Business and Professional Women

Supporting Women Veterans

September 20th Conference Call
September 21, 2007

Tricia Dwyer Morgan:
Welcome everyone to this supporting women veterans audio conference and webinar.  This webinar is being sponsored--cosponsored by the Business and Professional Women's Foundation, the Center for Women Veterans, and BPW/USA.  


The topic of today's call is Supporting Women Veterans, what can employers do to support women veterans as they transition into workplaces.  And what did we learn, the BPW Foundation, from a recent survey that we did of women veterans that can begin to help employers and other groups who are working with women veterans and their employers to create a more welcoming environment and to make full use of the skills and abilities of women veterans when they're in their organization.


At this point, I'm actually just going to do a little bit of housekeeping and then we'll begin the official webinar.  Just to let you know we are recording this webinar for educational purposes.  There is also a transcript that's being created as well.  After today's call, the website of www.bpwfoundation.org, as well as the link on www.womenjoiningforces.org will lead you to the transcript and the recording of this phone call and this webinar.


During the presentation please keep your phone on mute to minimize outside noises.  During the question and answer session, please remember to unmute when you ask a question.  You also have the capacity within our webinar ability.  On the upper left-hand corner, you'll see that there's a little hand that you can click on to raise if you have a question.  And I can call on you during the call or during the Q&A to answer that question.


You also have the ability to ask questions through the chat bubble, which will feed to me your questions and we can ask them during the Q&A session.  I do ask that you don’t put your phone on hold to take another call.  If you have background music, we'd actually hear it.  If you have to get off the line, don’t worry you can hang up and call back in.  There are plenty of lines available for you to participate.  


And if you have to log off the phone, don’t worry, you don’t have to log off of the webinar website and get into everything.  You can stay on the webinar side if you'd like to.  So, again, just welcoming everyone Supporting Women Veterans, What Employers and Others Can Do To Support Women Veterans As They Transition Into the Workplace.


Just to give you a little bit of perspective, women make up about 7% of the veteran population in the United States and they are about 15% of the active military.  So, the number of women going into the--becoming women veterans is growing year-to-year.  Over the next five years approximately 150,000 women veterans will be transitioning from the military into the civilian workforce.

[Cross talk]

Tricia Dwyer Morgan:
Hello.  Welcome.  Just to let you know, if you'd like to hit star, six to mute your phone you can, as well as we are recording the call for posterity.  I'd like to introduce at this point our speakers.  Again, my name is Tricia Dwyer Morgan.  I'm Director of Programs at the BPW, Business and Professional Women's Foundation.  We are sponsors--cosponsors of the survey of Women Veterans to understand their career transition.  So, Workingwomen Speak out II: women veterans in transition.


Our speaker on the call today is Dr. Irene Trowell-Harris, who is the Director for the Center of Women Veterans.  Dr. Irene Trowell-Harris, could you give us a little overview of yourself and the Center and a little bit about your opening perspective on the importance of helping women transition from the military into the civilian workforce.

Dr. Irene Trowell-Harris:
Sure.  I'm Dr. Irene Trowell-Harris, Director for the Center for Women Veterans at the VA, and I'm also a retired Airforce officer, so I have a good perspective on what happens in the military.  I've been at the VA for about 10 years and I've been in this political position for about five years working with the women veterans.


It is really important and I'm really pleased to be on this call because the transition issue is crucial to all veterans, but especially women being prepared when they leave the military to transition to civilian life and we'll get into a little more of that a little bit later on.  But what's really key here is that the Center for Women Veterans was congressionally mandated in 1994 to specifically address the needs of women veterans.


So, our primary role here is to oversee the VA programs, to make sure that they are really addressing all of the issues related to women veterans specifically things like the gender specific areas, but what the women tell us is that they are really concerned when they leave the military about getting a job.  Because if they can get that job, they can get a house, they can get their kids taken care of, they can do all of the other wonderful things out there that all of the other veterans are really enjoying.  So, again, this is just a brief resume and I'm pretty sure there will be more information and questions coming up for me later.  Thank you.

Tricia Dwyer Morgan: 
Thank you so much Dr. Irene Trowell-Harris.  And also just to let you know, Dr. Irene Trowell-Harris is a member of the Advisory Council for our sister organization, BPW/USA, which has the Women Joining Forces program to connect women veterans with others in the workforce and within local networks of BPW to help them with the transition process and to provide information and resources to enable that to happen in a quicker and better fashion.  And also to help create sort of business and social networks for them as well when they come back.  And we'll talk a little bit later on about why that's important.


But, Dr. Irene Trowell-Harris, as well as others on the Advisory Council who are part of the Women Joining Forces Program helped to actually shape and provide insight into the creation of the survey.  And you are actually among the very first to hear some of the initial results from this survey.  The data that's actually been collected is actually going to be worked on over the next year.


The survey-Workingwomen Speak out II: Women Veterans in Transition, was developed in partnership with Harley Davidson Foundation and Disabled American Veterans Charitable Service Trust.  BPW Foundation invited women veterans to participate in the online survey via e-mail invitations, newsletters and webpostings through a variety of veteran recruiting services, including RecruitMilitary, Corporate Gray, and Bradley-Morris, Inc., as well as a number of different service organizations who have access to a broad spectrum of women veterans across age groups, conflicts, services, and branches of the military.


We were attempting to get a quota sample that matched--that was at least close to what the national surveys seem to say that women veterans look like.  We did not achieve that.  There actually is no nationally representative database of women veterans in existence for research purposes and Dr. Irene Trowell-Harris can speak to that as well.  


Our data … we had over 1,600 women veterans complete the survey.  They are women veterans who transitioned from the military into the civilian workforce.  About 80% of them achieved--sought and found a full-time position for their first full-time position.  There are also women that we asked who did not--who have not worked for pay since being out, who are in part-time positions or who are unemployed.  And so there's actually more data that's coming out around that as well to sort of compare and contrast the two groups.


Our sample tends to be younger than the nationally representative--than currently for women veterans in general.  But we have about--let's see.  In general, about 70% of women veterans are Caucasian, about 18% Black, 7% Hispanic/Latinos, 2% Asian.  In our survey, we actually tended to skew younger, as well as to skew more towards minority (veterans).  So, we have a larger representation probably of younger veterans who are coming out of the service, which I think is significant.  We have a large group of people who are actively in the labor force, so I think that's good as well.


