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Preface

The Swiss Armed Forces is for everyone. It is an Armed Forces for
all who want to and are able to serve. Its members are treated
equally and their different genders, sexual orientations, languages,
immigration backgrounds or religions and other aspects are
recognised. Diversity is an opportunity. In 2021, the Armed Forces
command therefore spoke out unanimously in favour of a culture
of inclusion.

Article 58 of the Federal Constitution states that the Swiss Armed
Forces shall be established as a system of conscription in which all
Swiss men are obliged to serve in the military. Women can serve
on a voluntary basis. Young people generally spend at least 245 days
in the Swiss Armed Forces. It is our responsibility as Armed Forces,
itis my responsibility as Chief of the Armed Forces, and it is the
duty of all people with leadership positions in it, to guarantee the
protection of fundamental rights in our organisation. There is no
place for discrimination or sexualised violence in the Armed Forces.
We must create a culture of openness and inclusion, in which we
treat each other respectfully and show zero-tolerance for discrim-
ination, sexism, harassment and violations of human dignity. A
culture like this can benefit everyone and make us even stronger
as an organisation.

With this study we have taken another important step in this direc-
tion. We investigated the issue. In military terms: we assessed and
evaluated the situation. To reach our goal, to develop a culture of
openness and inclusion, we need to understand the obstacles that
stand in our way.

The results of the survey on discrimination and sexualised violence in
the Armed Forces are painful. It is now our responsibility to look
closely, to listen and act, in all ranks. This way we learn and develop
further. Therein lies the opportunity, but also the obliging charac-
ter of this report.

The study allows us to further develop measures, and to take spe-
cific new ones, that strengthen the commitment already shown by
many members of the Armed Forces to protection from discrimi-
nation and to equality. The Armed Forces command fully supports
this process. To consistently take misconduct seriously and act, to
take measures and to create a culture of openness and trust, are
conditions for us to be able to fulfil our constitutional mandates
successfully. The Swiss Armed Forces stand for that.

<

Chief of the Armed Forces
Lieutenant General Thomas SUssli
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Executive Summary

This study offers the first comprehensive analysis of discrimination and sexualised violence in the Swiss
Armed Forces based on gender (including trans identity) and sexual orientation. The results show
that there is a need for action in the Swiss Armed Forces. Around half of study respondents (49.6 %)
stated that they had been discriminated against in the Swiss Armed Forces, while 40.1 % stated that
they had experienced sexualised violence (a range of behaviours including sexist remarks, suggestive
looks, unwanted touching and rape).

Questions asking whether or not respondents have experienced specific types of situations can yield
more exact information that is less distorted by differing subjective understandings of violence. Results
from this part of the survey show that 86.2 % of all respondents had experienced acts of sexualised
violence, most commonly sexist remarks and jokes. The quantitative study has been supplemented by
a qualitative analysis of respondents’ open remarks. This part of the study allows us to understand
victims' views on discrimination and sexualised violence, which mechanisms of degradation are most
frequent and why these forms of violence arise.

The study begins with an introduction situating the topic in the context of current societal develop-
ments. It illustrates how norms of gender and sexuality shape society and how people who deviate
from these norms often face discrimination and violence. The most frequent ground for discrimination
in this study is the female gender. In at least some sections of the Armed Forces, the sexualisation and
devaluation of women are part of everyday life. Homo- and transphobia are also described as everyday
occurrences by some participants. These forms of devaluation violate the rights to equality and protec-
tion from discrimination and work against the goal of the Swiss Armed Forces to live a culture of open-
ness and inclusion. Survey results show how normalised some forms of discrimination and sexualised
violence still are. At the same time, it also becomes clear that the legal norms of equality and protec-
tion from discrimination are quite contested. Conflicting values in this area pose a challenge to imple-
menting the zero-tolerance policy in the Swiss Armed Forces.

