#: 15659574 Defense Equal Opportunity Management Institute

FOR OFFICIAL USE ONLY



Recommendations:

The Publicity of SAPR Information index can provide insight about the availability of SAPR-related
information and resources. Publically discussing issues surrounding sexual assault and displaying SAPR
resources is an important step in decreasing the stigma associated with this crime, Communicating openly
with members of your organization about sexual assault will also help to raise awareness of the issue. Use
the results as a guide for developing a plan of action for leadership within Your unit to increase the
availability of these resources and information. Use the responses displayed by demographic subgroup to
identify any differences between groups. Consider holding sensing sessions/focus groups with several
members of these demographic groups to understand any differences in responses in your unit’s results.
Incorporate feedback from these sessions into your plan of action for leadership.

Here are additional recommendations and information to consider when developing your plan of action:

Publicize SAPR information to prevent sexual assaults in your unit:

0 Empower your command team to publically display SAPR information by guiding them to resources
that they can utilize (see Additional Resources section below),

o Integrate SAPR messaging into existing communication plans and publications (e.g., town halls, all
hands, commander’s call, newsietter, etc.),

©  Feature sexual assault related resources in unit common areas. Publicize the DoD sexual assaylt
hotline (www.safehelpline.org) as an anonymous, free, and available worldwide 24 hours a day
resource.

¢ Disseminate policy letters against sexism, sexual harassment, and sexual assault.

Publicize SAPR information in response to a sexual assault allegation made in your unit:

¢ Take the opportunity to discuss the SAPR program, the support resources available to both victims
and accused members, and prevention topics.

¢ Actively discourage rumors and speculation about the allegation.

o Consider appropriate releases of information to keep unit members informed and derail rumors. The
release must censider the privacy of the victim, the accused, and the sensitivity of the matters
involved. Work with your local criminal investigators and staff judge advocate to determine what
can be said, when it is released, and how to communicate such information.

0 To the extent legally permissible, discuss the outcomes and disciplinary actions, if any, of sexual

assault allegations.

When all personnel are held appropriately accountable for their behavior, the unit climate of trust and

safety is enhanced and personnel may feel safer coming forward with issues or incident reports. An

example of a practice that promotes accountability includes: Publicizing the punishments for
misconduet or criminal offenses consistent with law and Department of Defense regulations

(Excerpted from the 2014-2016 DoD Sexual Assault Prevention Stratepy, Section 5).
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Additional Resources:

Nationally, Sexual Assault Awareness Month (SAAM) oceurs in April and commits to raising awareness
and promoting the prevention of sexual violence through use of special events and public education. SAAM
provides commands/installations an annual opportunity to highlight DoD and Service policies addressing

sexual assault prevention and response. Visit www.sapr.mil for Sexual Assault Awareness Month Campaign
materials.

Stay up-to-date on SAPR policies by visiting www.sapr.mil and sigh up to receive the SAPRO's quarterly
newsletter (SAPR Source).

Visit www.safehelpline.ore for outreach materials.

Visit www.deomi.org for sexual assault awareness observance posters.
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Unit Reporting Climate

Unit Reporting Climate measures the extent to which members perceive that the chain of command would take
appropriate actions to address an Unrestricted Report of sexual assault and that there would be minimal social
and professional retaliation if a sexual assault was reported. Ten questions measure Unir Reporting Climate,
where respondents may select not af aif likely, slightly likely, moderately likely, or very likely,

Table 7 below displays the percentage of individuals who perceive a favorable Unit Reporting Climate, meaning
that they perceive individuals within the unit (chain of command or members) are moderately likely or very
likely to engage in the positive Unit Reporting Climate behavior. The table also displays the percentage of
individuals who perceive an unfavorable Unit Reporting Climate, meaning that they believe the individuals
within the unit are slightly likely or not at all likely to engage in the positive reporting climate behavior. Within
this scale, there are three questions that ask about the extent of negative behavior and are therefore reverse
scored to remain consistent with a hi gher score being more favorable (indicated with an asterisk).

Table 7. Respondents' Perceptions of Unit Reporting Climate

If someone were to report a sexual assaul¢ Favorable Uafavorable Total

to your current chain of command, how Number Percent Number Percent Number
likely is it that:

Percent

The chain of command would take the report

seriously, 56 87.50 8 12.50 64 100.00
The chain of command would keep knowledge of

the report limited to those with a need to know. 3l 79.69 I3 20.31 64 100.00
The chain of command wouid forward the report

outside the unit to criminal investigators, 36 87.50 8 12.50 64 160.00
The chain of command would take steps to

protect the safety of the person making the 54 84.33 10 15.63 64 100.00
report.

The chain of command would support the person

making the report, 55 85.94 9 14.06 64 100.00
The chain of command would take corrective

action to address factors that may have led to the 54 84.38 10 15.63 64 100.00
sexual assault.
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Unit members would label the person making

the report a troublemaker (*). 40 62.50 24 37.50 64 100.00
Unit members would support the person making

the report. 55 85.94 9 14.06 64 100.00
The offender(s) or their associates would

retaliate against the person making the report 39 60.94 25 39.06 64 100.00
(*).

The career of the person making the report

would suffer (*). 4] 64.06 23 35.94 64 100.00
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Analyzing Responses based on Demographic Subgroups:

Figure 11 provides the results of the Unit Reporting Climate index by demographic subgroups, with higher
scores indicating more favorable responses. The Unit Reporting Climate index is calculated by first assigning
numerical values to each anchor, where “1” equals nor ar aff likely, “2” equals slightly likely, «“37 equals
moderately likely, and “4” equals very likely, and then computing individuals® mean responses to the 10 Unir
Reporting Climate questions. The figure below displays your unit’s combined average on these questions by
demographic subgroups, with higher scores reflecting a more favorable Unir Reporting Climate. In cases where
fewer than five people in a subgroup complete the survey, you will not receive any data for that subgroup in
order to maintain respondent anonymity; that group’s data will be marked with 0.00.

Figure 11. Respondents’ Perceptions of Uni¢ Reporting Climate by Demographic Subgroups

Men 0.00
Women 3.21
Jr. Enlisted 3.08
Sr. Enlisted 3.73
Jr. Officer 3.37
Sr. Officer 0.00
Jr. Civilian 0.00
Sr. Civilian 0.00
Organization 3.23
Service 3.44
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Recommendations:

differences between groups. Consider holding sensing sessions/focus groups with several members of these
demographic groups to understand any differences in responses in your unit’s results. Incorporate feedback
from these sessions into your plan of action for leadership.

Here are additional recommendations and information to consider when developing your plan of action:
Optimize Unit Reporting Climate to prevent sexual assault in your unit:

© Encourage your command team to take action on those items that receive a less favorable rating. For
instance, if unit members perceive that the chain of command does not take sexual assault reports
seriously, follow up with unit leaders to ensure that this responsibility is not taken lightly. Service
members perceive that sexuval assault Teports are not taken seriously when allegations are ignored,
leadership at any level encourages victims to drop their report, and victims are scrutinized and
blamed for getting victimized.

o Ensure DoD and Service requirements are met with regard to case progress and updates to victims,
DoD Instruction 6495.02 requires the establishment of a multi-disciplinary case management group
(CMG), co-chaired by the Deputy Installation Commander and the SARC. While each Service may
refer to this group by a different name (i.e., Sexual Assault Review Board, etc.), the CMG should
meet monthly to review individual cases, improve reporting, facilitate monthly victim updates, and
to discuss process improvements to ensure system accountability and victim access to quality
services. As a cominander, you must attend the monthly CMG until final disposition has been taken
in the case. You are also responsible for providing monthly updates to victims of sexual assault on
their case.

+ Maintain a favorable Unir Reporting Climate in response t0 a sexual assault allegation made in your unit:

0 All sexual assault allegations that come to the chain of command’s attention must be referred to a
military criminal investigative organization (CID, NCIS or AFOSI). Commanders may not conduct
their own internal or preliminary investigation (e.g., commander’s inquiry, “15-6 investigations”,
etc.). Once the investigation is complete, you or a more senior commander must review the criminal
investigation, evaluate the evidence with the assistance of a judge advocate, and determine any
appropriate disciplinary action to be taken. If the victim and the accused are both within your unit, it
is important that you should remain objective (fair and tmpartial) and take appropriate action based
on the evidence.

o Discourage members from participating in “barracks gossip” or grapevine speculation about the case
or investigation. Remind everyone to wait until all the facts are known and final disposition of the
allegation has occuired before reaching conclusions. While vietims must see their allegations are
taken seriously, the alleged offender is presumed innocent uniil proven guilty. Remind members that
discussion of a possible sexual assault incident might compromise an ongoing investigation,

© Emphasize the importance of balance in the justice system. “Choosing sides” is never fair to the
parties involved, and can rip a unit apart. Supporting the victim and the accused through the military
Justice process does not require anyone to take a side, Rather, as 2 commander, you have a duty to
ensure both parties (if both are under Your command) are connected with appropriate services and
support.
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Advise those who may have knowledge of the events leading up to or surrounding the incident to
fully cooperate with any investigation involved.

Consider some form of targeted unit refresher training; or have an outside expert address the unit
regarding preventive measures, as well as some of the emotional or psychological feelings that may
manifest themselves, affect the unit, and require the unit’s response during the course of the
investigation. It is important that unit members not see “refresher training™ as a group punishment
because someone reported a sexual assault. Rather, small group discussions led by knowledgeable
leaders are often the most helpful,

Continuously menitor the unit’s overall climate to ensure neither the victim and/or the alleged
offender is being ostracized. Prevent organizational splintering by communicating your expectations
with first-line supervisors; encourage supervisors to stop rumors, monitor the formation of cliques,
and communicate observed ostracism upwards, Keep in mind that sexual assault is not solely an
individual-level issue; it requires a sustained systemic response because it is influenced by a
wide-range of individual-, organizational-, and secietal-level variables,

Make victims aware of the option to request an expedited temporary or permanent transfer from their
assigned command or base, or to a different location within their assigned command or base. Also
keep in mind that alleged offenders may alternatively be moved,
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Perceived Barriers to Reporting Sexual Assault

Perceived Barriers to Reporting Sexual Assault refers to the frequency of barriers to reporting sexual assault
individuals perceive within their unit/organization. Members are asked to select all that may apply from eight
potential barriers, along with two additional options: “Another reason other than what is provided above” and
“There are no barriers that would prevent victims from reporting a sexual assauit.”

The table befow displays the percentage of members who perceive each barrier to reporting sexual assault.

Table 8. Respondents’ Perceived Barriers to Reporting Sexual Assault

In your current unit/organization, which of Selected Not Selected Total
the following would be the most likely
reasons why a victim of sexual assault Number  Percent Number Percent Number Percent
would not report the incident?
Negative impact to career or progress,

21 32.81 43 67.19 64 1060.00
Loss of privacy/confidentiality,

34 53.13 30 46.87 64 100.00
Fear of professional retaliation for making the
report. 21 32.81 43 67.19 64 100.00
Fear of social retaliation for making the report.

27 42.19 37 57.81 64 100.00
Lack of confidence in the military justice systom.

12 18.75 52 8t.25 64 100.00
Lack of confidence in the chain of command.

21 32.81 43 67.19 64 100.60
Takes too much time and effort to report.

12 18.75 52 81.25 64 100.00
Not knowing how to make a sexual assaalt
report. 5 7.81 59 92.19 64 100.00
Another reason other than what is provided
above. 7 10.94 57 89.06 64 100.00
There are no barriers that would prevent victims
from reporting a sexual assault. 13 20.31 5 79.69 64 100.00
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Analyzing Responses based on Demographic Subgroups:

The figures on the following pages provide results of the Perceived Barriers to Reporting Sexual Assauit
qQuestions by demographic subgroups. The figures display the percentage of members that perceive zero bartiers
to reporting sexual assault (Figure 12), one to two barriers to reporting sexual assault (Figure 13), and three or
more barriers to reporting sexual assault (F igure 14) by demographic subgroups. Taken together, these three
figures represent the total group members who responded to the survey. In cases where fewer than five people
in a subgroup complete the survey, you will not receive any data for that subgroup in order to maintain
respondent anonymity; that group’s data will be marked with 0.00,

Figure 12. Percentage of Respondents who Perceived Zero Barriers to
Reporting Sexual Assauit by Demographic Subgroups

Men 0.009%
Women 2131 %
Jr. Enlisted 17.78%
Sr. Enlisted 33.33%
Jr. Officer 20.00 %,
Sr. Officer 0.00¢4
Jr. Civilian 0.00 o4
Sr. Civilian 0.00 94
Organization 20.31%
Service 36.77 %
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Figure 13. Percentage of Respondents who Perceived One o Two Barriers to
Reporting Sexual Assault by Demographic Subgroups

Men 0.00%

Women | 31.15 %

Jr. Enlisted : 3L11 %
Sr. Enlisted | 50.00 %
Jr. Officer 30.00 %
Sr. Officer 0.00 %
Jr. Civilian 0.00%
8r. Civilian 0.00%
Organization 31.25 oy
Service 32.61¢,

Figure 14. Percentage of Respendents who Perceived Three or More Barriers to
Reporting Sexual Assaulit by Demographic Subgroups

Men 0.00%

Women |f§ 47.54 %

Jr. Ealisted | 51.i11%
Sr. Enlisted || 16.67 %
Jr. Officer 50.00%
Sr. Officer 0.00%
Jr. Civilian 0.00 %
Sr. Civilian 0.009;
Organization || 48.44 94,
Service 30.62 %,
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Recommendations.:

Due to the nature of sexual assault crimes, victims often do not feel comfortable reporting or talking about
their experience. There are steps leadership can take to reduce or eliminate these barriers which would
increase the likelihood of a sexuai assault being reported. The Perceived Barriers 1o Reporting Sexuql
Assauldt question can provide insight into why members within your organization may not feel comfortable
reporting a sexual assault. Use these results as a guide to help develop a plan of action to eliminate
perceived barriers within your organization. Compare the percentage of perceived barriers within your
organization to the results of your respective service, Use the responses displayed by demographic subgroup
to identify any differences between groups. Consider holding sensing sessions/focus groups with several
members of these demographic groups to understand any differences in responses in your unit’s results,
Incorporate feedback from these sessions to help develop a plan of action for leadership to eliminate
perceived barriers to reporti ng sexual assault. While you may never be able to eliminate ail barriers to
reporting, your work to address these concerns sends a powerful, positive message to victims.

Here are additional recommendations and information to consider when developing your plan of action:

Motivate and empower your command team to take action on barriers that are frequently perceived. Have a
frank discussion with members regarding these barriers and be open to members’ suggestions for
improvement. Take steps to clarify misperceptions and reduce concerns by demonstrating effort towards
eliminating that barrier. For example, if members perceive “negative impact to career or progress™ to be a
bartier to reporting sexual assault within your unit, ask members why this perception exists. Inquire further

As a commander, you must carefully communicate two messages. First, sexual assault is a crime and has no
place in your unit. Second, if sexual assault does occur, encourage victims to pick one of the two reporting
options and seek assistance. Keep in mind that these messages must be balanced.

Avoid statements like “zero tolerance” on an individual unit level. While this sounds effective, it actually
sends a message to victims that you do not want them to come forward to report: No member wants to be the
one to tell their commander that the number of known sexual assaults in the unit is no longer “zero.”

Ensure victims feel comfortable coming forward to report sexual assaults by encouraging them to do so to
the Sexual Assault Response Coordinator (SARC). Stress to your members that you do not have access to
identifying information about victims making Restricted Reports; this will build members® trust in your
unit’s SARC and Victim Advaocate (VA).

As a commander, you can strengthen member’s trust in the reporting process by recommending the most
qualified and trained professional to serve in critical advocacy positions.
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Unit Prevention Climate (Bystander Intervention)

Unit Prevention Climate, also known as Bystander Intervention Climate, refers to individuals’ intentions to act
tf they were to observe a situation that may lead to a sexual assault. Unit Prevention Climate is measured with

Figure 15, Responses to Bystander Intervention Action Question

Suppose you see someone secretly putting something in another person’s drink. You’re unsure what jt
was. Which of the following are you most likely to do in this kind of situation?

Frequency Percent

14 21.88

37 57.81

6 9.38

I 1.56

0 0.00

6 9.38

Total 64 100.00

Confront the person,

Tell the drink owner what Yyou saw,

Leavé to avoid any kind'of trouble. . - 1

i

B
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Figure 16. Responses to Bystander Intervention Point of Intervention Question

Imagine you go on temporary duty for some training. The first night you go to a restaurant/bar with a large
group of colleagnes, whom you just met. At what point would you intervene in the following escalating
situation?

Frequency Percent

16 25.00

24 37.50

8 12.50

5 7.81

4 6.25

5 7.81

2 3.13

Total 64 100.00

A senior leader buys a drink for a person in the group and tells him/her a drink cannot
be refused, as doing so would go against tradition,

The senior leader buys a second and third drink for the same person despite his/her
repeated objections,

The person appears intoxicated and disoriented, and continues to be the senior
leader’s main focus of attention.
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Analvzing Responses based on Demographic Subgroups:

with higher scores indicating more favorable responses. In cases where fewer than five people in a subgroup
complete the survey, you will not recejve any data for that subgroup in order to maintain respondent
anonymity; that group’s data will be marked with 0.00,

Figure 17, Unit Prevention Climate Index by Demographic Subgroups

Men 0.00
Women 3.28
Jr. Enlisted 3.7
Sr. Enlisted 3.40
Jr. Officer 3.67
Sr. Officer 0.00
Jr. Civilian 0.00
Sr. Civilian 0.00
Organization 3.30
Service 3.33
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Prevalence of Respondents Observing High Risk Situations and Responses

Respondents were asked if they have observed a situatio

n they believed could have led to a sexual assault within
the past 12 months, Respondents” responses to this obs

ervation question are displayed in Figure 18,

Figure 18. Percentage of Respondents who Observed a High Risk Situation

In the past 12 months, [ observed a situation that I believe was, or could have led to, a sexual assault,

Frequency  Percent

62 96.88

Total 64 100.00

If respondents answered “yes” to the observ
identify the response that most closely rese
who completed the question across your o

ation of a high risk situation
mbled their actions.
rganization,

question, they were prompted to
Figure 19 displays the responses of those
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Figure 19, Respondents’ Reported Actions Taken Following High Risk Situation

If yes, in response to this situation, select the response that most closely resembles your actions:
Frequency Percent

0 0.00

0.00

0.00

0.00

0.00

0.00
0.00

S R o B o N = N = B v B

0.00

Total 2 100.00

I stepped in and separated the people involved in the situation.

I asked the person who appeared to be at risk if they needed help.

I confronted the person who appeared to be causing the situation.

Recommendations:

The Unit Prevention Climate index can provide insight into members’ intentions to act if they observe a situation
that may lead to a sexual assaulit. Use these results as a guide to help develop a plan of action to increase
bystander intervention within your organization. Look at the frequency of responses to the hypothetical scenario
questions and the prevalence of respondents observing a high risk situation question to gain an understanding of
how respondents within your organization plan to intervene as well as how they have intervened in the past. Set
the expectation that your people must look out for each other, both on and off the battlefield. Encourage safely
stepping in to de-escalate the situation when someone looks to be at risk for sexual assault or about to perpetrate
a crime. Employ training that relies on scenarios to demonstrate application of bystander prevention concepts and
drive small group discussions.
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Use Unit Prevention Climate index displayed by demographic subgroups to identify any differences between
groups. Consider holding sensing sessions/focus groups with several members of these demographic subgroups
to understand any differences in Tesponses in your unit’s results, Incorporate feedback from these sessions to
help develop a plan of action for leadership to increase bystander intervention within your organization.

Here are additional recommendations and information to consider when developing your plan of action:

- Promote bystander intervention by “practicing what you preach.” Be an active bystander by cailing out
sexist remarks and sexually harassing behaviors if they are observed. When appropriate, demonstrate
acceptable alternative behaviors as part of the corrective process. This will help provide the motivation
and confidence necessary for members within your organization to act,

- It takes some practice and courage to intervene and discourage or stop unacceptable behavior. Teach
bystander intervention strategies to motivate and empower your people to watch for questionable
behavior or risky choices, take safe action to de-escalate situations, and help ensure personal safety. One
approach involves emphasizing the “ABCs” of Bystander Intervention:

o Assess for safety. Ensure that all parties are safe, and whether the situation requires calling
authorities. When deciding to intervene, your personal safety should be the #1 priority. When in
doubt, call for help.

o Be with others. If it is safe to intervene, you are likely to have a greater influence on the parties
involved when you work together with someone or several people. Your safety is increased when
you stay with a group of friends that you know well.

© Care for the person. Ask if the target of the unwanted sexual advance, attention, or behavior is okay.
Does he or she need medical care? Does he or she want to talk to a Victim Advocate about reporting
the matter? Ask if someone they trust can help them get home safely.

" Encourage your members to be receptive to messages from others indicating their behavior is not
acceptable, '

Recognizing the rewarding positive personnel behavior can also be an effective strategy to increase and

reinforce appropriate bystander behavior.,

Additional Resources:

Visit www.sapr.mil for Active Bystander Training material.
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Restricted Reporting Knowledge

cannot take a Restricted Report.” The Sexual Assault Response Coordinator, Vietim Advocate, and Military
Service Healthcare Personnel (see footnote below table) can take a Restricted Report. “Anyone in my chain of
command” and “Criminal investigator and Military Police Officer” are incomrect answers. These persons cannot
take a Restricted Report. Table 9 displays the percentage of members within your organization who correctly
and incorrectly identified who can and cannot take a Restricted Report.

Table 9. Respondents’ Restricted Reporting Knowledge

Identify which of following types of people Correct Incorrect Total
can and cannot take a Restricted Report: Number  Percent Number  Percent Number  Percent
Sexual Assault Response Coordinator

56 8750 8 12.50 64 100.00
Victim Advocate

54 84.38 10 15.63 64 100.00
Military Service Healthcare Personnel

43 67.19 21 32.81 64 100.00
Anyone in my chain of command

54 84.38 10 15.63 64 100.00
Criminal investigator and Military Police
Officer 40 62.50 24 37.50 64 100.00

Footnote: Laws vary from state to state regarding the authority of Military Service Healthcare Personnel
to receive Restricted Reports. Please check with your local Sexual Assault Response Coordinator for
more information on local state [aws to veri fy if sexual assault victims who seek medical car or sexual
assault forensic exams can make a Restricted Report to healthcare providers.
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Analyzing Responses based on Demographic Subgroups:

Figure 20 displays the average percentage of members who responded correctly, displayed by demographic
subgroup, on the Resfricted Reporting Knowledge question. The question is scored by averaging the
percentage correct across the five response options of the types of people who can and cannot take a
Restricted Report. In cases where fewer than five people in a subgroup complete the survey, yout will not
receive any data for that subgroup in order to maintain respondent anonymity; that group's data will be
marked with 0.00,

Figure 20. Respondents’ Restricted Reporting Knowledge by Demographic Subgroups

Men J 0.00 %
Women I 77.05 %
Jr. Enlisted 74.67 %
Sr. Enlisted | [ 80.00 %
Jr, Officer 90.00 %
Sr. Officer 6.00 %
Jr. Civilian 0.00 %
Sr. Civilian 0.00 %
Organization 77.19 9
Service ([N 7137 %
Recommendations:

The Department of Defense is committed to ensuring victims of sexual assault are protected; treated with
dignity and respect: and provided support, advocacy, and care. The DoD also strongly supports applicable
law enforcement and criminai Justice procedures that enable persons to be held accountable for sexual
assault offenses and criminal dispositions, as appropriate. To achieve these dual objectives, the
Department’s preference is for complete Unrestricted Reporting of sexual assaults to allow for the provision
of victims’ services and to pursue accountability. However, Unrestricted Reporting may represent a barrier
for victims to access services, when the victim desj tes no command or law enforcement involvement.
Consequently, the DoD recognizes a fundamental need to provide a confidential disclosure vehicle via the
Restricted Reporting option.
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A Restricted Report allows victims to experience the services and support available to them and receive
information about the investigative and military justice process in a means that preserves their
confidentiality. Every year, a percentage of victims convert from a Restricted Report to an Unrestricted
Report to participate in the justice pracess. As a result, the Department makes available the Restricted
Reporting as a means for victims to become knowledgeable about their legal options. As of January 2014,
all Services have specially-trained attorneys to represent victims of sexual assault, regardless of which
reporting option is selected. This ability to confer confidentially with an attomey about their case may also
encourage more victims to participate in the military justice system.

The Restricted Reporting Knowledge score can provide insight into members’ knowledge of the reporting
options of sexual assault. Use the correct and incorrect responses as a guide for developing a plan of action
to increase awareness and knowledge of the reporting options. Use the responses displayed by demographic
subgroup to identify any differences between groups. Use this information to enhance the education and
training of your personnel.

Here are additional recommendations and information to consider when developing your plan of action:

Periodically take the opportunity to remind everyone of how to make an Unrestricted or Restricted
Report. Be sure to include how to contact the Sexual Assault Response Ceordinator (SARC) and
Victim Advocate (VA) that service your unit or the installation.

Emphasize that command has a legal responsibility to follow up on all allegations of sexual assault.
Individuals desiring a Restricted Report should contact a SARC, VA, or medical/mental health care
provider,

Publicize that victims of sexual assault may now have an attorney represent them during the military
Justice process. These attorneys are assigned at the victim’s request, regardless of whether a victim

makes either a Restricted or Unrestricted Report. SARCs connect victims with these specialized
attorneys.

Training is an important element in sexual assault prevention and response. Provide annual

training and encourage members to take this training seriously. A short slide-based training once a
year is NOT sufficient to make a lasting impression on your personnel - mostly because none of them
expect to become a victim of sexual assault. Contact your servicing SARC for more meaningful and
impactful training formats and opportunities.

Incorporate specific sexual assanlt prevention and response monitoring, measures and education into
normal command training, readiness, and safety forums (e.g., quarterly training guidance, unit status
reports, and safety briefings).

Discuss your unit’s DEQCS results with your installation’s SARC and request that he/she conduct
additional training or speak at commanders’ calls.

Additional Resources:

Visit www.sapr.mil for SAPR training material, webcasts, research, DoD regulations and policies, and more.
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V. CLIMATE FACTOR SUBGROUP COMPARISONS

Sexual Assault Prevention and Response Climate Overview

The following chart provides a demographic summary of the SAPR Climate variables. Results display above
average, average, and below average using a green, blue, and red coding scheme, respectively. Above average
indicates that the perceptions of your members are markedly more favorabie than the perceptions commonly
held across your Service. Average indicates that the perceptions of your members are similar to that of the
perceptions commonly held across your Service. Below average indicates that the perceptions of your members
are markedly less favorable than those held across your Service. In cases where fewer than five people ina
subgroup complete the survey, you will not receive any data for that subgroup; this helps maintain respondent
anonymity.

Perceptions Chain of Publicity of Unit Zero Perceived Unit Restricted
of Command SAPR Reporting Barriers Prevention Reporting
Safety Support Information Climate to Reporting Climate Knowledge

B - =

Majority 3.63 e [ 287 ] ] 30,007

%] [on]

Il I = .

I m I .

Senior Enlisted - - '

Junior Officer -

Senior Officer

Military -

0.00 0.00

l :
o
o
N a
o
& 3
[=2 F T
a Lo
o ~

0.00 0.00 I 0.00 0.00

Givilian 0.00 0.00 0.00
Junior Civilian Lo.ool | 0.00| 0.00 0.00 I | 0.00 | 0.00 ]
Senior Civilian 0.00 I o_oo_| Lo_oo 0.00 I | 0.00 0.00
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Organizational Effectiveness Factors

The following chart provides a demographic summary of the Organizational Effectiveness Factors. Results
reflect climate factor averages that are Above Service Average, Near Service Average, and Below Service
Average, respectively using a green, blue, and red color coding. Above Service Average: appreciably higher than
your Service’s average for that factor; Near Service Average: similar to those of your Service’s average; Below
Service Average appreciably lower than your Service’s average. No data are displayed in cases where fewer than
five people in a subgroup complete the survey; this helps maintain respondent anonymity.

Org  Trustin Org Org Leader Job Org Diversity  Help
Commit Leader Perform Cohesion Cohesion Satisfact Process Mgt Seeking

Exhaust

Senior Enlisted

I'"_

2383 ] | 296

Junior Officer

a1 1 1 % ¢ 0 0 B b
oo [om ] [zo] (o] B (2] (5] I I I
wom 1 I I I Il | § T
Men 0.00 | 0.c0 0.00 0.00 0.00 0.00 0.00 6.00 I 0.00
N N N ..
1§ = 1
¥ [ ey B ¥

Senior Officer | o‘oo| o.no] | 0.00| [ 0.00 0.00] | 0.00’ I 0.00 o.nol 0.00] | 0.00 |
Milkary I B I N e H B
Civilian | ooo[ | 000] I 000| | 0.00—| | ooo| | 000| | 000| Lo.00| | uoo]
Junior Civilian | 0.00| | o.oo| | 0.00 | 000| | ooo| ooo| | oco—| | 0.00 | 000| | 0.00|
Senior Civilian | 000| | 0.00 0.00 0.00 0.00 0.00 | 0.00 0.00 0.00 | | 0.00
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Equal Oppertunity / Equal Employment Opportunity / Fair Treatment Factors

The following chart provides a demographic summary of the EO/EEQ, Fair Treatment Factors. Results
reflect climate factor averages that are Above Service Average, Near Service Average, and Below Service
Average, respectively using a green, blue, and red color coding. Above Service Average: appreciably higher than
your Service’s average for that factor; Near Service Average: similar to those of your Service’s average; Below
Service Average appreciably lower than your Service’s average. No data are displayed in cases where fewer than
five people in a subgroup complete the survey; this helps maintain respondent anonymity.

Sexist  Sexual Sex Racist Disabil Racial Age  Religious Demean Hazing
Behavior Harass  Discrim Behavior Discrim  Diserim Discrim  Diserim  Behavior Behavior

Minority 302 -

Majority

Women FI
Men W 0.00

Officer

C 325

Enlisted l 3:991 7315

7310

Junior Enlisted [~ 308 | - - 340

Senior Enlisted

Junior Officer

. - 320 l 287 | L3.33

0.00 l 0..00] Lo.oo—l | o.ool

Military [312] [ 3977 [T3087] [345 | o000 - | 000 | [Fazz - -
Civilian ] 0.00 ] I o.oo—l Lo.ool 0.00] [ 0.00 B.oo] o.uﬂ | 0.00 | Lo.oo—l

Senior Officer

Junior Civilian 0.00 0.00 0.00 0.00| Lo.oo | 0.00 | 0.00 [ o.oo' | 0.00 |
Senior Civilian | 0.00] 0‘00] 0.00 0.00 000 | [ 000 ] | o.ool o.ool | o.oo—]

|
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VI. OVERALL UNIT SUMMARY

The figures below compare your organization’s average for each climate factor against your Service’s average,
The box to the right of each figure containing your organization’s average will be color-coded blue, red, or
green. Blue indicates your organization’s average falls within the Range of “Near Service Average” values
shown below each figure. Unit averages below this range are color coded red, while averages above this range
are color coded green. Service averages are recaloulated on a fiscal year semi-annual basis,

Your Unit
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YOUI’ Ser\-"ice ” S e —— v 2 I, - e o S i i | |

——— e K R N —_—
Range of “Near Service™ Average=  2.80 - 3.07
) Li_aad_e_rship Co

hesion

Your Unit '

Your Service

_____ N
ear Service” Average=  2.70 - 3.00

e

Range of “N

Your Unit

Your Service Ii.___ _ |__ - __ _,! ______.J @

Range of “Near Service” Average = 2,61 - 2.04
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Organizational Processes
Your Unit [ — [ et J o

i
Your Service A — s kv v s g e o T i

Range of “Near Service” Average = 2.82 - 3.03

Your Unit

Your Service T — : s —srpy p— _—

Range of “Near Service” Average= 2.89 - 3.13

Help Seeking Behaviors

Range of “Near Service” Average = 2.95 - 3.11

Your Unit

Your Service

Exhaustion

- m=

Range of “Near Service™ Average= 249 - 2.76

Your Unit

Your Service

e A

Sexist Behaviors

Your Unit

Your Service

Range of “Near Service™ Average= 2.86 - 3.13

Sexual Harassment

Your Unit — - P | ‘

Your Service
Range of “Near Service” Average= 3.15 - 3.33

Sex Discrimination

Your Unit N e ey ,

Your Service

Range of “Near Service” Average = 3.00 - 3.28
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Your Unit '
| 31s
Your Service f

Your Unit

Your Service

Range of “Near Service” Average = 2.00 - 3.00

Your Unit

Your Service

Range of “Near Service” Average =  3.14 - 3.33

Your Unit

Your Service

Your Unit

Your Service

Your Unit

Your Service

Range of “Near Service” Average = 2.84 - 3.08

Hazing Behaviors

Your Unit o

Your Service

B ——D————— |
Range of “Near Service” Average = 3.12 - 3.36

“Blue ;_'_Neﬂr _:Ss'gx,_'vi@_e_Aveijhgé- l
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VIL DEOCS SUMMARY OF SURVEY ITEM RESULTS

Organizational Commitment

Favorable Unfavorable Total
Question
Number Percent Number Percent Number Percent

I i:ee! motivated to gl.ve r'ny best efforts to the 45 70.31 (9 20.69 64 100.00
mission of my organization.
1 feel a st f belonging to thi

ee 2.15 ::ong sense of belonging to this 38 50.38 2% 40.63 64 100.00
organization.
I d to tell others that I bel to thi

am [?rou. o tell others tha elong to this 46 71.88 13 28.13 64 100.00
organization,
Overall Average

8 129 67.19 63 3281 192 100.00

Favorable 67.19

52381
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Trust in Leadership

Favorable Unfavorable Total
Question
Number Percent Number Percent Number Percent
I trust that my organization’s leadership will
56 3
treat me fairly. 33 S 31 48.44 64 100.00
I trust that my organization's leadership will
9.3

represent my best interests. 38 5938 26 40.63 64 100.00
I trust that organization's leadership will

rus my organization ership w w“ 68.75 2 3195 64 100.00
support my career advancement.
0 IfA

verall Average 115 59.90 77 40.10 192 100.00

Unfavorable 40.10

ADMIN#:

1565957-4
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Organizational Performance

. Favorable Unfavorable Total
Question
Number  Percent Number  Percent Number Percent
When short suspense/tasks arise, people in my
organization do an outstanding job in handling 42 65.63 22 34.38 64 100.00
these situations.
My organization's performance, compared to
similar organizations, is high. 44 68.75 20 31.25 64 100.00
My organization makes good use of available
82.81

resources to accomplish its mission. 33 1 17.19 64 100.00
All members of my organization make valuable
contributions to completing tasks. 4l 64.06 23 35.94 64 100.00
Overall

180 70.31 76 29.69 256 160.00

L navorauic JRR
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Organizational Cohesion

Favorable Unfavorable Total
Question
Number Percent Number Percent Number Percent
Members trust cach other,
18 28.13 46 71.88 64 100.00
Members support each other to get the job done.
m PP 8 I 45 7031 19 2069 64 100.00
Members work well ¢ ether as a team.
rber eFl together as a tea 43 67.19 21 328 64 100.00
Members look out f h other’ Ifare.
embers look out for each other's welfare 0o 65.63 2 3438 64 100.00
Overall
148 57.81 108 42.19 256 100.00
L Fvorabic [N
| unioranic JRRN
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Leadership Cohesion

Favorable Unfavorable Total
Question
Number Percent Number Percent Number  Percent

Leaders in my organization work well together
as a team. 35 34.69 29 45.31 64 100.00
Leaders in my organization communicate well
with each other. 30 4688 34 53.13 64 100.00
Leaders i rganization s rt each other

aders u! my organization support eac e a4 68.75 20 3125 64 100.00
to get the job done.
Leadet.'s In m?z ?rgamzatlon are consistent in 41 64.06 23 35.04 64 100.00
enforeing policices.
Overall 150  58.59 106 41.41 256 100.00

Unfavorable 4141
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Job Satisfaction

Favorable Unfavorable Total
Question
Number Percent Number Percent Number Percent
11lik job.
itke my jo 46 71.88 18 28.13 64 100.00
Most d | | thusiastic about k.
ost days I am enthusiastic about my wor 40 62.50 24 3750 64 100.00
I feel satisfied with t job.
eel satisfied with my present jo a4 68.75 20 31.25 64 100.00
I find | enj ti K.
ind real enjoyment in my wor 4l 64.06 23 35.04 64 100.00
Owverall
171 66.80 85 33.20 256 100.00
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Diversity Management

Favorable Unfavorabie Total
Question
Number Percent Number  Percent Number Percent
Members are encouraged to perform to their 76.56 s 2344
fullest potential, regardless of their background. 49 ’ 34 64 100.00
Members have access to a mentoring program,
44 68.75 20 31.25 64 100.00
Members' skills and other attributes are taken
57.81
into account when assigning tasks, 37 7 27 42.19 64 100.00
Efforts are made to make everyone feel like part
3 .
of the feam. 45 70.31 19 29.69 64 100.00
1l

Overa 175 68.36 81 31.64 256 100.00

L Fovoranic SRR

L Univoraoic JERER
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Organizational Processes

Favorable Unfavorable Total
Question
Number Percent Number Percent Number Percent

Discipline is administered fairly. 35 54.60 29 4531 64 100.00
Programs are in place to address members’ 39 60.94 25 39.06 64 100.00
concerns.
Decisions are made after reviewing relevant 40 62.50 24 37.50 64 100.00
information.
Relevant job information is shared among 47 73 44 17 26.56 64 100.00
members,
Personnel are accountable for their behavior. 37 57.81 27 42.19 64 100.00
Overall 198  61.88 122 38.3 320 100.00

Unfavorable 38.13
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What best describes your career intentions?