We did actually become--achieve very close to the distribution within the different branches of service, so in terms of Army, Navy, Marine, Air Force, and Cost Guard representation, we are actually very close to that, so we felt very good with that.  We also are very close to enlisted versus officers within our sample versus what's actually out there in the world.  So, that's a bit what our survey looks like.


Why is it important that we pay attention to the transition of women veterans?  Well, for one thing the skills of women veterans.  Women veterans were asked about their confidence in their skill sets, and we based those questions around the secretaries commission on achieving necessary skills report for America 2000, which basically looks at what did employers say they needed people to be able to do in order to be useful to them in the workplace and be ready to work for them in the workplace.


And women veterans as they came out of the military really felt ready to be in the civilian workforce, and I think that's very significant.  Seventy-three percent felt well prepared for being in the civilian workforce at least within our survey.  What they bring to the workplace is a combination of skills and attributes that are very desirable to employers.  They bring honesty.  They feel they bring honesty and integrity and ability to work well on a team and ability to work well with people of diverse backgrounds.  They exercise leadership capacity, they think creatively and, again, as you can see, they possess a whole wealth of skills and abilities that are very desirable to employers.  And so it's been very important to I think our economy in general to that we make full use and empower completely these very skilled working women.


So, Dr. Irene Trowell-Harris, in your opinion, why is it important that we care about this transition time and this full utilization of women veterans within the civilian workforce, and what is it that we feel that they bring to the civilian workforce?

Dr. Irene Trowell-Harris:
Well, the first thing is almost--anyone who has been in the military they're going to be highly skilled, they're going to be dependable, and they're going to want to do a great job.  And when women veterans tell us what they really want, they tell us one of the first things they want is a decent job.  Now, one of the areas where everybody may be able to help these veterans is when they are first leaving the military if they can get some help in transforming their military experience and their education into civilian.  


The terminology sometimes is different, so anyone that can help with their resumes and making sure it's understood by the civilian employees is really important.  And also keep in mind number two is that a lot of these women are not accustomed to having interviews.  (Inaudible) been in the military for many, many years and they're very good in their job skills and they know what they're doing, but the may need a little help in maybe some practice sessions on how to do that interview.  


And I know this is going to come up again a little later on, but men and women tell us that they feel uncomfortable negotiating about the salary.  And this is an area that we are going to help them to become more confident in and help them learn, you know, how to really, you know, do that.  


And as far as we're concerned, anybody leaving the military they get that job they want to be productive, contributing members of society.  And women should be given that opportunity because, again, they're the ones that make the basic decisions for families as far healthcare, as far as economics in taking care of the kids.  So, again, having women leave the military coming out to civilian life being ready to go into civilian force is really important.  And think about what that does to the women's self-esteem they really need that.


When they call us and they send us information number one on the list they want recognition and respect just like they got in the military.  And they also want to make a difference.  We all want to do that, but you all can help them.  Again, keep in mind many of them have been in a different type of structured environment, sometimes very harmful, you know, thinking about what's going to happen to you and they need someone to help them kind of readjust to civilian life.


Some of the women coming back tell us that they just feel uncomfortable going out socializing.  So, again, if you can help them whether it's inviting them to a short lunch or to a dinner or to a movie, anything that's going to get them out of the house and get them into acting socially with people outside.  And even if they have medical problems whether it be physical, whether it be an injury like an amputation, or some injury, or whether it be something like PTSD or traumatic brain injury, all of these people in--when they take care of their medical problems they want to be involved.


So, again, the key thing here is helping them readjust from the environment they were in to civilian life.

Tricia Dwyer Morgan:
And Dr. Irene Trowell-Harris there's actually a segment as we get further on that talks about this whole adjustment issue, which I think is very intriguing that that comes up very early in our discussion as well.

Dr. Irene Trowell-Harris:
Okay.  Good.  I'll wait until we get there.

Tricia Dwyer Morgan:
Okay.  Well, I think you had brought up also in your discussion about what women veterans are looking for.  And what they're looking for, at least according to our survey of those who responded, they're looking for jobs that are confidence giving, that help them gain confidence in their skills and what they're doing about 60 percent--what's interesting is what--in looking at this slide, we're going to talk a little bit about what working women who are women veterans were looking for when they transitioned and what they felt that they actually got.


They were, again, looking for confidence giving types of jobs.  About 60% were looking for that and we're looking at the ones who said very strongly that that's what they were looking for.  About 52% of them felt they got it when they transitioned into the civilian workforce.  They wanted challenging, important jobs.  About 72% said they wanted something challenging.  About 41% said that that's what they got.  They wanted important jobs.  About 68% almost 70% said that they were looking for important jobs, about 38% said that they felt they got that when they transitioned at least into their first job.


About 64% said it was very important to them that they had the ability to apply their knowledge.  And, again, about 39% felt that that's what they actually achieved.  What was very interesting is we were working with a partner group on looking at the difference between those who went into public service sector jobs, which are government and non-profit, versus those who went into more mainstream for-profit or military working as a contractor job.  And if those who went into the public sector seemed to have better outcomes at least in terms of feeling that they were given the types of jobs that they were looking for.  They were more likely to say they got the jobs that were challenging, important, and it helped them apply their knowledge.


Which I think is kind of interesting when we look at what does the public sector offer that perhaps for-profit employers could learn from when they're trying to attract this very attractive group of potential employees.  So, what was important to them as they tried to transition into this new job.  For those who spoke to our survey, they were looking for fair compensation with male counterparts.  We asked them a variety of attributes and these are actually also things that in a prior survey done by BPW Foundation back in 2004, that working women in general said were very important to them.  


And what we find about women veterans is in fact that while they feel things much more intensely than a lot of working women they are actually looking for the same things that other working women are looking for and if we can provide solutions and make it better for them to get into jobs, potentially we can help all workingwomen achieve more empowerment.


So, they were looking for fair compensation with male counterparts 72% marked it as something very important to them.  We had a scale of 1 to 7 and the very important 72% said very important, so that was just the number 7.  Fifty percent said that they actually received fair compensation with male counterparts.  Again, we can't speak to this being statistically representative of all women veterans and across the board, but it's just very interesting for this sample of young up and coming women veterans that, in fact, they felt that they weren't quite getting what their male counterparts were getting.