The insights of the study form the foundation to improve existing measures and to develop adequate
and comprehensive new ones. These must be implemented within the specific context of the Armed
Forces as well as more broadly in cooperation with additional social stakeholders. Due to the system
of conscription of the Swiss Armed Forces, it is particularly closely linked to the societal contexts of its
members. The Swiss Armed Forces wants to make its contribution to an inclusive culture and the reali-
sation of the mandates of equality and protection from discrimination. In addition, these are important
foundations to strengthen the country’s defence capabilities.
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Glossary

Switzerland officially (as of October 2024) employs a binary concept of gender, which includes men and
women. This gender concept also applies to the Swiss Armed Forces. In accordance with the relevant
legislation, men are obliged to serve in the Armed Forces whilst women can serve on a voluntary basis.
Whenever the genders male and female are not further specified, they refer to a person’s administra-
tive gender, including for transgender people.

In addition to administrative gender, trans identity was also surveyed. To illustrate that administratively
male trans people can be binary and nonbinary, the formulation trans men/people, resp. trans women/
people is used. This way it is taken into account that nonbinary people do not see themselves exclu-
sively as women or men.

Discrimination

Violence

Sexualised
violence

Sexualised
verbal violence

Sexualised
nonverbal
violence

Sexualised
physical
violence

Sexualised
psychological
violence

Discrimination or disadvantage refers to unlawful behaviour toward people or
groups based on personal traits such as gender, sexual orientation or being part
of another social group.

Simply put: discrimination is when people are treated worse or are worse off than
others because of a personal characteristic or because they are part of a certain
group, without legal foundation. This is the case, for example, when someone is
devalued because they are female, non-heterosexual or trans.

Violence is when a person causes harm or injury to another person. Violence
appears in different forms, such as physical, psychological, domestic, digital and
sexualised violence. Multiple forms of violence can overlap.

Sexualised violence is the generic term for any unwanted or forced action with
sexualised meaning. Behaviour that violates personal boundaries is also consid-
ered sexualised violence. Sexualised violence is prohibited and, like discrimination,
constitutes a violation of human rights.

We use the term sexualised violence to emphasise that it is not about consensual
sexuality, but about violence which is perpetrated in sexualised ways or with
sexual motives.

In this survey, sexualised verbal violence refers to sexist remarks and slogans,
insults, verbal threats and offensive jokes, sexual innuendo or obscene remarks
based on gender (including trans identity) or sexual orientation.

Sexualised nonverbal violence refers to looks and gestures with sexualised

meaning. Whistling can also be part of sexualised nonverbal violence.

Sexualised physical violence refers to actions such as unwanted holding, kisses,
hugs or other touching, including assault and rape.

Sexualised psychological violence here refers to all forms of sexualised violence
that damage and hurt a person emotionally, for example threats or stalking.
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Gender

Gender identity

Cis

Trans

Nonbinary

Sexual
orientation

Heterosexuality

Homosexuality

Bisexuality

Queer

(Administrative) gender here refers to the officially registered gender of a person
as ‘male’ or ‘female’.

Gender identity refers to a person’s inner sense of self with respect to gender.
Gender identity can match the sex which was registered at birth (cisgender), but
it can also differ from it (transgender). In this report we differentiate between cis
and trans people, as well as between binary and nonbinary trans people.

By cis people we mean people whose gender identify matches the sex that was
registered at birth.

By trans people we refer to people whose gender identity does not match the sex
that was registered at birth. There are binary (male/female) and nonbinary trans
people (see James et al. 2024).

Simply put: The social gender and biological sex do not correspond here. This
means: A person who knows he is a man, but who was born biologically female,
is a (binary) trans man. Conversely, a person who is born biologically male who
knows she is a woman, is a trans woman. Whether or not a person undergoes sex
change or gender confirming surgery is their decision.

Nonbinary people do not identify as exclusively women or male and therefore
also do not identify with the sex registered at birth. Nonbinary counts as a form
of trans identity.

The term sexual orientation describes, to what gender a person feels sexually
drawn to. This includes, among others heterosexuality, homosexuality or
bisexuality.

Refers to heterosexual desires between men and women respectively to the
other gender.

Non-heterosexuality accordingly refers to desires that are not or not exclusively
oriented to the other gender and encompasses all other sexualities and asexuality.