E—
S—

g

Total

Probably stay,

Frequeney Percent
31 48.44
I 17.19
6 9.38
7 10.94
3 4.69
6 9.38
64 100.00

Stay next several years.

Definitely leave h_?l__’te;: completion of §:_i_\'i;reii't' obligation.
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Help Seeking Behaviors

Favorable Unfavorable Total
Question
Number Percent Number Percent Number Percent

I\jlembers are wiell tralfl(i:d to recognize the 44 68.75 20 3125 64 100.00
signs of depression, suicidal thoughts, or Post
Traumatic Stress Disorder (PTSD).
Seeking help for -depressmn-, suicidal thougl-ns, 53 82 81 1 17.19 64 100.00
or Post Traumatic Stress Disorder (PTSD)isa
sign of strength.
Seeking help for depression, suicidal thoughts, 35 54.69 29 45.3] 64 100.00
or Post Traumatic Stress Disorder (PTSD)
would negatively impact a member’s career.
Overall 132 6875 60  31.25 192 100.00

Unfavorable 31.25
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Exhaustion

Favorable Unfavorable Total
Question
Number Percent Number Percent Number Percent

I feel mentally worn out. 10 15.63 54 84.38 64 100.00
I feel physicaily worn out. 19 20.69 45 70.31 64 100.00
I feel emotional]y worn out. 27 34.38 42 65.63 &4 10000
Overall 31 26.56 141 73.44 192 100.00
Unfavorable 73.44
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Hazing Behaviors

Favorable Unfavorable Total
Question
Number Percent Number Percent Number Percent

NeWcon}ers in t]’l.]S organization a.re: Pressured to 47' 73.44 17 26.56 64 100.00
engage in potentially harmful activities that are
not related to the mission.
Ne.wcomers areoharassed and .hurfullated prior to 47 73.44 17 26.56 64 100.00
being accepted into the organization.
To be acc?p‘ted m- this org:imlzat:on, members 50 78.13 14 21.88 64 100.00
must participate in potentially dangerous
activities that are not related to the mission.
Overall Average 144 7500 48 25.00 192 100.00

Unfavorable 25.00

ADMIN#; 1565957-4
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Demeaning Behaviors

Favorable Unfavorable Total
Question
Number  Percent Number Percent Number Percent

Cen:tam members are.pfn"posely excluded from 4 65.63 27 34.38 64 100.00

socizl work group activities.

Certain memhers-are frequently remmdec.] of 30 46.88 34 53.13 64 100.00

small errors or mistakes they have made, in an

effort to belittle them.

Ce.rtam members are excessively teased to the 44 68.75 20 31.25 64 100.00

pomnt where they are unable to defend

themselves,

Overalt 116 60.42 76 39.58 192 100.00
60.42
39.58

ADMIN#: 15659574 Defense Equal Opportunity Management Institute 69

FOR OFFICIAL USE ONLY



In what way or ways do you perceive favoritism is being displayed?

Frequency Percent

0 0.00
7 21.21
3 9.09
15 45.45
3 9.09
5 15.15
Total 13 140.00

Race/sex/national erigin difference

Job opportunities

Performance report ratings

ADMIN#: 1565937-4 Defense Equal Opportunity Management Institute
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Racial Discrimination

Faverable Unfavorable Total
Question
Number Percent Number Percent Number Percent
Quallfie‘d [.)erst.)nnel o.fall races/ethnicities can 55 85.04 9 14.06 64 100.00
expect similar job assignments,
People of-all races/ethricities can expiect to. be 57 8.06 2 10.94 64 100.00
treated with the same level of professionalism.,
Qualified personnel. 0.1‘ ali racesfeth.n'lmtles can 56 87.50 8 12.50 64 100.00
expect the same training opportunities.
Overall 168 87.50 24 12,50 192 100.00
L Fuvoranic SRS
L Univorasic [N
ADMIN#: 1565957-4 Defense Equal Opportunity Management Institute 71

FOR OFFICIAL USE ONLY



Sex Diserimination

Favorable Unfavorable Total
Question
Number Percent Number Percent Number Percent

Qualified m?mbers of both genders can faxpetft to 54 84.38 10 15.63 64 100.00
be treated with the same level of professionalism.
(?us'chﬂe-d mem.bers of both genders can expect 56 87.50 8 12.50 64 100.00
stmilar job assignments.
Qualified me:m.bers of both :gt.anders can expect 56 87.50 8 12.50 64 100.00
the same training opportunities.
Overall 166 86.46 26 1354 192 100.00

Unfavorable 13.54
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Religious Discrimination

Favorabie Unfavorable Total
Question
Number Percent Number Percent Number Percent

(?u:fhﬁe'd peop.le of all religions can expect 60 03,75 4 6.25 64 100.00
similar job assignments.
Lea'ad.ers do not publicly endorse a particular 60 93.75 4 6.25 64 100.00
religion.
Qualified pers?nnel of all rc?h.gmns can expect 60 93.75 4 6.25 64 100.00
the same training opportunities.
Overall 180 93.75 12 6.25 192 100.00

Unfavorable 6.25
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Sexual Harassment

Favorable Unfavorable Total
Question
Number Percent Number Percent Number Percent

Leaders play an active role in the prevention of 59 92.19 5 781 64 100.00
sexual harassment.
Leaders 1‘n my organization adequately respond 59 92.19 5 78] 64 100.00
to allegations of sexual harassment.
Sexual harassment does not occur in my work 60 9375 4 6.25 64 100.00
area,
Overall 178 92.71 14 7.29 192 100.00

L Favorabic SR

Unfavorable 7.0
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Racist Behaviors

Favorable
Question

Number Percent

Unfavaorahble

Number Percent

Total

Number Percent

Racial comments are not nsed in my work area.

57 89.06 7 10.94 64 100.00
Racial slurs are not used in my work area. 50 92.19 5 781 64 100.00
Racial jokes are not used in my work area. 55 85.94 9 14.06 64 100.00
Overall 171 89.06 21 10.94 192 100.00
Unfavorable 10.94
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Sexist Behaviors

Favorable Unfavorable Total
Question
Number Percent Number Percent Number Percent

Sexist slurs are not used in my work area. 57 89.06 7 10.94 64 100.00
Sexist jokes are not used in my work area, 57 89.06 7 10.94 64 100.00
Sexist comments are not used in my work area. 57 29.06 7 10.94 64 100.00
Overall 171 89.06 21 10.94 192 100.00

Unfavorable 10.94
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Age Discrimination (Civilians only)

Favorable Unfavorable Total
Question
Number Percent Number Percent Number Percent
Qua}llﬁe.d perst:mnel over 40 years old can expect I 100.00 0 0.00 ] 100.00
similar job assignments as Younger personnel,
Qualified pe.rs?nnel over 40- ):ears old can expect ) 100.00 0 0.00 1 100.00
the same training opportunities as younger
personnel,
Qualified personnel ove.r 40 years oltf t‘can expect 1 100.00 0 0.00 . 100.00
the same career enhancing opportunities as
younger personnel,
Overall 3 100,00 0 0.00 3 100,00
o Fovoranic SERINS
 Uniavorauic R
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Disability Discrimination (Civilians only)

Favorable Unfavorable Total

Question

Number Percent Number Percent Number Percent
(?m?llﬁe-d persu:.mnel who are dlsa.bled can expect 0 100.00 0 0.00 ] 100.00
similar job assignments as non-disabled
personnel.
Qualified pers?nnel who an:: fllsabled Cal'! expect [ 100.00 0 0.00 1 100.00
the same training opportunities as non-disabled -
personnel.
Qualified personnel wh(.) are dlsabled. (.:an expect 1 100.00 0 0.00 1 100.00
the same career enhancing opportunities as
non-disabled personnel.
Overall 3 10000 0 0.00 3 100.00

Unfavorable 0.00
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VIII. RECOMMENDATIONS

The following section provides interpretation and recommendations for the DEOCS report. Based on the data
obtained, the DEOCS results for your organization may vary between organizational strengths and concerns. It is
important to not only review section VII, DEQCS Summary, but to contrast that information with section v,
Climate Factor Subgroup Comparison. Appendix on Written Comments, may also help to vatidate some areas of
concerns within sections VII and V, please ensure you review that area to determine if there are commeitts that

speak directly to any areas of concern.

This section also seeks to provide guidance for additional steps in the climate assessment effort, and prescribe

actions to help address organizational concerns.

Share positive results with the organization’s members. Compare subgroups to determine whether diminished
perceptions of climate factors are prevalent among specific groups, and the sources of those perceptions.

Above Average/Averapge

Seek to identify-and reinforce-those practices and
programs currently in place,

Reinforce behaviors that create a climate of
inclusion, supporting and preserving the dignity and
worth of all members.

Continue to promote and maintain a healthy human
relations climate. This can be done by ensuring all
members in the unit understand their roles and
responsibilities.

Share positive results to enhance members®
commitment to the organization and its mission.

Consider utilizing training aids to further provide
awareness and knowledge regarding key factors.

ADMIN#: 15659574

Below Average

It is important to note that some or all of the three
lowest averages may actually be comparable to your
respective Service averages, and not necessarily
represent a negative finding. If any of these averages
appear appreciably lower than your Service average,
they should be treated as an organizational concern.
In cases where low averages, compare the
demographic subgroups to determine whether
diminished perceptions are more obvious among
specific groups.

After identifying the specific climate factors with
low averages and those demographic subgroups that
harbor negative perceptions regarding them, use
these findings to plan follow-on assessment efforts,
inchuding focus groups, interviews, and written
record reviews. Conducting focus groups and
interviews can help determine the source and extent
of specific perceptions.

Develop an action plan and socialize the plan with
members. Set a timeline for the action items
designed to address each specific validated concern,
and provide timely feedback on progress
accomplishing them. This will demonstrate your
willingness to listen to your subordinates, and take
action to improve conditions when possible.

Defense Equal Opportunity Management Institute
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We trust these recommendations for Interpretation will prove useful. DEOMI believes the DEOCS can help
commanders improve the readiness within their commands. To make best use of this tool, DEOMI provides

tools and products designed to address the mission impacting issues that were identified during the climate
assessment process,

Access to products can be found at the “Assessment to Solutions” website which is designed to support
leaders and equal opportunity professionals. To access the site go to:
http://www.deomi.orngRNfAssessToSolutions/i ndex.html

The DEOCS Support Team is available to assist you and can be contacted at:
321-494-2675/3260/4217

DSN: 854-2675/3260/4217

support@deocs.net
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Appendix A: Your Locally Developed Questions

If someone failed to respond to a question, or if for any other reason the computer could not interpret the

response, it was not counted.

1. Leadership takes allegations of sexual harassment seriously.

Strongly Disagree

Disagree

Agree
Strongly Agree

Total

Frequency
4
2

36
22

64

2. Unit leadership addresses allegations of sexual harassment and/or unlawful discrimination in a

prompt manner.

Strongly Disagree

Disagree

Agree

Strongly Agree

Total

3. Commander's Support Staff efficiently meet my needs.

Strongly Disagree
Disagree
Agree
Strongly Agree
Total
ADMIN#: 1565957-4 Defense Equal Opportunity Management Institute
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Frequency
6
1

35
22

64

Frequency
2
2

36
14

64

Percent
6.3

3.1
56.3

34.4

100.0

Percent
0.4

1.6
54.7

344

100.0

Percent
3.1

18.8
56.3

21.9

100.0



4. Yam provided with the tools, equipment, or supplies nccessary to perform my job.

Frequency Percent
Strongly Disagree 3 4.7
Disagree 8 12.5
Agree 39 60.9
Strongly Agree 14 21.9
Total 64 100.0
5. Communication flow from the chain of command is good,

Frequency Percent
Strongly Disagree 12 18.8
Disagree 19 29.7
Agree 23 35.9
Strongly Agree 10 15.6
Total 64 100.0
6. 1am satisfied with the communication flow in my unit.

Frequency Percent
Strongly Disagree 12 18.8
Disagree 16 25.0
Agree 28 43.8
Strongly Agree 8 12.5
Total 64 100.0
7. Rules, regulations and policies are enforced in this command.

Frequency Percent
Strongly Disagree 9 14.1
Disagree 12 8.8
Agree 32 50.0
Strongly Agree 11 17.2
Total 64 100.0
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8. Hazing activities do not oceur at this unit.

Frequency Percent
Strongly Disagree 3 4.7
Disagree 14 21.9
Agree 35 54.7
Strongly Agree 12 18.8
Total 64 100.0
9.  While at this unit, I have never been hazed.

Frequency Percent
Strongly Disagree 4 6.3
Disagree 10 15.6
Agree 33 51.6
Strongly Agree 17 26.6
Total 64 100.0
10. While at this unit, [ have never witnessed hazing activity.

Frequency Percent
Strongly Disagree 5 7.8
Disagree 12 18.8
Agree 31 48.4
Strongly Agree 16 25.0
Total 64 100.0
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Appendix B: Your Short-Answer Questions

NOTE: The answers appear exactly as they were written on the survey:

1.

Have you witness any incidents where members of the uni

If yes, describe.

0) (6)

(D) (6)
0) (6)

b) (6)

b) (6)

b) (6)

D) (6)

(b) (6)

t acted disrespectfully to subordinates?
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(b) (6)
b) ©

(b) (6)

FFFFFFFFFFFFFFFFFF



(b) (6)




b) (6)
b) (6)

0) (6)
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2. What one thing would you change to improve communication?

(

OXC

b) (6)
D) (6)
DIG
(0) (6)
(5) ©
D) (6)

b) (6)
b) (6)

b) (6)

WIO
®oe

FFFFFFFFFFFFFFFFFF



(b) (6)

(b) (6)
(b) (6)

(b) (6)

(0) (6)

OIS

() (6)

aaaaa
FFFFFFFFFFFFFFFFFF
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W

To whom would you feel comfortable reporting an act of discrimination or sexual harassment
{Commanding Officer, Dept Head, Division Officer, SEA, CMC, etc.), and why?

b) (6)

b) (6)

(

b) (6)

b) (6)

b) (6)

b) (6)

b) (6)

(

b) (6)

b) (6)
b) (6)

b) (6)
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(b) (6)

(b) (6)
(b) (6)
(b) (6)
(b) (6)

(b) (6)

ADMIN#:  1565957-4

nnnnnnn
FFFFFFFFFFFFFFFFFF



(b) (6)

b) (6)
(b) (6)

b) (6)
b) (6)

b) (6)
b) (6)
b) (6)
b) (6)
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(b) (6)
(b) (6)

(0) (6)

b) (6)

(0) (6)
b) (6)
b) (6)
b) (6)

(b) (6)
b) (6)

i)
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(b) (6)

(b) (6)
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Appendix C: Written Comments from Your Organization

NOTE: The answers appear exactly as they were written on the survey:

Organizational Effectiveness Section Comments

D) (6)
b) (6)

o S| TS
=
o | o
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b) (6)
(b) (6)

WIO
() (6
WA







Equal Opportunity/Fair Treatment Section Comments

(b) (6)
o6

(b) (6)

(0) (6)

e
(b) (6)

(0) (6)







(b) (6)

(OO
(0) (6)
[Cm—

(0) (6)




Discrimination/Sexual Harassment/SAPR Section
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General Written Comments

(b) ©

(b) (6
(b) (6
(

)

A pportunity Management Institute
FFFFFFFFFFFFFFFFFF



(0) (6)

b
(

0) (6)

(b) (6)

(0) (6)
e




Encl (3)

This page is being withheid in its entirety pursuant to FOIA exemption

(5 U.5.C. 552{b}(5}}, which protects privileged inter-agency or intra-agency
memorandums or letters.



RIO)

._—h

From:

Sent: Tuesday, May 12, 2015 17-10

) (6)

Subject: EOSumveyCopeern

Good afternoon Sir,

I am emailing you because | do have a concern about the negative repercussions from the EO survey that was recently
completed at 4th RTBN.

On 21 Apr 2015, following the Crucible Brief for 04014, [(DXG) and | discussed my role in the battalion. At the

time, | just figured that the issues were mainly personal and between her and me. During this discourse and among

many other topics, she.made comments to me along the lines of, "I will know what you wrote in the EO survey. You

think that | cannot tell how you write?" and "| also know that you submitted an IG complaint.” | refrained from enterd

that discussion with her believing that she was just ranting at me and fishing for information. However, yesterday,[m
(b) (6) eld a meeting with the members of Co P and discussed the command climate survey in a manner that led

some to believe that she was blaming them for negative comments on the command climate survey. In light of the

conversation that she had with me and the specific language that she used with me, 1 have no doubt that she is trying to

attribute comments from the command climate to some people and is demonstrating hostility towards them. It is a very
uncomfortable environment.

w I will be on leave in the (b) (6) rea starting (()KE)and will be
via my personne! cell a{[QIG)} __

(b) (6)

am currently
available until

. ENCLOSURE ()



21 May 2015

g (b) (6)

OIO) ;
1. I was the (W@ | for 4th Recruit

Training Battalion (4+h RTBN) from 28 April 2014 to 18 Ma
2015. [(QEQ) took command from |
(b) (6) on or about 13 June 2014. While T worked for (b) (6)

QIO her conduct towards me and others was
psychologically abusive. I witnessed the following:

"(b)(6) setting a tone of "if you are not with me

then you are against me™

- b)(6) passing negative judgements on the

previous command's actions

= (b) (6) ingling out Marines in negatively and in

front of others in an inappropriate manner

= (b) (6) using extreme language towards others that

created a hostile work environment

- (OX®) creating a poor command climate by not

allowing room for error and holding grudges against those
that did not meet her expectations even though her
guidance was not clear

=y (b) (6) berating (b)(6) for approximately 30

minutes a day for over 30 days and eventually firing her
in a poorly executed manner

a(b) (6) teaming up with the [(JKE) to coerce me
into telling them who was complaining about the MBS being
used in RELM packages and m_ negative;y
counseling me in front of the OIGH for over three hours

- (t» (6) bordering on undue command influence in

directing me how to write an adverse FitRep on (OKE)

- M‘no isolating Ime from other members of the
command and not allowing me to conduct basic GJ)(G)

functions

make this voluntary statement to

ENCLOSURE (5)



- g?lﬁgl_______telling me that she knew that I wrote an

IG complaint against her and that she would figure out
what I wrote on the command climate survey

~ b)(G) discussing with (NGNS negative
oainions about me, RTR, (KO and m
2.(b)(6) setting a tone of "if you are not with me

then you are against me"

As part of the change of command climate survey
was conducted in July 2014. Meferred to that
command climate survey often and indicated to everyone in
the battalion that she was going to fix the issues in the
command climate survey. However, I have read that command
climate survey and it indicated that the battalion was
average. There were a few negative comments in the command
climate survey, but nothing that indicated that 4th RTBN
was struggling. When dressing down members of the command,
Wwould often refer back to the command
climate survey and indicate that all her actions were to
improve the command climate and that others, indirectly
the person or persons she was dressing down, were
hindering her efforts. Others that could POsSSibl
additional light on this tone are (b) (6)

shed

3. WKQ) passing negative judgements on the

previous command's actions

One particular comment from the July 2014 command climate
survey indg d that a got away with a during
Wtenure. However, after a Jittle digging, it
was discovered that [(XE) had been
charged with a [QR@but that the charged was dismissed. The

previous command handled the issue appropriately but did
not share all the information with ever one in the command

hat it appeared that got away with a
W [{Dx@ham (b) (6) talked with [(QRG)




(b) (6) and got her to explain to others that she did
not have a —this action was awkward and (b) (6) )
was put into a position to feel cbligated to share g
personal issue. At the time of her acquiescence, [OJIE)

(b) (6) was not well liked by [DJG)] . S0, IO
(b) (6) compliance improved her relationship with

“Sl(b) (6) singling out Marines negatively and in
front of others in an inappropriate manner

As a specific example, [(OKE) was singled
out negatively in man rst, [(OXE) wa

(b) (6) never indicated that she had issues with
homosexuality; however, she did have a bizarre

interpretation of what constituted fraternization, and she
did indicate that she did not like married couples in her

command. Second, [QJ@) - had a pg-11 for violating
the RTO and forming a personal relationship with a former
recruit. Mwas very angry about this pg-11 and
indicated that she did not think that the previous command
handled the situation appropriately. Third, while at the
MCCS sponsored fair in October, [O)®) squirted
{Ex@_in the face with some fake blood. At this
time, many members of the command were dressed up like
zombies for an MCCS photo fundraiser, and following the

picture, [(QKG) got carried away squirting fake
blood on several other people including the who was
dressed as a zombie. W and [(WX@) were
very angry about this prank and stated that [()RG))

was immature and should have known better than to squirt
the [((QXGNwith fake blood in the face. While I agree that
actions were inappropriate, QRG]

and (K@) put themselves into an awkward position

by acting a little ridiculous and dressing up as zombies
for our MCCS photo. There is nothing wrong with having a
little fun like the [(DKCOM and (OXGM vere doing, but when
they looked and acted ridiculous, they failed to maintain
proper military bearing. When [(QIGHINNE:1s0 failed

to keep proper military decorum, the fact that the (b) (6)
and m&were so affronted seemed a little excessive and
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unfair. Fourth, [(DKG) _ was in [(QNQN while CICEENLAg

great statistics and were the first to complete a

successful integrated hike with 3rd RTEN, (NG
felt that the RQIGHE [PIG) } was failing in

leadership and that [QI@ “)”6) bad command climate.
Consequently, (b) (6) behaved in a manner that could

be perceived as not liking members of Co N. Fifth, due to
shortfalls in late October and earl November 2014, 4th
RIBN _needed another [(QYE) and (W@
QIO - connended [HYG but this did not go ovVer
well . (QXG) tried to explain that _
would be a great BNOl however, because (b) (6) did
not like (XS] she would not hear

case and ewven stateél something along the lines of, “No!
(b) (6) will never be an SDI while I am here!”

OIE) ranted further about [DIE) _ with
disdain in front of QK@) Al (b) (6) (b) (6)

(b) (6) and me. I am ashamed to admit that I had
recommended to [(OXE) to recommend someone else as an

WIObccause I knew (b) (6) did not like (YK

(b) (6) however stated to me that [QJE)
(b) (6) was really good and would be a great [QIE BI®)
WIONN -

ook a lot of flak for that recommendation because
many people warned her against it, but fast forward a few

months and {(ONC)NEEEEN ;- rov an OIO) and doing ver
well. (ONE) became an (K@) n January for m

because there was no one else and it had been almost a
vear since the pg-11. In hindsight, I wished I would have

backed (KO because she was right and [DXG) B
urned out to be a good SDI. Finally, (9RO

made it obvious to others that she didn’t like
simply by her conduct towards her. During
an awards formation, M was among several

receiving a Meritorious Mast from WFTBn for high initial

rifle qualification rates. [QI®) ade it a point
to say nice things to all ' eiving awards in
this formation except for |Wto whom she

simply said “congratulations” and quickly moved on. This
behavior was noted by several Marines to me and obviously
bothered quite a few people. (b) (6) demonstrated
the utmost professionalism and tenacity by continuing to
perform her duties in the best manner that she could. She

eventually entered into [HX®) good side by




allowing the Command to discuss the cutcome of her
dismissed earning all three graduating accolades at a
Combat Marksmanship Course (CMC), scoring well in
statistical areas, and performing her duties as a DI and

SDI in an exemplary manner. Despite [(DEGHIEE
previous aversion towards [(OXG) during her first

six months in command, and ever since she successfully
graduated from CMC in late January, the (WEOR has called

WIE) “Awesome!” and sung her other superlative

praises. It has been an exXtreme shift in attitude towards

(b) (6) but that kind of behavior seems normal for
(b) (6)
wrst” in [OXC)

A Marine that went from awesomn .
‘(b) (6) . Back in

(b) (6)
1((b) (6) sent an email to [((QKE)

october, [(OXE)
(b) (6) and praising [(QKG) and [WIG)
as a fantastic (b) (6) and [OIG)

team. IR QIO) concurred and was also extreme in
singing (OB and [((QXG) praises. Then, in
January, after [(JKE) got fired, [OXG had a

few errors, specifically a poorl executed hike, and was
directed to go on leave by | even though [[HIG)
was experiencing significant personnel changes and had
critical gaps that led to other negative issues. (b) ©)

WIG) began reprimanding JQIG) and viewing her
only negatively. I was told that (b) (6) demoralized

I by telling her that she was the worst J{OKE®)
that she has known. [[OXO) continues to struggle to
prlease [JIQIG) .

Other Marines that (b) (6) singled out and behav

with contempt towards ipncluded me (b) (6) Im
(b) (6)

Ways that FOIG)

was contemptuous included not returning salutes or
the greeting of the day; rolling her eyes; hugging one
person and ignoring another nearby person; and, holding up
her hand and not allowing another to talk. All members of

the battalion were aware of (b) (6) attitude

towards some people and it was very uncomfortable.

5. OIQ using extreme language towards others




that created a hostile work environment

I(b)(6) is very extreme in her language through the

use of absolutes, and her moods seem to shift
unexpectedly. Tt is very unnerving for junior Marines,
including me, to have to address her when one is not sure
of which extreme reaction will occur. bBxamples of extreme
language that (b)(6) specifically used with me are:

=~ "You never agree with me!” (An absolute that is not
true. She seems to want a "yes man" at all times.)

- “You always try undermining me!” (It .seems as if I don't
always agree with her that I am against her.)

- "I don’t ever want you to talk to my company

commanders!” (She even told the | |(b) (6) not to

talk to me and to only come to her.)

! j amation was in
September 2014 because -wwas pissed at (b) (6)
m formerly |[QNQ) for making a mistake and I was
trying to calm (b) (6) down by explaining that the
error was an easy fix.)

~ “You always defend he

- "I can never trust youl!” (She has refused to tel] me how
I can earn her trust.)

- "You are always talking about me.” (I am not always
talking about her.)

When (b)(6) is pleased about something or someone

her language dramatically shifts to things like:

- ”I am not surprised because she is so awesome!”
{Agreeing with another's compliment)

- 'HEIG) can be a general if she wanted to.” (Until

November, (b) (6) seemed to [JEXQ)

favorite.)

- "You guys are awesocme and making history!” (After a

platoon in [QRQ) had zero ungs during their initial rifle
ualification. This success seemed at odds with

im assessment that [@R@Ihad a bad command climate.)

Her extreme language is difficult to deal with and I have

mentioned it to her a few times. One time, she was



dressing me down about the staff and teld me that I was
“allowing them to run amok!” T told her that was extreme
language and questioned what she meant because the staff
was successful--we had no logistics issues and the mission
was being accomplished. She stuck to her comment that I
needed to fix the staff because they were “running amock.”
After a lengthy discussion, T found that she was
frustrated because she didn’t know where our unit funds
were going even though I pointed out to her that she got
the update every week on the SitRep--not happy with my
answer, we ([@I8and I) were directed to put a line-by-line
on the SitRep of our expenditures. This added task was no
problem, she just never asked for it before. In that same
discourse, she was upset that we were reporting NSTR for
4th RTBN's logistics issues at the RTR staff meeting. I
tried to explain to her that we didn’t have any _
significant logistics issues and she told me that it was
her job to decide whether we had any significant logistics
issues and not mine. There are many more examples of her
going to extremes and being very difficult to work with
and creating a hostile work environment that other members
of the staff and company commanders could shed light on.

Other examples of OXE being extreme include her

flying off the handle because of a heat casualty on one
day and then handling a heat casualty in stride the next
day. It became unnerving to tell [ IOIG bad news
because you just didn't know which reaction you would get.

6. IQIQ) created a poor command climate by not

allowing room for error and holding grudges against those
that did not meet her expectations even though her
guidance was not clear

In July 2014, (b) (6) Struiﬁled to work with (b) (6)

| [(b) (6) in part because had specific

expectations but failed to clearly provided guidance on
how to meet those expectations. Several times,
revisited courses of actions in dealing with [ |(b) (6)
issues. kept saying the same things but had to
repackage her presentation a couple of times until (b) (6)

OIOME a5 satisified. JOIG) was extremely frustrated

to a breaking point, bumjillOXE) and I reminded her




that she was deing okay and that she was taking care of
her Marine appropriately, and all that she needed to do

was articulate her recommendations to (b) (6) in a
way that would be successful. After working with her to
design a brief akin to an 8-da brief, JUIQ) finally
got her point across to I@I@_ (b) (6) shared

her lessons learned with the other company commanders so
that they would not be as frustrated by the JOIB®las she

was. .

From August until mid~October, (b) (6) struggled
with the JOIGEM cxpectations. buring this time, OIG)
OIOMM w25 often frustrated because the JOKG) guidance
was not always clear and asking for additional guidan

was met with contempt. I did my best to help .m
On many projects and reassure her e was a steep

learning curve as a DIG) . worked very
hard and eventually learned to pick her battles. One

particularly disturbing incident involved [ |(b) (6)

and |[QIG "recommendation with reservation” on

(b) (6) RELM. JHEOIG) was furious and.m

‘that I should have kicked the RELM back. I told

HOIOME: -t 1 did taix to (b) (6) about that RELM

and that their "recommendations with reservation” would

most likely not be concurred wit he FOXG) , me or
Bl 2After I talked with about the

"recommendation with reservation", she told me that sh
stood by her "recommendation with reservation", that m
Mwas eligible for reenlistment, and that she wanted
“him to have a chance even if it was small. The

"recommendation with reservation" was in com liance with
II!:i)ﬁ‘ that

the guidance given for RELMs and I told

it was okai for (b) (6) me and her not to agree with the

(0) (6)ERerel | recommendation. I am not exactly sure wha
happened in [QKG) discussion with M
but (KO o 2nd IOYONMEEEN < c<d up changing
their recommendations for (b) (6) RELM to "not
recommended. " [(QXE)] held a grudge against me for
this incident.

Around September, (b) (6) began struggling with the (b) (©)
(b) ©) expectations. The was emphasizing no stress on

the rifle range and caught l and a couple other
drill instructors yelling at & recruit on the rifle range.




(b) (6) was very mad and reprimanded QKO for

not ensuring that the commander's intent was being met.
From what I was told, a recruit had rolled her eyes at a
drill instructor and she was being corrected on the spot
while the [QEOMM:nd QIO where there because that series
team didn't realize that no stress meant no yelling at
recruits on the range at all. From that point on, it
seemed as if could do no right. Even when her

[ successful, (b) (6) got no credit from [QNQ)
(b) (6) §

Other examples of QK@) have unrealistic

expectations but failing to give clear guidance include
the co cdrs struggle with doing DI eval books correctly,
how to brief the [(QJ@Ron different topics, who to
recommend for different billets, which issues can be
handled at the company level, and what constitutes
fraternization.

7. (b) (6) berating () ©) for approximately

30 minutes a day for over 30 days and eventually firing
her in a poorly executed manner

Around the beginning of October, JEOIG] gave (b) (6)
IQXOME = negative counseling and began counseling RIS
(b) () daily. These were one-on-one counseling sessions at

approximately 0700 to 0730 weekdays behind closed doors.
Almest daily, I would hear raising her voice

at JOXG) and then see JEOIG) leave the CP in
“tears. JJOIG) was significantly demoralized and

stated to me that she just wanted QK to stop
yelling at her. I am not sure how JOXO expected
those counseling sessions to be effective when (b) (6)

would regularly break down into tears. These counseling
sessions were alarming to others in the command because

[ (b) (6) had previously been successful prior to her

tour at PI and was known to be smart and competent

officer. JEIG (b) (6) | |(b) (6) and I talked
a lot with [JJQEG) about meeting the [JEIG)

expectations, but courses of action that worked for others
did not work for JOIG) i |(b) (6) continued to
struggle in satisfying the QOB until she was fired in
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December,

Right before the |QNON went on leave for the Christmas
holiday, she pulled JJOXG) and me into her office and

told us that she was going to fire (b) (6) and replace
her with (b) (6) In that meeting, she fum
told (b) (6) and me not to tell anyone becausel

told her not to fire [QIG and she wasn't sure if
she could. While was on leave, (b) (6)
remained as the QKO and was unsure if she was
relieved or not. Following Christmas, (b) (6) came and
talked to me about her predicament and T tocld her that she

had to talk with the (b) Q. BOIG emailed JQEG)

OIOMM to set up an appointment to talk to her when she

returned from leave, but [JIERYQ) had her call that
day and reprimanded her ov the phone telling her that
she was relieved. .m then contacted me an
reprimanded me for telling to talk to her.

(b) (6) told me that I should have just told JEOXE)
[(b) (6) T TS was fired, and when I tried to tell [(OX®
(b) (6) that she hadn't been clear and T wasn't sure if

| [(b) (6) was fired, the [QNGMEot very angry with me and

told me that she was clear. I was very confused because

she told [(QXQ) and me that [(WXE) told her not to do
fire JOQIG) When I came back from my New Year's
leave, [DKG) had been fired and [(b) (6) was

(b) (6)

8. (b) (6) teaming up with the (b) (6) to coerce
me into telling them who was complaining about the MBS

being used in RELM packages and BOIG) negatively
counseling me in front of the |[QNGMM for over three hours

Following the RTR PME on reenlistment packages by I
BOIOM, - Marine approached me and questioned why 4th
RTBN was using MBS as part of the RELM package. I told the
Marine that I would find out. At the time,

was on leave so I asked the [@XEB The became
irate but I pointed out to her, because she did not attend
the RTR PME, that [IOXE) the RTR SME on RELMs,
stated that we shouldn't be using MBS and that
conduct/performance on the current contract was the most

important in determining continued service, (b) ©)
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informed me that we were okay in using the MBS and she
wanted to know who was asking about it. Because (b) (6)
IOICIM w25 irritated by the question I didn't fee]
comfortable telling her the name of the Marine and told

her so. I allowed QNG to vent a little and then
was

v
left her to cool off. However, (b) (6) very
set and a couple of days later following a MOT run, the
(b)(6)

b) (6) asked the J(OKE) why she was in a bad mood. ey (0) (6)

told me that we were to have a meeting in her office
later that day. I went to that meeting with the (b) (6) and

(b) (6) MERSYS! they ganged up on me to get me to tell them who
was asking questions about the MBS. I told them that I

felt that they were ganging up on me and the OIG)
dismissed my concern. The || was very angry with me and

negatively counseled me in front of the At
but the [(OXQ)

least twice, the [JJOQYE offered to leave,

told her to stay. As they continued to gang up on me, they
told me that I wasn't a team player and that I was trying
to undermine the command. As part of this discussion,

] él)O)( ((5) brought up (b) (6) N (0) (6)

stated that she had seen JOIG at a child's

fOOtﬁfll game and that OGO asked her "How's the
| doing?" JOIG) stated that -M
question implied that she was digging for dirt on the

command and that I needed to be careful with who my
friends are. I felt forced to defend myself and my friend.