They were looking for a flexible work schedule and a high percentage of them actually felt that they got that, which was very good.  They were looking for paid vacations and, again, 59% were looking for them, about 75% got them, so that's good.  A retirement plan 53% were looking for them, 62% said that they received them in their first job.  Family leave was a very important to 44% of women veterans, 60% said that it was important to them, so inclusive of that 44% about 48% said that they actually received some type of family leave.


Opportunities for advancement 63% were looking for opportunities, about 51% said they actually got them in their first job, which was interesting.  And then those looking for training and professional development about 55% were looking for additional professional development, and about 54% said they actually received that.  Thinking back to that, Dr. Irene Trowell-Harris, you spoke to that a little bit about that.  What are women veterans looking for when they're coming out and how very similar to other women are they who are in the workforce and how different are they when they're thinking about the types of jobs and the types of things that they want?

Dr. Irene Trowell-Harris:
Many of them tell us that--just like they--when they come out they want a job--well, many of them said in their own field would be easier.  But many of them just want a very good job so they can take care of their family.  And we did note that many of the women and most of the women who contact us they have college degrees whether they are an officer or an enlisted person.  


One of the key areas here, which is something that the DOD came out with a memo recently is that while in the military on active duty are doing deployment for the (inaudible) reserve, before the person leaves the military at least a year prior to leaving they need to attend the transition assistant briefing.  This is a briefing that informs that person of all the benefits and services available to them.  And this is a combined effort of the Department of Defense, the Department of Labor, the Department of Veterans Affairs that work together are on this.  But the--when the person is in the military though they must be given the time to attend these sessions.  In the past, this has really not happened because it was not mandated by policy or by law.


As of August 24, 2007, the Department of Defense came out with a memorandum, which--the subject was command support for transition assistant program.  It's called a TAP program.  So what they're doing now they're going to be measuring their (participation) at these programs and they are looking at 85%; that's the standard right now and this is for active duty, guard, and reserve.  So, as far as jobs what they're going to be doing later on is going to be key that everybody attend these sessions prior to leaving the military because it covers everything employment, benefits, services, retirement pay, et cetera.  


So, we think with this memo from the Pentagon that this is going to be improved for all veterans, but specifically for the women veterans.  Now, keep in mind when they're on active duty they are very busy, but normally they are given that one or two days to attend, but it's not done systematically.  So, this is going to help all veterans be better prepared to transition out.  And, again, I just want to stress that what the women really need initially is some assistance with writing their resumes and make sure it is understood by the civilian employers and also that where possible they be given an opportunity to practice their interviewing skills.

Tricia Dwyer Morgan:
Dr. Irene Trowell-Harris, I know that on the BPW/USA side, we had done some additional marketing research from the Foundation and USA side around this issue originally and that is something that definitely came out in terms of that, and I know that they have put together their WJF individual development program with some modules to help with that to help women veterans with those resume building skills and interview skills. 


One of the things that I also found interesting that apparently--what I'm hearing you're saying is that women veterans have huge skill sets, but it's that sort of stuff that happens on the job in the civilian workforce that other women get such as knowing how to put your resume together that sort of on the job stuff that it just doesn’t happen in the military.  And one of the things I've heard from another group was that certification programs that may be required in different states or may be required within different professions that although people in the military have those skill sets they don’t necessarily translate into those certification programs.  So, making that transition happen and making that understanding happening is something that actually is sort of legislatively led as well.  Is that--would that be correct? 

Dr. Irene Trowell-Harris:
Yeah there's some great examples of that.  That is partially true because depending on your professional area you do need certification and/or a license.  For example, the military style of program with the Department of Education called Troops to Teachers.  And what they do when people go back and--go back to school or they're trying to get their certification they will assist them in the various states in getting the proper education and helping them with the certification.  And that's in the teaching profession, but there's not anything done systematically to look at that, you know.


For example, now they are also considering a program called (Troops to Nurses) to nurses because of the nursing shortage.  I know they've been addressing this from DOD and from other perspective, but that's really has not been done yet.  Perhaps other organizations can help these individuals because most certifications and licenses are controlled from this state.  So anyone in the various states can help these individuals go into that state government, it don’t necessarily have to be a DOD or a federal program per say this is something perhaps we could address in the Advisory Committee later on.

Tricia Dwyer Morgan:
Excellent.  In looking at as women veterans come out of the military, where are they finding the jobs that are their very first jobs--at least their first post military jobs?  Many women in the military actually are in a civilian workforce before they get into the military, but where do they find their first post-military job?


For those in our survey about 47% of them secured their first job in the for-profit sector.  About almost 20% were in the government sector.  About 9% still worked in the military, but as civilians.  About 8% were in the non-profit sector, two who are self-employed, and about 13% talked about themselves as being in other areas.  Depending on which sector that they went into whether it was government or non-profit or for profit seemed to effect some sense of the adjustment that women veterans had, which we found interesting.  And we can't speak from our research at this point whether it's people who were drawn into say the government sector who had a certain set of skills or attributes that made the transition quicker or easier for them or those going into the for profit had different skill sets already that they attracted in the for profit and made their outcomes a little bit different, but we did see some different outcome.  And I'm going to actually ask Dr. Irene about that in a little bit.  


But about 51% of those overall in our survey began looking for work after they separated from the military.  On average, they began looking about nine months after--after they left the military was when they actually started looking for a civilian job.  They had other things that they had to deal when they got home.  About 48% of those who began searching before they left the military began searching only five or six months afterwards.  And this time in transition and adjustment is important because if you look further down, about 44% of those that we talked to in our survey said that even now after having been out of the military for a number of years on average most of them have been out about seven years, 62% of them out for five years or less that even now they still did not feel completely adjusted to the civilian workforce.


About 27% said it actually took them sometime after being on the job before they felt adjusted and then about 21% felt that, you know, just as soon as they secured their first civilian job they felt adjusted.  So, this period of adjustment, the sense of not still being adjusted in the civilian workforce I think is significant.  For women veterans who went into say the government sector or the government or public service sector, which include government and non-profit, they tended to say that their first job was more like the job that they were looking for.  They tended to take less time to find a job.  On average it took them about seven months to secure a job, and about eight months for everyone else.  So, I think that's interesting.


This whole question of feeling adjusted within the civilian workforce for women veterans possibly it's something that we're looking at doing more focus groups around.  About two-thirds of our participants in this survey agreed to stay with us and participate in more research with us, so we're very excited about that.