Refers to homosexual desires between men (gay) or between women (lesbian).

Refers to bisexual desires toward men and women or people of the same and
other genders.

In the survey, the term “queer” is used as generic term for lesbian, gay, bisexual,
trans and queer people (LGBTQ). Under “queer” we also include people who

would generally be referred to, for example with “*” or “+". Intersexuality is not
part of the survey.
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Introduction

This study is based on a survey conducted in spring 2023 on discrimination and sexualised violence
based on gender (including trans identity) and sexual orientation in the Swiss Armed Forces. The
Specialised Office for Women in the Armed Forces and Diversity (WiAD) was assigned to realise the
study as part of the Gender Equality Strategy 2030 of the Swiss Confederation. This mandate has
been accomplished with the present report.

The results show: Discrimination and sexualised verbal, nonverbal and physical violence (from abusive
remarks and gestures to severe physical violence) based on gender and/or sexual orientation are
widespread in the Swiss Armed Forces. Particularly minorities — in this case, women, non-heterosexual
and trans members of the Armed Forces, experience discrimination and sexualised violence.

Investigating the Swiss Armed Forces always also offers insights into a section of society. Different
forms of discrimination and sexualised violence had long been accepted and unequal treatment

was often legal. For example, women only received voting and electoral rights on a national level in
1971. Until 1988 the husband was instituted as head of the marital union and the woman as his aid
who manages the household. Marital rape first became an offence ex officio in 2004, and it wasn't
until 2023 that the National Council and the Council of States agreed to the 'no means no’ solution in
criminal law relating to sexual offences. Since 2004 (Armed Forces XXI reform), women in the Swiss
Armed Forces have had access to all functions, and the same rights, rules and requirements apply to
them. Conscription and the military service exemption tax are still regulated unequally and only apply
to male Swiss citizens. Concerning non-heterosexual people, homosexuality was punishable as “un-
natural fornication” until 1992 in the Swiss Armed Forces, despite several procedural requests which
had been discarded by the parliament, although homosexuality had been decriminalised in the Swiss
criminal code in 1942. In 2020 the Swiss voting population accepted the change to the criminal code
and the military criminal code, which bans discrimination and incitement to hate based on sexual
orientation and in 2021 “marriage for all” was legally approved. Since 2022, trans people can change
their gender and name more easily in the register of residents. Concerning trans identity, mechanisms
of exclusion still persist in society as a whole as well as the military.

These social developments manifest themselves in legal changes. However, dominant deep-seated social
norms still have an effect. This becomes visible in the fact that discrimination based on gender and/or
sexual orientation, sexism and sexualised violence are still present in all spheres of social life. Many forms
of sexualised violence are often seen as 'not so bad’ and as normal up to a certain degree. This also
shows in expressions such as ‘locker room talk’ and 'boys will be boys’, attitudes which play down and
normalise sexualised degrading language (Curry 1991, 133f). Sexist behaviour is based on a binary gen-
der order and the corresponding norms of masculinity and femininity (Stahel & Jakoby 2021, 17). Notions
of gender are already developed during childhood and are solidified for example through school books
and materials (ibid., 18). This is often accompanied by homophobic views, which manifest in degrading
language that is already used by youth (ibid., 19). A survey of 973 seventh- through ninth-grade students
in public schools in German-speaking Switzerland, illustrates that 85.4 % of all the surveyed students
had used homophobic language in the previous 12 months (Weber & Gredig 2018, 13).

Developments in recent decades have led to increased recognition and rejection of various forms of
discrimination and sexualised violence as unjust. Debates and conflicts regarding equality, protection
from discrimination and diversity still arise in society as a whole, families and organisations. Thereby,

it is disputed, which way of dealing with gender and sexual orientation is seen as the right one. Commit-
ment for equality and the protection from discrimination often provokes strong counter-reactions in
contexts in which gender inequality and discrimination have been or are normal. For this reason, it is
important to accompany processes of inclusion in such organisations. This is also the case for the Swiss
Armed Forces, which historically grew as, and currently still is, a male Armed Forces. It is important to
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deal with contradicting values in a constructive way and to prevent further damage. In other armed
forces with an already higher proportion of women, it has been underestimated how challenging
the inclusion of women can be for some people. Accordingly, there had been an increase of violence
against women and exits up to suicide by women (see Roquel 2023 for the Danish Armed Forces
and Abdul 2023 for the British Armed Forces). The Swiss Armed Forces can learn from these experi-
ences and anticipate the resistance, which the inclusion of women and other minorities can bring
about at first.