I told the [OXG) and the (O (6_) hat I wasn't there and it
sounded to me like QIO was just asking how I was
doina since I hadn't seen her in a few weeks. im

continued to press that there was something wrong

with (b) (6) asking about me. For approximately three
hours that day I endured the JOIG) an.dl teaming up

on me and negatively counseling me. It was awkward,
frustrating, demoralizing, and wrong. I reported the

incident to the JQNONMMthe next day and sought his
guidance.

9. HOIG bordering on undue command influence in
directing me how to write an adverse FitRep on [RGOXG

We owed (b) (6) a FitRep after she was transferred to

Because [J] was the JQNQ for JOIO)

| was going to be the RS and I was going to be
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the RO. (b) (6) had a 6105 during the reporting period
for QB As a consequence, the RS marked JOIG
adverse in judgement and setting the example. (DG

IOXOMM would be the 3rd Officer Sighting. In writing the
FitRep, (b) (6) instructed me to call the J®IG]and
[(b) (6) It get guidance to ensure that it did not get pulled.
While at -M office to pick up an unrelated
investigation, I asked her about any negative consequences
concerning adverse FitRep and she informed
me about reprisal investigations but that T should be okay
if T simply stuck to the facts and stayed in compliance
with the PES. I was very hesitant and did not want to make
a mistake with this FitRep because of all the previous
investigations and Request Masts surrounding (b) (6) .
When I returned to the office and talked to JJEOIG) ,
she was very angry that I talked to the I about [(OXE)

| |(b) (6) FitRep. After I completed my draft RO comments, I

called the JON@lnd BRIGH for guidance. T talked with [JRIE
(b) (6) about ensuring that the adverse

FitRep was factual and in compliance. Later, when I was
TAD, (b) (6) contacted me and wanted to know who I
talked with at She had spoken with and he
made additional recommendations that he did not make to
me. [QIG) was very mad at me and did not believe
that I called JOIGNas instructed. I tried to reassure
that I had called but could not explain

(b) (6)

why (b) (6) was telling her things differently from
what he told me. I called JOIG again and he

recommended that I make a few more changes on the FitRep
to ensure that it wg get pulled. I had to send the
FitRep back to [(QKE a couple of times during this
process. FOK®) was very mad about the FitRep and
tried to tell me exactly how to do it. I becane frustrated
because everyone writes differently and has slightly
different interpretations concerning appropriate comments.
Eventually, the FitRep was finished. I do think that KGO
BOIOM - dgenent and setting the example were adverse
during that reporting period, and @iﬁ efforts
in micromanaging that I concurred with the adverse FitRep
were unnecessary. I later had an tunity to eat lunch
vich QICHM vien 1 vas OKCTNN-. . o i
about the changes in recommendations he made between m
conversation with him and his conversations with .M
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(b) (6) He told me that (b) (6) was hard to deal

with on the phone and he didn't envy my position. He
further told me that he sees so many FitReps and talks to

50 many peocple about those FitReps that he can't remember
them all.

On april 21st, when [(HKE) and I were discussing my
role at 4th RTBN, she reitera e _that she did not
like the way that I handled W FitRep--a task
completed in January and indicating that she was holding a
grudge. She further told me that because of the way that I

handled(b)(ﬁ) FitRep--and since that time--that

she couldn't trust me and didn't want me doing anything
else.

10. (b)(6) isolating me from other members of the
command and not allecwing me to conduct basic [(QFE)

functions

Following the incident with the MBS/RELMs and [(ORG)
reenlistment package in October, (NG and [QQLO)
(OXOM ninimized contact with me. It was a very
uncomfortable situation and I felt ostracized. | [(b) (6)
IO 014 the (b) (6) to go to her directly and

not come to me for any advice. If the WIOM: = me talking
to another officer, she seemed incensed. I sought advice
about my situation from the [(]@) peers, friends and
family. The advice was basically to stay the course and do
the right thing at all times to the best of my abilities.
However, (OO would often ignore me and not
acknowledge me even when I was addressing her. In one
particularly embarrassing moment in front of the [(ORG)

(b) (6) we were going to the MOT run and I was holding out
the keys for‘ to drive the golf cart (it is
her preference to always drive) but she walked right

passed my outstretched hand not more a foot away from me.

I just _stood there dumbfounded at being slighted like that
by the QXQ) The (QNG) took the keys and told me to just
keep my distance until it blew over.

Finally, in January, I was trying to infomnKb)(6)

of an OPREP-3 SIR that we were going to be late on because
we weren't alerted to a recruit's suicidal ideation until

I saw the RSP drop package. Kb)(6) was rude and




14

appeared inconvenienced by just my presence when T tried
to alert her to the situation. She reprimanded me for
Crying to make the command look bad; however, I pointed
out that it was just a required report on a recruit and I
was trying to do the right thing, not make the command
look bad. |@x_went to a class that she was
giving and I typed up the required report to have it
prepared when she returned. When she returned, I was
waiting outside her door and informed her that the
required report was complete. At this information,
| barely huffed at me and went into her office. I
then told her that I needed to speak with her and she
contemptuously asked me about what. I told her that she
could not continue to treat me in this manner at that she
needed to inform (RG] that T needed to be moved.
I(b)(6) had me go intoc her office, and behind a closed
door we had a lengthy discussion that I thought helped to
improve our workin relationship. She asked me to have a
lunch with the .@l to repair my working relationship
with her as well. Due to schedule conflicts and leave,

[ |(b) (6) and I went for lunch/coffee almost a week
and a half later. She and I talked through some issues to
improve our working relationship. -W did
corroborate that she and the erre purposefully shunning
me. However, after these discussions, I thought that we

were making progress and moving in the right direction
together.

When three female officers popped up on the inbound
roster, I called them to find out a few things, like their
ETA, family situation, and just a little background. Having
served as an Mreviously, I like to contact officers
before I assign them Sponsors to ensure a better match and
smoother transiti fter talking to these officers, I
went to give M a back brief but she cut me off
and told me not to talk to any inbound officers and that

she would assign the sponsors. Later, (KO
excluded me from the officer slatin meetings but had the
four co cdrs, (QKQ) andm_ in those

officer slating meetings.

(b) (6) started skipping me in routine

administrative functions as well. Marines from [QIQlor [ANE)
would ask me questions but I could not answer them because
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I was out of the loop.

The final straw for me came on April 21st following the 0O

Co Crucible Brief., During this brief, [ |(b) (6) . stated

that she would be on leave and that she was sorry that she
would miss (b) (6) final Crucible Hike. (b) (6)
(b)(6) further stated that it was sad that she would do
her final Crucible Hike by herself and I stated that I

intended to hike as well. [JJIOX® was silent at my

remark and the meeting continued. Following the meeting, I

was standing in my office and QG came to the

door and told me that I was not going to do the Crucible
Hike. I asked her why and [JJIQXE) stated that she
was not going to get into with me, reiterated that T was
not to go on the hike, and returned to her office. I
followed GG to her office and asked her again
why she didn't want me to go on the Crucible Hike. She
told me that she didn't want me to go and that was that. I
then told her that she had been refusing to lead and
mentor me. QLG closed her office door and we
began to have a discussion about my role in the Bn. T told
her that I felt like she was not allowing me to do my job
and she replied that she had to Keep me in a small box
because she didn't trust me. I asked her how me going on
the Crucible Hike would have a negative impact and she
stated to me that she didn't want me around her Marines. I
asked her what she was going to write on my FitRep if she
wasn't going to let me do anything. She admitted that she
didn't know what she was going to write on my FitRep and
that she knew that it couldn't be adverse. Later that day,

(b) (6) further refused to sign an Acting Letter for
me, and for five days we had to have sleep overs at RSP
because we could not officially drop recruits. My last few
weeks at 4th RTBN, I was kept in the dark about issues and
did very little except daily administrative tasks and an
IG inspection. It was a very tense time.

11. (b) ©) telling me that she knew that T wrote an

IG compliant against her and that she would figure out
what I wrote on the command climate survey

During that discussion about my role in 4th RTBN on April

21st, JHOIG repeatedly told me that she didn't
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trust me and that she didn't want me doing much of
anything because she didn't want me undermining her work.
She specifically stated to me that she knew that I filed
an IG complaint against her. She went on to tell me that
she would know what I wrote on the current command climate
survey because she knew the way that I wrote. I was taken
aback by her statements and remained silent on those
Lopics. Later, when the results of the command climate
survey were sent to her, (b) (6) attempted to
address a few negative comments by addressing Co P in a
town hall sort of meeting. I was not in that meeting, but
from what I was told, | |(b) (6) attributed negative
comments from the most recent command climate survey to
members of Co P. Attributing an IG complaint to me,
picking out my comments on a command climate survey, and
attributing negative command climate survey comments to
others is blatantly wrong and detrimental the IG and EO
processes. Via email, I have informed the |and (b) (6) B3

(b) ©) comments to me about the IG complaint and

command climate survey.

12. (b) (6) disa§§?é3- with (b) (6) negative
opinions about me,
(b) (6) ]

(b) (6) told me that a lot of JOIG

distrust in me is rooted in my telling the (b) (6) %
issues and seeking his guidance.l told me
that RTR was looking to for a reason to ety () 6)
down and I was giving them fuel. I asked ()R who
I was_supposed to go to for guidance if I couldn't go to
the |m and she told me that she when she had questions
that she always goes to mentors who have nothing to RTR.

[ [(b) (6) told me that she wanted to stay out of the

issues between me and the IQ»(G) and that there were many,
scme that I wasn't even aware of.

(b) (6) has repeatedly stated that the RTR meetings

are a waste of time and that she hates going to RTR. Being

in the HOIOE vhen JHOIE is ranting about somethini

that happened at RTR is very uncomfortable.
gets very agitated when discussing RTR's lack of support
of integrated training events to the point that her
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comments seem to impugn the (b) (6) and other (b) ©1.
(b) ©) and (b) ©) have an openly hostile

relationship and it is common knowledge that they do not
get along. JOXQ) has used curse words in
describing (b) (6) and talks about him with disdain.
They can be observed ignoring each other often. I
m relationship with IO adversely
affects their [[(QYE) relationships between
the two battalions. Recently, Co P was shown a 3rd RTEN
policy letter that directed the conduct of 3rd RTBN
Crucible Hikes in a manner that conflicted with | |(b) (6)

|(b) (6) intent for the conduct of the Crucible Hikes. Co
P was put in a very awkward situation and seemed to serve
as a proxy between the two jockeying (b) ©)

I really don't want to discuss negative opinions about

(b) (6) Bl because I think that they are unfair. At

the beginning of their relationship, | |(b) (6)
confided in EIE) about some persocnal issues;
however followinE these confessions, (b) (6)

informed that she wasn't interested in
getting to know (b) (6) that well or even being
her friend. These comments seemed extremely callous to me,
made me uncomfortable, and led me to believe that (b) (6)
(b) © was lacking in compassion when dealing with
people. Furthermore, (b) (6) has been upfront
about her positions, and always offers opportunity for
further discussion and counter arguments. Following
complaints about 4th RTBN's assignment policy of DIs
following quota, [JOIG) has been sending emails

to the 4th RTBN command team that are akin to a letter of
continuity for each returning DI. m has made

ill-mannered comments about these emails and - |(b) (6)
(b) (6) attempts to ensure appropriate treatment of
DIs returning from quota.

13. Because of everything that I have mentioned that has
played out over that last eleven months, I do believe that
I have been bullied and psychology abused by (b) (6)

I have constantly questioned myself and sought
advice about how I can be better. When I have asked NOIG)
[ [(b) (6) | questions, she quickly gets irritated with me.
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When I told her that she was unappreoachable, she yelled at
me that she was approachable. She has repeatedly told me
that she doesn't trust me and that she knows I am telling
everyone about everything that she does. Comments like
those really played with my head and I was intimidated to
write this statement because now she will feel justified
in not trusting me; and, I am talking about her. However,
what else can I do? The last eleven months have been the
worst in my career. I watched Marines get negatively
singled out, bullied, fired, and Stressed to the point
that everyone else notices all while I feel helpless to do
anything about it. I have struggled to work with [JQEE)
.despite my best efforts. I have been depressed
about the working environment and have lacked motivation
to do anything when I get home from work. I have talked to
the .m. a little about my concerns and issues, and I
am glad that I am moving onto another assignment. I do
worry about retaliation, because as I mentioned before,

(b) (6) hold grudges and it is noticeable.

14, For further information, I can be reached via my

personal_email at [IIINOICN until I complete
na |(b) (6) HEOIOM and T am back on the Garl.



Statement

“6) (6

Timeline: 1 PCS’d to 4th RTBNRDIOEE:nd served as a (b) (6)

(b) (6) (b) (6) he Il the time, selected me to serve as a
(0) (6)  MEIHE—""=——=M{b) 5) Y Airil 2014. IHOXG;

assumed command of 4th RTBN in June 2014, relieved mel(KG)

(b) (6)  MY(b) (6) L
My first impression of (b) (6) was that she was excited to take

command, and was willing and ready to share her experience and knowledge with
us. I thought she proposed some good initiatives such as transparency in billet
selections and improving rifle range scores. However, as the summer wore on, it
became apparent that \@x@ﬁ thought she was fixing a broken battalion with
a poor command climate. She seemed overly focused on statistics and achieving

quantifiable results, which made her inflexible. I aiso feel that ((QX®) had a
tendency to act like a bully, which led to negative climate.

At times, [(QXG) called people out in a way that was demeaning or
humiliating, Other times, her tone and sarcasm conveyed her contempt of that
person. She also did not control her body language and facial expressions so that
even when she said nothing, she would still convey her displeasure to an entire
room. Anyone could be a target at staff meetings regardless of rank. The injtial
result was((9X@®) got the (outward) respect that she demanded and
everyone worked diligently to meet her demands. Over time, her outbursts created
a culture where people feared to speak up and did not dare challenge her.

For example, at staff meetings, (6) ould rebuke anyone who did
not have answers to her questions or who had failed to follow up as she had

requested. The rebuke in and of itself was not a concern, but the manner was
demeaning and humiliating, Admitting their error and apologizing was not good
enough; she would continue to ask why they had failed to follow up and no answer

given was sufficient. It did not seem to serve a purpose beyond telling us that she
was powerful and in charge.

I remember one staff meeting in late December or early January. (b) (6)
QRO Wb ricfed that the ‘mhhad discussed an issue about [(QXQ)
[(OXONE: : the Crucible and recommended that the money and effort could be
better spent elsewhere. [(QG) scrunched up her face in disgust and said

“That's stupid. Why would you recommend that?” Then she looked over at me,| Q)
QIOR. 4 @x@ﬁfor an answer. All three of knew that arguing was futile, but

(b) (6) still tried to defend our decision. [YG) dismissed

OIOMM comment with a condescending wave of her hand and then told [DJ@)
FOXOM o move on. Needless to say, it is quite demoralizing to have your QAR

ENCLOSURE ()



publicly declare your decision stupid and that she did it before even asking our
reasoning behind the decision.

(b) (6) often became aggressive when challenged. What I thought

were open discussions about a topic would quickly turn into an argument of right
and wrong. If I did not back down, she would restate her view and then ask “Am |
wrong?” I soon learned that this question signaled the end of our discussion
because the only answer she would accept was that she was right and [ was wrong,
As time wore on, [ found myself trying to make decisions based on what I thought
she wanted, and not on my own judgment. Here | want tg differentiate between

) L . . (b) (6) .
making decisions based on the intent and guidance of a -and trying to guess what
the one “right” answer is.

(b) (6) initiative to make billet selections (i.e. determine who will

serve as Senior Drill Instructors or Chief Drill Instructors) more transparent was
welcomed with open arms. We all wanted more transparency into the process so
we could best prepare our Marines and ensure it was fair. Initially we received no
written guidance on how the boards would be conducted and what the
requirements were, which frustrated everyone because [(() as
preaching about this great change in transparency, but there was not any form
written guidance. There was also no flexibility in her system, which led to a @
(OXGHM v orking for a [QEE) in one of my @xé It also broke up Company
cohesion in that Marines were frequently, and with little warning, moved to other
Companies. Company Commanders had little to no say in who was moved. Some
teams were not announced until a day or twa before pickup. In the end, there was a
little more transparency, but with the addition of rigidity which led to upheaval of
teams.

On an individual level, (b) (6) tarted picking on (b) (6) first

and then [(QNC)MM This was all last summer. so | ember the details but

do remember how stressed out (DB and were. At the time, |
had never been the subject of (b) (6) rath, so [ did noet understand what

they were going through.

In the beginning, the [(YXE) was (DG biggest ally, telling
us to get on board with the new changes and the llllvay of thinking. W
pOintﬁmQ_tumed against the Bl She was dismissive of the |
comments in meetings. She stopped including relevant email traffic. At
one PT event, | overheardEML

animatedly describing all the [(QIGEN
perceived faults to [QNCGMM One day at the end of October, [DXE) told me
to stop seeking the [@0Qouidance. Later that day, [QXG)] sent an email to all
elling us to come directly to her for all command

matters. I thought [(QJ(S) actions toward (@QEG) l were unprofessional
and petty, and that it set a poor example of how to deal with a subordinate.




My relationship with [(YK®) started to deteriorate in September

when she disapproved of how [ handled some incidents. When she gave me a
written counseling, [ was shocked that she was thinking about relieving me. I didn’t
understand why we were talking about relief, In the course of a month, we went
from fine to threatening relief. I am certainly not perfect, but I did not think
anything I did warranted this. I could not fathom the intent behind threatening
relief and started to wonder how 1 had become so incompetent a ot realized it. |
was not going to beg for a job if | was incapable of doing or if my hought | was
incapable of doing. So when@x@i asked what she should do with me, if
she should demote me to [QRE) if she should relieve me, I told her that
if she thought she needed to relieve me then she should and that | would work
wherever she needed me. She took this as my giving up and quitting.

(b) (6) ounseled me daily for the next 30 days. As1said in my
FitRep, the counselings were erratic. [ loathed going into her office every morning -
because I never what kind of mood she would be in. I got more and more stressed
as the month wore on. The stress affected my judgment and I started to doubt all

my decisions. Ileaned heavi the support of the other [YG)
but [OXOI:nd \W

were the most sympathetic because ﬁiy
understood what it was like to be directly in the path of ire,

Looking back, I think about what I could have done differently. I was hesitant
to seek help outside the battalion because it was difficult to describe the issues to
outsiders without coming off as petty or whiny. (K@) did not act like a

- bully all the time and to everyone, so many were unaware of this side of her,
Nothing she did was illegal, immoral, or unethical. On the surface, she also did
everything that she was supposed to do (i.e. she checked all the boxes). She
provided me her guidance, verbally counseled me, gave me a written counseling,
and allowed me time to recover. She could argue that she used all the tools in the
toolbox and I would have to agree. However, I would argue that she did not use
those tools effectively - it was like she beat me over the head with the wrench and
stabbed me with the screwdriver. The issues also built up slowly over seven
months and there was no smoking gun to point to. I did not fully realize how the
environment at 4th RTBN had emotionally and mentally affected me until (b) (6)
to a much better command environment and felt immediate relief.

(b) (6) | () ®)

21 May 2015




Parris Island, sC
May 13, 2015

I, (b)(6) » make the following free and

voluntary statement on m own free will and without any
threats or promises extended to me. I understand this
statement is given concerning my knowledge of: the command
climate within 4" Recruit training battalion.

I was the QOO for [QXG) Company from

May 23, 2013 to April 8, 2015,
I was also the (b)(G) from [JOIC) _ M. During

this time frame 4" BN went through their change of command

and JQIG) became the new [[@NG]. p

was still the [QIG)] My |

was [OXG) - I returned to@Mco in July 2014 when the
new (WG] checked in.

During my time as the (b) (6) u
and witnessed many incidents involving the
(b) (6) __|(b) (6) in which was demoralizing and

inconsistent with our corps values. LR

I was aware

Outside of my cdmpény;'l‘héﬁe-wfﬁﬁéssed;Cabth”bé belittled

and yelled at in staff meetings. There are Navy Cor sman, .
civilians, Lcpl’s, and NCO’s in these meetings. @lé-
m our ((QXG) and is constantly belittled and
reprimanded in front of the staff. It can be something as
little as not having the correct information onea P
maintenance reguest. I have been.told which company Wwas the
OIOM favorite and which one she disliked by the (b) (6)
as a way to try to make suré we don’t run into her. The
advises us that we avoid or just deal with the QKOG
@G that she won't ever change. So'the Marines just avoid
her. The (b)(6)has also in several occasions in all hand
meetings or classes made comments towards the Marines of
November Company and their performance,'making-thosg,_w
Marines the subject of ridicule. T e

My company, I. believe, was 'the subject of constant
demoralizing attacks. The segregation of the company began
in Aug 2014, when the| visited the Drill
Instructors on the range and witnhessed a DI yelling at a
recruit. She was upset with the Drill Instructofs and ..
explained that. they were failing in enforcing her desires
FREANStress free environment. At that time [(REG)

I(b) (6) (b) (6) asked a question in regards to her
ability to instill discipline in. her recruits if they are

'S
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Parris Island, SC
May 13, 2015

able to do as they please. From what I witnessed, (b)(6)

was simply asking a question to allow her to know her
parameters. She was counseled and was told her attitude was
negative and disrespectful.

The following week, the same Series of Drill Instructors

were again, counseled for the tone of their ood morning,
ra’an” by the (QION. The [@IORN .. oo
that the Marines did not stop observing their event and all
come and give her the greeting of the day. The [OG)

counseled them and explained they all needed to change
their attitudes.

For the months of October and November 2014, Y (b) (6)

(b) (6) r , was also scrutinized and was made
to report to the [QIGM every morning to ensure that she was
counseled and to. ensure what her plans for the day were
approved by the ﬁ»(ﬁ)_;ZMany;timesrﬁuf:Gn(G) _
would be-overwhelmed from the. constant .pressure ito meet her
expectations. In December 2014, she was called incapable of
doing her job in front of myself and other Marines, due to
her perceived lack of persistency on a legal matter with a

Marine ~Op Dec 18, 2014 I was called into the (OO
(b) (6) . In that office was the [DIG)

_ 69(6) , and Myself. The “»(6) proceeded *to ask
why the state of the company was popr, and that myself and
the (X)) were the cause . of it. At that time T . .
refused to say a word and the [ONGNM began to attack my work
ethic. She asked if having to care-for-my kids was becoming
too much, she asked if I knew how to be a[N@R 2t that
time I asked to be moved from the Battalion as I felt that
the work environment was to negative and very hgstile. T

said I guit and reguested to be taken out of the battaTion.
The m_]at: that time began to call me a
uitter and the (K@) told'me I cduldn’t. go anywhere. The

_ asked if I still had what it was to be
a JlOIO) because in her I eyes I .no longer was one. T
stood there and refused to talk to her. She  kicked me ocut
of her office and told me to return in the afternoon to
continue the conversations. I returned to her o&fice at
1230 that afternoon and apologized. I apologized becaise T
knew if I didn’t my MWoulc_l;suffer'from this. My
(b) (6) was a week later relieved and was
literally taken out of the company. with no sign from her
again. -

e l(b) (6) I had [QIONNM =:nd was on [DIG)
till [OIG I returned to work on [DI®) =On April 1,

? o JEIE
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2015, the Company were having a meeting in the
battalion CP, where the\m)@) came into and we all gave the
greeting of the day. The [QNCOMMthen proceeded to talk to
the Im, the conversation was in regards to a PX run,
she proceed to ask the [QEG) 1 , if they
needed anything. I was not addressed, so I didn‘t reply.
The room was quite, I looked up and the [QEORwas waiting
on my response. I said I didn’t need anything. At that time
the mpleft the room, and a few minutes later returned
back to the CP. She looked at the [QEGOM =2nd nyself and
said she wanted to talk to me. She began to yell at me and
tell me how disrespectful I was and who was I to think T
could do that. Someone failed me when they let me get away
with being disrespectful. At that time I began to respond
by telling her I was not being disrespectful, and I was not
going to be talked to this way. I did nothing wrong and was
not going to be accused of something I did not do. The
ersation was escalated and quite loud. At that time the
\& said from now on. our c_cj_nt;act and rela_tion’"s'hi-p@wi&:l

only be good. morning and goe

d' afternoon ma’am. I said I
agree. On April 3, I fv_;&a-"s‘"i:t}r'ld'i:".'i'\ibh'l'd_',',_i__io:t',j‘be.:., doing 'the
crucible with my company the following week, and I would
not be graduating my_Combahyﬁ,My:fepla¢em§ntychécked-ip and
I was not allowed to do turn over with her. I was not

allowed to talk to her.
_ were [((QFE)
L :During .this time, [DEE)

During my time there
06 PEA) o) —
confided.in me and asked r. gdvice in how.to apprdéach the
(b) (6) - was on the rifle range
during the week of March 9-13, 2015. On a daily visit to
the rifle range, the (b) (6) was speaking to a
(b) (6) Approached her to give

few Drill Instructors.
the report, and the|“»(6) ignored her ang did not
give her acknowledgment;:Thisxwag done ip front of Jun¥or

enlisted Marines.

I was sent away out. of the b ttalion and-have been ()G
I have no contact with

anyone 1n my chain of command. I start [(OK@) (b) (6)

The only text I have received from the BN,was from
the ONONMEtelling me not to go oqut of bounds. No o#é Has
told me why I was sent away. or cut off ﬁrom‘theﬁif. My

from my

Fitreps are still pending. I did . nét receive a
W_ beini relieved and my annual is going to

be completed by a I have never worked

- 2 ot
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for. I know I will not get an honest evaluation of my
performance and my work.

There are no further entries. b) ( 6

May 13, 2015
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(b) (6)

I have been a member of 4t

Recruit Trai
June 2014. I ap currently the [(OKE

(D) (6) [P acting [PIG It has been my
pleasure to work with the Marines andg Sailors of 4thRTBN and to
witness many significant events since my time here,

Regarding my €xperience working for (b) (6) + I have observed
many things. I have observed [(QJG) wtlo maintain extremely high
standards and demand the highest exXpectations of her commanders,
staff, and Marines. Under SNQs leadership, the battalion now has an

initial marksmanship qualification average above 90%, comparable to
the male training battalions, which has never been done before. It

ning Battalion {4thRTBN) since

as well as acting (b) (6)

dccountable those who don’t eéxecute her intent. That being said,
there are some significant personality issues that degrade her command
Presence and credibility as a commander. I have had positive and
negative eéxperience, much like at any command.

SNC has been Very accommodating to me and othe Marines in regards to

family issues. Throughout the past year (b)(6) ha = = rom
two necessary [DICHIEE (b) (6) _ and
other [HEE) -+ Haveralways felt supported by her.

Her absglute goal is mission accomplishment, and troop welfare is
right behind it. This is especially impacting to me in that she is
geo-bachelorette and rarely sees her own husband. This tells me that
she can appreciate how important family time is and has stressed to
the Marines in the past to make sure they do their job, but also
eénsure their families are taken care of,

here are still issues that must be disclosed that describe her
negatively. I have observed a number of instances that I would
consider less than brofessional,

First, and most devastatingly to her co nd nd professiocnal
reputation, marginalized her |mby multiple
pPublic displays of disgust and disdain. On one occasion in September
2014, in SNOs office with junior officers and SNCOs, talked down
to the QIQin a tone of voice, facial expressions, and overall context
that would lead a reasonable person to believe that she had a personal
problem with the individual. I felt embarrassed for the R to be
spoken to that way in front of not just me but the other captain and
two SNCOs present.

Another example was during a battalion commander inspection hot wash
with the inspected company . Theﬁ”ﬂn&de a comment regarding
maintenance to which the Wﬂﬁgave her 3 dirty look and degradingly
corrected her, in front of the entire company staff of officers and
drill instructors bresent. The @I@Hidn’t call the names, but she
didn’t have to. The tone of voice and her manner of sSpeech

ENCLOSURE (3)



demonstrated that she thought the B vwas stupid. I have hag

(b) (6) not get along personally with another member of their
command team, but have never seen anything like that type of personal

Another such example of her disgust for the B vwas during a staff
meeting in December when the | was presenting information on the
upcoming battalion holiday party. While the [0) (O)RRE talking, the
heard something she didn’t like and was making several bizarre facial
Xpressions that to me came off condescending and a complete loss of
bearing in front of her staff.

manner as to lead one to think that they were being interrogated. She
often will ask questions and before you fully answer, tell you why
that answer is wrong. Those occasions made me think, well if she
want’s my opinion or recommendation, I’11 wait for her to tell me what
I should think.

In July of 2014, our BHVAC Systems across the battalion were struggling
to keep temperatures within the threshold authorized by Depot seasonal
cooling order e.g. +~ 2 degrees F of 78 degrees. Her office was too
hot, approximately 82 degrees that day, out of standards and eligible
for a work order to | These types of requests are seven day
tickets, meaning FMD has seven days to fulfill the request. I was
notified earlier that day that they temperatures were above standard
and submitted the ticket. She wanted same day service. So, I called
Fm(ato try and get a technician to come sanme day. Each of their
technicians were attending higher priority trouble calls like medical
clinics, chow halls, and recruit squad bays at 1° battalion in this
instance. Around 1500, she came guns blazing into the| ; located in
bldg. 927 that also houses my Storage area and the battalion “prison”
gym. To get to the you have to walk into the building and open
another door that Separates the gym from our office. As she entered,
I heard her sarcastically say “it’s sure nice and cold in here” which
is true for the gym, which usually sits a few degrees colder than the
RIQoffice, which normally is between 80 and 82 degrees, but we deal
with it., After she said that and then entered my section, I had just
finished speaking to ‘who told me that they would have someocne
there by COB. I stood and told her this as she entered very angrily,
and when I told her I just spoke to |and they couldn’t send scmeone
now but by would, with arms raised up in the air she told me very
angrily “that’s bullshit!” Which, it wasn’t as I literally had just
hung up the phone a few Seconds before she walked in. then
condescendingly told me in front of my that “before you leave
today, I want you to report to me the temperatures of each squad bay.”
No problem with that task at all, only I would have preferred not
being talked to like a child in trouble in front of cne of my Marines.

I'm a [(OXG) not a five year old.



the work order from and then I would hound them to myself to
make sure the maintenance issue was resolved. 1In this particular
instance, I couldn’t secure a technician to come down immediately to
complete an HVAC repair request. I had made several attempts to have
the issue resclved timely, but was unable to. I explained to (b) (6)
OIOMM :1hat RTR hag submitted the ticket, that FMD had seven days to
complete the ticket {at that time there was still three days
remaining), that other urgent issues on the depot prevented the HVAC
technicians from coming that day, and that they were short staffed as
it was a Friday. She considered nmy effort to be “lame” and directed
e to resolve an unrelated issue better unlike my “lame” attempt with
the barracks. Calling my attempt “lame” didn’t really bother me.
What bothered me was that the updates to this particular maintenance
issue and others that I would email (her preference), was that for
nearly four days, she didn’t respond at all to my updates.

Typically she would respond with a follow up question or simply,
acknowledge receipt. To me, it seemed that she was holding a grudge

against me and letting her anger and personal feeling interfere with
business as usual.

These are instances of personal experience and witness of

unprofessional conduct towards Officers and SNCOs. These accounts are
true and accurate to the best of ny knowledge.
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From: J(9X®)
To: (b) (6) MCRD Parris Island
Subj: VOLUNTARY STATEMENT [QNG)
(b) (6)
Encl: (1) Electronic mail correspondence 08:48 31JUL14 to adjacent

commanders regarding Force Preservation Council
documentation and Crucible Hikes

(2) Electronic mail correspondence 06:56 28AUG14 regarding 4th
Recruit Training Battalion Quota Meeting

(3) Electronic mail correspondence 09:01 4SEP14 and 09:39

128EP14 regarding 4th Recruit Training Battalion Crucible
Hikes

(4) Recruit Evaluation Card in case of (b)(6)

1. The following statement is provided voluntarily and enclosures are
provided as substantiating material.

2. 0On or about 28 Augqust 2014, [(QI®)

Kb)(G) asked me to join a

4th Recruit Traipning Battalion Quota Méeting [Enclosure (1)]. During
the meeting, (b) (6) announced to the room which incw
(b) (6) ] OIC)

(b) (6) the [QICHN and .

approximately three to four Drill Instructors ranging in rank from

(b) (6) to [(QXQ) , “"See, you don’t get what you want from

higher. You go around them!” She smiled while making this comment.
After departed the meeting, I informed the (b)(ﬁ)

|Uﬂ(6) r , we will not
return for any additional meetings. I did not concur witth)(6)
(b) (6) comment and would not appear to support these comments by
attending further meetings. I have not attended anocther meeting at
4th Recruit Training Battalion to date.

3. During the first year of my assignment at [J[(QJ@) , I
completed three crucible hikes with 1st, 2nd, and 3rd Recruit Training
Battalions [Enclosure (2)]. For all three of these hikes, I joined

the [OIG) at the head of the formation for the duration
of the hike.

UNCLASSIFIED//FOR CFFICIAL USE ONLY
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Subji: VOLUNTARY sTATEMENT [OJG)
(b) (6)

a.

On or about 02:30 13 Seitember 2014, I joined [QXGE) at

the head of the | Crucible Hike. We discussed hike
routes and other topics regarding recruit training. At a
peint during the hike |M“ stated she would like to
go to the rear of the formation in order to gain a different
perspective of the hike. I followed to rear of formation; I
cannot remember if I made a verbal comment regarding battalion
commander at the rear of a formation being unusual. I do
clearly recall thinking it was unusual; however, I fully

acknowledge commander’s prerogative and the choice was not
safety violation.

Crucible Hike|m)@)

- Upon joining the rear of the [[DYE)
BIG) focused on the series WIQ)who was struggling to

complete the hike. Said Name Recruit (SNR) appeared to be
under 5’0” and struggling with the pack and rifle. [QJ®

(b) (6) pointed out SNR to all fellow rech to the
effect of ‘how could this recruit be the| as no

QIONENN 010 be at the rear of the formation’; further,
(b) (6) continued negative verbal counseling regarding
SNR not worthy of being the [QYG) when at the rear of the
formation.

. As this continued, I started pointing out positive actions of

recruits, ‘there you go’, ‘dig in’, ‘you’ve got this‘, etec.. I
do recall making a comment to [(QNG) . loud encugh for
the recruits and Drill Instructors to hear, about teamwork
being the key to success in the Marine Corps.

. During the Crucible Hike, I pointed out [(QKE)
(b) (6) } who was assigned to (WKE)
WIOMM during my first few weeks with . T

commented to [QJG) (b) (6) did a great

job as the [ .
M stated loud enough for the recruits,

to hear, “She is the worst (QIGMI
have.” I attempted to change topic to distract from negative
comments regarding a [QE@Mmade within one to three feet of
recruits.

. Kb)(6) continued to provide negative verbal counseling

to recruits falling behind in formatien. Her comments, while
negative, did not violate Egual Opportunity and were not a
threat to safety of the recruits. I chose to continue to
focus on positive comments regarding team work and encouraging
recruits they were almost to the objective. BAs I continued, -

[(b) (6) transitioned to positive comments as well for a
period of time.

UNCLASSIFIED//FOR OFFICIAL USE ONLY
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Subj: voLUNTARY STATEMENT [(QNG)

(b) (6)
f. At the final break prior to completing the hike, (b) (6)

moved to the head of the formation. I chose to stay in the
rear of the formation. I continued to make positive comments

towards the recruits and discussed with the [[(QX@)

(bgk()s))(G) I , how I was motivated by her example. [QI@)

was exhausted due te finishing the Crucible
diagnosed with the flu.

4, On or about 6 Margh 1ring the Initial Strength Test for|QES
Series I observed (QRE) elling at NQIG)
|(b) (6) . observed SNR spit on the toi

of a pile of ‘glow belts’. TSNR did not immediately respond tol
mﬁasking SNR questions.