But, Dr. Irene Trowell-Harris, in your experience, what does this transition time look like for most veterans?  Is it unusual for them to not look quickly enough?  You talked about they have a year before they leave to participate in the TAP Program.  But even for those who began looking, they didn’t start looking until about six months before they left.  Is this transition time more extensive than--than you were thinking it was?  And do you think that impacts their adjustment?  Or do you think--and how do you think not feeling adjusted affects their ability to work within the civilian workplace?

Dr. Irene Trowell-Harris:
The first thing is we recommend people start looking for that job about a year out and I know that's a lot to do.  Because at the same time they are getting ready to leave the military and doing all of the things they need to do as far as paperwork and attending things.  But if you wait to get out, we found that people have more difficult then.


Now, on the other hand, this crisis has been a little different from most others.  People tell us they need more time to adjust once they leave the military.  Many women tell us this.  Now, this--we don’t have any sound research yet, you know, on this, but this is being looked at, you know, in different arenas.


But think about it when men come out of the military they normally come out, they may get a job, and they go back--you know, they go out with their buddies and they socialize.  Whereas, the women veteran comes home, she immediately becomes the mother again, the wife, and she is looking for a job.  So, you look at all of the things that she's having to adjust to, plus whatever she experienced doing the war of the crisis.  This particular situation is very different.  Think about what the young people are seeing as far as trauma, you know, things like during the war now.


So, what we advise is that they take some time off to try to adjust to and transition, and, again, this is something that's being looked at.  So, we can't speak about it in any hard data yet, but women tell us they need a period of (inaudible), you know, not to go back to work immediately, not to become a mother immediately, not to become a wife immediately, but a little time to think and to kind of get away before they start socializing.  


So, that has not been totally addressed yet, but this is something that we all need to pay attention to.  And I'm very pleased that the women say that they're willing to stay in this group, the two (inaudible) you've mentioned this will give us an opportunity to find out from them what they suggest.  Because it's very important to--we can say what we think, but the key here is to find out what they think that will help them.  Is it being off three to six months, you know, like at a resort area?  Is it like, you know, just being able to go and come as they please without additional responsibility?  Is it that if they need some kind of (inaudible) with support, you know, like maybe adjustment with mental health counseling, or socializing, those kind of things.


So, again, I can't speak to any data yet, but they tell us they need time.  And we all need to try to figure out together how we can help them get that time, yet survive as far as financially and emotionally once they leave the military though.

Tricia Dwyer Morgan:
And I think that's very interesting because when we look at sort of this next slide on time to transition and their adjustment, about half had problems with the workplace culture.  And I don’t know if part of that has to do with that needing that time to readjust.  Two-thirds had it--said they had an easy time communicating with their colleagues and those in the public sector who went into the public service sector with government and non-profit area were about 1.6 times as likely to say their coworkers appreciated their military background.


Now, we weren't able to at this point we're still doing a lot of different analysis of seeing if those who felt better appreciated in the military background actually then also correlated with a better sense of adjustment.  So, we haven't had an opportunity to look at that.  But I think it is significant as we look at what resources women used and found useful when they transitioned and what they didn’t use in terms of this whole question of adjustment.  And I'm going to go briefly over these (inaudible) and then talk to Dr. Irene (inaudible) about this.


What's interesting is about 61% found and found useful and sort of the broad spectrum of useful from somewhat to very useful the transition assistance program.  What was interesting was about 70% did not use it, but, again, in our analysis I haven't had a chance to see if that may be older women veterans who did not have access to the TAP Program.


About 20% used veteran focused recruiting services, such as recruit military and other groups.  What was interesting about 32% did not use them, 22% who used them found them quite useful, 32% didn’t use them.  About 58% used their personal network of friends, but a whole 19% of people did not even go out to their personal network.  And in talking to other groups sort of antidotally Veterans of Foreign Wars and other groups, some of those representatives have told us that when women veterans come home, again, they're sort of put back into those care giving roles very quickly.  They also are often, you know, months--you know, 18 months to a year from having been in that community or they may be in a whole new community from where they started from so they don’t have connections in networks to people.  They don’t have those personal networks or contacts that are so important that we know from other research for people to have good outcomes in terms of social networks and business networks.


So, I think that's interesting that their first inclination is apparently to focus on their mission to get a job, but not necessarily seeing that being a part of a network as doing that.  Again, civilian contacts made during service about 20% did that, 61% went to the online they went to something that they could use individually.  And about 44% took classes in job skills such as resume building, but a whole 30% did not do anything along those lines, did not seek out resume building or other types of skill sets.


What we found very interesting is because we know in general people who are told to be on civilian job hunts who are civilians that you need to network, you need to find other people, you need to join professional associations or women's organizations, or other groups that can help you find jobs.  A full 93% of those who responded to the survey did not join anything.  Veteran service organizations, women organizations, or professional associations to help find their jobs none.


Those they also did not look at women focus job search services.  For example, BPW USA has a career center that helps find women friendly employers and vet friendly employers.  And there are a number of groups to have sort of women focus job search services and these were not utilized by veterans.  Even veteran service organizations, job search services were not used by a significant portion of women veterans.


(Inaudible), again, sort of the whole social network civilian network seems not to be being utilized and I don’t know if that has anything to do with adjustment, that's certainly something that we would speak to in another focus group or another sort of outreach to our research contacts.  But working with some kind of a mentor, 62% did not even use that as an option.  Going to job fairs, which there are a number of groups such as the New York Times and other groups who have job fairs for veterans about 40% of the veterans at least within our survey, did not make use of that, which was interesting because a large portion of our veterans that we touched on were actually through databases of recruiting firms.  So, I think that's all just very interesting.

So, in terms of looking at the sort of resources and connections and the whole adjustment question, Dr. Irene Trowell-Harris, what do you see--what does that speak to you about in terms of the challenges to adjustment that you spoke to and what do we need--what do employers need to do to reach out to women veterans to help them make that transition, and what can other groups do to help them make that transition, as well as to make an adjustment where they feel comfortable in the civilian workforce?  What is it that we can do for them?

Dr. Irene Trowell-Harris:
Well, I think the first thing--the number one thing is assist DOD has more or less came up with a policy for everybody to attend this transition briefing.  I think, number one, that everybody should attend that especially the women.  And here if there is something that they feel is not valuable and want to change, they can make recommendations to change that.  And also the Department of Defense has something called turbo TAP and there's one for active duty and one for the Air National Guard and the Reserve component and it's on the website.  It's a very good guide online since the surveys seem to indicate that people do better or use more online services.