The Swiss Armed Forces wants to take its responsibility and educational mandate seriously, to acknowl-
edge discrimination and sexualised violence and to understand the existing problems in their scope
and depth, without glossing over. This self-critical view is the basis for a solution-oriented dialog. In
order to develop a culture of inclusion, the Swiss Armed Forces, as illustrated in the vision 2030, puts
people in the centre and builds, among other aspects, on a culture in which it is ok to make mistakes
and to learn. This not only strengthens the fundamental rights of members of the Armed Forces, but
also its innovative potential and capacity. An organisational culture, however, which includes discrimi-
nation and (sexualised) violence, weakens the Armed Forces and its members. How people are affect-
ed by and perceive discrimination and sexualised violence and how it reduces their motivation and
performance, is illustrated in chapters 1 to 4, the open remarks in chapter 5, the reporting behaviour
in chapter 7 and the effects of these experiences in chapter 8.

Strengthening the Swiss Armed Forces and its defence capability therefore also requires the intensified
realisation of the constitutional mandates of gender equality and the right to protection from dis-
crimination. Only in an environment of psychological safety can different members of the Armed Forces
contribute and develop their full potential.

The present study also shows: the development toward a culture of inclusion has already begun.

A majority of service members in leadership positions already support a zero-tolerance policy on dis-
crimination and sexualised violence. Furthermore, the reporting rate in the Armed Forces is high, in
comparison to the societal context. These are valuable points to connect to, in order to strengthen the
Armed Forces through the intensified realisation of equality and protection from discrimination.

The structure of the Swiss Armed Forces is unique as its conscript members serve only part-time in the
armed forces (conscription system). Of the personnel of the Armed Forces, only a small part are career
military personnel working full-time as headquarters staff and trainers for the conscript units of the
Swiss military. The majority, however, are conscripts. In such a system of conscription, many young peo-
ple spend at least 245 days in the Armed Forces. They come from their societal contexts and return

to them. The realisation of the constitutional mandates to gender equality and protection from discrim-
ination is thus a task for society as a whole. The Swiss Armed Forces will, on the basis of the planned
measures, make its specific contribution by accompanying people during the phase of life, which they
spend in the Armed Forces, in such a way that they will meet every single person, inside and outside
of the Armed Forces, with an increased sense of their rights and with respect. In the end, however, this
work can only be achieved together with further societal actors.

In his preface, Lieutenant General Thomas Sussli writes about the compulsory character of this report.
The results of the study have to be transferred into appropriate and extensive measures in order to
guarantee the fundamental rights of the members of the Armed Forces as well as the innovation, per-
formance and defence capability of the Armed Forces.
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Sample and method

This study is a quantitative investigation which also includes open remarks. The quantitative data has
been evaluated statistically, while the content of the open remarks has been analysed qualitatively
and quantitatively. The two different approaches allow to see discrimination and sexualised violence
from different perspectives and thus to gain a more comprehensive picture. By illustrating quantities,
numbers can show structural distributions. However, they cannot grasp the underlying structures

of meaning. Qualitative social research aims at understanding common ways of feeling, acting and
knowing of the actors. Often, this is experienced as self-evident and therefore not questioned further.
Its reconstruction is essential in order to understand contexts (Bohnsack et al. 2003, 43). Through the
analysis of structures of meaning, sources of discrimination and sexualised violence can be identified.
This is a necessary step to take appropriate measures against them. The additional value of combining
quantitative and qualitative methods is therefore not only that statistical knowledge on distributions
is gained. The analysis of open remarks also illustrates how members of the Armed Forces experience
discrimination and sexualised violence and by which mechanisms they arise. The quotes which are
used in the report have been translated into the language of the report. The original language is indi-
cated in brackets.