(b) (6) standing within one foot
of the recruit, was yellinﬁ at the recruit. Iﬂamhvolume

increased and I noticed | yelling at SNR. I walked over
to (b) (6) and stated, “[(YK@) may I please speak with
you.” After (b) (6) and I moved a few feet away from the
recruit, I stated, “[QIGNEEE vou are obviously upset. Please
relay to me what occurred and I will make certain appropriate action
is taken regarding the recruit.” [QN&) stated the recruit
spat on the glow belts and was disrespectful. (Note: SNR was facing
forward in line and [[(QEG) in authorized Physical Training
(PT) uniform, was facing SNR’s left side when yelling. SNR could not
see rank, nor could SNR see billet listed on the back of (b) (6)

[(b) (6) PT uniform.) -I thanked [(QKG) for the information
and stated again, the recruit was assigned to JOXE and
appropriate action would be taken. SNR was issued a Written
Notification of Deficiencies and a copy was sent by me to J[(QEG)

[|(b) (6) to confirm action completed [Enclosure (4)].

b) (6

UNCLASSIFIED//FCOR QFFICIAL USE ONLY



Voluntary Statement

¥ (b) (6) was the 12IQ) ] _
Fourth Recruit Training Battalion from 10 March 2014 to 27 April 2015. [ worked for |[((QXQ®)]
for approximately three months and for (b) (6) for approximately 11 menths. | had

interactions with [JQIG) hind was frequently brought into the discussions and planning
sessions with her, the[[[QEG) and themﬁ_

From my experiences with| (6) she was very focused on two efforts: 1) improving the
transparency of the command as a result of the command climate survey from the previous battalion
commander’s tenure and 2) making the battalion competitive with the other three battalions by
improving testable standards of recruits, such as performance at the rifle range. From the start of
her tenure, her methods for achieving these efforts were aggressive, strict, demanding, and
confrontational. Her command style was extremely different from the previous battalion
commander, and initially, personal interactions with her were harsh and condescending. However,
over the past seven to eight months, she has changed her approach a great deal. She became more
approachable and more of a teacher and mentor.

Furthermore, I never observed her doing anything immoral, unethical, illegal or unsafe. On the
contrary, she was ruthless and uncompromising on rules and regulations. [ witnessed her counsel
multiple Marines on violations of the Recruit Training Order.

My RS-RO relationship with [(QXE) btarted off very rocky. Initially, we butted heads for
about a month for the following reasons: 1)  was stubborn, bull-headed, and frustrated with the way
she was treating me and 2) She was fiery, condescending, and wholly focused on achieving her efforts
with little regard for development of interpersonal relationships. At first, our relationship was
contentious and we were both just miserable in our interactions.

A tipping point occurred on a day when I had made a mistake on scheduling an event for 30 minutes
instead of 90 minutes, and she was scolding me in her office for the mistake. In the midst of her
reprimand, I said “excuse me ma'am, | need to step out,” and I motioned my hand in a way that
appeared from her perspective to be shoving my hand in her face. 1 walked out because 1 did not
believe | was being treated appropriately; I thought I was being treated like a child. [ may not have
20 years under my belt, but I deserve to be treated as an adult. So I walked out of her office to the
puil-up bars in front of Co O to do some pull-ups, relieving some frustration. 1 walked back to her
office later that day, and apologized. She scolded me again for walking out on her, and stated that if
she had done that to her boss that she would have been fired. [ told her that I did not think she was
approachable and I did not know what else to do. At that time of our meeting, she discounted my
comment that she was not approachable, explained to me all reasons she was approachable, and
dismissed me from her office. But very soon after that, her demeanor had changed; she was more
welcoming of people into her office and her reaction to last minute changes and minor mistakes had
hecome more flexible and understanding.

Shortly thereafter, 1 also sought guidance from the (b) (6) _ and the (b) (6)
I

As a result, I changed my approach with (QIOHNEEEEE -5 well. In everything {QXG)
(OXGMtasked of me, working to show her that I was onboard to achieve the efforts that she had
laid out, Over time, | earned her trust and confidence. During the next periodic counseling with her,
she actually apologized to me for the rocky start to our relationship and said that it was her fault that
we started off poorly. After that, our relationship was positive and had effective communication.

| have observed interactions with [QEC) and the |[[(QEG)] From my personal
observations and experiences, the relationship betweenl{QEQ) hnd |m@iwas broken

and detrimental to the command climate. They did a poor job of trying to work with one another
despite their differences because it was common knowledge that they did not get along or interact.

ENCLOSURE (19



My personal interactions with (b)(6) werg very positive. She was a resource for me to improve
as the [[QXQ) to best support the [Ilnd the battalion.  interacted with her on a daily

basis.

My observations of [QNQ) and the Mwere all positive. I only saw
good interactions and a trusting relationship between[QXG) .

All of the [QXG] in the battalion, QI i and | have had
times when we struggled with our relationship with l{{Q)X®) We used one another as

resources to improve and vent. [QEG) and [ found ij IQXC) was relieved.

as still working on her relationship withll Bwhen [ left the battalion to go

T (b) (6)

b) (6)
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IN REPLY REFER TO:

1000

(b) (6)
. 22 May 15
From: [(QXG) (b) (6) (b) (6) Fourth
Recruit Training Battalion
ro: OO - co::gating ofticer

Subj: VOLUNTARY STATEMENT REGARDING COMMAND INVESTIGATION ICC FQURTH RECRUIT
TRAINING BATTALION COMMAND CLIMATE

1. I make this statement voluntarily, but with fear of reprigal b (b)(6)

QIO 1 alsc fear reprisal against e (b) (6)

because I know they were interviewed in the course of this investigation.

Both Marines are at their service limitation and are in zone te be screened

by thel(b)(B) this year. TIf they are not selectedqd,

they will be forced out of the Marine Corps. I am concerned that their

testimony may be used against them in ways that could negatively affect their
chances of being selected. '

2. I am a d»(G)___ in QG , 4th Recruit Training Battalion. I
have led [(9X®) , and [WKOM =ince [[(QXE) has taken command of

this battalion in June 2014.

3. om 15 April 2015, [((QKE) and [QIG) conducted their end of
cycle class with the new Marines of my [QIG) L. At the time this

brief was conducted, the only two ent persgsonnel allowed in the
classroom were and To my understanding, the
purpose of this brief had been to serve as za mass outcall for the new Marines
prior to their graduvation.

a. Approximately three hours after the conclusion of this class, the
6) came in
office to speak to my [[QYQ) )

(b) (6) explained that when the series returned to the squadbay, she had asked
the new Marines how their class with the|m”mwent. This is standard procedure
for |QN@)foliowing any class given by permanent personnel ({including the

(b) (6) . and |&_, most of the classes
given by the chain of command tie into Core Values Guided Discussions {CVGEDs)
that serve as mentorship time between the SDI and her platoon. These
discussions allow the SDI to provide clarification to the material taught and
to tie the material into real life situations in oxrder te better prepare
recruits for the fleet. As it was standard practice, the |asked how this
class had gone in order to provide further mentorship, even though this class
did net tie into a CVGD.

b. [OX@®) explained to [[(QEE) and I that the new Marines were

confused by the [QJ@) class. They did not understand why they had been told
they didn’t deserve to be Marines, that their [J(QEC) had failed
them, and that their stats didn’t measure up to those of their male
counterparts. Their wmorale was low and their confidence in themselves and
what they accomplished was shaken. (b) (6) also talked to the new
Marines, with the same result,

ENCLOSURE (1)



Subj: VOLUNTARY STATEMENT REGARDING CCMMAND INVESTIGATION ICO FOURTH RECRUIT
TRAINING BATTALION COMMAND CLIMATE

c. To my recollection, the [ENCHIENIEIG .- - -
meeting with the [ONGMM when the series returned. The following is second-
hand information, provided to me by my [[(QEQ)ana [QIG) Uponlm
return to the squadbay, [QIGEEEE:rccuraged her to talk to her new Miiinesi

I gpecifically remember her speaking to her (QXOM:=nad the Company
(IO TOXCHE—— {EROME - :co £on ner necvins i

already shaken due to the fact that e of her new Marines,
(D) (6) had been called out by the | vuring the class; the
up and told her that her hair looked like the hair of a lst Phase recruit.
(b) (6) had prior'service in the Navy, achieving the rank equivalent of

@A and had volunteered to go back through Marine Corps boot camp because she
wanted to be

art of a stronger, prouder team than what the Navy had provided

her with, alsc had natural hair which requires special care; her
@QIQhad helped her re-braid it weekly throughout training. Her J@I@ had been
planning on helping [[(QXG) re-braid her hair on the night of 15 February
2015 to ensure that she looked her best for family day (t ing day}

and graduation on 17 April 2015. After the m}cllass, I told her

|that she felt demeaned and humiliated, and that she didn’'t even want to
be a Marine anymore. [[QJG) had also been pointed out during the class;
in addition to being the she had earned the Company
High PFT score with one of the fastest run times in the series {20:30) on the
final PFT. The [@IGkold [[QIG) that her score wasn’t good enough because
she was not as fast male counterparts. After speaking to some of her
other new Marines, IW informed me that the |Whad also told them
something to the effect of *[when you get to the fleet] if you get drunk and

raped, it's your fault.” That was not the first time T had heard of the
@saying something to this effect. I am a Ifor the battalion, so this
statement caused particular concern for me because during my[QE@training I
was informed that a relatively high percentage (around 10%) of each series of
female recruits reports previous sexual assaults upon arrival to recruit
training. Having taken [[OIGHNEEE tor recruits, I know the negative
impact a statement such as this would have on any previous victim of sexual
agssault.

d. After speaking to my [QQand both [BIGM I took the above information
and reported it to my JOIG)

simultanecusly reported it to the Company [(9JO)
They decided to have QO speak to IRGOIO) about the class.
The result was that b) ©) said nothing like that had cccurred. I
talked to my |and (b) (6) e explained to them that the new Marines needed
to graduate feeling like they had earned their title and that they had
accomplished something impressive. They needed to have an understanding that
this was just the beginning, and that they needed to continue to push
themselves when they reached the fleet in order to be competitive for
promotion against their male counterparts. They needed to feel comfortable
reporting sexual assaults, but also know what things they could do to protect
themselves (always have a buddy/designated driver, do not drink to excess,
alwavs have a plan to get home safely after going out to socialize, etc.).
'Myl and ensured that the new Marines understood these things.

€. At this point, T left the issue alone because I felt I had no other
options to report it, and I wanted to minimize the issue for the benefit of
the new Marines. However, I felt it was unjust because if a Drill Instructor
is accused of wrongdoing by a recruit and that wrongdoing is corroborated by
other recruits, an investigation is opened and negative administrative action
is taken against that Drill Instructor accordingly. In this case, it seemed
that wrongdoing had occurred and been corroborated, but no further
investigation was warranted because [ |(b) (6) said it didn’t happen.
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This runs contrary to the (b) (6) own command philoscphy of “confidence,

accountability, and pride.” Whatever confidence and pride the new Marines of

series [QJQ) had built was tarnished in that class, and there was no evident

accountability in regard to whatever wrongdoing occurred.

4. When I arrived to |(b) (6) Company in June 2014 (after two cycles in

(b) (6) Company} , (b) (6) had just taken command. The climate of the
battalion had become more positive after she took command. She was initially
very receptive when she would come observe training events, asking questions
that showed she wanted to learn and benefit from the knowledge of her junior
officers. The acting [ODNGME at the time was [QEGHE l who was
dual-hatting as the [(QXG) company (QXG] Throughout the first six months
of the |@mi;tenure, she would regularly come out to training events and get
my perspective on the training that was occurring. During the vast majority
of those conversations, I was told that. (b) (6) Company was on top of the
battalion, and that my [[(QEQ) (OX@)(cne of whom was m
were doing an amazing job. She told me on several occasions that my

perspective on leadership and training was the reason I was going to be one
of her [[(QIG)

S, Between September and December 2014 (during Series
worsen in the battalion and in [(QNG) company . [QIG)
on a few occasions, telling me that my Company (b) (6)

(OFON, things began to
talked to me

at the time, [[((QXE)]

(b) (6) was struggling with command. I asked what I could do to
help her, and QOIG) told me that [[QEC) was depressed, so just
to be there for her as a peer. [QJG) was overwhelmed and allegedli

stated at one point that she no longer felt fit for command. I told I
(b) (6) that I did not want Im@hto fail because if she failed, then I
failed to set her up for success as her subordinate leader. I never had

significant issues with [[(QEG) leadership. S8he and I had a good
working relationship. It was evident that she and [[(QN@) wexe

struggling to effectively communicate as a command team, but it seemed that
| was often hesitant to take [ONE) advice. 1In January
2015, [(QICHNEEN 2s relieved m@‘ Over the past few months, I have
been given several different reasons for Egi relief. Initially, she was
relieved because she failed to take the guidance during their daily
counselings. Later, the |explained that [QKG) 5 had been relieved due
to a failure to work effectively with [OJG) Al |(b) (6) addressed
the situation with my of series QNONduring pickup week
(20-23 January), stating that [QJG) had been relieved due to a lack of
trust and confidence in her leadership. Most recently, I was told by (b) (®)
(b) (6) that |QIC) was relieved because of her failure to correct the
b ivity” in (b) (6) Company. Initially, I did mot think anything of
W relief because I knew she had been struggling. However, after

several conversations with (GG where she has stated different
reasons for [QIC) relief and then said “do you see now why I had to
relieve (NG ?# I have begun to internally question what the real

reason for [(ORE) relief was.

6. WIG) was the interim acting [QEG] after
(b) (6) relief while dual-hatting as a [QEG) . At the time,

she was widely regarded as one of the most competent leaders in the :
battalion. I had a discussion with [[QEG) in Janua 2015 regarding
the amount of responsibility that had been placed on IM@h
shoulders. Again, I told Mthat T would support [[(QXQ) to
the best of my ability and would not allow her to fail. Within a few weeks
of QG taking command, a [(QNG) alleged hazing against her
fellow WIG) .  An investigation ensued. During the period that
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the investigation was taking place, QNG allegedly told J(QX@®)

that she had lost all trust and confidence in her leadership. She also
allegedly refused to return the salutes of [[(RE@) and
other Marines in the series. The serious allegations against the series were
later unsubstantiated. [Q)®) and I JOIG) together
prior to this tour, and she was regarded highly in [[QI@) for her competence as
a4 leader. She is one of the most judicious leaders I have known in my
career. I have relied heavily on her guidance to help shape my own
leadership style and abilities over the past three years. Out of the
officers in 4th RTBn, [QJE) has been subject ost_sev
conversations and the most negative treatment from IW ﬁm

(b) (6) now believes that she was wrong.

7. Between November 2014 and March 2015, UG needed two major

(b) (6) . She is [(QICNISSGCGSGEGEEEENNNN :nd nceded to be [QIG) fit for
separation. Due to her [QKQ) she was
absent for significant portions of Series [HNE) . aAfter [(QXO)

was relieved, the perceived negativity in November Company was expected to
dissipate. When it did not, I@I@h was purported to be the primary
source and seemed to be targeted by the battalion. She was eventually sent
away from the battalion and put on (XK@ IW
was not a perfect leader, however she did a lot of good for the battalion
while she wag the (b) (6) and she did have a positive influence on the
technical proficiency of the Marines in [QJG) Company. I often benefitted
from [(QKE) oerspective, and she has an admirable way of positively
messaging the [(QE) intent to the company. She helped me
understand the [(JH@)]intent regularly during her tenure as Im and
she conducted several PMEs with the company te help the Marines understand as
well. All of this went unwentioned once she was determined to be the source
of the “negativity.”

8. I had a closed-dcor converssid ith the (b) (6) on 17

December 2014 following Series | Crucible. I had questions regarding
the hike home that M could not answer. I did not understand why

the [@IQa1ked in the back of the hike formation; she explained it was zo she
could watch the conduct of the DIs. T tried to explain that I believed that
was my job and the role of the HEQKQ) | who always hiked in the back,
but my point was not understood. The |seems to lack trust in [(QKG)

(b) (6) advisors. I also did not understand the (QIOM expectations when it
came to the DIs’ interaction with the recruits om the hike home;

explained them to me. During this conversation, the (b) Qc1d me

was wrong for blasting the DIs within earshot of the recruits. The DIs had
not been keeping the formation tight; thelhad been making these
corrections on recruits and Manted to ensure that the DIs were the
ones making those corrections because it is their jab,. - later admitted
that she should have moved the DIs farther from the recruits, but that she
didn’t want to put the in a predicament by having to wmake corrections on
recruits. The [(Qf@hs corrected two SDIs in front of their recruits to my
knowledge- one for being too loud in the chow hall, and [[(§YE) for
yelling at a recruit near the sheds during grass week for being belligerent
with her chain of command.

2. On or akout 20 January 2015, I. stepped in for (b) (6) to give my

series pickup brief to the |for UIG)] I 1-d requirements
d

for her series.

an attended this brief with me;
[[(b) (6) 10 was also pregent, along with [(9JE) N |(b) (6)
: BIO N

. and|
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a. I briefed concerns with a newer Drill Instructor who had been
strlﬁing to develop a demeanor that recruits would unguestioningly respect.
The EA¥Istated that this Marine needed to earn her Basic Daily Routine {(BDR)
qualification, which would allow her to stand duty, by training day 10. If

she was not ready by Tp-10, [QI@) stated that she would watch her to
see if additional remediation needed to occur. The Marine ended up not being

able to earp ber BDR qual by TD-10 because she could not ively run the
deck (b) (6) never came to observe her. As a result, |Wand her
had to stand duty every other night for all of
1st Phase and the beginning of 2nd Phase. Both of these Drill Instxuctors
were exhausted and struggled to remain effective in their duties. (b) (6)
[OXON coordinated help to relieve them throughout this period. A permanent
selution was not created until the end of February when the battalion moved
the Drill Instructor to another company to allow her to try to earn her BDR
qual again with a series that was about to pick up. Our series was given a
replacement Drill Instructor. All j Instructor transfers (between
companies) have to be approved bYIW

b. I briefed concerns with (then) (b) ©)
gotten a [Qf@lafter the Mar
minor RTC violation, which

o (o) (6) had

ine Corps ball during Eeries. She also had a
M and I had reported to our company

leadership. (b) (6) stated that she told [QIE) about the
allegation. 'wne€n L brought up this allegation during the pickup brief, the

ost her bearing and began firing questions at me about why she hadn't
known about the allegation. I told her T had reported it to [[(QIE)

The [QI@}1d me I was wrong for not telling her directly about the allegation.
(OXGOMN did not say anything during this line of questioning.

c. After briefing about [[QJ®) I tried to brief the |[{on the rest
of my Marines. She cut me off throughout the brief, would not let me finisgh
sentences or communicate entire concepts, and questioned my competence as a
leader by insinuating that I did not know my Maxrines. I attempted to explain
to her that several of the Marines were new to my series and I hadn't had an
opportunity to talk to them in depth yet because I had only worked with them
for two days. I felt that I had been disrespected in nt of enlisted
Marines during thi ief; both Mandl told me later

" that they felt themactions were inappropriate and unprofessional.
a. QIG

she W:':I.S (b) (6) ust prior to pick
billet for

up. Bhe was placed in the
a month whi undergoing evaluations. She was cleared by (b) (6)
|m put || insisted that the clearance had to com& rrom 2
higher authority. This clearance was eventually obtained and [N =<
allowed teo work in the capacity of a Drill Instructor. I understand the need

to ensure that Drill Instructors are [[QYG) enough to work with

recruits, however [(HXE) seemed to have to go to iEﬁiiSive lengths to

prove her [QJG) . The intention to sendl back to the
fleet on the basis of (NG had been mentioned, and QKB
(b) (6) had to fight to prove that she was capable of working as a Drill

Instructor. Within the first two months of working, [QNE)] earned DI of

the Month,

10. On or about 5 February 2015, I was assisting [JENG) with drops
because she was heading to the Crucible with her series. One of these drops
was [[(QYG) . im had been one of my recruits in Series [[(QEGN but
she dropped to the Physical Conditioning Platoon (PCP) in the Female
Readiness Platoon (FRP) for failing hexr final PFT. She had passed her exit
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PFT at FRP and returned to training with [J(OX@) series, Q) (6) She

was being dropped to Papa Company for the following:

"Recommended to be dropped to (b) (6) for her lack of character development
and combat conditioning. SNR has demonstrated a pattern of lack of reasgonable
efforts on her rumns as she has had the following run times, 29:55 (Mid Cycle
PFT N/4044), 32:27 (Final PPFT N/4044), 30:49 (Exit Final PFT from FRP) 30:17
(Final PFT with N/4004) lack of reasonable effort on her physical fitness
specifically runs. SNR has demonstrated a lack of commitment to improve con
her deficiency and is not demonstratin ysical toughness to become a
Marine on 20150213. DEP 3 months, RS IW SNR is an original recruit
from (QNOMMand has been on the island for 134 days.”

(b) (6) was separated from the Marine Coxrps for the above reasons. Despite
the fact that she met the Marine Corps standard, she owed to
continue in training and become a Marine due to IWopinion that
she was not meeting standards sufficiently; she did not pass the PFT by a
significant enough margin.

11. I did not speak to [[QEE) from the time of Series [(9)] ((66)) oickup

brief until the end of February 2015. Due to issues at Series ((8)

Crucible and the hazing allegation, the company was skylined., I worked with
/(b) (6) to ensure that Series continued to do the right thing and
help move our part of the company in the right direction. However, my
Marines spcke to me often regarding the opinions of their peers throughout
the battalion regarding the command climate; many Marines were offended Ly
the way they were being treated by (DRG]

a. My next conversation with MOO}: place in my office at the end
of February 2015. She told me that my pad days had a negative impact on my
Marines; I told her my bad days had nothing to do with work and did not
affect my Marines, which is why they were still comfortable coming to me with
concerns. She stated “well, your bad days are almost over if you can get on
board with the direction of the battalion [instead of siding with your
Marines] .” My Marines were not violating the RTO, and were not doing
anything wrong. As a leader, I feel it is my job to stand up for the needs
of my Marines- they are the ones doing the work, it is my job to advocate for
them and ensure they have what they need to be successful. I had explained
this concept tom during one of our conversations over the summer, and

her resionse was “trou get it; that is why you're going to be one of my

b. During this conversation (at the end of February 2015, I told the [(QKQ)
that there was a command climate problem in the battalion. She told me that
there was nothing wrong with the battaliecn, but that there was a command
climate problem in meompany and in my series. I told her that my
Marines were fine within the series; my Marines were happy and working harg,
but they were concerned about the igsues throughout the bhattalion and the

perceived targeting of [(KE) Company .
ccused (b) ©) of being the cause of the

c. [QIG) a
negativity in (b) (6) Company during this conversation. She alluded to
attitude problems apd negativit throughout the conversation by repeatedly
waving her hand at QIE) desk. I finally asked her if she had a
problem with my [(QNE) believed had
negatively impacted U was on
her second DIONEEEE:t the time; with her absent, JUIQ)
as the cause of the negativity in the company .

for
was pinpointed
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73l (0) (6) 2as dissatisfied with the way she had been treated by (b) (6)
(b) (6) Kb)(B) described a fﬁi incidents to me where she had clearl
been treated unprofessionally by In my experience with |@x@i,

she was always professional to the [ but was rarely happy, bubbly, or
especially talkative in her presence after Jdanuary 2015.

13. In earxly March 2015, (b) (6) directed that November Company would
ne longer be referred to as “NoCo.” We have called ourselves NoCo for the

past several years (even when I was in Oscar Company, everyone called it
NoCo) because it is a catchy and easy abbreviation for our company. It was a
source of pride and esprit de coxps for the company. Oscar Company is
referred to as “0C0,” and Papa Company also has nicknames; their nicknames
were not restricted. The reason “NoCo” was banned was because the CO said it
was subliminally negative; the word “no” is in “"NoCo.” We have since been
required to only refer to ourselves as “November Company” or "“Company N.*
This was passed to the entire battalion.

14. On or about 12 March 2015, I“ﬂ(G) came out to grass week to observe
training. I was late toc coverage; me or mylb 6) T required to be present to
observe the classes the PMIg give in the sheds. I was si ning for the brown
bag gear for a recruit who had been hospitalized; mylﬂzlﬁias required to
evaluate incremental drill for angthe eies. I knew I was wrong for being
late, and I had already told my (b) (6) Mthat I was
late. When I arrived at the range, the was talking and laughing with m
Marines. I walked up to the group and said “good morning, ma’am.” Thei
did not return my greeting, did not acknowledge my presence, and did not lock
at me. My Maripes later addressed the issue with sayi

they felt thel had disrespected me in front of them. T felt the m
actions were unprofessional, :

15. My next personal conversation with [QNONEMccurred on 26 March 2015,

She came out to observe the conduct of Table 2. She asked me about one of
the junior Prill Instructors. I explained that I try to lead with
compassion. [QIG said something to the effect of “that's good that you
lead with compassion, but can you say the same about your junior leaders?” T,
said yes. She asked “so you think your seniors lead with compassion?” I said
yes. BShe asked “and your chief? You think she leads with compassion?” I said
yes. I explained that I saw what my Marines do on a daily basis and I know
that they are incredibly compassionate leaders because of the small things
they do. 8he cut me off and said “so do I” (in regard to seeing what the
Marines do every day). She seemed dissatisfied with my answers because she
scoffed at my responses. She walked.me down to about the 300-yard line ang
bProceeded to question me and my leadership for two hours: it was the type of
conversation that necessitated me standing at parade rest. At one point, she
asked “so what [principle] is it that you're willing to stake your career
on?* She was referring to the fact that I continually chose to stand up for
my Marines when they were doing the right thing.

a. I told [@N@Mthat r try to pass her message to my Marines, but they
see her actions and form their own opinions. The example I gave her was when
she did not acknowledge my presence during grass week, She said “so how did
you explain that te your Marines?” I told her I explained that she was upset
that I was late for coverage. She said “right. I could have blasted you in
front of them.. I could have taken you out behind the sheds and blasted you.
But I didn’t.” I still believe my deficiency could have been addressed in a
more professional mamner. I told JOXOMkbat other Marines had seen her not
return salutes or proper greetings of the day. She seemed baffled.
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b. The conversation eventually became more relaxed when [OXGM ackea
what problems I saw with the command climate in the battalion. The [RI€secemed
receptive, She did mention that she felt like she was "walking on eggshells”

around November Company. She has this expression several times, mostly
in reference to [[QEG) or . I believe if an officer feels

intimidated by an enlisted Marine, that is not the enlisted Marine’s problem.
I explained to [(QEG) hat my Marines are not fake and are not bubbly. They
remain professional when addressing their I also
explained that they don’t know what to say to her because what they say seems
to ke used against them.

<. At one point, (b) (6) PR you know when I‘m having a bad day?* I
said, “Yes ma’am” because it is evident in her emotional conversations. She
said “I don't think you do.”

16. Between 23-27 March, I attended battalion PMEs concerning the
battalion’s statistics in comparison to the rest of the regiment. I
understood the commander’s intent of being able to show that cur female
recruits are competitive with their male counterparts. However, Series Kb)(G)
was conducting BWT and was three weeks from graduation at that time. I knew
there wasn’t much we could do to affect this outcome with that series, but I
began to think forward to how to make improvements in wmy next series. This
was the first time I heard anything about statistics being the battalion’s
priority. Previously, the goal had been to ensure that the recruits had a
solid understanding of our core values, and that we put a concerted effort
into ensuring they understood the fundamentals of marksmanship. These PMEs
were created after we heard that a command climate survey was coming out.

17. On or about 8 April 2015, five officers were boarded for Company
Command. The board consisted of all the current Company Commanders, the I
and [(ORG) Each [QXG) on the board had to create a rollup of
their statistics during their time as a [JB) for me, this was
nearly five cycles of data, spanning from November 2013 to present. I had
doubts about company command because of the way I had seen the current

(b) (6) tre and because I feared having constant one-on-one
conversations with thew I felt I would lose my professionalism if she
questioned the character of my Marines again. I did tell the board that I

wanted [QNKG) because I always want to be able to positively impact
my Marin n the broadest scale possible. I did not do welil on the board; I

came in | out of all five candidates. |G told me it had a lot
to do with the fact that my stats were comparatively low. I was not selected
for H(OXE) and was slated to become the JOJE) . I am
excited about this opportunity because it will allow me to use my six cycles
of experience to train new series commanders, and I will be able to continue
to work with my Marines.

18. On 14 April 20 eries (b) [@)haa the Battalion Commander’s inspection.
During the debrief, asked if any of the Marines had any questions.

After some prompting by QNG one of my Marines asked a question. She
thought it was unprofessional for the new Marines to break their bearing in
front of [(OIGHELy smiling and acting like they were having a normal
conversation; an inspection is typically not the right setting for that type
of behavior. I knew the answer to the Marine’s question, and had briefed
both [QEG) onm:'.ntent the night before. However, I did not think that
correcting the Marine in front of the (Y@ and her entire chain of
command was right, so I let her speak. (KO btaid that “someocne in this

room” {pointing at me) should have explained that to her, that “that person
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should take some responsibility for this, and that person failed you.” This
was said in front of all my Marines. After the debrief was complete, I
pulled the Marine aside outside the CP and explained to her that she should
have asked that quegti to her JOIG) Oor me upon return te the company
rather than asking |m In almshe had given [QICONEEcason to
question our leadership. I felt that responge and correction of me

were catty and unprofessional, and that she could have simply given me the
opportunity to answer the Marine’s question after the debrief.

13. I did not speak to (b) (6) one-cn-ong again until (b) (6) graduation week.
She had completed my FITREP on 14 April 2015 and counseled me on it. This
counseling session was a positive experience and gave me more insight into
her intent. She t me she wanted to give me a more in-depth counseling at
a later date. | was my RS for this

was relieved. FEecause (b) (6)
o (OO —

The report covers the period from
(OIG) o |(b) (6) . This included

6
rom|[(YYGM Company series [QEIQ) andCompany Series JOIG] and
) O

as well as the first half of Series [(QKQ)

20. On or about 22 April 2015, I had my follow-on FITREP counseling. I knew
in the first counseling session that it was a [(QX@) FITREP. I had
not received any counseling from|[(QJE) stating that anything
I was doing would negatively affect my FITREP. I was concerned about the
areas that I received m@iin because it did not align with things I had

been told by [QIC)

a. During one of the counselings, I asked what the relative value of the
report was. [HEIG) ould not provide me with this information because she
needed to look it up in her RS/RO profile in her OMPF; in other words, she
did not know the RV during the creation of the report and waits for it to
show up in her OMPF.

b. In the second counseling, I asked why I had received a (b) Rin
developing subordinates. When |m had asked for more in-depth counselings
for the DI eval folders (summer 2014), I developed procedures that set the
standard for the battalion. The WEgularly complimented me on my entries
(from summer through December 2014}, and I used the entries to counsel my
Marines on their performance and areas of improvement. My efforts had helped
ensure that my Marines’ behavior remained professional when I had a m
working for a [QN@senior during Series [Qf@E] My guidance to my [DXG)
and my involvement with the counseling process had ensured that [(XE) was
able to successfully complete Series @without further incident (when she
went to another series, she violated the RTO again because she did not have
the same strict guidelines and close supervision we had provided her withs .

(b) (6) response was that my [QIONEEhad a bad attitude and one of my
(D) (6) always stood at parade rest when talking to officers (that she

could not communicate with officers) and that she “imploded” on a board last
summer. I told the |I was unaware that she had “imploded,” but that that
information would have been ugeful when it happened so that I could have
developed the Marine through those deficiencies. She also brought up the
issue at the inspection debrief, stating that I should have corrected the
Marine on the spot; I was confused by this because she had previously told me
(é)b()m(i was wrong for correcting Marines publicly. I also reminded the
hat that incident had occurred over a month after the end of the

reporting period {but cccurred on the same day the FITREP was completed).

c. As I progressed through the markings, (b) (6) said “you’re
trying to pick a fight with me, and I'm not- I'm not- going to deo that.” I
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explained that I was just genuinely trying to understand the thought process
behind the markings when I had been regularly told I was doing. well, was
going to be a | . and had not received any negative
counselings regarding my performance. [[(Q]@) told me that part of the
reason my FITREP was below average was because I had mentioned on a few
occasions that I felt like I was failing |[(§K(S)] . She
said that my FITREP reflected the fact that I let them fail. I told her I did
not understand why they had failed, and I had admitted feeling like I was
failing them because I was trying to understand what I could be doing to
better prepare them to succeed; I had never been given specific guidance on
how to help them achieve success.

d. [(QXQ) could not give me specific examples of my failures in ensuring
the well-being of subordinates, courage, judgment, or decision-making. She
did say that my stats were lower than all of my peers (the only things she
brought up on the board were total drops, PFT score, and number of expert
qualifications). I reminded her that the stats used on the board included an
entire series and a half that had occurred before the beginning of the
reporting period, and half a series after the end of the reporting period.
She shrugged off this observation saying “I‘'m not changing the markings.” I
told her I didn't expect her to, but I still wanted to understand why I had
received them. I do not know how my stats compare to the other

(b) (6) but I know that [(QKE) exceeded battalion and/or regimental
averages in seven out of 13 categories, and [(@) exceeded battalion

and/or regimental averages in nine categories. These two series composed the
majority of the reporting peried.

€. At the end of the counseling, stated that I had not
effectively passed her message to my Marines. I shook my head and smiled in
disbelief and she said “Go ahead and laugh. And you know what, I‘1ll let you
laugh. I'm disappointed that you did though.” I left the office after that.
The reason I reacted that way was because when [QJOMM came to observe my
OIGE:uring Q@) she mentioned negative events that had happened in the
recent past in the company (not my [(ONCOME . I counseled my Marines ([(X®)and
(OX@) z£fter each observation with K&l@- and explained to them what we needed
to learn from the incidents that she brought up and that we just needed to
move forward with a.positive outlook. Each time, my Marines would agree and
begin to move forward, but the next time [(b) (6) | came to observe she would
mention past negative incidents again. My Marines and I struggled to
maintain a positive mentality when we were constantly encountering this level
of negativity. It affected my health because I was often unable to eat; T
lost about 15 pounds last cycle {([(JXG) even commented at the
beginning of one of the FITREP c¢ounselings that I locked like I had lost a
lot of weight). I spent a lot of time working with my Marines to maintain
pesitivity, and to balance that with my administrative duties, I slept at
work for about eight weeks total last cycle. I did my best to move the
series in the right direction, and thg (b) 6) told me during end of
cycle counselings that they knew the (b) (6) and I had gone through a lot
from the battalion, but that they were unaware of what the issues were
because we had shielded it from them. That allowed them to stay positive and
engaged in their mission. I reacted in disbelief to QIO because she did
not understand how hard I had to work to counteract her negativity ang
unprofessional behavior, and she does not see that I tried to protect her by
addressing these issues to her personally.

21. on 19 May 2015, [(QKOMM held an 2ll-hands town hall meeting. Most of the
battalion was present, with the exception of duty DIs. I was not present for
the first half of the meeting, arriving around 1640. During the second half

10
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of the meeting,(b)(G) stated that she was upset by comments in the command
climate survey referring to her failure to return salutes or give proper
greetings of the day. She began to tear up and became visibly upset. She
said that she had never intentionally not returned a proper greeting of the
day or a salute, despite previously admitting to doing this tc me at the

range. [((QKQ) stated that the command was under investigation and that she
might get fired.

22. I do not believe thatl(b)(6) was treated fairly durxing her tenure.
(OXOMM cpenly discussed her dislike and distrust of [QIG) ith several

series commanders, including me.

23. (b)(6) was highly regarded by the battalion last summer because
Platoon [(JM@|achieved over 95% initial qualification rate during Table 1.

She was submitted for a beoard, and competed at the regiment (where she
"imploded”}. During the fall, the battalion’'s opinion of her changed. ghe
has since been regarded with suspicion and viewed as a problem despite
consistently performing well and continuing to work to improve herself. This
increases my level of concern for reprisal against her.