 
I'm still wondering why a lot of people did not use the VSO's, professional organizations, and et cetera.  And we may need to address that in a survey why are they not using these valuable resources out there.  And that's going to be, you know--

Tricia Dwyer Morgan:
I thought that that was fascinating that they--eve though I would say I think something like a third of our participants said that they belonged to some sort of a military association, they didn’t consider them to be a part of their job search.

Dr. Irene Trowell-Harris:
Yeah, that is interesting because there's one called MOAA, it's like the--it's a military association.  It's just for all services and they have a very active and a very aggressive job outreach program also.  And they also help with resumes and other kinds of things, but apparently, they're not using that particular service (inaudible) those.  I think maybe we could look at how we can better educate the women to utilize these resources that's already available about there.  


Now, we have--we participate and also monitor some of the TAP briefings, but the reason to make sure that they include some of the issues specifically that impact the women veterans.  We go out there when they do these briefings and we take our little quick surveys, the 25 most frequently asked questions by women veterans and they love that.  Because it does address the issues that women veterans normally ask over and over again.  And we go out and do hundreds of briefings, forums, meeting with the women really trying to help them get educated on (inaudible) resources.  


Now, one of the issues they mentioned to us when they come back from deployment is that they need an opportunity to adjust.  They've gotten so much information already that they have overload, and they're not really ready to accept all of this information yet.  Now, what the National Guard and Reserve has done, they've given them times to come back and be assessed and to follow-up.  For example, they can come back in 60 days, in 90 days, and then a year as a follow-up.  But we need to give them an opportunity because if they're not receptive, giving them the information is not going to be valuable.


Also, some National Guard units have been experimenting with bringing in a family member whether that be a husband or wife, father, mother, or the kids depending on the age.  And when you give the information to the family, they usually will, you know, take action and keep that information.  So, again, we probably need to bring in a family member and/or a significant other or a friend when the information is being given.  Because if that veteran is not ready to accept it, you know, they are really not going to be able to immediately take advantage of all the opportunities out there.  So, again, this is something that maybe we can address also in the follow-up survey that you may be doing later on.

Tricia Dwyer Morgan:
Yes.  And, Dr. Irene Trowell-Harris, what--if you were talking to an employer who is going I really want to reach out to these women and I really--I think they have skills that would be useful to me as an employer, what would you suggest to them to do that could help them reach out to them and help them make this adjustment and transition more fluid and more empowering?

Dr. Irene Trowell-Harris:
If they could--if there's an opportunity to talk to them at the--when they have the job fairs just talk to them about their skills and what you have to offer.  And a good question to ask them always is, you know, what can you offer us.  And you'll be surprised how you can start a nice conversation and they'll feel comfortable answering.  But, again, if you could be out there 'cause there's a lot of opportunities now to have companies address the veterans when they're leaving the military and we do have people out there that give lists of the job fairs and it's being done in all states.  


Also for the women specifically, if they--if the employers could work with the Association of State Women Veterans Coordinators, these are the coordinators in the Governor's Office (inaudible) station territories have someone assigned as a women veterans coordinator at the state level and they get to know almost all of the women in that state.  They have meetings, they help them with jobs, childcare and all kinds of issues.  So, locally, wherever the company is located they can just work with that program coordinator and when they have meeting with the women veterans to invite them to come to that meeting.  Some of them are just like socializing, others are official health forums, or others are like information centers.


So, again, if they could work with the women in individual states, I think that will help out a lot.

Tricia Dwyer Morgan:
Excellent.  Well, I'm going to do a little brief on what that what our other groups doing and talk about what BPW USA is doing and then I'd actually like to open it up to the people in our audience to say a little bit about what they may be doing to help women veterans with their transition or examples that they've seen of successful women veteran transitions.


And I want to say what came out of our survey is that women are successfully transitioning from the military into the civilian workforce.  They're confident, they like who they are.  But I think what's important is that as for women veters as for all women who are in the workplace there is more that we can do to fully empower them and to make it a better experience across the board and to make more fully use all of their skill sets.  


And I think in speaking to that the Business and Professional Women USA who is the sister organization of BPW Foundation has been working on the area of supporting women veterans in this transition for the last couple of years.  And one of the programs that they put together is the women joining forces initiative.  And party what it does is it creates a series of educational opportunities and networking opportunities for women veterans.  And BPW Foundation partners with them by doing this kind of a survey to say what are the types of programs and issues that need to be addressed and what do we need to encourage in other groups that they're already doing.


On the women joining forces side what they've done is we've created a website called connect a vet, which puts a whole host of all of the services available to women veterans in one spot instead of them having to hunt for a number of different places, they can go to womenjoiningforces.org and look at the connect a vet site and find things from job hunting to house hunting and what they need to do for that.


They've also put together a women joining forces individual development program, which helps address some of these transition questions, such as how do you negotiate for your job and for your wages, how do you translate your resume, and your skills into a new resume source and they're doing those individually and over the course of the year in person and over the course of the next year we're actually going to offer modules on line as well.


And on the foundation side what we're doing is trying to help promote this conversation through our research and through working with amazing organizations like the Center for Women Veterans and others.  So, I'd like to hear from others who are on line about what they're doing support women veterans as they transition.  And what they--examples--that they've seen examples of employers successfully working with women veterans.


Is there anyone on line who would like to either--you could either raise your hand looking on the left side of your screen or you can click on the chat bubble.  And at this point, I'll also open it up in general to questions that you may have.  If you look again on the top left of your webinar screen, you can click the hand to be called upon to ask a question, or you can open up the chat bubble and submit a question in writing for me to ask of Dr. Irene or others on the call.


Great.  Carol Boyer (sp?), what would you like to ask the group as a whole or ask Dr. Irene?

Carol Boyer:
I'm muted is that fine?

Tricia Dwyer Morgan:
You're unmuted now, you're good.

Carol Boyer:
Okay.  One of my colleagues is here at the Office of Disability Employment Policy, his name is Charlie (inaudible) he heads up our employment support team here at (inaudible) at the Department of Labor on Veterans and he's (inaudible) to say just a few words of what ODF is doing with the Department of Labor Vets and other veterans issues that incorporates women as well.  So, I'll just leave it to Charlie.

Tricia Dwyer Morgan:
Excellent.