The survey was conducted in collaboration with the social research institute YouGov Switzerland
(formerly LINK). The data was collected from January to March 2023 using an online questionnaire in
Switzerland’s three official languages: German, French and Italian.

All female members of the Swiss Armed Forces assigned to formations were invited to take partin the
survey (n =2085, as of January 2023) as well as a similar number of male members of the Armed Forces
(n=1869), representative according to official language (ger, fr, it) and rank. Participation was anony-
mous and voluntary. In the following investigation the ranks are grouped into privates (E-1/E-2/ First
Class), NCOs (including senior NCOs) and officers (second and first lieutenants, captains and staff
officers). Recruits are not part of the sample, because they are not yet assigned to formations. Senior
staff officers (brigadier generals, major generals, lieutenant generals) are also not part of the sample,
as anonymity can no longer be guaranteed for the small number of people in this rank category.

Of the 3954 people who were contacted, 1126 took part in the survey, a participation rate of 28.5 %.
32.1 % of the participants (administrative gender) are men, 67.9 % are women. There is a “women-bias”
(a kind of distortion in direction of the views of women), which is countered by gender-segregated
analyses. It is not known whether there is a bias regarding queer people, because data on sexual orien-
tation and trans identity is not collected in a standardised way in the Swiss Armed Forces in the way
itis common concerning the administrative gender.

In the present study, respondents provided information on their sexual orientation and/or trans identity
on a voluntary basis. 170 people and thus 15.1 % states that they are non-heterosexual and/or trans,
which for the purposes of the study we have grouped together under the rubric ‘queer’. The statistical
evaluation does not differentiate among trans people based on their sexual orientation due to the
small case number.

More than half of participating men are privates. Among women, only one third of the participants
are privates. Queer participants are represented in all rank categories, mostly in the rank category of
privates, which is the largest group in the Armed Forces overall. With regard to language, 762 (67.7 %)
of the participants speak German, 292 (25.9 %) speak French and 72 (6.4 %) speak Italian. They come
from all branches of the Swiss Armed Forces, as table 1 shows.
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Table 1: Gender composition of branches of the Armed Forces according to
administrative gender and number of queer people

data basis: all respondents, n = 1126

Men Women Total Among In percent of

them queer  the total sample

NBC defence corps 11 12 23 5 2.0
Artillery 11 13 24 3 2.1
Air defence corps 9 18 27 6 2.4
Air Force 25 48 73 9 6.5
Command support corps 48 61 109 13 9.7
Engineer corps 15 19 34 9 3.0
Infantry 85 82 167 17 14.8
Logistic corps 45 123 168 25 14.9
Military Police 7 38 45 7 4.0
Armoured corps 40 40 80 13 7.1
Rescue corps 16 44 60 8 5.3
Medical corps 24 167 191 38 17.0
Special forces 19 7 26 5 2.3
Others 7 88 95 12 8.4
Not specified - 4 4 - 0.4

The data provides a representative picture of the situation of female members of the Armed Forces.
Statements on the male and queer members of the Armed Forces, however, cannot be generalised.
For men, the ratio according to rank and language region is not representative in relation to the
number of men in the Armed Forces. For queer people, a comparative value is missing, because their
proportion in the Swiss Armed Forces generally is not known. Therefore, the results for men and
queer people are only valid for the sample of this study.

1 All groups (by gender and sexual orientation) experience discrimination and sexualised
violence in the Swiss Armed Forces, albeit to differing degrees
The Swiss Armed forces is, as described in the beginning, historically male. Today, only 1.4 % of its
members are female (as of December 2023, Armed Forces Personnel Service). Members of the Armed
Forces live and work in a collective for extended periods of time ranging from a week to several
months. They sleep in shared dormitories, shower in group showers and eat in communal areas. This
is one of the characteristics of 'total institutions’ according to Erving Goffman, which also includes the
military, or rather military life in barracks (Apelt 2005/2012, 431f). Total institutions are characterised
by their unification of work, spare time and sleep, three areas of life which are normally separated
(Davies 1989, 771). Everyday actions and activities are planned, commanded and supervised by a hierar-
chically superior entity — in the case of the Swiss Armed Forces, service members in leadership posi-
tions —and serve to accomplish the goals of the institution. In addition to the low level of privacy, all
members of the Armed Forces wear the uniform. Military comradery and corps spirit are valued for the
cohesion of the corps. Finally, military contexts are about legitimate state violence. This reason for the
existence of armed forces, the defence of land and people in the event of war, is the basis for another
special feature: the highly hierarchical structure of armed forces.