24. BSince my commission in 2009, I have wanted to serve in the Marine Corps
as a career. I firmly believe that my purpose is to take care of the
institution by taking care of the Marines who make it up. When my Marines
are in the right, which they were during Series [(QNGN 1 will stake my career
on them. Due to the way I have seen my Marines treated and the fact that I
feel I have no way of correcting it, I have often considered resigning my
commission during this tour. I write this statement with little concern for
my own career, but with great concern for the careers and welfare of the
Marines of 4th RTBn. The [QXB) has effected positive changes
during her tenure, but the negative issues have gone without correction and
are disconcerting because of their impact on the Marines.

b) (6

11
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1. I am writing this statement voluntarily, but I am extremely concerned
that there will be reprisal if my statement is read by M

2. In regards to the meeting that occurred on 11 May 2015, (b) (6) sat
down with all of the members of Papa Company to discuss several topics. [(ORO)
(OEOWbegan the meeting to say that she was very disappointed in cur company
and its attitude. She discussed the command climate survey and indicated
that Papa Company was the only company having issues. She indicated that our
company was responsible for the negative comments in the command climate
survey and that she was *tired of being blamed and being made out to be the
bad guy.” We had recently had a request mast in which the Marine requested
to move companies. We were told by J(QIG) that there were
toe be no repercussions verbal or via social media. She indicated that if she
found out about any incidents that they were going to be held to the UCMJ and
dealt with harshly. She indicated to the entire company that both the [(QNG)
(b) (6) and ﬂhhad failed this Marine and that these issues

should have been handled at those levels before being brought up to the

(b) (6) :

The second issue_that she addressed was the Crucible hike for the follow Papa
Company Series (b) (6) that had occurred that previous Saturday. The hike was
supposedly the worst hike she had ever seen because the female series
finished % mile behind the male series. I w not part of that series team,
planning, or conduct of the hike. The Mbegan to voice
their opinions about the conduct of the hike and discuss that the manner in
which the hike played out there were minimal things that they could have done
to prevent the issues. [DIG) agreed and said that the
failure was above them. At this point she told the [QNB) that
she could *chime in at any time” and there was clearly sarcasm and
frustration in her voice. [RJG) mentioned that our (K@)
failed to bring the issues to the table during the brief with the
(b) (6) and her failure was the reason that the hike did not go
as planned. [(QJ@©] said she was aware of the BN policy
letter and the AAR done by 3™ Battalion prior to the meeting but that it was

(b) (6) inability to communicate these issues to the [(QYE)

and her peers that resulted in the failure of the hike.

We were asked repeatedly throughout the meeting if we Ffelt she was being
demeaning or mean. It is my opinion that no one responded because throughout
the meeting because when members had spoken up previously to voice their
opinion they were quickly shut down. For example the ﬂﬁ_
made a point to say that she never tells us she is disaiointed in us and

only praises the Marines for their hard work. 0 spoke up and
disagreed, saying that she felt this was untrue and that the message she

ENCLOSURE (2)
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received was that our statistics c¢ould always be better and that we are not
Eerforming on the level of our male counterparts during the (b) (6)

eMEs. ((QXG) was promptly interrupted and given examples of
things like awards formations and personalized cards that were given to
Marines as positive reinforcement. (©) cquickly turned the comment

around on the Marine shutting her down before she had an opportunity to wvoice
her opinioen.

I spoke with my j garding the perception of this meeting and the
majority of the feel as if this meeting was extremely
unprofessional on the part of the QICHIEEEG -3 that QICHEEENN
m was verbally reprimanded in front of her entire company. The
Marines have a great amount of respect for (b) (6) because they see the

hard work that she puts into the company. They understand that she genuinely

cares about the welfare of the Marines and constantly weorks for them. The
ieve that good order and discipline as well as the credibility of

med m%_ was undermined during the meeting that took place on

19 May.

On numerous occasions the command climate survey has been brought up by both
the (DG and [OIG) The content of the command
climate survey has not yet been debriefed so I do not know the exact issues
that were brought up. I can infer several issues based on the side comments
and statements made by the [(QKE) and [QXG) wWhen
discussing a separate issue about one of my Marines the command climate
gurvey came up. She asked me if she had ever been mean to me or demeaning
towards me in which I stated no, but that she had been stern. She then
stated that this battalion was full of immature officers who did not have the

courage to speak with her directly, alluding to my [(QKG) N

The (b) ©) requested a sit down meeting with the [()K(E)]

leadership in order to have an open discussion abouf topics within the
Battalion. During this town hall meeting with the |m_ and

(b) (6) on 19 May 2015 the discussion ghifted towards the command
climate survey and this investigation. | 6) disclosed to the entire
audience of the battalion’s Series Commanders and Drill Instructors that she
was currently under investigation and that the investigating officer would be
coming down here to conduct interviews with some of us. She implored them to
remember when speaking to this individual that everyone has a bad day and
deserves a second chance also to remember all o at things this
battalion has accomplished over the past year. W mentioned that
by putting comments in the Command Climate survey we have tied the hands of
our leadership and they have been directed to do certain things that are out
of their control. The (b) (6) at one peint said *I could be
fired today, I don’'t know!”

She also brought up an issue within the command climate survey regarding
customs and courtesies. She alluded to several comments in the survey that
said she did not return her Marines’ salutes or return the proper greeting of
the day. She said that sometimes she doesn‘t notice individuals and that she
would never condone such behavior. She said that the comments in the survey
were *cruel” and she tock them very personally. She said that the only
people in the room that held grudges were the (b) (6) and that
here is no resentment that came from the battalion. Several (b) (6)
mm mentioned that the town hall meeting was an attempt at “damage
control” because of the ongoing investigation.
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3. The intentions of [(QJE) andl(b)(G) are good. They

genuinely want the battalion to move in a forward direction, but the manner
in which they communicate their intent degrades good order and discipline

within the command. It wag very clear to me that QNG daid
W or respect our _ or our [(XE)

which placed the company grade officers in an awkward position on
multiple occasions. Since the publishing of the command climate survey the
tension in the battalion has progressively worsened. My concern is that
although her intentions are good she cannot see how her direct questions,
blunt comments, and bedy language convey such a different message to the
Marines. She has degraded the credibility of the company grade officers and
senior enlisted leadership because Marines have voiced their concerns about
how negatively their leadership has been treated poorly in front of them.
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1. TN (b) (6) and I gave the ible brief to [(DJE) and
Méh When I finished, Wdirected me to read m

Battalion after i eport d bring up these issues withl

(b) (6) the X wanted to make sure we
were on the same page for the Crucible hike back, which has been a point of
contention between 3d and 4th Battalion since we started integrating the hike.
After I left the meeting, I met with | and we agreed t lan for
integration. Upen arriving to the RegliMencearl rucikble brief,

asked me if I had brought Battalion AAR to reference during the brief,
I was confused and toeld l@w that I had not done that. During the
brief, I discussed the very basics of the Crucible hike back, saying it would
be integrated with 34 Battalion.

2. On 150506 I received an email fronll(b)(6) stating that 34 Battalion

now had a policy letter which mandated 30 meters distance between the company
formations along with a safet vehicle between the formations. I sent the

policy letter to and let ow that the plans had changed
(b) (6) . proceeded to tell me that

since I last spoke to

I had directly disobeyed her order to bring up the AAR in the Crucible i

and call ocut 34 Battalion for refusing to hike with 4th Battalion.
m@ﬁtold me I was weak because I refused to come to the table with my male

counter parts and there was nothing she could do now.

3. on 150507 (K@
request mast to the |[(OKE) . , and the Marine did not

feel comfortable discloging the nature of the request mast. I spoke with the
Marine that evening and asked her if there was anything I could do to resoclve

the issue or help in any way. The Marine said I coul elp and she would
like to request mast the following morning. I called at

approximatel 700 to let her know we had a Marine who wanted to request mast.
I left [(QXG) a message because she did not answer the call. When
OXG) called back she asked me why I had more probing

questions when the Marine wanted to request mast. stated that I
should have asked the Marine more and tried to resoOive CNE issue at my level.
(b) (6) told me I was just handing off issues that T di not feel like
dealing with and giving them to her to resolve. directed me to
go back and speak with the Marine. T went back to the office and sat down
with the Marine. I asked the Marine what was going on with her and what was
going on in the company to drive her to request mast. The Marine again
me she did not feel comfortable disclosing anything to me. T called
NN back and let her know the Marine stild did not want to speak with me.
(b) (6 was now even more upset. said that I did not ask
the right open ended questions. T went back to the Marine again and asked her
specific questions about her basic daily routine qualification and her
personal life. The Marine still did not reveal the nature of the complaint to
me. I sent _dand email informing her that the Marine

still did not want to reveal the reason for her request mast with me.

4. On 150508, the Marine stj regquest mast _and did not want to
reveal the ject to me or . When QG and I went to
inform Waf the request mast, [QIG) looked at us and said,

£MCLOSURE (9)

otified me that we had a Marine who wanted to




W I supposed to do with that?” (b) (6) then spoke to [(§) (6)
a

nd told us to have the Mari in h i 2t a certain time so she
could speak with the Marine. was in town and she

wanted to get home to him as quickly as possi

ble.

ing with [(OKE) about the nature of her

(6) B ended up moving that Marine to a different
told me and my | that she wanted to gpeak with

O ay morning (15051 spe about command
or me about the

never spoke to |
6. iii conduct of the Crucible hike on 150509 was not integrated and &»(6)

5. The Marine ended
request mast and (b)
company. [OXG)
the company firs
climate issues.
regquest mast or

what the Marine brought up.
told me it was completely my fault for failing to bring up any of the
battalion level issues at the regimental Crucible brief,

7. On 150511 at 1730, all of (D@

in the battalion conference
room to hear from [EICHINEGEG - IW. OIG) first
brought up the request mast and that it was every Marine’s righ i
will net be treated differently or belittled for what she did.

never bro pfic incidents that the Marine mentioned inoie request
mast but Wtold the entire company we were wrong because we did
not make this Marine feel 1i In Tt of the team and that we were
treating her the wrong way. Wthen went on to speak about how the
command climate was bad in our comp j e and

climate survey reflected so poorly said she
was tired of being called mean and dem

eaning for hol ing pecple accountable
and constantly doing the rj @!@Hsam our company acted on

emotion inste £ fact. said we go out and say bad things
about around the depot because we cannot look ourselves in the
mirror and see what we are deing wrong.

3 (b) (6) then brought up the conduct of the Crucible hike. (b)(6)
(b)(6 asked my Marines how they thought the hike went. Several of m
j said they were disappointed that it was not more integrated. |@m
W then went on te that the of th cible hike was the
W W asked me ii

fault of the and the |
i i in organizing the hike.
and Eam-failed to stand up to

: to my Marines h
stated that
(b) (6) then spoke down
d!

their male counter parts and bring up issues.
“Any time you want to chime

to me 4 t of entire company and state
in . 7
9. Following the meeting with mym_ pulled me into her

office and asked why I did no GLReGlCe her message in front of the Marines.
I stated I would speak to the Kb)( 2gain at a later time and continue to
reinforce what she said. [DIO) was furious with me for not speaking
ise 4 (b) (6) then cut me off
(b)(6) the next week and a half

up and then asked me how I was going to
and teld me to just focus on myself and

before my (DICHINEN

10. [QKG) spoke to my ((QNOMMthe way she aia because she thought she
was doing the right thing. She thinks that she holds people accountable by

speaking to them the way she does and it is all for the good of the
institution.

11. On numerous occasions after th esults of the command climate survey came
out on approximately 150427, has blamed me for the negative

comments in the survey. She stated *I always get in trouble fo r fuck-

ups” and that I go around the depot and spread lies abo my|
(b) (6) .  She now ignores PDI@ , [OXG) because of the
comments he put in his command climate survey. [(OX@E) said that I do

not hold myself accountable for m mistakes and that I blame her for
everything I do wrong. m_has never addressed specific items in
the command climate survey with me but keeps stating that everyone calls her
mean and demeaning. ME_also stated that she has officers within

2




her battalion that are conspiring agailnst her. [(QX@) keeps statin
&3%5 I am the issue and she has been taking all the right steps as a-

12. ig known to act a certain way towards Marines

he is mad at
or has written off. It is obvious to those around because Mwill
be hostile j he individual and will often ignere their greetings
or saluEes.Walso acts hostile towards outside agencies when
there a;J';e differences in opinion on how we should operate.
increasingly difficult to do our job around the depot. Agencies are a aid t
upset us or change anything for fear they will be called out by|
or blaméd for something that went wrong

This makes it -




19 May 2015

H|(b) (6) am making a voluntary statement concerning the command climate of 4" RTBN

and specifically an incident that occurred with my (@) and company of Marines on 11
May 2015.

On, 8 May 2015, there was a Marine in my company that wanted to exercise her right to request mast to

the [(QG)] once my [(QXE)] and | found out this
information we informed [(QXCTIIIEIEGEGEGEGEGEGEGEE - < [OX©)
(OXGBW cinforced to me what my role was in handling the request mast and gave me guidance to
ensure | did not violate the Marines rights. QIO [OXCHM hat she needed to find out
more about what was going on with the Marine. [QJGII spoke to the Marine, but she declined to
tell her what the issues were. It was evident that ((QX®) was irritated that ((QNEOIMdid not
get the information out of the Marine that she wanted, because of the tone [(QJ@) began to use
and by her attitude. told us later that day to have the Marine at her office around 1500
and she would speak to her concerning the request mast. At that time the Marine totd [[()(S))

what the issues were and she came out to let us know that the Marine would be leaving the company as

requested. (K@) hen told [(K()Jlland 1 that she would like to see the entire company on

Monday. So, on 11 May 2015, at approximately 1730 all of the Marines fromompany gathered in
the BN conference room to meet with [(QJE I and Over the past week
[(@XCOMMhad been very direct, short, and abrasive with (QIGIond | so we already knew that this
was not going to be a positive meeting with the Marines. When QIO v 21ked into the room
the first thing she said to the Marines is that she was disappointed in them as a company. She told them
that we as a company failed to take care of a Marine, to the point of which she felt the need to request
mast to [((QXGR (OXG) told the Marines that they needed to ensure that they treated the
Marine that had requested mast professionally and to ensure they didn’t approach her or speak poorly
about her because she requested mast. [QXCHEEEENthen asked the Marines what they thought
about the crucible hike, which we executed with Wompany on 9 May 2015. the| (6) the
series that did the crucible hike withllCo, raised her hand and said that it was frustrating that the males
didn’t do the things they had planned together, but while [EGHEMwas talking[(QXOTNE: 3iscd
her hand gesturing for[QXCNEM o stop speaking. (QXGNEEMthen stated that she did not want to
hear any complaints about the males not doing things as planned because it was her company
leadership’s fault that things went the way they did. She told the Marines that| and | were
to blame for the crucible hike because we were afraid to bring issues up with our male counterparts.
ent on to say that she was tired of always being seen as the mean person and that
she’s tired of always having to be the one to say something when things aren’t right. [QXCHNE to\d
the Marines that they have company leadership in place for a reason and that we are failing them
because we aren’t willing to speak on their behalf when there is any type of adversity. She told the
Marines that and I had an opportunity to address any issues about the crucible hike, during
the RTR brief, but we failed to do it therefore we failed them as a company. Ithen looked
at | and told her to explain to the Marines how she failed them and told her that she needed

to take accountability as a (NG or the conduct of the hike. [(QXEIMthen began to

ENCLOSURE (4)



myself, have been afraid to speak to the [(QX@Mecause we were afraid that we would be treated

poorly. ((QXCHM=nd | would secretly get advice from (OO because we had been told not to
go to her with any issues, but instead go straight to QNG N nstead. | have witnessed I(b) (6)
(D) (6) B being spoken to in an unprofessional manner and several other SNCOs. It is common
knowledge that ifloes not like a Marine, for whatever reason, she would treat them
differently than other Marines in the battalion, ie not salute them, not give them the proper greeting of
the day, or just be very abrasive with the Marine. All of these actions have made it a challenge for the
company leadership to maintain a positive command climate within the companies. It is also very
draining trying to convince the junior Marines to not take things personal or negatively when |
|0mes around to talk to them. The Marines within Bco have voiced on several occasions that
they feel like QKGN - tions and the way she speaks to the officers and senior
enlisted advisors is unprofessional and uncalled for. Since the command climate survey it has become
even more difficult to come to work and interact with QNGO There are several comments that
are made in reference to the command climate results, for example “| wish you all would stop talking
about how something makes you feel. I'm tired of always being seen as the mean lady. 'm not being
demeaning or mean am I, because | keep hearing that. “ | feel that the command climate has only made
things worse and they won't get better until is willing to accept that things need to
change in the battalion and it needs to start with her.

(b) (6)
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To: Investigating Officer

subj: [(OXE] WRITTEN STATEMENT

I am making this statement freely, but with fear of reprisal. I am
making this statement because it is the right thing to do.

all Marines o (0) (2 ompany had a meeting with the (b) (6)
and (b) (6) in the Bn Conference

At 1715, T walked to the Bn Conference room with the otﬁ@.

(b) (6) for ((QN@kompany |

After role was taken the
went to the Command Post to get [HYE)

On 11 May 2015

room at 1730.

After all of the Marines were put at ease and told to take their seats,
the[(QNOME:+-rtcad the meeting by saying that she was very disappointed with
(b) (6) ompany. She continued by saying that when she talks to us she usually
tells us what a good job we’re doing and that this is the first time that she
has ever said that she was disappointed. Then (b) (6) asked the
Marines if she has ever said she was disappointed with us before and one

Marine stated *ves”. [QIG) got all defensive and in an intimidating
tone said “REALLY? WHEN?” The Marine then stated no,.

(b) (6) then continue ith the meeting by saying that we
were all there because a Marine inWCompany I ted mast because of the
way that she had been treated while assigned to mompany. She stated
that all of us the room were at fault and that we needed to take a deep look
to fix ourselves because it’s unacceptable that a Marine reguested mast for

that and that it went to her and the [(DNG) She asked holes of

mihip are between the Marine regquesting mast and her, and

i There were to answers given in the room; two levels and three
levels.

(b) (6) stated that there was (9K
and (OO

that apparently failed because it rouéht to

Was
her. She then ﬁiif on to say that Mwas removed from MCompany and

placed in Company. She threatened that if anyone discussed the
matter outside of the meeting they would personally come see her., Somewhere
in the conversation one of the Marines had something to add. The Marine

started off by saying *I feel” and [QIE)] got mad and cut the Marine

of f saiing that feeling are not facts and that we only deal with Facts. (b) (6)

stated that she did not want to hear “I feel” again. She then-

told everyone in the meeting that the [PJG) __EVE(b) (6)
did nothing help the Marine and that is why the Marine reguested mast and why
we were all sitting in the meeting.

The topic changed to the events of the previous weekend; the crucible.
M stated that this was the worse crucible hike she’'s ever seen

ENCLOSURE (15
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and that we should be embarrassed because she was embarrassed. Scme of the
Marines from the other series had no idea what she was talking about. At
that time [(OJE from Series 4016 raised her hand. When
(b) (6) called on her, QIO started off by saying that her and
3:4(b) (6) from India Company (the male company they are on
track with) performed route reconnaissance on Friday afternoon. |

stated that they were all on the same page until the morning of the hike.
This is when she learned that the hike route had changed just minutes before
stepping off on the 15km hike. MStated that 3rd Bn had a Bn S0P
for the crucible and it was brought to her attention Friday during the
crucible.

(b) (6)

then put her had in the air and cut off the 03)(6)

(b) (6) M (b) (6) said “Oh no! Don’t give me that crap. It was
brought to your(b)(G) attention Wednesday morning before the
RTR brief with (K@) Your [QXG) chose not to brief it at the
meeting and therefore it was her fault the hike was not integrated and it's
her fault that it was so terrible. She should have known about the Bn SOp
for the crucible before that from a previous after action, but she didn’t
because she doesn’t know how to communicate with her superiors, peers, and
subcordinates~.

Somewhere in this conversation about the crucible, (b)(6) got

on her “soap box” about how we will never be taken seriously by our male
counterparts because of stuff like this crucible hike. ‘She stated the events
like this crucible hike make us loock bad ag female Marines. She stated that
we can’t keep our business in house and that we go outside of the Bn to
complain and that is why all the males make comments about *4th Dimension”.
To be honest I don’'t remember much after that because I am so tired of
hearing that I‘m not competitive with my male counterparts and they don’t
take me seriously because I accept minimal standards, I don’'t run a 300 PPFT,

and I am not an expert on the rifle/pistol range. She brings it up at every
meeting/PME. At some point while (NG is on her rant about being
seen as equals by our male counterparts, the (9RO also spoke to us.

Again I cannot tell you what she talked about because she started off by
saying cone of the male‘(b)(ﬁ) came up to her talking about the “4th

Dimension”.
Finally after the[(QJ@M spcke to the Marines,[(XG) looked at
(b) (6) and said “feel free to jump in at anﬁ time” in a

condescending/humiliating/degrading tone. was caught off guard
and stated that she did not have anything to say at the moment.

(b) (6) stated that [QEE) was the only company that was

giving her problems. She stated that QIO Company was on_the “up and up”

and that she never has a problem with [QNGNkompany. stated
that [(YKE) was the reason for the bad Bn Command Climate Survey and
that we need to fix ourselves. She went on further to say that she hates
that she’s the ‘bad guy” {she said using hand guotes). She stated that was

in the Command Climate Survey and that she wasn’'t the bad guy, she was the
only one holding people accountable. She said that she‘s not *mean” like
everyone put in the survey, but that we are all too emotional. She said that
she’ll continue to be the bad guy if that’'s what it takes to hold people
accountable.

(b) (6) asked all the Marines in the meeting if they had any
guestions. CQf course no one had any questions. She looked around and said



subi: [(QIC) WRITTEN STATEMENT _

"of course not”. Then she looked over at the [(EG) and asked hei
if she had anything to add. ) said “No, Ma‘am”. Then she
turned and looked at [QXE) and asked if she had anything and she shook
her head no. then stated that she wanted to see (XE) in
her office directly following the meeting in a rude/condescending way in
front of all of the Marines of Papa Company.

i

After being dismissed, [(XG) and I returned back to our office,
(b) (6) followed [(OXG) to her office, and all of the erﬂm

W stayed in the conference room to have ancother meeting with the]

Later iw Wednesda 13 May 2015) after the Molly Marine
Ceremony, the and the had their class with the new
Marines of Series [QNONM. Marines from November Company stated that during

this class for their new Marines they were told they did not deserve to be
Marines and they did not earn it. 8o since I have never sat in the class, I

decided to sit in the back of the class with my ((QKG) to see
what words of i the senior Marines ¢f the Bn imparted on the new
Marines. The tarted off by congratulating them on completing first

phase of becoming a Marine.

Those would be the only words of encouragement that would be given to
the new Marines. [X®) started off the class by showing them the
video *Throw like a girl”. The recruits were shown this video when they
first arrived on FD-3 and then again during graduation week. She gave them
several things te think about to set them up for the discussion that would
follow the video.

The conversation about the video went well. It quickly went south when
the first Marine fell asleep. Throughout the rest of the class, (b) (6)
(b) (6) told them on numerous occasions that they are not competitive with
their male counterparts because we have lower standards and that females
accept them. She called out several groups based on performance. She asked
all of the new Marines that had been in the delayed entry program longer than
4 months to stand. Of the individuals standing she asked the ones who ran
faster than 23 minutes to sit down. The remaining new Marines were asked to
explain why they did not perform better here at recruit training. After a
few Marines answered her, [(QXGE) went on to say that the gender disparity
between males and females starts in the delayed entry program and that they
need to take accountability for that.

(b)(6) then asked who ran faster than 21 miputes on the final
PFT to stand. Only one Marine stood up. Then MCOntinued by
saying that everyone who was not standing was just another example of why
females will never been seen as equals by our male counterparts. She stated
that their male counterparts see them as “weak and less of a Marine. "
Implying that even though they meet the minimum standards required of the
Marine Corps they are still perceived as substandard. She asied all the
Marines who could not do at least three pull-ups to stand up. She told them
the same thing she told the ones who did not run a 300 PFT.

Then she asked all of the contract PFCs to stand. She asked all of the
ones who ran faster than 23 minutes on the final PFT to sit down. To the
ones who remained standing she told them that they were only given PFC for
college/referrals and that their male counterparts would never take orders



subj: [(QXE) WRITTEN STATEMENT

from them because we have lower standards as females. While she was asking
the new Marines about recruit training and the c¢rucible, one of the new
Marines stood up and stated that she believed that they performed well on the
crucible hike back. [(QJQ) stated that *believe” is a feeling not a
fact and then asked, “Do you really think you did well on the hike back? Well
I will tell you that you didn’t. If you did not complete the entire hike,
stand up. The new Marines stood up. She told the other Marines to take a
look arocund.

Then she asked if the new Marines thought the crucible hike was
supposed to be integrated. They all stated that they did not think it was
supposed to be integrated. That is when [(QK®) teld them that it was
supposed to be integrated and that they were to finish alongside their male
counterparts. 5She told them that they didn’t finish with them and that the
males see them as weak and undeserving to wear the eagle, globe, and anchor
because the females finigh so far behind them.

By that peint there were five Marines standing in the back of the class

because they had fallen asleep. This is when the [[QJ@)and (NG hit on

accountability and how all the Marines had failed because they were not

policing after their own. The (QNOMtook this opportunity to talk about
sexual assault in the Marine Corps. stated if we policed

after our own we would not have to spend the time that we used on sexual
assault training on PT to close the gap with the males.

Eventually, (b) (6) tied everything together by referring back

to the video. She told the new Marines that they were perpetuating the
gender gap by accepting the standards set forth for females. She reiterated
that it started in the delayed entry program and it was made worse here at
recruit training and that is why males did not want females to be integrated

into combat arms jobs. She took several estions from the new Marines and
left the new Marines with their (OXCHRMNN

I felt bad for the new Marines. While waiting for the(b)(G)to arrive
for the class, I talked to the new Marines about being proud of being a
Marine. I told them that they worked hard and should be proud cof what they
accomplished over the past 13 weeks. I talked to them about being held to a
higher standard because they are Marines. Since the new Marines just
returned from the Molly Marine Ceremony, I talked to them about taking pride
in the fact that not only were they Marines, but they are female Marines and
that they have a history. We talked about the many women who have paved the
way before them and I also told them that they will pave the way for the
female Marines who will folleow in their foctsteps.

The class is not what I expected to say the least. I thought the class
was going to empower the new Marines, I thought they were going to
congratulate them on completing Marine Boot Camp and give them words of
wisdom to be successful when they get to MCT, MOS School, and eventually out
to the fleet. I am glad that I sat in the class, because I would never

believe that is what was discussed by [N and [QKG)

On Thursday (14 May 2015) Series [(QN@Fhad our End of Cycle debrief with

the [OXG) at 1330. The meeting went well
and (K@) discussed several things with the team. After the meeting in my

office several Marines wanted to know why it was okay for the (b)(6)to be on
her cell phone the entire time. I told them that she was probably dealing
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with battalion issues. Then one of the Marines stated that she saw the[(QKG)
role her eyes on several occasions when [(QK®) as talking. The Marine

stated that it was very unprofessional and that she felt the tension in the

room between the [(XG) I apologized to the Marines Ffor
the unprofessional behavior.

In summary, I have never been in a unit where the climate has been this

low. Why do enlisted Marines and Company Grade Qfficers know that the
doesn’t like the (NG Why do the enlisted Marines and
Company Grade Officer know that the[(JJ@Nocsn’t like the [(QXE)

(b) (6) Why do companies in 4th Bn chase statistics? Why deo
Marines not want to come to work? Why are Marines afraid of reprisal? 1It's
all because Marines have seen all of this with their own eyes over the last
ten months. The Command Climate Survey has not improved the hostile work

environment, but has seemed Lo make it worse.

b) (6)




VOLUNTARY STATEMENT |m

2. DATE
150520

m, make the following free and voluntary statement to m_ whom I

know to be an Investigating Officer. I make this statement of my own free will and witheut any threats or

Promises extended to me. I fully understand this etatement is given concarning my knowledge of the Command
Climate,

3 (b) (6) have been part of 4*Bn since July 31, 2014. I toock over (b) (6) mid Aug 2015 ang

have been in the Marine Corps for ars and onths.

I believe that the command climate of my company is great. My (b) (6) And I snsure that the

Marines are taken care of and get the thing they need. We work together and are seen at several different
training events to ensure the Marines are taken care and abiding by the RTO and the Recruits are doing tha
right training and being taught the proper ingtruction. Wa foster a “want to enjoy coming to work*
environment even though it is like ground hogs day. We schedule quarterly company functions to inelude

their family members to ansure they all know that they are part of our family and will take care of all of
them.

In regards to the Bn command climate T think that it has impraved greatly since I have checked im. When T
first got here the [BN@laian’t work vogether as a Bn but they are now doing that. They help each other out
within different companies to succeed as a3 Bn not just as their platoon or company. The command elimate T
den’t think is as big a problem as may be said, it iz the pexracha that is given by the [ chac moy
condone the negative command climate, When I firgt got here at times would not give reply to salutes or
broper greetings of the day to perscanel that she had a personality conflict with or didn’'t like a certain
Marine. I would do the right thing as a Marime and proper customs and courtesies as I should as a Marine
because at the end of the day I can say I did the right thing. I preach this to my Marines as well so that
they keep a positive ateitude and am dolng the right thing as a Marine., I personally don’t have any
problems with the [(QKO) I think that Mmotians and attitude set the commang climate. There are two
incidents with (b) (6) that within the Bn that have been a Problem and chat I didn’'t really agree with,

(b) (6) tpcs'd) and M (zetiring on (b) (6) who both left hare on a bad notes due ko
personality conflicts.

The (b) (6) has acknowledged the 8999 coneerns that the Marines have brought up to the (b) (6) with the

issues they have e [ONOM in regazds to the greetings and saluting. I can't say that she hasn’'t or
has talked to the hout the issues we have brought up to hexr because T am not in the office with her all

the time. I think chat the [(QE):is acing the right thing for the Marines in the [Jlland can only do so
much. You can‘t change leadership styles overnight.

There was a town hall wmeeting on 150519 following a Bn formationm for awards that the Company Commanders and
lstSgt's were not allowed to be at. She later followed up and apologized for us not being pregsent and
identified some of the things that were covered.

1 think that there are good intentions and that the Bn ig going in the right direction as you ¢an tell in
our stats. We have improved in all areas of recruit training with marksmanship b a big push and evaery
Marine is a rifleman concept. The Marines have BEgs now and it is for
the better of the Bn and the Marine Corps.

tNCLOSURE
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20150520

I, (b) (6) ake the following free and voluntary statement to Mm I know ta be an
Investigating Officer. I make this statement of my own free will and without any threats or promises

extended to me. I fully understand this statement is given concerning my knowledge of the command climate,
The first months (NG e (b) (6) B experienced negative interactions with her. Specifically,

she gave no clear expectations and she was vigibly frustrated with me and my thought pracess. Her tone,
approa that she brought into every conversation made me question if I had what it takes

to ba a and if I was a good Officer; I often considered resigning my commission. T did
not feel comiortable going to talk te her for guimor mentorship, d make it a point of avoiding
interactions with her, Often times T called the nd the ather to determine her mood before

going to talk to her. T had to assess her moed to determine my communication style with her and develop
methods to counteract her mood.

One of my fellow [(YNE) (b) (6) had several behind closed doors counseling with the (b) (6)! nd after
those counseling she would come to my office evrying, seeking my idance and counsel. My peera and

all use each othe idance and counsel in approaching the Mith igsues. During so our
meetings with mem would discuss an article or issues within our Company and if the did not
like our suggestions or our viewpoints she would change her mood and berate anything that "offending"

o0fficer had to say.

aAfter my negative interactions with the OIG] : figured out the best way to communicate with her. After I
devaloped this mitigation techniqua, our relationship got a lot better and she started to value my input and
our communicaticon opened up. I cannot say that is true for my peers.

The Battalion has moved in the right direction towards aclm higher standards that will make our new
Marines more competitive with their counterparts, and the et that foundation. She has the best

intentions and wants to do well by all, but, her method of achieving those intentions takes away from her
intent,

The command climate, in my personal dealing with the ((ON@) is good now that I have developed methods to
avaluate her current mood and tailor interactions to meet her tion. From my view logking cut, the
command climate is better than it was but the climace that themets through her demeancr, actions, and
emotions towards certain persomel and situations aereate a negative environment.

The [QG) ecently had an all-hands meeting where myself, the other (b) (6) ang [(QJG)] were told we were not
allowed to attend based on the request of the Marines from Company P however [(QKE) ere able to attend.

This letter is hard for me to write be.cauwaly believe that (b) (6) truly wants to be successful.
With the training tempo that we have, the is sup) to be the individual to bring calm, structure,

and gquidance during chaotie times. Unfortunately, the only added stress to an already stressful
situation. I believe that if the@IONBwas ro develop good interpersonal communications skills; maintain a
prefessional demeanor deapite her mood; minimize her ifmmature response to others ideas and proposals; and
start teo mentor, develop, and counsel her subordinate commanders; the Battalion would be a forge to reckon
with. As it stands now, my amalysis iz that the Battalion has bean successiul in spite of the poor command
climate created by the lack of her interpersonal communication skills and unpredictable mood,

b) (6

FNCTOSTRE (1)
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I,(b)(6) ey make the following free and voluntary statement. I make !

this statement of my own free will and without any threats or Promises extended to ne.

L

I have been with this unit for two years.
she holds everyone accountable starting from the
Commanders which I like. She is very demanding es
them responsible for everything their Marines or
15 to March 1 o ki = appointed as the
after the last (b) (6) (b) (6) was reljeved
the duties ag a (my Series was o (t» (6) pnd as the e

_ eew. During this time we had [QXE) as the (b)(6) but was
going through a series of operatiocns and doing other redquirements in breparation to her

retiring in the summer S0 she was not in the Company much, algo there was three Equa
0 i cases I was dealing with one for alleged (b)(6) 1;z®two for peotential
win the Bn. From the moment T m thelQEQ - i gave me

that I was going to change it which T felt wasg unrealistic and the situation was unfair
and take full responsibility fo i her know that or that it woulg much.
In the beginning of my |Wtime things were going good, my mscored
a 97.7% Initial qualification rate on the rifle range which made a good impression to the
CO. Things went for 4 turn in the beginning of February after I was 2 Jc 4 mistake
after another which is expected fulfilling a new
fulfilling three billets and not really having a N did recognize that and at
first was understating of the mistakes I was making sat down with me and instead of
chewing me cut would sit down with me arnd go through the mistake and explain on how to
improve which was great for my developmen i ucible on Fe ch ha
incident where one of my recruits with a
called me chewing me out as to why I let thig happen and that it occurred de to my lack
of responsibility and lack of involvement., I triegd to explain to her that I had explained
Lo the team leaders on how the recruits should execute the [(HYE) pPrior to the
execution of the event and that I wags standing there when it occurred, T tried to walk
the recruit through the process so she would not fall but the recruit still did, She diqg
Not want to hear it. She bProceeded to continue to 5ay I still failed ang made excuses.
This is ocne hegative thing about her when she gets angry at a situation she does not want
to hear otherwisge. :
On or about February 12th T had one of my make an allegation of
hazing.'Concurrently during the End of Cycle e day, it wasg discovered
tha ar S other issues with the same platoon dealing with the incompetency ©of one of
b) (6) (b) (6) - creating a negative climate in n and
her lack of involvement, I got blamed for not holding the M
accountable as I should have and take full responsibility for her failure. I wags also
blamed for not changing the climate of the Company. She clearly stated this when she
brought me in her office to talk about the Hazing TIncident and informed me that she was
going to initiate gz Command Investigation on my Series. With all these incidents

From Janua
for Companyxm
hile concurrently Fulfi Lng
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statement. I make this stateme
extended to me.

I have been assigned to 4
Company for 6 full cycles and
March 2015. Over the past two
opinieon, the Battalion is over
Marines who understand the ins
Instructors, Series Commanders
of making Marines.