Charlie:
Yes, thank you, Carol.  Yes, I work very closely with DUL Vets right down the hall on a program they call a real life line program and anybody who wants to know about it they can get on line and just go o DOL.gov/vets/reallifelines and they can find out about that program.


But what it does is try to get, you know, it's being proactive in trying to work face-to-face with these newly wounded and injured service members coming back and, of course, a number of them are women.  And my question given what you guys went through was--I was wondering about the percentage of wounded in injured women that are being discharged if you have an idea as to how many of those 60,000 happen to be wounded and injured.  And I was wondering if those wounded and injured are actually getting the TAP services that, you were talking about that most women that are getting discharged (inaudible).

Tricia Dwyer Morgan:
Thank you for that question.  We did ask--thank you for letting us know about those programs, and we did ask if the people who participated in this survey if they had a disability, if it was related to their military service.  About 38% of those who responded to our survey said that they actually did have some form of a physical disability.  About 10%, they had some form of a mental disability and about 8% said other.

About 94% of those who said they have some form of disability said that it was incurred during military service and that was about 645 for the base, so about 600 said that they had some form of disability.  IN terms of analyzing it related to using the TAP Program, I haven't done that yet.  That's part of the analysis that's going to go forward in a variety of areas.


One of the things that we did ask is for those who started the survey and did our screener and asked them essential questions of--and then they said they had not yet secured a full-time job, but they were perhaps doing part-time or were unemployed still, those groups we did ask them if coping with some form of disability hindered their job search.


And so in looking at those who had sort of non-traditional job options who had not currently employed or were tending college or doing something else we asked them if coping with a physical disability hindered their ability to a job search.  They were a small percentage of overall about 25% of those who said they had some form of physical disability said that it hindered their job search.  And about 19% of those who said they had a mental or emotional disability that hindered their job search.


So, it's a very small percentage who said that they had a disability that was impacting their ability to find a job of that overall.  But how that relates to sort of all of the other questions in terms of adjustment, we haven't done that analysis yet.  Does that answer your question?

Charlie:
Yes.

Tricia Dwyer Morgan:
Good.

Charlie:
Oh, I also would like to make a comment about this 93% that didn’t contact a VSO--

Tricia Dwyer Morgan:
Oh, please do.

Charlie:
--a veteran service organization.  And I think that one reason that might be so high is because they probably find out that the veteran service organization are more interested in dealing with benefits, the health and compensation benefits.  And that's I think where their expertise and interests lie, not so much with employment.  I don’t think they have--I don’t even know if one has a, you know, an employment program that's trying to get jobs for women or men vets coming out of the military.

Tricia Dwyer Morgan:
That's very (inaudible) good follow-up.

Charlie:
Most of their service officers are, you know, have expertise in the health and compensation benefits and, you know, I think their advice is limited to that generally speaking.

Tricia Dwyer Morgan:
I think that's very interesting and I think, again, it speaks to if they're very mission focused on what they're doing and they don’t feel an organization is going to help them or they don’t see that so they can help them in that regard that they wouldn't necessarily follow-up with them.  So, I do think you're right.  I think that for us it's an area that has a lot more research (inaudible).


Does anyone--do we have others who may have either comments on what they've heard or questions for Dr. Irene Trowell-Harris or myself or others on the call?  You can raise your hand virtually or you could hit the chat button.  


Dr. Irene Trowell-Harris in terms of the things that you've heard or that we've talked about for you sort of what are some of the ah ha's or, you know, this is an area that we really need to be thinking about.

Dr. Irene Trowell-Harris:
The one I mentioned was maybe--something like the--like a resting period maybe all veterans need it, but particularly the women that has been expressing that to us.  That transition I think we all can help with that as far as encouraging them and helping them get out there to socialize, you know, it could be a game, it could be a dinner or a luncheon or just a little meeting.  And even it could be looking at things like, you know, card playing or maybe exercising.  Because remember these are veterans who have been in a very structured, a very different kind of environment and everything is done by policy and by regulation.


When you get to the civilian community it's not exactly like that and a lot of times they have, you know, some difficulty adjusting to that--to that.  And for the women and the men, but particularly for the women if they have kids they want to know about the childcare resources out there.  The child network that I'm aware of you can put your town in there and you can click on that, that would give you the resources in the area, but most childcare services are not subsidized.  And this is something that the veterans, if they don’t have a job initially, they have some difficulty with being able to pay for childcare even while they are looking for a job.


So, if there was some kind of service that would even let's say for example keep the kids for a few hours while she or he goes out to look for a job, go out for a little shopping trip or something though.  So, again, we need to look at the whole person, you know, not just the employment because if they can get employment and they don’t have childcare, they're not going to be able to take that full-time job unless they have some family support there.  And, again, that is for the men and women, but particularly the young women.


You see many of the OAF and OIF, the veterans coming out now are young people.  And so they need a lot of support probably in tat particular area.  And I don’t think there's too many organizations that offer that.  Maybe that's something that we can look at later on, some different types of options and maybe get some groups together and maybe they could, you know, keep each other's kids in local areas probably looking at state regions and localities that way.

Tricia Dwyer Morgan:
I think certainly that is something that a lot of workingwomen deal with and a lot of working parents deal with that if they can't accept jobs or they lose jobs because of childcare and transportation issues.  And as we look at the demographics of the country change and where veterans are and where people are employed in terms of this resources that are available, a lot more people moving to rural areas, a lot of different kinds of options, I think that we definitely will--we'll see more of a need for that and I think that's a great thing to look at and address.


One of the things that came out from someone who that we spoke to who works with a lot of veterans was talking about that because that groups that may want to reach out to women veterans and help them is if you can find out what their mission is for the day whether it's job hunting or finding childcare or transportation if rather than say I just want to invite you to our meeting or just invite you to what we're doing or a brown bag in general, if you say, okay, it can help you do x, y, z and then know as a byproduct you're starting to hook them into the types of business and social networks they need to be a part of that being strategic in that way can be very helpful to veterans, as well as to organizations and to employers who want to reach out to them.


So, if you have a job fair, have a job fair that has childcare support for people so that they can bring their child there.  But then also have an opportunity for some networking and receptions that helps them connect up with other people and other vets.  So sort of trying to think about things strategically in that way.


Do we have any other questions from our audience about anything within the survey or ideas that you have for how to more effectively support women veterans as they transition?  