Hierarchical structures, in particular, as well as strong fraternisation and very unequal gender relations
often correlate with higher numbers of victims of discrimination and sexualised violence (Bondestam
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& Lundqvist 2020, 409; Buchanan et al. 2014, 688). Knowing about these circumstances and the corre-
sponding responsibility is central for the Swiss Armed Forces to realise the change toward an inclusive
organisation without space for discrimination and sexualised violence.

1.1 Discrimination and sexualised verbal, nonverbal and physical violence are connected
The various forms of sexualised violence can often not be clearly distinguished from one another.
Rather, they are connected and form a continuum, in which sexist and homophobic remarks form one,
assault, rape and femicide/murder the other pole (Schiz et al. 2021, 2). While some people view
sexist remarks and jokes as bad humour, others experience it as sexualised violence. Thereby, the spec-
trum of sexualised verbal violence also includes rape threats.

If sexualised verbal violence is seen as normal and not dangerous, it will open the space for more severe
forms of sexualised violence. This happens regardless of whether or not the normalisation of sexual-
ised verbal violence is taking place in a conscious or unconscious way (see Schroéttle et al. 2019). It is the
foundation which facilitates further forms of violence or enables them in the first place.

The open remarks show the connection between discrimination and the different forms of sexualised
violence and how innocuous-seeming behaviours can give rise to more serious acts. A female private
(ger) writes, for example: “It starts with stupid jokes, comments and certain remarks. You get messages
on your phone, sexual requests, sex videos etc. Sexual physical harassment comes next.” It also be-
comes clear how difficult it often is for the people who have these experiences to draw a line between
aremark and a boundary violation. In this sense, a female NCO (ger) mentions: “stupid comments/
suggestions, most are harmless and only there to provoke a reaction. Others are serious and accord-
ingly uncomfortable. The line between joke and seriousness is blurred.”

It is therefore important to emphasise that sexualised verbal violence is not inherently less severe.

A female officer (fr) says: “The majority of remarks are very hurtful and from a psychological point of
view completely destructive (I cannot say that it caused problems for me), rather it gave me the
feeling that | didn't belong in the Armed Forces.” This is also true for violations through acts of sexual-
ised nonverbal violence, such as suggestive looks.

The statistics show that members of the Armed Forces who have experienced discrimination or sexu-
alised verbal or nonverbal violence have a higher risk of experiencing sexualised physical violence than
people who have not experienced discrimination and violence. Specifically, experiencing discrimination
doubles the risk of sexualised physical violence. In the present sample, people who had at some point
experienced sexualised verbal violence in the Swiss Armed Forces were 2.5 times more likely to have
experienced sexualised physical violence; this likelihood increased by more than 6 times for those who
had experienced sexualised nonverbal violence. It isimportant to note here that participants some-
times mixed especially experiences of sexualised nonverbal and physical violence. Therefore, the last
number may actually be slightly lower. Nevertheless, this shows that members of the Armed Forces
who experienced sexualised nonverbal violence, for example, were several times more likely to have
been confronted with sexualised physical violence in the Swiss Armed Forces than those who had not.

1.2 Prevalence by gender and sexual orientation
The data of this study shows that discrimination and sexualised violence affect members of all groups
(with respect to gender and sexual orientation) in the Armed Forces.