During my tenure here, 1
different Battalion Commanders
effective in their own right.
humiliated by the current
happen to other Qfficers but h
I have heard was always second
me or my Marines. I have made

Command - I would not hesitate

Scores in Lraining statistics.
accomplished without remaining
eXactly what I think the Batta

I, Q»KG) (b)(6) (b) (6) _ make the following free ang voluntary '
i lses

Successes. The Command has always- shown gehuine care and concern for myself and every

“* RTBN since Jume 2 as a [(OK@) ™ (b) (6)
tock over Was the (b) (6) in
years the “Climate” of the Battalion has fluctuated. 1In my
all a very professional organization with high quality

titutional significance of their duties as Drill
and Company Commanders, and their coveted responsibility

have worked for 2 different (b)(6) and 2

- I have gesen different styles of leadership that are

I have a i bused, mistreated or
w I have heard of incidents

ave never seen or witnessed anything personally. Everything

oY third hand accounts and therefore have no relevance to

great accomplishments and complimentary mistakes from which

OX in manners I felt were fair and appropriate. I have been

Qut my time here and feel the environment isg demanding but
urages growth and learning and ¢reates pride from

the Marines, more integration with the males and improved
I de not think any of these successes could have been
consistent, firm, fair, constructive and fun - which jisg
lion is.

b) (6

130520 .
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(o) (6)

_ make the followin
statement, 1 make thig statement

of my own free
e €. I have been assi ol to Company
m‘ Over the past M rved anything bes i
inappropriate to any Marine or Sii1q ithin this command by our w
mﬁ I served as g (b) (6) . Crom 1/03 to 1/06 where T had a professi
workina relationship with (b) (6) ¢+ We served in di i
(0) 6)_ MeGEE) )

She has been very inspirational,
throughout the Years of my growth in the Marine Coxp
Serve with her again during this toyr, There has be

ut I have nev

g free and voluntary
11 and without any thr
ﬁ RTBN as the

en hearsay of
eY sSeen or been

» fair and consisten
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OATH

I, (b) (6) + SWEAR (OR AFFIRM) THAT THE
EVIDENCE I GIVE IV THE MATTER NOW UNDER INVESTIGATION IS THE

TRUTH, THE WHOLE TRUTH, AND NOTHING BUT THE TRUTH. SO HELP ME
GOD.

I ALSO SWEAR (OR AFFIRM) THAT 1 HAVE READ THIS STATEMENT, OR
HAVE HAD IT READ TO ME, AND THAT IT IS MY OWN. I HAVE INITIALED

ALL CORRECTIONS AND THE BOTTOM OF EACH PAGE CONTAINING MY
STATEMENT .

(0) (6)

SUBSCRIBED AND SWORN BEFORE _ME THIS DATE:

b) (6) [

{Date)

STATEMET

I served as thel (b) (6) from Aug ()

unti 4 before assuming my current billet as (b) (6)

|W In my capacity as the[(QXONM | knew many or the otficers assigned to
4thBn, especially the [ as 1 interacted with her almost daily as her
immediate (b) (6) I also knew the very well as those
officers are assi (b) (6) and

gned as the Regimental Duty Officer for RTR. a duty 1
OIOM . cr (wo years, Since assuming my billet inml have had conversations with the
(b) (6) concerning the command climate at 4thBn. In each

and two (P
with or circumvent the chain of command but did

conversation, I was careful not to interfere
listen and provide some advice when asked. Additionally I never sought to discuss climate issues
with these officers. They either solicited my advice or offered to discuss the cmd climate when
asked what was wrong by me because of their visibly fatigued appearance.

My first conversation occurred not long after assuming my position at (b) (6) as
working with my supply section completing her quarterly CMR (Approx Nov and Dec). I saw
her in the office and she asked if ] had a couple of minutes to talk in private. Immediately upon
entering my office, she became very emotional and began fo fell me that she feels as though she
can do nothing right when dealing with (b) (6)

stated that the command climate in the battali ly low due to () K(S)]
leadership and a fractured command team |Werelationship. 1 advised her to talk to
the current[(QNCIIN 2and she departed after approximately a half hour
conservation.. I spoke to M a couple of other times subsequent to the above about the

PAGE [/ OF 3



command climate and was told things were not improving and the only relief was her upcoming
PCS.

(b) (6) E(b) (6) in 4thBn, contacted me via email in January wanting

some guidance and perspective outside the chain of command. She came to my officer later that
day and became eimnotional s she entered my office. She stated that she was
Mt}y wnd she was really not sure why. She further stated that
her time in command was challenging as she was berated by (b) (6) often and was never
afforded the opportunity to explain events that had occurred within her (YK She asked me
what my advice was concerning the stained relationship with her [(QJ®) and relief. Iadvised her
to take a couple days leave as she was very emotional and | did not want her to make an
emotionally charged decision, | also recommended and advised that she had the right to speak
with her reviewing officer [DIGI concerning her experience in the battalion. Having served
pii(b) (6) N V(o) (6) L told her he in an utmost professional and one of the finest
Marine Officers I know. She stated she would speak to him and departed after spending
approximately a half hour i Iii ﬁ' i:e. A couple of days later, she sent me a copy of her

adverse FitRep from and her rebuttal for review. I did not provide
guidance/input on her rebuttal.

In March, I was assigned as an (b) (6) ) for[QXE) assigned

to 4thBn. For the conduct of my investigation, | (‘6) ed 1o interview numerous recruits
assigned to company. [ have known since June 2011 when | was
assigned as the [QEONEN . j <. was a member ot (QNON, ¢ 1o dinate battalion. When I

arrived to interview the recruits | noticed that (b) (6)

She said the relationship had become strained in recent months and she feared relief

or FitRep that would imna areer. She stated that when trying to explain actions or
decisions made, [(QJQ NN ould cut her off and berate the decision. I if she spoke
to the (QXOM [(OXE) and she did but there is nothing she can do. mmd she was

counting the days to [DE@hng put this behind her. I Spent approximately 20 minutes with (b) (6)
mnd departed to conduct the recrujt mterviews,

The common thread in all three conversations was the nepative climate wi in the command.
I mentioned my conservations with (b) (6) * I cannot recall
if I called Mabout my contact with

I'served as the [(QX@ W sor approx. 3 months when
that period T

(b) (6) was in command. During

€ \¥as an incident that cansed me concern. I was contacted around late August by
asking why RTR, specifically 4® Bn, was not adhering to the
Recruit Training Order (RTO) directing the use of Company Duty Officers (CDOs). Itold the
inspector that I was not awara 4™ Bn was no longer in compliance and that I would look into the

sl 25 110 longer using CDOs, instead
having the Bn over the duty by order of (b)L linformed her that this was in
violation of the signed RTO and that only the QY- authorize changes to his order, | notified
Mwho was not aware of the change and tried to work correcti [ my level. 1
spoke to ((JXC)IM 2cain about ngesting she talk to Wabout re-

establishing the CDO as ordered. informed me that the reason for the change erititled




and corrective action when that action will violate a standing order. I further ex

plai only
the amend his order. tated she deld talk toM

Later that day, informed me that was briefed and her

decision to violate the RTO would stand. F wing that conservation, I briefed -
addressed the issue directly with w

What concemed me about the CDO change was the either lack of understanding or te
disregard of a standing order that directs al] rot training signed by aw

and he
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19 May 15

Statement of (b) (6)

This statement is being drafted of my own free will and at the

request of (NG who has been appointed o
investigate alle ions levied against (t» (6)
‘WH (b) (6) of 4th Recruit Training

Battalion,

I currently hold the billet of (b) (6) of the [HXE)
(b) (6) @) IO of the 4th, and
all other (b) (6)

to_include [(HXE) I
work directly (R (b) (6) I -

(b) (6) Because of this relationship, I have access to information

that othiii miy not have. I have held this Billet since(b)(6)
I first met (b)(6) in July 2014 when I held the billet of
(b) (6) I stopped by her office on a

Saturday morning prior to the pickup of one of her companies
that I was there to observe. She came across cold and
unfriendly and our conversation was brief because I didn-'t feel

at all welcome. 1 observed the pickup and didn’t think much
more about it.

When I assumed My current billet, I was forewarned by some of my
peers concerning [(QKE) personality. Being new to the
billet, I took the comments in Stride but decided I would have
plenty of opportunity to form my own opinions,

As my time in thisg billet progressed, it became apparent that my
first impression of [(DNG) W was pretty much spot on. Our
relationship was professional. we spoke when necessary, but
otherwise didn‘t interact too much. Over items of contention,
she would become very defensive and unapproachable when
confronted with the most minor of issues and very rudely explain
why she was right and T was wrong.

4th Battalion was short staffed on officers so much of our
interaction dealt with working to Fill her battalion’s
shortfalls. In October 2014, while working with the |3)(6)

I was sent a copy of an e-mail that ad sent to
(b)(G)requesting officers be sent to her, while also explaining

ENCLOSURE (23



that her higher headquartersg was doing nothing to Support her,

This took me ang (b) (6) by surprise since 4th Battalion’s

of ficer staffing was one of Cur Cop priorities. ’I'he as
part of the higher headquarters, was personally and
professionally appalled at the comment and requested that I ask

(b) (6) not to jump the chain of comnand directly to (BRG] s
(b) (6) had done. {(JK@) spoke to her about thig.

In November, I was made aware of another e-mail in which (b) (6)

(b) (6) Was Shdick of a better term, "counseling” the
(b) (6) of Recruiting Station (b) (6) about how he
should do his job. (b) (6) had been an [QIOMM.ng she took

it upon herself to inform this officer of the shortcomings she
berceived, his flawed operation of his @l and offered her

assistance for him to be an effective [QEG) - It should be
noted that recruiting falls under the Eastern Recruiting Region

which is a Separate and distinct Command om the Recruit Depot.
The thook great exceﬁtioi

OICOM:or hig assistance in preventing any further interactions

of this sort with his Rg (b) (6) - This was the first

instance I was aware of where ((b) (6) formally counseled [(QKE)
(b) (6) On her lack of tact and abrasive approach to dealing

with people. T was told her demeanor in the discussion was very
defensivel arﬁﬂentative, and she would not accept the logic or

merit of counsel.
In December 2014

3 Y January 2015, (b) (6) were made
aware that (b) (6)

[ 1 (] .
aeispleased with the Derformance of

one of her () (b) (6) and was
making plans to relieve (b) (6) (b) (6) gives his
commanders great freedom to run their commands ang there was no
exception with 4th Recruit Training Battalion. Relieving a
(b) (6) is a delicate and potentially Career-ending endeavor
so [(XG) wanted it handled appropriately for the good of the
command and the good of the officer involved. He directed (b) (6)
(b) (6) to adhere to a specific timeline he had_established with
regard to the relief of (b) (6) . @x_ldisobeyed
this order and relieved the officer anyway, going against what
(b) (6) ad directed. This resulted in another formal

counseling by the (b) (6) which was received in much

the same way as the previous counseling.




At _this point, the [DEG) were becoming concerned with (b) ©)
(b) (6) renegade approach and her disregard of orders issued
by her Im_ We had several closed-door

discussions and T could see that he was truly troubled.

After the relief of (b) (6) I was approache the (b) (6)
b ©) OICH—— . =

me looking for guidance. Before our conversation began, she
became visibly emotional, broke down, and began to Cry. She

proceeded to explain that she couldn’t work for [(DN@®)

anymore. Being at work had become unbearable for st=3al(b) (6)

(b) (6) [PENYPEEPe that [()N(); and (K@)

(b) (6) weére “ganging up on her” and verbally berating her both
in public forums like staff meetings and behind closed doors.

(b) (6) felt defenseless agains
of talking she did with I(b) (6) made any difference.
(b) (6) was completely unapproachable. (b) (6)

explained how she was being ostracized and compl
of any responsibility as an b) (6)

with her concerns Lo attempt to mend the rift that
was developing within the command‘s senior leadership. (b) (6)
went on to explain that (b) (6) was accusing her of
disloyalty and going against her guidance and her
command philosophy. She explained to me that she had been

nothing but Supportive and conversations with subord; tes
centered on adherence and conformance with the

intent. Stili, any retort to these accusations by [OXG)

was immediately dismissed by [(b) (6) ,
directed [OK® Lo have no contact with the
(b) (6) because she feared [(YYG) apparent disloyalty

would somehow rub off on them. 7 encouraged her to stand up for
herself and, while maintaining her tact and professionalism,
speak to [(HEG) toclear the air. Afterward, T relayed
this conversation to (b) (6) and through our discussion it
became clear that this incident went beyond simply not getting
along with [DEG) and that there may be a commang climate
issue within 4th Recruit Training Battalion.

I was visited by (b) (6) oIl a couple more occasions, which

were nearly identical to the above meeting., 1T nominated her for
a couple of temporary additional duty (TAD) assignments to get




her out of the battalion for a week or two at a time. (b)(6)
OIG) was becoming concerned for the other officers in the
battalion because 03)(6) verbal berating was also being
directed at them. (DRG] became concerned for her career
but used her pending PCS move in May as a motivator to get
through it.

In March 2015, I was visit
(b)(6) and
Like [(OXG) . they were looking for guidance on how to deal

with (KB . The [(OEON relayed stories of verbal

berating of officers, again both public and private; sSeeing

officers leave (b) (6) office in tears. They told me
(b) (6) is unprofessional, holding grudges and not

returning the salutes from those that she is mad at. She talks
down about senior officers in front of junior officers and
humiliates officers in front of enlisted Marines. They admitted
being fearful of going to see (b)(6) in person and
described how they avoided doing so unless absolutely necessar :
choosing e-mail as the preferred Ccommunication method. m
(b) (6) described her personality as rude and that
she was completely unapproachable and refused to listen if they
tried to provide input or suggestions. They explained that they
hated coming to work, hated seeing her. T told them that we
were aware that there was a climate problem andg assured them T
would talk to (OKE) and relay their concerns. They told me
that they want to do good by her, want to be loyal, but they’'re
at their wits end. They concluded by telling me they were
fearful of coming to see me; Eearful that [QXE) may find

out, become angry, and take her anger out on them.

ed by two 4th Battalion (b)(6)
@i@-m—

The next morning I repeated the conversation to I(b)(6) .  He
was disturbed at the news and knew that he needed to have
another conversation with (b) (6) concerning the perceived

climate within 4th Battalion. He determined the Regiment needed
to conduct a command climate survey and directed eact1|(b)(6)
to do so,

Shortly after my visit with VIO a complaint
against [OJG) was submitted to the [QJE

This complaint prompted the [OIG) _
to direct (DEGHNMN <o »v-once cor ana nave




their commands complete a Defense Equal Opportunity Management
Institute (DEOMI) Command Climate Survey. Conducting this
survey trumped M previous direction to [(YRE to
complete the USMC command climate survey. The DEOMT survey was
completed during the month of April by no less than 75 percent

of the total Marine population in the RTR head arters, all
training battalions, and Support Battalion. \@Sreceived

all survey results analyzed the data, then met with each
M to discuss trends and measures the

(b) (6) ould implement to improve the climate in their
organizations. The survey results for 4th Battalion
specifically, revealed a statistically downward trend in trust
in leadership and included particularly critical comments about
(b) (6) (b) (6) met with [(YKE) who immediately
dismissed the Survey’s results as unreliable and inaccurate.
relayed to me her conduct during their meeting which T
perceived as unprofessional and disrespectful. Throughout the
conversation, she interrupted him and tried to talk over him,
during which times he had to remind her that he wasn’t finished
speaking. [(JKE@) provided guidance to [QEE) to
prepare a corrective action plan. The plan she returned rlaced
complete responsibility for the Survey’s negative trends on her
subordinate officers. [(JYE) took no ownership or
responsibility for the Survey’s results, which she stiil1l called
unreliable and inaccurate, This product was not in accordance
with [(QK(S) instructions so he brought her in again,
reiterated his previous guidance, and gave her a new deadline
for completion of the product.

[(b) (6) visited me shortly after the completion of the survey
and explained that (b) (6) was analyzing the comments and

trying to determine who within the command had written them,

approaching (b) (6) with a couple of accusations. I equated
this to a “witch hunt.” IMhad resigned herself to the
fact that was not going to change and being a few

weeks from (RN [OXG) was going to do what she could

just to get by.

On Tuesday, 12 May, (b) (6) was on Regimental Duty and came
to see me. She looked emaciated and worn down. She explained
that she has been so distraught over the treatment she has been

‘receiving by (b) (6) that she hasn’t been able to sleep



and can’t keep any food down.

Her spirit was clearly broken and
she had been told for so long h

ow poor an officer and [(YKE)

she was, that she was actually starting to believe it. She had
been late posting to duty and she explained the reason for her

tardiniii was because (b)(6) had just finished addr

company. During her address, (b)(6)
full blame for the neg

essing

Placed
of the command climate

the company and publicly admonished
in front of her Marines. This event was conveyed to

(b) (6) by [OXG) on Thursday, 14 May. It was at this
point that [(YKE)] brought this incident to the‘(b) (6)
QIO -»c the Wand an investigation was

initiated.
Respe

(b) (6)

ative results
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P.O. BOX 16400
PARRIS ISLAND, SOUTH CAROLINA 29905-6400

IN REPLY REFLR TO:

5800

: o DI

21 May 15
gzc-:m: (b) (6) USMC

Subj: Requested statement

1. I am writing this statement about a@:ompan meeting that occurred
on Monday, May 11, 2015 with the I wasn't sure
what the meeting was about when we first entered the office, and quite
honestly I wasn’t sure what it was about when we left the conferen
Toom. I honestly get motivated when I hear the |m_
talk about any issue she is passionate about, because T feel she and 1

share similar i t. The only thing that made things weird was when
was asked over and over to speak to us on

to conflict oluti also standing up stronger with our male
was asked what did she do or not do to
help Lower Deck have a successful hike home from the Crucible. I feel
that that conversation should have stayed with [QNG) in their
own meeting. We usually have separate meeting with certain issues, so
when we had i eting together I was taken back a little. In my
opinion themas great intentions on the ideas she wants, but the
delivery is very different and comes off very rude to certain people.

2. BAbout two months ago, I noticed that (RG]
with Recruit Training. Qur Company is like a fami
things are not going good even tho
or act any certain way towards us. is by far the
favorite of the BN to the marines. She takes the time to actually get
to know us, and a lot of Marines respect her for that. She is someone
who is usually very outgoing and can do anything to make sure her
troops are doing well also. So to see(b)(6) changing
showed everyone that there was something bag going on with her. wa -
tried our best to make sure she was well taken care of a2lso. since she
tak re of us. when I was geing through m my

never acted any certain way against me. Even though
T ey be the reason all this has started. She continued to be the g |
leader I needed her to be. When T was not at my mentally strongest.’

3. .Other than the Company meeting F~have never seen any negative :

.. interaction between the Bn St3

were more hands on
ly, and we can see
d doesn’t say

I "i\a-*_'::"

ke -‘z««_‘ﬁ:ia =

ENCLOSURE (29



On 20150511 we were told that we were having a company meeting due to the (K@)
wanting to address the company due to a Marine Requesting Mast. When we
entered the room we were told froml (6) that she was disappointed in us
because she wants to talk to us about positive things but here she is with this issue. She told us
not to say anything negative about || ) d be professional and allow her the
opportunity to be successful here at Parris Island. She stated that this was her new start in a new

company if she succeeded it was us and if she failed it was due to (b) (6) At that Eoint

the Marines stopped talking and the conversation shifted to the crucible hike and the |
(b) (6) in my perception belittled and berated |(b) (6) n the presence of
Junior Marines. She stated that the crucible hike was a disaster and that the Marines looked bad,
and we fueled the fire of the stigma of being a distraction and that we need to be prepared to

come to the table and be ready to hash out differences with our peers regardless to if they are

male or female. If it was left at that then it would have been okay but she then asked how did the
issue get there, why wasn’t it briefed to RTR, why are the leaders not bringing thinis to the

table, how do we expect to be heard without a voice, and then she asked if she

- wanted to weigh in and did she have an answer and what was her response and when (b) (6)
\tried to interject she cut her off so (b) (6) shut down I presume out of
embarrassment. She continued to say that leaders need to have a voice and shouldn’t expect a
change when they aren’t saying anything. She said leaders have to make no excuses and be
prepared to be aggressive and not Just accept everything that is told to us. She said that people
needed to be more involved and if they couldn’t handle problems then bring it up. This one way
conversation went on for a long time then (b) (6) was told to go to her office and stand by
and they left out the room and we were talked to by our Mo I’'m not sure
what was said at that point but if she got cut off and wasn’t allowed to talk and her opinion
wasn’t valid in front of us I know the conversation without us present had to be rough. I think
that when you belittle people and berate people in the presence of their Marines you are trying to
make them look bad and lose face value in the presence of their Marines and that goes against
the good order we are supposed to reflect and enforce. We felt bad for our leadership at that
moment and we should not of known about that incidence or anything in that situation because
they should of addressed that the day it happened and in the debrief. | don’t think that was the
proper forum to discuss that when we were told that our meeting was about a request mast and
that was discussed maybe 5 minutes if even that long in all actuality. I think the officers here are
afraid of the[[(QYE)] and thel bullies the Marines under her
charge and makes them feel bad which hinders the work relationship they have and allows the
stigma of fourth battalion to remain relevant on a day to day bagg
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From:
To:

Subj:

1.

UNITED STATES MARINE CORPS
FOURTH RECRUIT TRAINING BATTALION
RECRUIT TRAINING REGIMENT
MARINE CORPS RECRUIT DEPOT

: P.O. BOX 16400
PARRIS ISLAND, SOUTH CAROLINA 29905-6400

IH REPLT REFER TC;

5800
=ty (b) (6)
20 May 15

(b) (6) D)

Requested statement

I am writing this statement freely but, with fear
company was told tc have a meeting with the‘ on 11
May 2015. After, all the troops where gathered in the battalion

survey. Since taking this survey the battalion command climate has
only continued to get worse. In my opinion the battalion leadership is
now reacting and attempting to do damage control. The intent is not
bad but the manner in which they are attempting to address issues
brought up is unprofessional and demeaning.

The conversation duickly turned to what an embarrassment our crucible
hike was over the weekend with India Company. I believe this was a
very inappropriate place to have this conversation with an audience of
NCOs, SNCOs, and i ih the same room. In the middle of

meeting became very frustrated and told |m
m@iin = sarcastic and demeaning tone that she “could step in at any
time, it was her company.” I voiced my opinion that my company had
gone through the proper logistical planning wit India company
personnel. Her at mavbe them had, but it wasg
because the wasn't prepared when she sat down at the
table with India Company and RTR. It was said numercus times that we
had earned our place at the table but should be ready to fight when
we get there. [QRG) _stated that M should
have agked t Questions during the brief to RTR because the

knew it was going to be a catastrophe but, was
tired of being made out to be the *mean’ person according to her
command climate Survey results. At this point T felt that the meeting
was completely i ropri unprofessional. This negatively
affected credibility in front of her entire-

" “company since because we were all in the room. The conversation went

on to how we allowed 3% battalion to write a policy letter stating
that they would hike 30 meters either in front or behind 4" battalion.
The policy letter only addressed hikes with 4th Battalion due tc the
integration only affecting our battalion. Since males would never bhe
on track with each other T did not 14 | ingled us out.

During the crucible hike home and [(o)N(S)]

ENCLOSURE ()



Subi:

Subj: Requested statement

(b)(6) where told on multiple occasions to go and fix the issues
with a hand thrown in there face. This was done in front of drii
instructors and recruits. At one point at AS-26

made mention about ty vehicle being in between the companieg

and put her hand up and said "I don’t want to
hear 1t we allowed this to happen .~

There is a class given to the ney Marines from the I(b) (6) on
training day 68. This class is one that T feel would be a positive
note as it’s the last time these young Marines will be addressed prior
to departing the island. However, I recently sat in the back of one of
these classes after I heard scuttlebutt that it was g Very negative
and demeaning class. The class began with the new Marines being shown
the video “Throw like a Girl” then asked what their opinion of th

i - If one of the new Marines said something that the
‘W disagreed with and they were quickly shot down and told they
were wrong, despite it being an opinionated question. Then she went cn
toe ask questions of how many where in the delayed entry program {DEP)
more than more 4 months to stand, of the new Marines that stood up she

than any other battalion yet we consistently preform to a lower
standard then other battalions. However, this ig a Marine Corps
problem since they write the contract PFC promotions not the drill
instructors or the new Marines. T honestly felt as though they were
being chastised over things that were out of their controi during this
class such as premotions. She also asked them “if they knew it wasg to
be an integrated hike?” The Marines said *no-. She then asked them “if
they felt accomplis ake?” One Marine stood up and said
‘Yes”, but Mbasically told her that they
shouldn’t feel accomplished since they didn’t finish with their male
counterparts. The only positive statement that I can recall was when
she congratulated the new Marines on completing the firgt step in
becoming a Marine.
as for m (b) (6) ., she tends to be very distant from
the(tD (6) and doesn’t seem to be able to form or
ConemTeace er W cpinion she must always agree with what is bei
*messaged” to the Marines. At times it is very obvious that the
m:lcj;re not on the same sheet of music. T get the feeling she
is kind of just biding her time ang not trying to be confrontational

It has been very repugnant as (VKO :c sece (b) (6) be

torn down the way she has been. I have known ner since she was a
here in 2013. She kas gone from a very happy outgoing
officer to an cfficer that ig constantly walking on egg shells.



Subj: Subj: Requested sStatement

.I(b) (6) is nothing, but dedicated to her Marines and their

‘Wwelfare. She isg very involved in eve ven f the recryid

~environment alongside of herl and .
s for her TG just to give
_or bz [OFG)

"She ig actively doing cover 9?
‘them some time to their famfli




UNITED STATES MARINE CORPS
FOURTH RECRUIT TRAINING BATTALION
RECRUIT TRATNING REGIMENT
MARINE CORPS RECRUIT DEPQT
PO BOX 16400
PARRIS ISLAND. SOUTH CAROLINA 29905-6400

From: (b) (6)
To: Investigating Officer

Subj: VOLUNTARY STATEMENT REGARDING (b) (6) CLASS GIVEN TO

THE NEW MARINES OF [(DIGNEE: company

On April 15, 2015, [DEG) (b) (6) had a new Marine

class with the [HRE) Company Marines. Once the class was ‘over the new

Ma came back to the When the new Marines were back I,(b)(G)
W M asked them how the class went and what

was covered during the clags. The new Marines addresseqd that they were
demotivated angd

I8 REPLY REFER T0:
10600
4BCN
21 May 15

€ new Marines that they were given the Eagle,
they did not deserve it. The new Marines were also
asked about 1 ey can do pull ups. When the new
Marines told| their run times and that most could not
do pull ups, she told them that our male counterparts get demanded on and
actually get trained. She also told our new Marines that we as their drill

i . She told
them that they did the bare minimum. As their | I observed the
brogression of these Marines thought-out training. Every single one of them
worked hard to ensure that they could meet the Marine Corps standard. In
doing so, every single one of them earned the title. Th et ine
Corps standards whether it is bare minimum or not. As we

of our ability.
After speaking to my Mari
(b) (6)
spoke to my new Marines, They told
mentioned to me. The issy a
command and even the [(K@)
our debrief with the[()N())
myself, [N
Bl 7 Che conference room Lo speak with us. When we brought up the
issue with her she said that she si gh those classes all the time and
that she thinks that wclass is very informative and she
sees nothing wrong with it,
Per the Recruit Training Order par. 4 Pg. 1-6. The DI is the central
figure for recruits and the leadership bedrock upon which we base recruit
training. The DI‘s role isg to lead by example as a teacher, scholar, leader,

and mentor, and to be totally immersed in the brocess of making a basically
trained Marine. On April 15, 20 (b) (6) |Mh took
awai. crediii“ iﬁs E¥(b) (6) BN -:c z2)so the credibility of

(b)(6) in my recruits’ eyes by telling our new Marines that we

have failed them and that they were t trained the right way. )
Another incident with Moccurred earli in training during

the time of the rifle range. As always came out to the

range to see the recruits performance and to check on the drill 4
This time was a little different, myself, w

ENCLOSURE (2

I immediately addressed this issue to my
S8he came into my squad bay and also

her the same thing that they had
sl L0 the rest of the chain of




went over to give [(YRE) the count on deck. She askeg how

the recruits were doing and we told her they were doing well. She then
brought up our trial training recruit and asked if we had given her the
benefit of the doubt. Then the conversation went south and she brought up

working. When I asked what was it that the other companies were doing iﬁﬂﬂj’
we were not doing her reply to me was “Are You questioning my integrity
do I need t statistics.” My intentions were never to question
integrity but to ask what it is that the other
companies are doing so we can get on the same board with them.
A har Jnci3ent that ogcurred

e was at the ri nge with the
_ and (VNG |W After our (DG
visited us she was leaving and when d
gave her the greeting of the day the M just walked on
without saying anything back in front or all the junior Marines. The first
thing recruits learn here is courtesies and rank structure from
us. And that day our displayed a lack of leadership and
military bearing in front of her own junior Mari

I have also witnessed ocur lose her bearing
times in fron f myself and other junior Marines yelling at 20
M- Throughout my observation with our (b) (6 I
i i i 113 act around her junior
Marines during battalion formations and PMEs. Prior to working as a , I
have worked with many great officers Colonel on down and I have never
witnessed anyone of my leadership yell at office
front of any other J

b) (6)




UNITED STATES MARINE CORES
FOURTH RECRUIT TRAINING BATTALION
RECRUIT TRAINING REGIMENT
MARINE CORPS RECRUIT DEPOT
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FARRIS ISLAND, SOUTH CAROLINA 29305-6400
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1000

4BCN

22 May 15
From:
To: Investigating Officer

Subj: VOLUNTARY STATEMENT REGhRDINGm

1.1 am making a statement voluntary however, T am afraid that there will be

2, e are of things that has happened in this command by the (b)(6)
|Wthat I believe is very unprofessional. she single out a
new Marine from November Company about her hair however, she did ask why to
the Marine instead she decided to embarrassed the new Marine in front of her
platoon and the chain of command of November company. As a leader of Marines
you should not be quick to judge but be quick to help where the junior Marine
comes up short. Through the week the Marine continued to be questioned about
her hair ewven up until the night before ghe graduated by the enlisteq
pPexrsonal. This is not something that we do as Marines we do not abuse our
rank to embarrass someone and not show them how to fix the issue. As Marines
we are professional, leaders, and humble. a new Marine that comes to Parris
Island to become a Marine should not have to endure or be treated the way she
did. There is a difference between a one the spot correction and embarrassing
someone just because you can.

Seconding there is a class that the [(QXE)] gives to the new

Marines to say congratulations on their hard work and what they will have to
endure next. Instead she brought a video in about "like a girl” and it was
about how Stereotypes of girls. Then she shows how we as females are not
meeting the standards of our counterpart. She =aid if You are not running 23

standard and it is there for a reason. We do not have the authority to make
our own orders and standards. Instant willing obedience of all order is what
we raised our right hand and swore to. She also said that they did not earn
their rank the it dust going to college. She also told the Marines that
their Wfailed them. I believe that is very unprofessional
and not true. There are different seasons of recruits some are smart, some
are not as smart and some is just strong but you cannot expect that every
group of recruits are the same. T would over 140 in a week and T do not like
when someone especially someone in my on command to say I do not work hard

and I failed my new Marines. I was hurt and upset. L was also very anger once
I was told that in some of the classes the in gitting in on the
classes that the [QYBY would give. give up a lot to make

Marines and we sacrifice our families, marriages, kids and health. 2 J@OXG)
(b) (6 is a perfect stranger we give up everything for somecne who we
don‘t know and put everything at risk over and over again just to make g
United States Marine.
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Two key areas of focus:

Contlict resolution at the small unit leader level
Enforcing the roles of the series commander
and company commander in changing the
Culture, achieving high standards



Conflict Resolution

* Purpose: Many of the issues addressed in the survey are related to
disciplinary or personnel issues that should not have made it all the
way to the Battalion level as problems to solve. Focusing on conflict
resolution at the lowest echelons of the command will reduce friction
and reinforce small unit leadership skills.

* Message: We have to practice what we teach to our recruits.

* The “preferred method” to problem solving.

* “Emphasizes personal responsibility to act as a role model of
personal behavior and take action to confront inappropriate
behavior.”

* Emphasizes facts based vs emotions based decisions.

* Requires direct (confronting individual) or indirect approach
(mediation via chain of command).
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* According to our curriculum, “an effective chain of command:

Conflict Resolution

* Acts as a cohesive, harmonized team
* Communicates clear messages
* Upholds and models our Core Values

* Creates strong bonds of trust, confidence, respect, and
understanding”

* No different than what is expected anywhere else in the Marine
Corps
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Conflict Resolution x

* Process driven by senior drill instructors, chief drill instructors, and
series commanders

* Series commanders must own the process and the results
* Enforced by the company commander

* Wil require constant communication and involvement by the entire
chain of command
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Method _g,as_.ﬁ,.ﬁ,,

* We will discuss small unit leadership and informal resolution at the
previously scheduled All Hands 19 May

* Series/company commanders will be briefed on the immediate
expectation for informal resolution skill employment

* Will be expected to provide training to their Marines no later than
31 July

* Candidates for senior and chief dfrill instructor will be evaluated on
their small unit leadership and informal resolution skills as part of the
career progression board process

* We will reevaluate in a follow on survey in another 90 days
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* Purpose: Many of the concerns and complaints in the survey are
related to how officers perceive themselves to be mistreated, which
indicates a lack of understanding of their roles and the importance of
resiliency

* Message: Accountability and ownership of series/company will
increase morale, improve transparency, and improve each team’s
chances of success due to clarity in the message and speedy conflict
resolution. Command climate starts with them.

* Tied directly to informal resolution process (swift resolution to
problems rather than lingering grudges)
* No different than what is expected of officers anywhere else

5/15/2015 u
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Method i

*  We will continue to use seminars, planning briefs for the pick up, rifle
range, and Crucible to educate the officers on their leadership roles
* We will continue to stress that series and company commanders have
real responsibilities and obligations to their Marines and recruits
* Results matter (both tangible and intangible)
* Not simply figure heads or safety officers
* Facts are required, not emotions
* Requires pre-planning with clearly defined endstate and metrics
established to achieve success
* Supervision throughout
* Requires knowing Marines inside and out (engaged leadership)
* Employment of resources early
* Requires strong officers who consuit with their senior enlisted but
are not willing to accept the mindset that there is an officer chain
of command and an enlisted chain of command
* We will reevaluate in a follow on Survey in another 90 days
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From: (b) (6)
Sent: Wednesday, June 03, 2015 23:23
GIGH
Subject; S
Good Evening Sir,
Below is my Statement
There has been about three or four occasions that | can recall where\ (6) has made a correction to either an
enlistment member or an officer within listening distance of subordinate Marines or recruits. On one occasion on or
about September 2014 | was being corrected out in the rifle range during grass week becausel (6) were

velling at a recruit for talking back. [DX@ st corrected the |(b) (6) or allowing the action to occur and

did so in front of the recruits and other Marines. [(Y@Proceeded to correct me in front of the recruits and Marines.
On another occasion on or about March 2015, this past cycle, | was corrected by [(QEGNdue to a fack of supervision out
in the PT field prior to that morning’s PT session. The [REBHid pull me aside for the correction but still was ear shot from
the recruits and Marines and can hear what was going on. There has about three or four occasions that | can recall
where she will make a comment in regards to the conduct of another Marine. In one occasion, pulled me in her
office an unseling me. She told me she did not want to have to put me in a box like she does [RXGHM 1ny another
occasionjjmta!ked about the negativity of one of my peers (OXGHMENE and how that was one of the factors
contributing to the negative command climate in Company.

V/R

(b) (6)

ENCLOSURE ()



Summary of Interview with (t» (6)

3 June 2015

Question: How many times have you seen (b) (6) openly display

her negative feelings toward others?

Answer: Weekly. At just about every staff meeting and probably once
per week outside of that.

Answer: She told us [{(QKCN s failing. She scolded[HXB)
(b) (6) for failing because of heat casualties.

Answer: During open forums with (b) (6) she would get

confrontational with anyone who voiced an opinion she disagreed with.

Answer: If I treated my Marines the way she has treated many of her
officers, I would have a horrible command climate.

Question: 1Is there a fear of reprisal in the unit?

Answer: Yes, because of the way (b) (6) was fired. Because of

her personality conflicts many people in the battalion feel (b)(6)

(b) (6) holds grudges.

ENCLOSURE @)



Summary of Interview with (b) (6)

4 June 2015

Question: How many times have You seen (b)(6) openly display

her negative feelings toward others?

Answer: Ifve bersonally seen (b) (6) talk down to recruits 4 to

6 times per cycle. A Lraining cycle last 3 months. This occurs
normally during PT events.