Janelle Turner:
If I may make a comment.  Good afternoon, I'm Janelle Turner I work with Veterans Employment and Training Service for the Department of Labor.  Greetings to everyone.  I've had the experience--first of all, I'm retired military and I have a, you know, very intimate understanding of how this whole transition evolution goes for women veterans.  I used to work very closely with Joan Feary (sp?) who used to be the director of the Women Center several years ago when they first commissioned that office.


And it seems like the same issues are existing today as has been, you know, for many years and that is is that there is a lack of outreach to women veterans.  This was an initiative that in conjunction with that office I tried to work with the VA there as well as with vets, but unfortunately, whether its money constraints or concentration constraints, the outreach is not there.  In the era that I came out, you know, my tour of duties and such most of the VA--the issues were like the VSO's.  The concentration was more focused toward men and unfortunately many women veterans didn’t even self-recognize as veterans, unfortunately.


And in many cases even though there's a lot more emphasis today that may be very much the case with a lot of the VSO organizations of the military organizations they--the view is that the women are the auxiliaries and the men are the focal point.  And even though that might not be a direct charge of that organization, that's how things may be viewed that, you know, women veterans may see themselves slightly as outsiders.  So, something that I just feel is so important is that we focus that outreach in making an appeal to women veterans both with when it comes to the necessity for TAP because TAP is open to everybody, but not everyone takes advantage of it.


Organizations outreaching, federal agencies outreaching, making some of the advertisements or the publicity in the brochures or the focus that may be on the websites contact or concentrate on maybe catching the eye of those women veterans and as someone said, being more proactive in inculcating issues that concern women veterans when they step out of the military because many are coming out as single parents.  And their focus when they get out is not maybe looking for that job or if they're a severely injured veteran, the first thing they're concentrating on is getting well and getting through the transition of a non-whole body let alone going into the job market.


So, that's just my input, but I appreciate the opportunity to share.

Tricia Dwyer Morgan:
Thank you so much for that.  And what I would say is I--based on what we've learned that I can fully validate what you're saying and that that for many women veterans and Dr. Irene Trowell-Harris you can speak to this as well.  For many women veterans they don’t self-identify.  Part of it is because the definition of what a veteran is and whether or not you were in a conflict and how that looks or doesn’t look has changed over the years.  And so they may not have qualified to be a veteran legally even though in our view they're a veteran because they were in the military and they served our nation. 

Dr. Irene Trowell-Harris:
Exactly.

Tricia Dwyer Morgan:
Exactly.  And so that--they're very hard to find.  And even in doing this research project, there is no database of women veterans out there that you can get to that really represents who they are that people can access to say and ask some questions what's happening to you, what does things look like, what do you need, what's going well for you, what have your experiences been like.  And sort of know that that represents women veterans across the board.


Even though to want to provide services because of privacy issues in terms of how things go from the government at the federal level to other departments to the state level, people seem to sort of--it's an opt in process for many veterans is what we understand so that if you don’t opt in to get a service, if you don’t opt in to be a part of someone's database, you're not there, you're lost essentially.


So, I think those are things that we hope to raise through this research and hope more groups be a part of.  And maybe that's something that employers can do is if we figure out a way to work on this together is we can create opportunities for them to say, hey are there women veterans in our organization.  Even for BPW USA, our sister organization, it was fascinating to put out the call to see and find out that we actually had--we definitely had women veterans within our organization throughout the years who--that we had no idea that they existed and were out there and a part of what we were doing.  So, I think that you're quite right.


Although what I am hearing a little bit is that for newer women veterans, they're much more likely to speak up and speak for themselves and say I'm a veteran and claim their rights.  So, I think some things are changing, but unfortunately, it's not happening for the vast majority of women veterans yet.


Dr. Irene Trowell-Harris, what do you say to that?

Dr. Irene Trowell-Harris:
Yes, I'm glad you brought up the point about self-identify.  We do hundreds and thousands of outreach efforts.  The outreach efforts is given to the local VA Medical Center and the Clinics that do that.  Many times you can go to a meeting and ask a female if she's a veteran and she'll say no.  If you ask her if she ever served in the military and give her options then she will say yes.  And you may recall that a couple of years ago the Secretary of Veterans Affairs got the census to change the question.  They no longer ask are you a veteran, they ask them now have you ever served in the military or the Armed Services and they give them choices so they would check yes.


So, if they don’t identify with being a veteran, they're probably not going to look for or seek veteran services.  So, that's one of the big issues that the Public Affairs Department does extensive outreach.  They send thousands of public--like (inaudible) are all over.  And, again, if a female don’t think she's a veteran, you know, she is really not not going to respond to that.  And as far as a--the database the VA is mandated for benefits and services and the only organization that probably has a list of everybody that serve is DOD.  Because the privacy I'm sure they're not--they're not going to be willing to share that.


So, I'm not sure, how we go about getting a database because if you look at the OAF and OIF people coming back now from deployment only about 32% of these come to VA.  There is no mandate for anybody to come to VA.  It's strictly voluntarily, you know, if you want to come, you may come.  And there is no law saying that, you know, that you must.  So, the VA don’t have any way of really knowing except from the census about how many veterans, you know, that are out there.  There are nearly 24 million veterans now that they have on the road those are basically from the census or if they come to the VA for some type of services.  And it could be healthcare, it could be, you know, (inaudible).  So, the database it would be nice to have that.  The states have a pretty good database, but, again, they don’t have everybody in their own state anyway because they don’t go to the state for benefits either.  So, it is quite a challenge there.  


I just want to mention the TAP briefings again, but all the information we're talking about now there's an opportunity to get that in the TAP briefing.  And, again, if there's something that needed to be added or deleted from that briefing, it's a combined DOL, DOD, and VA that veterans are somewhat to say, well we should change the content of the briefing.


So, again, this is something that we probably could all work together on to make sure that women are aware and are off their--their benefits and services.  We have--we put a report out to congress every other year.  We meet people all over the country and, again, if you go to a regular meeting and ask women to stand up if they're a veteran, none will stand up.  If you ask them if they ever served in the military then they all stand up.


So, the key thing is to get rid of that myth that if they served in the military, you know, if they didn’t serving time they're not a veteran.  So, again, I think this is an education for all of us and I think by doing this webinar like we're doing now and keeping the information in the press, the media I think that all of this is going to help.  And the primary purpose of my office is to look at policy issues.  We work with the congress in looking at policy issues and we work with the VA to oversee the women's program to make sure that they meet the needs of the women veterans.