Figure 1 illustrates: around half of the participants (49.6 %) state that they (may have) experienced
discrimination in the Swiss Armed Forces. The number is composed of the 35.8 % who affirmed this and
13.8 % who said, they were not sure. 40.1 % of the participants state that they experienced sexualised
violence in the Swiss Armed Forces (30.2 %) or that they were not sure (9.9 %). In this study, sexualised
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violence is the umbrella term for sexualised verbal (in words), nonverbal (without words) and physical
violence. Sexualised verbal violence encompasses sexist remarks, insults, threats and suggestive jokes,
sexual innuendos or obscene remarks. Sexualised nonverbal violence includes looks and offensive
gestures with sexualised connotations, wolf whistling or exhibitionism. Sexualised physical violence
consists of actions such as unwanted holding, kisses, hugs or touching and includes sexual assault
and rape.

Those people who state that they had experienced discrimination and sexualised violence and those
who are not certain have been listed separately for transparency. However, for content-related reasons,
they are taken together. From previous research and work in the field of equality, diversity and inclusion
itis known that people who are not sure whether or not they experienced discrimination or sexualised
violence, usually did experience it (Hassan & Sanchez-Lambert 2019, 47). Research by Hlavka (2014, 8)
on normalisation and sexualised violence against young women shows that people are often not sure,
whether or not they experienced harassment, because the experience of violence is so normalised. As

a consequence, this means that people interpret sexualised violations of their boundaries as ‘normal’ or
at least as 'not so bad’, independently of the kind of violation (verbal, nonverbal or physical).

A comment of a female private (ger) illustrates this insecurity: “Some privates looked at us women, they
spoke in French about our bodies and that they had a claim on us. And they used suggestive remarks.
However, | am not sure, whether this falls under this topic.”

Women are clearly more frequently affected by sexualised violence than men. This is true for all types
of violence asked about in the survey.

Non-heterosexual cis men are also frequently affected. (Where no comparisons with other groups are
made, there are no statistical group differences. Therefore, they are not elaborated. This procedure is
followed in the entire study report). Among non-heterosexual men, 52.9 % state that they have been
affected by discrimination, 35.2 % that they have been affected by sexualised verbal violence and
29.4% by sexualised violence generally. The values of affectedness by trans men/people are close to
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the values by heterosexual cis men. 31.6 % experienced discrimination and 26.4 % sexualised violence
generally. In relation to the size of each group, heterosexual cis men are least affected by discrimi-
nation (26.1 %) and sexualised violence (14.0 %). However, men make up 98.6 % of the Swiss Armed
Forces. In absolute numbers they are therefore probably affected the most (the results on men of
this study are not representative and cannot be extrapolated to the complete number of men in the
Armed Forces). Their affectedness needs to be investigated in follow-up studies.

By branches of the Armed Forces, there are differences between men and women (administrative
gender, see Figure 2). Based on the low case numbers, statements on the affectedness of discrimination
based on sexual orientation and/or trans identity by branch of the Armed Forces cannot be made.

In general, the highest rates of discrimination are found among the medical corps with 61.8 %
(women 63.5%; men 50.0 %). Analysed by gender, most discrimination was experienced by women
in the command support corps (73.8 %) and the air force (72.9 %).

Among those who experienced sexualised violence in the Swiss Armed Forces, most are assigned to
the rescue forces (total 53.3 %; women 68.2 %; men 12.5 %), followed by the command support corps
(total 48.6 %; women 67.2 %; men 25.0 %). The highest proportion of women affected by sexualised
violence appears in the NBC defence corps (75.0 %), the lowest in the special forces (28.6 %). The special
forces are the only branch of the Armed Forces in the present survey in which men had a significantly
higher rate of discrimination (see table 1).

Discrimination and sexualised violence are phenomena that concern society as a whole. That is why it
is important to contextualise them.