Question: Do you have any specific examples:

Answer: During the Mrucible event for Series (b) ©) (b) (6)

was already upset because the hike didn’t 90 well. She stayed in the
back of the formation, instead of the front where she should be, and
velled at the five or so recruits who fell behind. Rather than
cheering them ¢on, the made rude comments, saying things like “Is
this how you want males to see you?” and “vou are not proving you
should be Marines!”

Answer: Then afterwar at the EGA cere ecrulits, we were
formed up and M saluted her |Wand she
completely ignored|[(RG) She was already upset with her because
the hike wasn’t as integrated with the male battalion as it should

have been,

Answer: And she clearly can’t stand (b)(6) During a Series (b)(6)

After-~action brief on around 13 or 124 May, she never loocked at him or
said a word. She was on her blackberry the entire time. This 3
common "occurrence. Two of [(IX@Rasked me afterward why

hates [(QKQ) so0 much.

Question: Asl(b)(6) been openly hostile to You? Can you

brovide an examplea?

Answer: Yes. The worst Was probably around the 17t or 18 of Februar

during a pick up brief, 1 had previously had a problem with lm
Mwas upset about that and wanted

that got into a fight so
to know what I was going to do this series to prevent problems and

manage (b) @) vecter. [[(b) (6) SLEN (D) (6) were in
the meeting and when T 1ad that I had given my eXpectations to
this particular .W (b) (6) snapped back “I don’t
give a shit about your expectations, what are You doing to set her up
for success? She became agitated that I didn’t know all the answers
to her questions, like where her (b) (6) port calls were with the
MEU and when. What is their communication plan? How would they

communicate? How often would they communicate. It was clear she that
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she was upset. 1 finally just started saying “I don’t know ma’ am,
and she would respond, “of ccurse not!”

At some point she Stopped the meeting and ordered me into her office,
When we got in her office she was very angry and velled at me for
being incompetent for a long time. I just shut down and tuned most of
it out but she did say “You are a piece of crap, or shit (can’t
remember) and do not deserve to be a Marine Corps Officer.” She also
said “I den’t know where you came from but you probably didn’t do them
any favors either!”

)
After the meeting (b) (6) apologized for the I honestly wanted

Lo resign my commission right there and I askedl(b)(6) how to do

it. She told me that leadership comes in many forms and to try and
take something positive from it,

Later that week, I think on the 19 of February, during a rehearsal
for our introduction Lo cur new recruits, I almost walked into one of
Kb)(B) saw this and yelled (b)(6) in my
office.” In that meeting she went on and on about how screwed up I
was. o She kicked me out of the office and continued to yell at [QE®)

() (6)
Question: Do You fear reprisal?

Answer: Yes. Because she always brings this stuff up! She’s always
talking about how we make her look bad and talk about her. She brings
up the survey results and says things like "people can stuff in the
survey but not to my face. She brings up us talking about her outside
the battalion all of the time saying things like we “make her look
bad.”

Question: What do you feel (b)(6) Position on sexual assault

is?

Answer: We had an officer PME in January and [QNCOMbrought uwp sexual
assault. She said things like sexual assault is 100% preventable, and
by drinking you are putting yourself in the position to be sexually
assaulted. she says that “just because you are drinking and have sex
does not necessarily mean its sexual assault.” At this point it
became uncomfortable in the room. Honestly, if I were sexually

assaulted, I wouldn’t go to (b)(6) She’d probably blame me.



Summary of Interview with (b) (6)

2 June 2015

Question: - How often have you witnessed I(b)(6) display

unprofessional behavior that You describe in your statement?

Answer: A handful of times. The first 9 months were very
unpredictable and she had very personal issues with people.

Answer: This created a very bad atmosphere in the office,
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Encl (34)

Documents are heing withheld in their entirety pursuant to FOIA exemptions {5 U.S.C.
552(b){6)}, which protects personnel, medical, or similar file the release of which would
constitute a clearly unwarranted invasion of personal privacy, and (5 U.5.C. 552(b){7c)),
the release of which could reasonably be expected to disclose an unwarranted invasion

of personal privacy.



statement sY[IQXG)
In March and May 2014, | conducted turnover with l(()N(S); _

(b) (6) Throughout our conversations, she stated many times that this was a “weird” place and that
she was so paranoid about the unit and the conduct and complaints of the Marines that she had

priority and that she had not feit that she had talked to the battalion enough as the | |[(b) (6)

As a result of her feedback and the input of many others, | came in to this job knowing the risks
associated with trying to normalize the] (OXKCBn order to rajse performance and conduct standards, |
was committed to spending as much time as possible every day observing my Marines training recruits.
My [OXC R r2d 2iso made it clear to me that many of the stereotypes about a battalion of al|
women were real and had persisted on tha Depot for some time. 1 had already had JQICHINEEN

OIO) _ and | was determined to use the hard won lessons ! had learned during that tour to

development of defined metrics for success and a clear career progression plan to ensure only the most
tompetent Marines were placed in leadership billets. | was convinced that the (b) (6)

could change the perception of women in the Marine Corps and culture in the battalion by setting the
example, holding ourselves accountable first, and being firm but fair.

human beings first and foremost, which would require a greater deal of empathy at every echelon of the
command. Some of the Marines, to include N Company Marines, interpreted this as me being soft on
the recruits, and rejected the change. The supreme ireny in this is that even when we were abusing
recruits because it was normal, their graduation stats were well below those of their male counterparts,

Shortly after | arrived, | also conducted a DEOMI command climate survey and briefed the
Marines on the results during our first guarter all hands PME, Imwasjust checking into the
command at the time, but we agreed that we needed to solicit the Marines for their feedback and then

brief them on all of the mechanisms. (6) had or planned to put into place to fix the

issues in the survey. A copy of the PowerPoint presentation was provided to the Investigating officer.
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every level of the command, As demonstrated by the 2014 Survey and feedback fram Marines who had
previously been assigned to the battalion, trust had clearly been an issue for the only all-female unit in
the Marine Corps for years. and | believed that constant communication and the early
identification of risks and Potential solutions at the lowest levels of the chain of command would be
paramaount to our success as a command, As a result, we actively sought to push authority and
responsibility down to the Company and series officers to the Ereatest extent possible, with mixed
results. | also actively engaged the to try to get relief from the most important issue
influencing the Marines of the battalion- namely personnel staffing levels.

When | first took command, we averaged 8 drill instructors and one officer getting pregnant per

Marine for a good of the service relief. However, despite appealing to the for assistance in the
development of a Proposed policy regarding pregnant drill instructors, we have not received any
Support. As a result of the continued lack of a pregnancy policy, we now have five ineffective preghant
drill instructors on our rolls, three of whom returned to us from quota either already pregnant or
planning to get pregnant despite the fact that they each had substantial time remaining on their tours
on the drili fieid.

Significantly, none of our companies had Executive Officers and there were zero inbound
officers projected for the command. Previous to my arrival, several of the JI(OX©) had been
assigned to various billets throughout the Depot, despite the fact that we were already undermanned in
the battalion. According to _ the battalion had “given up” these [[QEGR, i1
external billets because they were not considered to be good l an approach with which |
disagreed. My perspective was that someone at the hou!d have identified the adverse
impact such a shortage would have on the battalion and should not have allowed the battalion to bear
such a disproportional share of the quota billet burden. 1 also believed that thehould also



regarding officer and enlisted staffing with (b) (6) uring my first meeting with him and asked for
assistance in getting our manning levels to 95%.

To allow my Marines maximum time to rest, | also requested the consolidation of duty
requirements for the Earl Morning Late Check Officers and Battalion Officer of the Day. A copy of the
brief provided to MM the duty issue was submitted to the investigating officer. The request

to consolidate our duty requirements was not supported by the (DX and

unfortunately, we saw no progress on the officer staffing issue despite repeated cafls for assistance. As

with most issues | brought up to my Q) my concerns were met with skepticism and
silence. In fact, due to the lack of support from the [QNONM in September 2014, | engaged the
monitors at Headquarters Marine Corps to come up with a staffing plan myself, much to the frustration

of [(OXE)

In August, | also began to dig into performance metrics to assess how we could improve the
caliber of our graduates. | was stunned by what | discovered, After reviewing the data for all of the
training battalions for the past decade, | found that the recruits from 4™ Battalion have never measured
up to their male counterparts in terms of academics, the rifle range, drill, or physical fitness. Most
significantly, it did not appear that anyone had ever posed the question as to why we had consistently
underperformed. Instead, underachievement by female recruits simply became expected. In fact
despite the slogan “Every Marine a rifleman”, the battalion’s injtial qualification rate on the rifle range
had for decades hovered between 67 and 72%, compared to the males average in the high 80s an
90% range for the same period. To attack this problem, | met with the

(b) (6) in the summer of 2014 and we established a plan to improve our

performance in this training category first,

After teaming up with our primary marksmanship instructors, we began to see progress on the
range, but to further our goals in the other categories, our second quarter PME included a comparison
of stats for all of the battalions spanning 10 years. We spent a great deal of time discussing why

Consequently, in the past 11 months, we have seen significant improvement across every single
category except drill, which is an indication that most of the Marines believe in what we are doing. Not
surprisingly, the series with strong officers in charge who believe in why change is Necessary have seen
the greatest resuits, resulting in our initial qualification rate on the range reaching just under 91% in less

than a year. Those who are disgruntied continue to see their series achieve stats below the Regimental
i IONC N—

Over the past year, | also focused on ensuring my expectations for the performance and conduct of
my officers were ciearly defined and articulated. We established a bimonthly PME schedule for the
company commanders along with quarterly team building events and | counseled them every 90 days on
their performance (good and not 50 good). We also implemented a quarterly officer seminar program. |
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made a point of seeing and talking tol (6) every single day, stopping by their

offices to talk and providing them with my calendar so they would be aware of when | planned to be at
their training events. | have consistently made every effort to engage my officers in open and honest

) 6) |
(b) (6)

re is no change in behavior, continuing to use the same
tone or say the same thing would be the very definition of insanity, which is why | tried to use every tool
available to me to influence their perfoermance. Unfortunately, the leadership and training resuits of

these individuals have never been called into question by anyone outside of the battalion, even during
end of cycle debriefs with the[w

Instead, while leading 4" BN to tangibly improved performance over the past year, | have been
challenged and oftentimes undermined by recaicitrant Marines within the battalion and the leadership

assist in the improvement of oyr personnel situation (which affects everything in the battalion from
fatigue to recruit abuse), and the resolution of Mmaintenance issues, and gender bias problems with one
of my peers, | have not received timely assistance. In fact, since June of last year, my ability to
command and en rder and discipline in my battalion has consistently been undermined by

andQIR Like ail Marine Corps units, 4" Battalion has a quality spread of
ofticers. Some, like those in (b) (6) have performed exceptionally well. Others, namely those inQEQ
and\ (6) have experienced sj nificant challenges in adapting to change. | also experienced
significant challenges with my \mmon from the first day | arrived at the command. ‘Her
behavior, perceived as comical by some, was inconsistent and unprofessional almost from the first day |
checked in. For instance, during one of the battalion commander inspections, her knowledge question
to the recruits was “If you could be any animal, what would you be?” When questioned about it, she
stated that she did not see anything wrong with the question, In fact, due to her “joose cannon”

demeanor and lack of good communications skilis, the [(QXE@Rvouid not assign her as an escort for
visits to the Depot for her first six months on the job, .

During the first six months of My command, | held many conversations with (b) (6)

and other@l@.who struggled to adapt to my standards for their conduct and leadership. | provided
honest feedback to them on how they could improve and solicited them for their thoughts and opinions
about their results and performance. As events would unfold over the next 10 months, it would become
clear, however, that [XG) had spearheaded an effort to band together with other

QIO ho felt slighted by me in order to discredit m leadership, Even when confronted with [N
QIO ctions in NOVembeﬂ|@_¢ontinued ¢ ety credibility by
st tobe the N NN,

writing her a letter of recommend ithout my
knowledge,



Through their words, actions, and omissions, the malcontents within my unit have been
empowered to foment dissent as demonstrated b ry pointed and similar comments about me in
the recent DEOMI survey. Msole focus on their complaints in exclusion to
the broader facts, his complete disregard of the accomplishments and motivation of the rest of my
Marines, and his back door communications with those who seek sympathy from him have solidified in
their minds that they have been mistreated, as opposed to simply having been held accountabie for
their actions. This has resulted in a climate where female Marines who seek out (DG to
complain that the battalion leadership is mean are treated with kid gloves (feelings vs facts). This is
most pronounced in my officers and senior enlisted, whom | do hold to a higher standard for leadership,

taking care of and knowing their Marines, and meeting high expectations for the performance of their

‘standard of demanding equality but not being able to measure up to our counterparts. This type of
behavior has been typicai of 4t Battalion for a very long time, and | was cautioned even before | got
here that | needed to “watch my back.” | found this insulting at the time, but now | know that | should
have paid more heed to the warning.

My intention has always been to improve the climate in our battalion through open communication
and the provision of timely, fact based positive and negative feedback to the Marines. As indicated by
the four page battalion goal document provided to the investigating ofﬁcer,l (6) B and | have
taken considerable action since we checked into the command to improve the lives and performance of
our recruits and Marines. Throughout the first 11 months of My command, we held regular PME
sessions with all hands, and implemented Investigation debriefs for those tea}ns, series, and companies
involved. i even debriefed (OO after relieving the JDXG) to explain why | had
made that decision and ensyre they were aware that | felt wholly responsible for her failure. The goal
was to improve the transparency in the battalion, ensure the Marines were aware of why decisions had
been made regarding significant events, and discuss how to prevent future problems. We also
mandated the attendance of a Marine from each company at every nonjudicial punishment to prevent
rumors about what transpired and why. We sought to reduce drama by relying on facts and not
emotions when making decisions, To reinforce the command philosophy, every single time { got in front
of the Marines, whether during new join briefs, investigation debriefs, PME, or the request mast debrief
with P Company 11 May, | always started the conversation with the fact that i understand that | am

regarding our deficiencies and how we could improve,

Ironicaily, the sole purpose of the W:om 2hy request mast debrief was to prevent any retaliation
against or continued mistreatment of @I@i When | met with her 8 May 2015, she disclosed to
me that she felt that she had been demeaned and mistreated by Marines in the company. About three

weeks prior, she ulled me aside during recruit PT to tell me she was having trouble adapting to her
role as a M At that point, I told her what she was feeling was common, and that we would

do everything we could to train her as long as she kept her head in the game and had a thick skin. |then
spoke to the[(YXB)) and requested that she specifically keep an eye on (X)) to

ensure she was handling stress appropriately and was being trained and mentored by he [(DJG)
instructor. Since she had a new (b) (6) I also emphasized toM the
importance of empathy being de strated by the [QIG) A short time Jater, [QEQ)

(b) (6)%8 Iwmd wasl (6) for which she felt the

Marines in her series blamed her.




i i i he was BDR qualified. She mentioned
that her senior was never around, that her @@vas often in the office, and that she did not feel that she
could trust ther leadership to address her issues, She stated that she also felt she had
been targeted by the Marines i series and labeled as weak si he had asked for help
and had heen placed onWAs a resuit, | elected to move |Wto a different company
where she is now excelling. As previously discussed. the tendency in the battalion for years had been to
haze new drill instructors and | knew that wouid continue to be mistreated unless |
stated publicly to the entire company that such conduct is unacceptable and not in keeping with the
command philosophy. | wanted to ensure the Marines in ompany all understood that every one of

us, starting with me, down to the company staff and series teams, had a responsibility to better support
and train W During the debrief, | mentioned the command climate as a way to reinforce

Informal conflict resolution was something that[(X(S)] and [QIONE had
struggled with since they took their positions and was an area that (b) ©) _ had gone to
great [engths to address. The (OXCMe:dership was present during the debrief and was given the
opportunity to comment, but they said nothing. The request mast debrief was never intended as 3 form
of retaliation or reprisal against the company. As previously discussed, we had heen doing this type of
debrief to reduce rumors and drama in the battalion for a full year. Since this was the first request mast
that | had heard at my level, I believed there would be a benefit to the Marines to discuss what had
occurred and make it clear that | would not accept any future mistreatment of the Marine
the complaint, Unfortunately by that point,[(9X@)] had already heavily influenced
characterization of my leadership, which affected both how she perceived my comments during the
debrief and my previous recommendations to improve her performance. The fact that | b) (6)
received an end of tour Navy and Marine Corps Commendation Medal (drafted in[@NOKespite having

problems in her company should support the fact that | didn't categorize her performance solely by
thase problems, nor did | use her complaints against me as a reason to discredit her accomplishments as

=) (6) EUBl(b) (6) - 1 also paid $300 out of pocket for a framed guidon in recognition of
the successful completion of her tour, Finally, she received a solid fitness re ort for her performance as
a l@_ which she and I reviewed together prior to |MH

The command climate survey was also a topic of conversation during an all hands event several
days later. At the request of several Marines from E:ompan in April, we had scheduled an al| hands
for the middle of May. At the time, [DYG) and stated that they
did not want the company Ieadership present because they wanted to be able to talk to [b) (6) |
(b) (6) alone. During the all hands, which followed our monthly awards formation, we

every company, to include the Headquarters, were present. Due to complaints in the DEOM| survey
about Marines with jeopardy (6105s or NJP) who had been board selected to fill senior and chief drill
instructor billets, we discussed the fact that at some point, every single Marine in the room will screw
something up, and that we need to be better about second chances, | even used my own story about
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being picked up for [(K(S)] when (ORCOMas a way to reinforce this point. Had | not been

given a second chance, | would not have been allowed to join the Marine Corps. The Marines were
given the opportunity to ask questions, which we answered. Throughout the forum, we also discussed
the need treat each othar better, since we continue to have new Marines fee! that they are not being
welcomed to their teams or properly trained. Finally, we talked about the fact that the battalion is
under a great deal of scrutiny right now because of the DEOM| survey. | mentioned that it was such a

had conducted PMEs with the Marines last year on the results of the last survey without any blowback, |
did not believe | would be wrong for discussing the results of this year's survey, even if I didn’t believe
that the survey to be completely vaiid. Following the all hands, | emailed 3 summary of the discussion

-points to IOXG) 0 ensure they were aware and to again, increase the transparency
in the command,

| would like to point out that it is no coincidence that, despite being my largest company, [[((HXE)
(b) (6) does not have personnel problems, They have a strong, cohesive (b) (6)
team who work closely with their Marines, talk through significant issues, and apply solutions
and resources before problems spin out of control. (b) (6) [ extremely proactive in keeping me
abreast of issues and applies reason and good judgment when determining courses of action. As 3
result, the Marines in | fee! that their leadership cares about them and their families and they

each have a vested interest the continued success of the company. Their Marines have not had any

a result of misconduct. (DY) morale is consistently high despite being the largest company with
the most chalienging operational tempo. My relationships with those Marines, from the [[QIG)

(b) (6) and [(QXEG)] down, have been shaped by their proven performance, trustworthiness,
and demonstrated results. The same cannot be said for some of the Marines Inlndl (6)

Companies@@nd [B®ave struggled over the Past year, largely due to the failure of the company
staffs to anticipate issues and apply resources early to solve personnel problems. | consider this to be
nothing more than engaged leadership- leadership we would expect anywhere else in the Marine Corps.

(b) (6) and ! have focused on mentoring the [DXOIEME 2nd (OIGH order to improve
their performance, accountability, and leadership skilis. However, we have routinely had to intervene
into what normally would be company business because of the leadership’s failure to resolve problems
at their level or ask for help. Whenjl®XE) ere forced to intervene, we were consistently
decisive and firm. In the end, { relieved [OXYC o reasons detailed in the sy rting documents
provided to the investigation officer. Form:ompany, the tendency of the wMto waffle on
her decisions when asked questions, coupled with the tendency of the (b) (6) o characterize
Marines who needed help as weak, necessitated our direct involvement. The “suck it up” mentality and
the failure by [QXG) and [QXGEEEN o appiy solutions and resources early to

assist their Marines caused numerous problems over the past year.

The most serious of these i was when one of the [[DIE) as JQXQ)
Mﬁr a week for[QIG) She was later also treated for

alcohol abuse and stated that the Marines on her team were aware that she was having problems byt
had done little to nothing to help. Throughout the past 11 months, the company consistently failed to
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ensure that new drill instructors were being properly assimilated into the company and were trained as
part of a well-defined and closely supervised progression process (as in the case of QIR
Routine screening of the counseling entries made in the drill instructor jackets by QY]
onsistently indicated a lack of supervision and mentorship by the senior leadership in the
company- this despite the fact that the officers of the battalion had received training 13 March 2015 on
engaged listening, “mean girl” behavior and how to prevent it, expectations for their involvement in the
counseling process, and finally, how to influence performance and behavior during the first
series/company commander seminar .

Change for some can be difficult and (b) (6) anticipated some complaints from the

ranks as we tried to steer the battalion into new territory. However, | never imagined that such
complaints would be automatically presumed to be true without any scrutiny of the facts simpiy
because individuals at (b) (6) believe me to be lacking in “playground skills”, as stated by
(b) (6) My firm belief is that the [QECHEENEopened the door for complaints
about my leadership in November 2014 when they did nothing to address a rogue (b) (6) and
her investigation into the treatment of my officers while she was serving in an acting capacity. Because
nothing was done at the |@x_to back me up and curb this type of inappropriate behavior by
m it essentially allowed my officers to feel that they were justified in feeling slighted or
mistreated. There was never any consideration of facts or attempt to delay judgment until my side of
the story could be heard. No matter how much documentation | had to factually substantiate
deficiencies and the actions I had taken to correct them, no one ever considered that anything other
than what was reported by those individuals could be anything other than true.

| often wonder how different things in the battalion would be if at the time, (DG been told
by the (b) (6) that her actions had been completely inappropriate. | am not aware of any

other unit in the Marine Corps where such conduct would be considered acceptable, Instead, my
leadership has constantly been called into question, allowing Marines to excuse their lack of results by
saying | mistreat them. Unfortunately, these Marines feel entitied to seek out the [QIG) 0
comptlain that the battaiion leadership is “mean” (feelings vs facts) or unfair and are then treated with
kid gloves by (OGN This behavior has been most pronounced in my officers and senior enlisted,
whom | do hold to a higher standard for leadership, taking care of and knowing thelr Marines, and
meeting high expectations for the performance of their Marines and recruits. Without any factual
information, the Regiment has consistently sided with the complainers and undermined my credibility.
As stated in my request mast, the irony in this situation is that everything we are doing to imprave the
credibility of our Marines and recruits is focused on ensuring we earn equality in treatment. instead, we
continue to perpetuate the double standard of demanding equality but not measuring up to our
counterparts as demonstrated by decades of training statistics here on the Depot. Rather than the focus
being on reinforcing our efforts to strengthen the Institution by making our female Marines smarter,

_ stronger, faster, and more accountable, a disconcerting degree of scrutiny is being paid to the command
team who has allegedly made females feel they have been mistreated or maligned.

A success story in the battalion’s effort to ensure only the most competent officers are assigned to
company command billets is that ofw:ompany. Following my relief of the previous[(Q)®)
(b)y(6) the company was in complete disarray. In the past year, the (b) ©)
(b) (6) have been the subjects of more investigations and substantiated allegations of recruit

abuse than the two other training companies combined. Their performance stats have all consistently
been below the Regimental averages, the morale of the compani was extremely low, and the

relationship between the[(YJG) and| was dysfunctional at best, Since
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(b) (6) assumed command and her newl (6) hecked in, we have seen a dramatic

decline in.negative incidents in the company, along with a substantial increase in accountability and
morale. This is an indication that things are headed in the right direction, and that many changes

implemented [(OX@) are having a positive i e individu i

Institution. As with B3 ompany, my relationships with IWM IW
are the result of my trust in their leadership and their decision making skills. They are proactive and are
not afraid to hold their Marines accountable at their level while keeping me informed. Their empathetic
and firm yet fair approach to leadership will no doubt ensure the success of their drili instructors and is a
good example of what can happen when leadership decisions are reinforced at every level of the chain
of command. Unfortunately, through this entire process, the focus has shifted away from the good

things we have accomplished and those Marines who have risen to the occasion because they see the
value in the Institutional changes we are trying to make.

Regardless of the outcome of this investigation, | remain committed to every action we have taken
to try to strengthen the caliber and improve the credibility of our Marines and drill instructors,

Questions reiardini this statement can be addressed to (b) (6) at



Encl (36)

Documents are being withheld in their entirety pursuant to FOIA exemption (5 U.S.C.

552(b)(5)), which protects privileged inter-agency or intra-agency memorandum or
letter.



} (b) (6) am writing this statement in regards to the command climate that came out a few
months ago. fcame back off quota to 4thbn January 2014, during the time that | was back in
Company we had [[QXQIN:; our BOIG) things were great at that time. 1 honestly
don’t know why or when I{@XCNEEEMo:came the black sheep of the Battalion. | do however
who was the new IR Ot fired because the (b) (6)

remember [QIG)
(b) (6) had lost faith and confidence in her abilities to lead gropany. | know this because

she puiled all the Marines in [QIE) o tell us she had fired (b) ©) looking back at that

moment it wasn't right that she did that. In my opinion it was unprofessional and it was completely
humiliating towards [JJ(QXQ) Mall the Marines in the company felt the same way as | did. Afterl
IQAGk ot fired we were without a[QEQR for several months and m«ws acting [(OXG)
during that time things kept getting worse everything we did was wrong or never good enough. During
my last cycle as a @k@eries W that was when | realized | was working in a hostile work environment.
There were days that | didn’t want to come to work anymore because everything that was said to us was
negative, as [QNGHMME e deal with enough things so when we are getting negativity from the
higher echelon (CP) it can only last so long until peopie start not to care. The following are examples of
things that have happened to me personally with the (DG 1n March, (b) (6) had [DXE)
while she was out | was lmon one occasion | attended a meeting where [QEQ) was
Wy (D) (6) he got asked about an AC issue that we had in our squadbays, he was told to rectify
the situation immediately the tone that was used and the way that KQIGHEEM!coked at me was the
way | was looked at by a[@I@vhen | 1st walked the catwalks of 4thbn as a new hat she gave me a | f
disgust. Later that day | was bringing a ietter of rebuttal from one of my Marine to give to W
\m when | walked in the CP[(JN@vasn't there. [XE) was in her office, | said excuse me
ma’am do you know where (b) (6 She looked at me looked around her office and said “Do I look like
i know where she is.” In a very rude tone. | said Aye Ma’am and moved from the front of her office she
then proceeded to talk to [N who was in her office at the time and started saying rude things
about me and at that point | walked out because I didn’t want to hear her continue to be unprofessional
and disrespectful in regards to me. When I went to speak to a [@E@about the situation, she told the
(OIGEnd later was pretty much told not to take things personal and that we can’t move an
immovable mountain. At that point | had pretty much lost all respect for the Chain of command there.
Another situation that happen was at the rifle range the [(DJ@lvent out there and spoke to my [(QJE)
and | about trial training and telling us how [[QX®) ompany uses trial training for the wrong reasons
or that we over use it. | was upset because she was attacking on us on something (trial training) which
gets brought up to the Co Cmdr by the series team on recruits who are not progressing with their peers
instead of talking to the Co Cmdr or series Cmdr, [DXE) ppproached us in a hostile manner
while SNR was standing a few feet away from us and when[(QX@Rllsked who were all these
supposedly recruits who have been on trial training from{QXE) Co, because at the ti at was
only our second trial training recruit that cycle. [[DXE) got upset and asked Wif she was
questioning her integrity. | looked atlﬂ [(QMand she just shut down at that point and said no ma’am.
ISerpgaEEena! incident that | had with ONGENENEEE a5 on the day of prequalification on table 1,
(b) (6) got out of her golfcart without (YR she is usually alone rarely comes with the
WEOMNo events. A SSgt from Hotel company gave her the appropriate greeting of the day and she
didn’t respond back just walked by him as if he was nonexistent, she has done that on several different
occasions where she doesn’t acknowledge Marines back when they salute or give an appropriate
greeting. As she approached me | gave her a report, she then started asking me questions about the
recruits and how they were shooting. Eventually she got upset because | was short on my answers with
her and that’s because | was just being professional and not really wanting to say much to her because
she always gets upset and I don’t understand what she wants to hear so she continues by saying that
she is tired of walking on egg shells around [OXE) 0 and that she is not the problem, it is her
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battalion she then asked me if she hasn’t been honest with me since the beginning I replied and said |
don’t know ma’am she stared at me and with an upset tone yells at me Fine fine!| And walks away from
me. [l(QXE) stormed off in front of my Sgt’s who were right behind us in such a way that | was at
a loss of words. | immediately calledl B who was our newl 6) NEe herwhat had

happened because | didn't want her to be blindsided on the situation because (b) (6) had
previously told MI was being disrecpectful before when | supposedly didn’t give her an
appropriate greeting of the day, IW had then told me not to worry about it. That was the
last time that] ever really said anything to me about the series. On Wednesday April 159 |
won’t ever forget that day, .mspoke to our new Marines. She played them a tampax
commetrcial called “throw like a girl”. After she spoke to the new Marines TOXOR=me into my office
upset about what the new Marines were told during the brief she couldn’t even tell me she wanted me
to hear it from them and so I did. Those Marines told me multiple things that disturbed and upset me.
They told me that their eagle, globe and anchors were just given to them they didn’t earn it. That their
stats were so horrible that they brought the whole hattalions average down and now the other

companies had to pick up our slack. She asked who ran under 21 mins on the final PFT, we had about 4
300 PFT’s when the Marine who ran 20:30 stood up she asked her if she ran a male 18:00 flat and that it

wasn’t good enough. So she pretty much destroyed everything that we as [[DJ@)] instilled in

them over those 70 days of training. On done hearing what they were telling me 1 told my
_ what happened after that [J[(@X@Jand 1 spoke ¥ |(b) (6)

who told us she is always there in those briefs and that those Marines were not told an hing out of line

and that they misinterpreted what was being said to them. My | ] has been

belittled and dj in front of her junior enlisted Marines {Sgt’s} on multiple occasions byl (6)

| ho was the mmen we started the cycle, had [(QXGRn March and

she never came back to our company nobody talked to us about it, the one senior enlisted Marine that
took care of us was taken from us and no one even talked to us abouyt it, that’s how they treated 3 20 yr
OW are we suppose to get treated when a senior enlisted Marine got treated like that. In the 13
years that | have been in the MC | have never witness or experienced this type of behavior from a
The iast couple of months at fourth Bn were worse than as brand new JIQXG) being on lights
for 67 days. | have really thick skin and I am a good Marine but I have never felt this way as a leader. |
was amm was treated worse than a recruit on parris island along with my Marines. The
Command Philosophy talks about hazing and customs and courtesjes yet the unprofessionalism that |
witnesse rienced goes against everything that is being preached in the battalion. Favoritism is
a big oneWs known to be the favorites and everyone in that battalion knows it. | didn’t want to

write this statement | wanted to forget about my experience at 4thbn however | am writing this for my
Marines that are still there trying to make it out in one piece.

OO R wet

2812

(6




UNITED STATES MARINE CORPS
4th RECTRUIT TRAINING BATTALION
MARINE CORPS RECRUIT DEPOT
P.O. BOX 17001
PARRIS ISLAND, SOUTH CAROLINA 29905-7001

N REPLY REFER TO
©)©)
From: H{JN(S) 4th Recruit Training Battalion, Recruit
Training Regiment, Marine Corps Recruit Depot/Eastern Recruiting Region, Parris Island,

5C
To: Investigating Officer

Subj: Official Statement in Regards to Command Investigation

1. I have held the billet of the [[(QJE) l ac g
Recruit Training i ince 27 August 2012. At 4t Recruit Training Battalion I am a

Ba
member of the (b) (6) and fo approximately one year I have worked under the
leadership of

2. During a Battalion staff meeting, I recount an incident involving (b) (6)
OIOM here ny subject matter expert knowledge was questioned directly in front

Of my peers and subordinates. This is the first incident in which T felt
uncomfortable providing information to the IMn a public setting.

3. On 10 March 2015, there was an exchange of conversation during an end of cycle
brief between myself and (b) (6) I did not preovide es, ma’am” response
when asked to take specific action, and as a result M response
towards me created a hostile atmosphere for the remainder of the brief. At the end
of the brief, (YN stated, “And I'd like to speak with (b) (6) afterwards”.
In my perception, the tone of which the m_required m

seemed threatening. The post-meeting which was limited to (DG
(b) (6) and at the time, I(b) (6) and
I, took a roximately two minutes, The minimal length of the meeting was a result of
Mremoving herself from th € wWas very angry towards me.
Before exiting the conference room, W‘ordered that| and T
resolve the issue prior to leaving. Two days later, I crossed paths with [QKG)

OIOMM i~ an informal setting, and @I_stated that I needed to “ger

her calendar sometime next week”. At no point was I informed the reason |W
(b) (6) wanted to meet. Again, from my perception, and with the very recent
occurrence at the end of cycle brief, I felt uncomfortable.

3. The incidences that occurred during the end of cycle brief and the post-meeting
were never discussed between mﬁ and I. As a result, I have felt

uncomfortable in the work place. It has affected my involvement and interactions at
Battalion functions, in particular, those which reguire that I provide information
to individuals present. I sought counsel from peers, my civilian supervisor and a
peer of due to how negatively influenced the above incidences
affected me persconally and professionally.

4. If you require any additional information or would like me to elaborate on any of

my remarks, please dwto centact me at (b) (6) or my

.
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Summary of Interviews with Marines of (b) (6)
(b) (6)

Question: What did you feel was the tone and message of the End of

Cycle class with the (b) (6) £
(b) (6)

- The tone was very intense. We need to work harder,

- Agreed with (b)(6) that “males will not respect you unless

you meet male standards.”

| (b) (6) ____

- “Your male counter-parts won’t respect you unless you meet male
standards.”

- PT-wise we need to improve ourselves; know yourself and seek self-
improvement.

- I was asked to stand up for falling out of the crucible hike. “Some
people were upset about being asked to stand up but I wasn’t.”

[(b) (6)

- “"We all thought we were going in for a positive talk but ended up
getting scolded for an hour.”

(0) (6) _

— The point of the class was to seek self-improvement.

- She (b) (6) | did have people stand up and it was embarrassing

for people that fell out of the hike.

| [(b) (6)

- The tone was very intense. I felt motivated to strive to be better,

—.Did not feel like |03)(6) singled people out.

- She tried to motivate them to be better and not settle for being
mediocre.
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Question: What was (t» (6) position on sexual assault?
I(b)(G) was the onl

one_who_had any recollection of words
on sexuval assault and said Mused words to the effect of

“We shouldn’t cry wolf. If you make a mistake and sleep with someocne,
don’t cry rape.”

(b) (6)

Does not remember the class and has nothin

 (b) (6)
Does not recall what the message or intent of thel(to (6) was.

V»{W’ 20'5/

g

g to say.




Summary of Interviews with Marines of ((b) (6)
(b) (6)

Question: What did Eou feel the purpose and tone of the End of Cycle

class with the was?

) |(b) (6) _

- We thought the purpose of the meeting was supposed to be
motivational.

- It was not motivational. “None of us felt goed about it

afterwards.” We felt like we earned the title and she [ (b) (6)

basically told us that we weren’t good enough.

~ “She said we weren’t as good as the males on PT and we didn’t shoot
as good either.” She left all of us doubting ourselves.

WIO)

- The class was supposed to be on female Marines and how female
Marines are expected to behave. It ended up being a class on “how we
are looked down on by our male counterparts.”

- Felt like she was looked down upon and that was wrong.

- The tone was not very supportive. We had just gotten done with the
crucible and the W’had brought us down off that high.

- "I do feel like the point of the class was to be tougher and
stronger.”

-  She L(b)(6) ' was calling out the DIs and that was not fair.

She said the DIs were not motivating us enough or pushing us hard
enough. She made little comments like “if you didn’t do enough
pullups or run fast enough, your DIs didn’t push you hard enough.”

- I felt we had the best DIs and we were pushed and motivated. I felt
like we’re better, faster and stronger. We are emoticnally and
mentally improved because of our DIs.

- The (b) (6) said that we need to compete better with males. I knew “we
had to brush it off because males do view us as weaker.”

- "I like to compete with males but she [M was talking to

us in a negative way.”