So, part of ours is outreach with a certain group, but, again, the outreach is given to the local medical and other facilities and they do have a lot of forums, health fairs, jobs fairs.  But they tell us even though they send out thousands of invitations, many of the women do not come to those sessions.  And we're still trying to find out why the women do not attend these different sessions though.


So, again, I think the bottom line is all we're trying to do is educate and inform the women veterans out there that they are eligible and they should be, you know, taking advantage of these wonderful services out there.  

Tricia Dwyer Morgan:
I would concur with that.  And also just a little caveat is what Dr. Irene Trowell-Harris and the others on the Advisory Council helped us shape the survey so that we asked questions in the way of not asking if you're a veteran, but asking if you ever served.  But because of the groups we went out to, essentially they were women who had already identified themselves as a veteran at some level or having been in the military, so that probably makes them different than those who don’t self-identify.  So, again, so our survey is sort of more about women veterans who are sort of already engaged in some level.


But I think still feel very significant and still very interesting 'cause these (inaudible) shots just aren't out there yet.  I'm going to do a little bit of a wrap up and then if we have a little--I'm going to actually do another requisition for Dr. Irene Trowell-Harris, but I'm going to do the wrap up first.


I just wanted to let you know that you're among the very first to hear these results.  This webinar it's recording and it's transcripts will be available online within the next week or so.  You're welcome to share it with as many people as possible.  In October of this year, we're actually going to put out sort of an initial report.  From what you've heard there's so much that we've gathered and we're so excited about it.  But it's going to take us a year or more to put all of this together and analyze it in a whole lot of different ways.


So, our initial report is going to come out in October.  There is actually going to be an October edition of the PA Times, which is a publication of the American Society for Public Administration that also talks a little bit about our research in October.  But over in the next year pretty much every month I believe a new fact sheet will come out exploring different issues that are raised or that come out of the analysis.  And as we do that because we have this great new database of women who are willing to work with us in research, we're going to follow-up with focus groups and interviews at different times and different intervals.


So, I'd love to hear back from you about ideas you think would be great for us to follow-up with them on that.  So, please e-mail me or call me at BPW Foundation, Tricia Dwyer Morgan.  So, it's foundation@bpw.foundation.org or 202-777-8932 if you have ideas you'd like us to follow-up on.  


The other is that we are having subsequent calls.  September 28th, working with our friends at the Department of Labor Women's Bureau, we're going to have a very exciting call on catching onto retirement, which I recommend you send out to women veterans that you know.  It's going to be a lot of really great speakers talking about wherever you are in your career whether you're a young careerist just starting out or someone moving into retirement there are still things you can do to make your retirement more secure.


On October 18th, we're also going to be working with Department of Labor Women's Bureau, our friends at the Department of Labor, Office of Disability Employment Policy, on productivity versus face time, workplace design, what are new ways to measure employee engagement, and productivity within some of our cutting edge employers to look at workplace flexibility and how we make people productive.  And how we can engage more people in the workplace by being more innovative around it.


So, again, I think another significant call for women veterans if you're working with them to be a part of that.  There are resources available to you at a number of sites.  If you go to women joining forces.org, which is the BPW USA site, you can find the connect a vet site with all the different resources listed.  There is actually a career center where women and vet friendly ratings from (inaudible) are engaged.  And then there is the women joining forces ID program and more information on that.


At our BPW Foundation.org site, you can find recordings of all of our calls and PowerPoint's or summaries and transcripts.  And starting in October regular downloadable fact sheets based on our survey and other research that we've done on women veterans.


And, of course, the Center for Women Veterans.  With great statistics, resources, conference their great information that they have in terms of their 25 questions.  So, I'm actually going to turn it over to Dr. Irene Trowell-Harris to talk a little bit more about what's available for the Center for Women Veterans.

Dr. Irene Trowell-Harris:
If you will access that site you will see, as a matter of fact, attached to that site you will also find the Center--the Women's Health Program and on there they describe a little bit about the definition of AA Veteran and it lists extensive comprehensive services about women veterans.  The one thing it does exclude is in vitro fertilization as one service we get a call once (inaudible) about that is not covered.  And a lot of young women coming out now are asking about OB/GYN prenatal care.  That is provided at some medical centers, but mainly because of the expertise and the quality of care, most of those cases are sent out by a fee basis or contract.  Because you want the Board Certified, highly qualified, competent person, you know, taking care of these particular women.  But on that website you're going to see all of the services available and pay attention to those that deal with PTSD, traumatic brain syndrome, military sexual trauma, all of those things that are coming out that you see in the press all over.


Also, for the women, at each regional office--benefits office, there is a person assigned as the women veteran's coordinator for benefits.  So, again, when they're going for their benefits, they should request if the want that a female to help them with their claim.  Also, at each major medical center and regional office there is someone called the Women Veteran's Program Manager.  This is a physician, nurse, social worker, or related health person assigned to take care of the women veterans.  So, when she goes to the medical center, ask for that program manager because she can really help them negotiate through the system and make sure she get her appointments in a very timely manner.


And this is really important because we do have many areas that have specific women veteran's clinic.  Some of them are four women veteran's clinic and others are maybe OB/GYN, some of them are primary care.  But we also ask the women in two surveys what they prefer and recently one done by Dr. Donna Walsh (sp?) and which is going to be coming out fairly soon, we asked them if they preferred a regular women's clinic, a regular primary care or a combination.  And the survey came back showing about a third wanted strictly a women's clinic.  Another third wanted to have the OB/GYN done in a women's clinic, but primary care with the men and many of the younger people coming back now they said it didn’t matter that primary care with everybody else was fine, you know, with them.  So, we're constantly asking the women what do you prefer and what would you like.  And based on their responses to us, we try to detail and design a system to meet their particular needs.

Tricia Dwyer Morgan:
Excellent. Thank you so much for that.  I'm going to wrap up the call.  I actually had a whole series of questions that I would love to ask, but I think we've reached the end of our call.  We will be looking at follow-ups on this survey over time and potentially more webinars possibly on public policy that affects women veterans that's pending or coming up as well as other questions and answers.


So, again, if you have ideas for other webinars that you'd like us to do, please let us know and thank you for participating in this webinar and this call.  And thank you so much, Dr. Irene Trowell-Harris, for your expertise and for those others on this call who contributed their knowledge thank you so much.  Take care and have a lovely afternoon.

Dr. Irene Trowell-Harris:
Thank you.  Bye.