- Many of the Marines were offended and took it personally.
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D) ®)

- I thought the class was supposed to be about how to conduct
yourself as a Marine.

- The class turned into “how we’re never going to be as strong as
males.”

- Most of us thought the class was negative. Afterward some girls
were crying.

— We were disappointed because we had not earned the title and thelmﬂ&
ade us feel like we had not earned it.

- When someone fell asleep, she | (b)(6) said that we had no

discipline and that “You’re DIs have failed you.” It was definitely a
negative tone.

- After the class some girls told (b)(G) , and (b)(6)

told us later in the barracks that “You are my Marines.” She told us
she was very proud of us and that “in my eyes you have earned that
title.” She also told us not to take the (b)(6) comments to heart.

- "No offense Sir, but this was only the second time I met my

(b) (6) and it meant more to me to hear my DI say she was proud
of us than to hear my [[(QYG) say we suck.”

OIO)

- I don’t know what the purpose of the class was, I only know that

the JOIG was upset.

- The tone was not good.6 I was pulled out of the class because I had
to have lunch with the(M()but from what T did get out of it, it was

negative.
- I was not there long enough to hear much of anything else,

(b) (6) was the only Marine of the group to recall any comments on
sexual assault

There were comments made about rape and that sometimes females put
themselves in that situation.

(b) (6) used words to the effect “going out drinking and putting
yourself in the position of being raped. If ycu go out and get raped
don’t complain because you put yourself in that situation”

These words were not exact, but the “message wa
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Subj : COMMAND CLIMATE IN THE CASE OF 4TH RECRUIT TRAINING BATTALION

Unit: [(OXE) uit Training Battalion, Parrig Ieland, sc
Billet: J(YX@)

TOS: Five monthse

3. The command climate at. raining Battalion is for the most part
very positive. fosters an environment that encourages
small unit leadership. gne allows Platcon and Series leadership to make

€ach well researched recommendation. This environment has Cxeated a very

Positive change in the battalion, whe h s it leader knows that theixr
opinion is valued, With this, the has also szet the example
for hexr Company Commanders to emulate and pass on te their Series Commanders. I

believe the only negativity that stiill exi is betwee le individuals
Imai .Iﬁlﬁ and are

that still harbor resentments against |
‘distrusting of any leadership because of it.

4. foe point of contact in this matter ig (b) (6) at (b) ©)

b) (6)
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B
From: | |(b) (6)

Sent: Friday, December 19 2014 6:53
To:
Subject: MFR

Signed By: (b) (6)

On 18 December, | determined t t it would be in the best interest of the Command to remove (b) ©) fram her

position as 1 [(b) (6) 2% months, J{QXE) and | had been engaged in t&inﬁ to

Mate, resuiting in reassignments of severa| personnei, to include .

merit of thejr recommendations, she stated that she didn't know. It wasn't that she thought better, but
ime they discussed a problem and potential solutions with her to the time she made a decisian, the
course of action changed drastically. She also seemed to have issues with [ I Aq I:< previously
documented in her and | provided her several resources to ensure she could find assistance, which she says she
did, :
When i first became aware of the issues, | contacted [lIQXG) and spent about two hours talking through
what she perceived were the problems, She essentially stated she didn't want command and had zero desire to do the

job and iead people. She stated that she wanted to quit and that she was extremely unhappy. She said that she hated
Parris Island and had never wanted to be a[IG) orl@x_for 4th Battalion. Of note, she
was put in the position of (b) (6) despite the fact that she did not have the most experience or time on
the depot. Rather than allowing her to simply throw in the towel, | spent about 45 minutes with her every morning
planning out how we could maximize her time with her Marines to build relationships with them and improve her

decision making processes. |t was clear that she had z very dysfunctional relationship with her | |(b) (6) resulting
in a toxic climate. We talked through the importance of making sound and timely decisions and having her finger on the

After approximately 45 days, she approached me one morning and said that she believed the utility of the PME sessions
had run their course and that she wanted to be given the Opportunity to prove she could do the job. I agreed to her
request, but continued to follow the company closely to ensure progress was being made.

Approximately 2 weeks later, her compan at the birthday ball, and almost every Marine was fully
intoxicated. The night of the ball one of her MM ][ ©) | |(b) (6) continued to be concerned
about accountability and the morale of the @Mmpany. Issues continued to escalate, and after approximately 30 days,
things came to a head w e (b) (6) came to me and demanded to be transferred because she stated she
can't work with [} Because of [JIQJG) ontinued detachment from her company and its issues, the
Marines (including the officers) have gravitated to the I[OXG) further exacerbating the command climate
problems in the unit. When | spoke to JQXE) about the continued problems in her company, stating that {
thought she had been making progress late in November, she said that she had taken my guidance on board for about 5

said again that she never had any desire to "manage people” but would prefer to work with data instead.

After ensuring her safety, ! told her that | would speak to her after the end of cycle debrief. | askedl (6) %
3 minutes of his time following the meeting to let him know | planned to relieve her and reassign her to another
company to be a JIOIG) In light of our officer shortages, this would be the only tenable solution. | had
made him aware of the issues with the (b) (6) months ago, and during our meeting he did not ever
indicate that he did not concyr with her relief, He only expressed disagreement with her reassignment as (b) (6)
bout the possible options and | expressed to him that | can't afford to have her leave and have
nor do | agree that she should be moved elsewhere since this had been a previous practice by the
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command with negative results. His exact words were "let me see if | can find another option." He never specifically
stated "do not relieve [[QEQ or any other words to that effect. When | brought up the staffing shortfalls, he snapped at

When left my office he saw JIQIG) waiting for mei aut did not say anything. | sEoke tol @) ]

informed her of my decision and ensured that she wasn't going to\ because she wasl 1 did not
inform her of who would replace her or where she would go because of what [QEXCOMhad said about finding another
solution. She then left and | went immediately to pick up rehearsal. Approximately 35 minutes later, | returned to my
office to find an email from (b) (6) telling me he wanted to be clear that | understood he did not want me to relieve
(b) (6) WReITR heard back from him. | immediately emailed him back to tell him that was not what | had heard during the

time and basically told me that [ was wrong and he had been clear during the conversation. in his response, he implied
that I had deliberately disobeyed his order not to relieve Understanding that he was clearly angry, I called him on
his bb to explain that | honestly did not interpret our discussion the same way and | tried to explain my reasoning. He
began yelling at me on the phane and said he wasn't willing to discuss the issue on the phone any more. | then tried to
ask him if | could come and see him and he said "OK| A guess you need for me to give you direct orders. | am
directing you not to speak to me about this on the phane." | asked again if | could schedule an appointment to come see

him in person, and he said "I am giving you a direct order not to speak to me about this." Asa result, the situation is still
unresolved.




Summary of Interview with [Q)XE

8 June 2014

Question: Explain You relationship with (b)(6) R

Answer: Not personal. Although I am the closest to her here on
Parris Island to include her counterparts (peers). I have friendlier
interactions with her than most.

Question: Do you attend events tegether?

Answer: Not a lot. She is cut and about a lot. She tours a lot. Her
average workday is 0630 to 2000.

Answer: I choose not to tour around with her all the time because I
think our Marines wont trust us if we are always around. She is
always “so there” that even the good ones feel they are not trusted.

, “ (b) (6) ”
Answer: Several Marines have asked me does the rusts me?

Question: Does [[ODXE) take your advice; do you feel

comfortable giving that advice?

Answer: T feel my advice is taken from a technical perspective. She
Wwill listen to me as a subject matter expert. However I don’t think
I've ever been free to tell the emperor that she has no cloths. She
defines herself and she doesn’ t necessarily take advice.

Answer: On or about the time the investigation was announced, I
approached the (b)(G)and sald that I feel like T had failed her by not
addressing the climate issue. I(b)(6) responded by saying that
she was offended that T would try to box her in that way. She said
“if you think that’s your job..it aint!”

Answer: I belive Kb)(G) is proud of that aspect of her

personality to a fault.

Question: How do you perceivel(b) (6) approach to the members

of her command?

Answer: Her problem is her method. Her methods are so severe,
especially when dealing with her officers, that they can’t get beyond
how she makes them feel, and her message is lost. They can’t get
passed it and fix their problems.

Answer: She is especially unrelenting on her officers. Her
Justification is that if they are not right, Marines will suffer. But
again, her method is so forceful, her officers can’t believe in her.
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Answer: Oftentimes when I know a conversation went sideways between
the (b) (6)-.- one of her officers, I711 gc talk to the Mto ensure
they know the message that thelmﬂmwas trying to convey.

Question: Does she act differently to those she does not like? Is it
visible?

Answer: Yes. If she feels like she has corrected ¥ou once and she has
not seen immediate improvement, she cannot bring herself around to
“faking” expressions of friendliness or that things are ©K.

Answer: Is it visible? Yes. She cannot project an even keel when it
comes to that. Because she is out and about sc much, she is always
watched, and everyone watches her and notices that when she has a
problem with. someone. She cannot hide it or pretend.

Answer: She does not have that ability. She does not do a very good
job of showing she can move past problems with individuails.

Question: Do you think the Whas fostered a climate of reprisal?

Answer: Yes. I do think she has inadvertently fostered a climate of
reprisal. She is unrelenting in her standards and expectations. I
will caveat that by saying that it’s in the best interest of the
Marine Corps but people are looking to her for inspiration that she
just can’t provide.

Answer: If you ask me, she is wearing the wrong rank. The Gunnys

should be making the corrections, not always the (NG

Answer: She is also unrelenting on herself. She deces all the
crucible hikes, wearing the male equipment list.

Question: How do you think the (tD (6) relationship has affected the
climate?

Answ%ré When I check in during July (b) (6) my first conversation with
thel(M)centered around convincing the Wﬂﬂnot to conduct an NJP on a

particular individual. I thought that was a bit off.

Answer: The two would constantly but eads because their
philosophies were s=o different, the W:ould never get on board with
the The felt that she was protecting Marines. The @I@feit
undermined,



Answer: One awkward conversation occurred in September that turned
into a shouting match in the office between the two of them. The |
became openly defiant and it was a shouting match of
unprofessicnalism,

Answer: This relationship definitely had an effect on the (b)(6)
relationships with others.

Question: What are your thoughts on the Meeting with P Company?

Answer: That “pretty much went sideways” after the request mast
piece. She just went off and it was pretty bad.

Answer: It was like a tennis match. [((QXE) = would challenge
the [QXG) i b) (6) would give a startled look and
(b)

try to answer, then AN would fire off another questicn.
Eventually [(QK@] eyes just glazed over and she checked out. The
Marines saw all this. It was bad.

Answer: Afterward I stayed back and tried to explain what happened
since half the company had no idea what was going on since they were
not even involved in the hike.

. . (b) (6) , N
Question: Did the -correct recruits, if so, how often?

Answer: Yes, weekly she would see drops or recruits being recycled.
There were specific individuals she wanted to see, recruits with
attitude issues, overweight Marines or Marines with integrity issues.

Answer: Most of these were professional, but she would get agitated
if a recruit failed to take responsibility for their actions.

Follow-on question: Have you heard the ﬁ!ﬂyell at recruits in
her office?

Answer: Yes, Absolutely. There were at least two instances in
particular where the ﬁwﬂactually velled, or rant if you could call it
that, at a recruit in her office. I can only remember one but it
involved an overweight recruit.

Answer: ©Now I just walk into her office if I feel the
conversation is going south or she is going to get loud.

Answer: At least bi-weekly Kb)(G) would correct a recruit for

not saluting in the hallway or not act accordingly -~ basically things
that a DI or SgtMaj should do.

Follow-on Question: Is that the norm for a.l(to (6)



~ Answer: Not when I was a drill instructor. [JUOKE)

interjects herself in situations her DIs should handle. For instance
on hikes, during PT, those types of things. But I have never done a
crucible hike but that’s what I‘ve heard.

Question: What is the tone of the Post-crucible classes with-Kb)(6)

() (6)

Answer: Well, we’ve done around 20 of these classes and the tone of
the class would change based on how the [(OXOBre1t that particular
Series had done. It would be either positive or negative. The
nessage was essentially the same but she would bring up specific
events that she felt the new Marines underperformed in.

Follow-on Question: Does thela»(G) hold recruits to higher
standards?

Answer: Yes. She has an cbsession with equalizing disparity
between males and females. The believes females get promoted
faster, because of several factors such as having some college, but
she feels females have not earned that right because they are not
maintaining the same standards as males. :

Answer: She is hard on herself toco. She normally participates
in the c¢rucible hikes carrying the male load, but hasn’t been able to
because of (JUGM. she has been going to medical and is

finally bein
forced to go on [QNQN.  sometimes she has roblems with Imﬁ
I ——— (s

Follow-on Question:- What was her tone with the recruits from

series (Y] (6)

Answer: It was a negative tone. She had a problem with that
series because they did underperform, and they did ot do well during
their battalion commander’s inspection. The Mcombination
was not very good and every evaluable moment did not go very well,

That particular discussion with Series [OX®)vas colored by this and
that affected the tone of the class.

Ounestion: What do you feel the(b)(6) message is to her

Marines and recruits regarding sexual assault?

Answer: Her message generally to recruits is to manage cne‘’s self.
She also understands there is a dirty little secret in the Marine
Corps that when a male and female get drunk and have sex, there is
only one person held accountable - the male.



Answer: She tells Marines and recruits to be hard targets and she
definitely puts the word out not put themselves in that situation.

Answer; I don’t believe it’s too off the mark but if anyone has g
pProblem with it, it’s because of her Position that “when two people

Put themselves in that position, two people are responsible for the
outcome.”
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I, __(b)(G) s make the following free and veluntary statement, I make this statement of my ©

free will and without any threats or promises extended to me.

The current command climate in Fourth Recruit Training Battalis M 5], has been greatly affected 2y the
revi ¢limate. I have checked in to 4th Rrpr oo ((ONC) and T was asgsi any as a
wto other (DICOHEE 1o [(HYG) L The | at the time

was - When I first got To tne Battalion T thought that the climate was Very goocd,
HoweVer, 1 Changed my opinion within a few short weeks. fThere was an extremely pervasive climate of distrust
among all of the officers and Drill Instructors. The Drill Instructors 1t 14 the Seriaes Commanders we
merely safety offi i €. During my first week as a I started to have a
broblem with my M because she started to rais Ler voice and tried to argue with me in
front of recruits. When I talked to the |m_, m@ﬁ about it, she told siust ink
yourself as a squad leader”, and I would be okay. This was the mentality of most of the at
the time. As a prior enlisted Marine this did not sit with me very well. All of the officers in the Battalio
had very poor relationships with each other, and gossip was rampant. It was not an inviting atmosphere for new
check-ins at all. &Al1 conversations took place behind closed doors, and only s e had friendships or
outside interaction with each other. There were many openly spoke poorly
her peers tec me, and it Wasz apparent that the CommuUnicaLlion DeLween the companies was very minimal.

under [QXG) I did not understand the measure for success, [((QKE)] ____JOn g

Stressed the importance of the aesthetic aspects of recruit training. She was concerned when something did ns

t
look right. ap d during & PT session when several VIPs came cut te observe training. Weeks
later, the mentioned that the pr event “looked ¢razy.” However, she would not expand on
what s 30 that I could correct it, Another example was the return hike from the Crucible. ﬂﬁ_

Was very concerned about the distance between the hike formation, the road guards and the safet
vehicle. However, theve was very little emphasis ever placed on heat cases, They were simply expected, and w
were never asked background questions regarding what led to the heat injury, or what may have been done to
prevent it. It was very hard f to determine what the measure of success in the Battalion was at the time.
I was told by right away that our statistics did not matter, that our attrition did not
matter, but CICNAONCAETILL Instructors were sy posed to be demanding. Based on the lack of a measurement, I wa
not sure what they were supposed to be demanding. 1In ny opinion we were pProducing new Marines who had a very
minimal grasp of the Core wvalues and who were only surviving based on fear of failure, which is supposed to en
after the first phase of training. We were not doing encugh to develop them. On the same hand, we were not
doing much to develop the Drill Instructors, "or to hold them accountable.

My understanding of what was acceptable conduct from Drill Instructors has been a learning process. When T wa
in the Course, I had very s ecific questions about the conduct of priil Instructors, becaus
I was a recruit. When I was a recruit leﬂjicﬁ two of my Drili Instructors were taken off of my platoen, and

believe they were voided. The most experienced Drill Inmstructor in my platoon actually choked a recruit, and my

Senior Drill Instructoer force fed the whole Platoon and made us chug water until we threw up in the squad bay.
Thus, I had a few things that 1 already knew were dead vwrong, but there were other things that I was not sure
about, because I just thought they were Part of the experience. When I asked if tornadoes, or dumping
footlockers were actually allowed, I was not given a direct ansye d g 25signed to Co Hﬂ I was told
that they are absolutely not allowed., However, I heard other ( ) (6) i

their squad bays. This kind of inconsistency the knew it, Many times, whe
wwas relieved, or sent to another Battalion,

& series was hawving Fteoccurring problems, the
(b) (6)
was one of my Marines in Co . She was the subject of an investigation for events
traind 7 of my first full cycle. She was also going through some personal
The Battalieon and Company were aware of this, but they did not tell
R counseling with her. &t the conclusion of the

that happened on,” or aroun
stress due to her
me, and the Marine did not tell
investigation

or she would face non-judicial punishment. We all

on for hec dCULIONS,
was placed on quota in the company office. The [(QNCMMtnat we all received wer
Jat:] bres

identical, and they sald that we were disengaged leaders. At the time this was 1 onic

complained about how much I was around and how invelved I was, When I asked o
ow I ¢ i ¢ She did not have daly tangible things that I shouy
lateromE returned from her quota and resumed working as a

explain what that meant, or specifi
At that time her disciplinary violations continued, and she never learned to accept

do the future.

responsibility for her actions, and ver even understood why they were wrong. I believe thij 6
siﬁnificant trend among Mat the time., =& year later, I learned that the w

dctually let the conduct a tornado in the squad bay in her presence, and that
video tecording of it on her phone. She told me about the recording. she also said that she and Wh

knowledge of what happened that night in the squad bay, but they did not tell me about it,

to have s ntiated allegations. T was
Mand I can all accept a [CIOHEE
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1 was having a difficult time understanding what right and wrong looked like within the Battalion, and I

questioned everything that I aver thought that I knew about leadership, or even the Marine Corps, t an
absolute breaking point, because the expectations were never consistent. Right before

(b) (6) change of commander, she began discussing how she wanted to shape the command before she left, At that
time, I asked that she either send me toc another Battalion, or move me to another compan I felt that the
climate, particularly in my company was toxic. I pick nother QIGHEM . ;) o) ©) Rast the same
times asﬁhe Battalion change of command. When SeriesWraduated, (b) ) moved me to
Company and [DICHEEEEGEGEN.. - brought to Company Bl

1t became rent that she was

not geing to tolerate avoiding daccountability. The and the addressed each
conl ered their expectations and the command philosophy together. The three pillars of (b) (6)

command philosophy are confidance, accountability and pride. She relayed her expectations to
us in very clear ways. One of the Very first i ractions that I had with her, was her correcting one of my
Drill Instructors, myself and M She overheard a Drill Instructor say “fuck” to
4 recruit when she was walking up the ladder well, and right after that one of my Drill Instructors used the
word “freakin” multiple times during a class to the recruits. S5he told us that she thought that we had 4
problem with profanity in the Company, and that it was not acceptable. She asked us if the word “freakin” was
acceptable around recruits, and we said that it was. She then told us that she didn't want the Drill
Instructors to use words like that. She was direct, and firm, but I understood her expectations. Tt was s
little unnerving at the time that it happened, because it is never comfortable to be told that you are wrong,
However., I dust ka i o my job as well as I could, and then I had a new standard of measure to help
me. | will s$till correct a Drill Instructor for using filler words from time to time,
but she does understand that it is a hard habit to break and that it’s not a dizect vioclation of the RT
does not have a zero defect mentality. Since she has been here, I have never witnessed her, or thel
counsel a Marine in front of a recruit, or in g way that was incpnsistent. The only disciplinary acergng that I
know about have been in the case of someone who has had multiple warning and counseling for the same offense. on
the other hand, I have wi ed h ive many Marines in this Bat alion s ances. I an ample of
ehat, as vell ae, (NG G Vo R Tk (0) (6) WSO © - R

that there are many more that I don't have intimate knowledge of.
As soon as she

(b)(6) raised several complaints to her attention through the
first survey. W and the [(QKE)] spoke to the whole Battalion to address these
concerns and see what could be done. One of the complaints was that in the pPast Drill Instructors have been
selected to be Senior Drill Instructors (SDI) whe did not have adequate experience, and the Drill Instructors
believed that the previous command played faverites. They did not understand what the standard of measure was
to I, and they wanted a formal proceduze i to select the SDIs. (b) (6) and

got together with the and came up with a board Process to confirm the
company’s nominations for SDI. They arso published the requirements to hecome an SDI and a board schedule.

Nominati ibted to the board by the companies, and th ded in person by a panel that consists
of the M the Im_ and one i

_ or higher from one of the
The board approved or disapproves the nomin i
| |(b) (6) has the final approval. I believe that there are some Marines who have taken an issue with this
process, and have complained that there is still favoritism. However, I have sat on this board, and I fail to
see that is possible. Tt is conducted in the same manner @35 any other board that I have sat on.

ays is,

6 have alsc been Very angry with other who are not able to fulfill their duty
¥

a3 Urill Instructors, due to injury, pregnancy or disciplinary action, and are still collecting SDA pay, wearing
their campaign cover and getting their DI ribbon. There have been several brill Instructers who recently got
pregnant, and two of those were planned pregnanci e Ccomd quota. This has a tremendous
negative impact on the Battalion. M&ndmalso spoke to the whole Battalioen
about the personnel shortage problem and asked for their input. They have been working to combat sevaral of the
contributing factors to this problem. The Drill Instructors routinely complain about who is selected to go to

CCS, when Drill Instructors dre selected to go on quota, and when they return. The result is that when someone
is selected as an SPI or CPI who has been granted a second chance or some kind of waiver that there are Driil

Instructors who don’t like it. They do not understand the bigger picture and all of the ints that are

rlaced on these moves and how man ctors are invelved. There are also a few Mwho don't

understand that part of a job is to nurture Marines, and allow them time to heal or recover, and

then get them back in the fight when possible. There are a few .m_lwho routinely Request Mast or

file IG complaints, who want the benefit of the doubt and special treatment for their circumstances, but these
& the same people who are unwilling to give anyone else a second chance and complain if the .M

| (6) does.

Cne of the major problems that the Battalion is facing is a manning problem. We are always operating below our
T/O. Due to the structure of our training we are faced with a higher op tempo than the other Battalions. When
4 male Battalion is on company track, they are able to spli thei erages betwasan a much larger pool of
pecple, especially the officers. 1In addition, the et outpost in a male
Battalion, but they do not in 4th Bn. When that is combined with whe get pregnant, who are on
quoLda, who are at OC5, or are pending some kind of investigation, the Op tempo is extreme. The (b) (6)

(b) (6) has been constantly trying to address these problems at her level and above, and it seems like

is a great deal of resistance and animosity from other commanders due to her efforts. The

has our best interest at heart, whether that is fighting for nmore manpower, for better facilities maintenance,
0T to increase our level of integration with the other Battalions. I bring these issues up, because they are
problems that stem from outside of 4th Bn, but they have a tremendous impact on our command climate. Our Drill
Instructors are worked hal and they deo that without complaining. However, our Drill Instructors are
exhausted. Mhas been trying to address these problems, but she has been met with

great resistance.
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I have never witnessed the [[QIG) ) 6) d2hore a problem that was brought te their

attention. One of the complaints about the (b) (6) was that she was new and about
watching actual training. In my opinion, one OF the best things about [DNE) 1 is that she

makes time every day to visit at least one Or two Series out at a training event, not just in the squad bay or

She has a genuine interest in how we are doing as a unit and as individuals. She

has always encouraged my Drill Instructors and I to be open and honest with her. I have made a habit of pushing
information up my chain of command when I encounter any problems, or challenges, and I have always been
supported by this chain of command. However, there have been several other officers whe have not been honest
about things happening in their own company or series, and then they get defensive, aggressive and disrespectful
when they are asked questions or challenged.
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Standard that we are supposed to strive for. Some Marines in 4th Bn just don’t want to.

I don’t thiii ihat anyone in this Battalion has any reason to fear reprizal from the|(b)(6) or

If anything, I think that they have gone above and beyond what is necessary to
Drill Instructors. I have never seen her act in a way that is emotionally charged
but she has a stern tone that some People find hard to handle when it is directed at
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eve this is where some officers in the Battalion have gone wrong: they simply don’t
rying to cover for their Marines for something they have allowed to go uncorrected.
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days it resulted in a physical altercation that resulted in one #JP and both [OEGOM:e:y. relieved. The Company

hat they never saw it coming. Prior to that one of the I was struggling, and she

has struggled the entire time that she has been a Drill Instructor. She wanted to do what is right, but no one

e she did not have very much confidence. When she finally started asserting
hip did not develop her or support her decisions, and they allowed her to be treated
icult.

& problem in this company is a breakdewn in the chain of command. Several Marines
ir series or company chain of command to address their problems. These Marinii

happen to all be Marines who have multiple disciplinary violations, or who do not want to work as a |
They have develeoped a pattern of Requesting Mast or filing an IG complaint when something happens

e case of one individual, she doesn’t want the company to allow special
take care of her child wever 08 Marine has a child of her own with JIDIG)
very Wednesday morning during PT. That means
for her from other || The [(QIC) tried to address some of these
se, but the(b)(e) just ignored the problem. As a result, this Marine
after complalnt against her fellow for things that she just didn’t
Ell the while is Marine continued to find ways to get out of work and
( did nothing, and did not communicate the problems that
in a timely manner. This Company has been held hostage by fear of
of Marines. As soon as I took (b) (6) this problem was raised to my
the Marine missed a movement out to ELhe range, because she overslept., As soon as
t she had to take her daughter to an appointment that she had not scheduled or put
her chain of command. That left us scrambling to find a replacement for her.




‘Later the same when she returned, she spent the day making disrespectful and snide remarks Lo her fellow
causing more_stress. After the Series returned from the range, I called the Marine into my

office to talk to me and thel(b)(6) - I asked her why she missed the movement to the range, and she replied “no
excuse.” I tried to engage her in a dialogue to see if there was an underlying problem and she would not talk to
me. I asked her if there was something that was causing her to have an issue with her team and to give them an
attitude, and she would only speak to in hypothetical examples. The (WEOM and I were clear that if there was a
problem that we wanted to help, and that we expected her to stop making snide remarks that are disruptive to the
recruits. She said that she understood. I told her that she would later recej seling from her |§

for missing the movement. lLater she was asked to go see the W and she told the
|_ that she thought that the [(QNCOM was telling me lies about her and is causing her to make me not like her,
I do not think that the Marines in this Battalion are afraid of reprisal. I have not seen anything to suggest
that there has been reprisal against any ignificant number of Marines who were not held
accountable for their actions under the I and now they do not like being held to account.
Now some Marines are using Request Mast and IG complaints as a way Lo get revenge.

I do know that the (b)(6) and the JEOIO) do not have a very good work relaticnship,
I think that [JOIG) is frustrated, because she has been working so hard to try to improve

the Battalion and our work environment, and it does not seem like she gets support for the big picture issues
that we face. However, I have never seen her act in a way that is disrespectful to him, I don't think that it
has affected the Drill Instructors or Officers negatively, because we do get most of the support that we need
from the RFTR. I have alsc seen email chains between the two of them that I was cc’'d on, and their communication
seemed professicna ever, 1 think that we are facing multiple issues that are really HOMC
issues, which the I is trying to help prepare us for, and it does not feel like we ar ing
sSupport . We know that the Marine Corps is moving toward the further integration of females., The

has made it one of her priorities to ensure that we produce the highest caliber of recruirts ChGT we
can in order to improve our credibility. First Battalion seems to be the only other Battalion that is
supportive of us, and is actively working with us to foster a good working relationship with us. We would like
to have better work relationships with the other Battalions, but frequently we are treated disrespectfully by
their officers and scmetimes Drill Instructors. We would like more support from the RTR in this regard.

I think that the command climate of 4th RTBN is very good on the whole, and I am certain that more Marines would
attest to this is given the opportunity. I know that most of us didpn't spend very much time making positive
remarks on the command climate survey, because we are mostly very pleased with the way things are going, and we
are always pressed for time. When I first came to this Battalion, things looked okay on the outside, but there
were serious RTO violations occurring on a regular basis. People walked around completely stressed out and
depressed, because no one knew what was eéxpected of them. Things are very different now. The Drill Instructors
are more rested, despite having & heavier work load. Drill Instructors are helping each other out in other
companies, People want to go to Battalion functions and see each other. Marines are being rewarded for their
hard work, and Marines are leaving this duty with good experiences, and Marines who continue to make bad
decisions are being held accountable. I personally have gone from feeling like I couldn’t wait to get out of

the Marine Cor to Wanting to continue in my career. That is completely due to the mentoring and leadership
o« IROTC Ml
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| (b) (6)

From;
Sent:

To:
Subject:
Signed By:

| (b) (6)

Wednesday, June .

Good morning sir,
Per our conversation last night, I can only think of a couple more incidents,

1} In May 2015, | was waiting to meet with (K@) in the commangd post lobby. While | waited seated on a
couch, | could hear the |(b) (6) and [(OXG) discussing the results of the command climate syrvey
through the closed door, (L)© I something inaudible to which the epfied disdainfully, 'm will
say anything to save herself.." | wasn't 8avesdropping, this is what | heard when [ came in and sat down to wait, | also

heard her say to the [(QKB) "if this has been an issue, why am | now just hearing about it?" to which the [QEQ) eplied
something inaudible.

2) Another issue | observed was how (b) (6) interacted with recruits. During a crucible hike to the lwo Jima
Monument back in January 2015, | observed the [OXB) yelling directly at recruits who were not keeping
up with the series, She eventually talked to the ) ©®) Y having the drill instructors better motivate the

y lost her bearing velling and the recruits like a drill instructor. Additionally, | have observed the
yelling at recruits in front of the command post for not saluting her yelling "Oh my god!" or "are
e issue is not the correction made to the recruit to salute officers, but the tone and manner in

which she did it, she seemed hysterical and lost her bearing. The Imwas there as well as other SNCOs who she
could have had do the correction, or she could have calmly corrected the recruit on their mistake.

3) In March 2015, [(QXG) kicked me out of a staff meeting to get her an update for a meeting she had withl Q
(b) (6) i

specifically whether or not the rooms had their thermostats installed. 1 had already given her the answer earlier in the
day, that they were not complete yet, but she wanted to know when FMD wasgoingtodo it. So, in the staff meeting
when she contemptuously asked me if | had the update, i told her ! stilj didn't know {FMD couldn't confirm to me when
they'd have a tech arrive}, she told me that "I You need to leave to get me an update before m eting, please do so0."
To which I of course said "aye aye Ma'am" and left. | went down to FMD, spoke with mho gave me the
same answer | received earlier that day, that he didn't know when he could have a tech continue the thermostat
installation, He was short staffed that day, had techs out at higher priority calls, but promised me he'd a have somegne
come do more work that afternoon. This is probably not that big of a deal, although | was pretty embarrassed to be
asked to leave a meeting.

4) In March 2015, she held an officer seminar to discuss topics tat included an article based on the movie "Mean Girls."
I've never seen this Mmovie, but from what was discussed, thes the "mean girl." It was almost ironic hearing her give
that training since it was literally the pot calling the kettle black. As long as she has so e to focus her

are usually safe. That Marin to change between officers e.g.
(b) (6 .
| 0 me, me to I— to thellll etc. During those

receive the normal email résponses the she would send if | wasn't on her list. .

periods thét ' was on her ist, | wouldn't

5) ltis my opinion that (b) (6) has improved the caliber of Marines graduating recruit training in areas such as
marksmanship, testing, and drill. However, he lack of composure under stress has adversely affected the command
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a room, which only adds to the inherent tension that prevails around her. | will admit, that since the climate survey was
received, she has tried more diligently to be more approachable. A couple of times in the past few weeks where |
thought | would receive a face biast for bad news, she was a normal Marine leader who provided guidance, but didn't
give me an attitude or sarcastic gestures. That was much easier to work with as | was allowed to finish my statement
before barraging me with question after question and allowing me to completely verbalize my response.

Please [et me know if you have any questions.

R/S,




Summary of Interview with | (b) (6)

3 June 2015

Question: How many times have you seen [JOIG) openly display

her negative feelings toward others?

Answer: Around ten times. Every pickup brief with I(t» (6) She is
visibly irritated she has to be in the room with him. Once,
after a verbal dispute with -M she called him numbnuts.
Answer: She completely cut the(M(Qout of the loop. We would still
sneak in for advice on how to deal with her. Once at the EOC she

shutdown the JROIG) and | |(b) (6)
06 ]

Question: How does she rebuke?

Answer: If you voice an opinion, you are wrong. She asks you a
question and if you answer, she turns the tables on you. She doesn’t
allow people to answer questions before jumping on them.

Question: 1Is there a fear of reprisal in the unit?

Answer: Yes, because she outwardly favors some while outwardly
ignoring others.

Answer: I am about to be a for her and I am not looking forward to
it. I foresee nyself resigning my commission because of what I have

seen from QG X

Question: What is her message on sexual assault?

Answer: T am a (b) (6) . Her dintent is prevention and
resiliency, not victim support. (b)(6) is sending the message

that if you get raped, it’s your fault. I got her intent through a
personal discussion.

ENCLOSURE (@9



Summary of Interview with (b)(6)

2 June 2015

Question: Approximately how many times would You say you have seen

Kb)(G) act unprofessional or inappropriate to you or others in
the battalion?

Answer: Toward myself, at least three times. I mentioned the range
incident in my statement but I experienced her cutting me off and
belittling me during the pickup brief for Series in January 2015
and the Series Inspection Debrief on 17 April 2015.

Answer: I have alsoc seen her cutoff and belittle (b)(6) at
staff meetings and QKO during a pickup brief in September

2014.

Question: Can you describe the end of cycle debrief for series IOAQ,

with [QXE) G

Answer: I believe the cycle was a success. The DIs stuck together,
and formed great relationships with the Marines in the series. I was
proud of the character development of the new Marines.

Answer: (b) (6) was upset by the performance numbers and
testing, PT and shooting was lower than average.
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(D) 6)

Subject: (b) (6)

----- Original Message -----
rrom: (DT I

Sent: Tuesday, June 23, 2015 07:46 AM
To:

Subject:[[QXG)
Sir-

Per your phone call, | wanted to make a statement regarding my [J(QIQ) for inclusion in the
investigation. For the record, | was[JJQIG)] Even after | was [J(QECIM | was able to

deploy as part of the 31st MEU for two years, including a tour in Iraq. From 2002 through May of 2015, | consistently
ran 300 PFTs, and | ran 8 marathons, finishing in the top 10% of my age group for the Marine Corps Marathon and the
San Diego Rock and Roll Marathon. 1also consistently performed well on the CFT, and have never allowed my prognosis
to impact my work. The only time | ever ran a partial PFT was when i [[(QXG) in 2007. My[RiBInever impacted
my ability to command as an RS CO, nor did it have an effect on my ability as a student at command and staff. | also

experienced a grueling travel schedule while assigned as an[@I@ko the [QEOM and my [fifl never impacted my ability to
do my job.

This year, | had my first new exacerbations in a few vears, and
appearance of [QICNEME As a result, | was placed on a relatively new [QIOHEE (OIC
(b) (6) ) and a period of [(QKG) to allow my[QIGMMthe opportunity to react to the
(OICHEN This is the first|QEQ) | have ever been assigned in 19 years, and it has not impacted my ability

to participate in company PT with the rééruits, observe training, or participate in hikes. The concern my primary care
provider and my[QX®) and | had in determining whether (K@) as appropriate was that when [DEG)

while the @E8has had zero impact on my ability to command, | can
say that the stress of dealing with the issues with my chain of command and resulting investigations over the past few
months has impacted ((QXEM All of this, however, is transparent to my Marines.

Please let me know if you have further questions.

Respectfully,

b) (6

ENCLOSURE )