The extent of sexual harassment in Switzerland has been studied by Biberstein et al. (2022, 45) on behalf
of the Federal Office for Gender Equality (FOGE) and the State Secretariat for Economic Affairs (SECO).
They define sexual harassment as unwanted behaviour of a sexual nature or relating to gender or
gender identity that is perceived as such by the harassed person and violates a person’s dignity (ibid.).
This is comparable with the category of sexualised violence generally in the present study. The investi-
gation compiles the results of the Swiss criminal statistics and numbers from survey studies, and con-
cludes that 15-20 % of respondents experienced such behaviour in their lives (in the present study it is
40.1 %). Among women those affected are 20-60 % (ibid., 47; in the present study it is over 50 %). The
highest values refer to results of a survey by Amnesty International Switzerland (Golder et al. 2019, 11),
according to which 62 % of the women state having experienced "unwanted touching, hugs, kissing”
from the age of 16 (59 %), or where the situation was not clear (3 %). In the present study, 30.9 % of
the women and 7.2 % of the men reported experiencing acts of unwanted touching, hugs and kissing
at some point (ranging from very often to rarely). The most commonly experienced situation in the
present study involves “sexist remarks and jokes" (80.7 % of all participants).

In addition to the Swiss context, the comparison with other armed forces is also revealing. According
to a study (Bundesministerium der Verteidigung 2022, 25f) conducted in 2020 by the German Armed
Forces entitled, “Bunt in der Bundeswehr — Ein Barometer zur Vielfalt [Colourful in the German Armed
Forces — A barometer of diversity]”, 21.1 % of women and 4.1 % of men who participated in the survey
reported experiencing discrimination during the previous two years (definition: subjectively perceived
unequal treatment based on gender, age, disability, religion or belief, immigration background, sexual
orientation or gender identity. Unequal treatment includes offensive remarks, marginalisation, sexual
harassment and violence). Among non-heterosexual people, 12.1 % experienced discrimination based
on their sexual orientation (0.5 % of heterosexual people). 10.1 % of trans people and 0.4 % of cis people
experienced discrimination based on their cis/trans gender identity. In a study on sexual harassment
(defined in the study as unwelcome sexual advances, requests for sexual favours, and deliberate or
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Figure 2: Prevalence of discrimination and sexualised violence by gender and
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repeated offensive comments or gestures of a sexual nature; Davis et al. 2023, 2) in the US Department
of Defense, the proportion of women who had experienced this was 63 % (ibid., VII). Among non-
heterosexual women, the rate was 74 % and it was 61 % among heterosexual women (ibid., X). Among
men the proportion was 20 % (ibid., VII): 19 % among heterosexual men and 49 % among non-hetero-
sexual men (ibid., X). A survey in the Canadian Armed Forces (Cotter 2019, 4) shows that 15 % of the
respondents had experienced sexualised or discriminatory behaviours in the 12 months prior; 28 % of
women and 13 % of men. Sexualised behaviour was defined as inappropriate sexual verbal or non-
verbal communication, showing or sending sexually explicit materials, unwanted physical sexual con-
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tact or repeatedly suggesting sexual relations. Discriminatory behaviour was defined as discrimination
on the basis of sex, sexual orientation or gender identity, for example through insulting, mistreating
or ignoring someone (ibid., 8). Sexual assault (defined as sexual attack, unwanted sexual touching or
sexual activity where unable to consent, ibid.) in the military workplace or involving military members
was reported by 1.6 % of respondents: 4.3 % of women and 1.1 % of men (ibid., 10f). In the French
Armed Forces (Moreau et al. 2021, 6), 12.6 % of women and 3.5 % of men stated that they had expe-
rienced sexualised physical violence (defined as any touching, attempted or forced sex including with
object or finger) in the 12 months prior. Numbers of the Army of the United Kingdom (Ministry of
Defence 2022, 5) show that 17 % of women and 2 % of men had experienced sexual harassment (de-
fined as ranging from low-level generalised sexual behaviour, such as jokes and swearing, through to
serious sexual offences, ibid., 1f). The prevalence of generally sexualised behaviour such as jokes,
explicit language, gestures and the sharing of sexualised content lies between 31 % and 69 %, de-
pending on the type of behaviour (ibid., 5).

Other relevant comparisons can be made with male-dominated fields, particularly within organisations
which are also structured into strict hierarchies that generate dependence. The highest numbers are
found in higher education. For example, an international study conducted in 33 European countries
(Lipinsky et al. 2022, 7) showed that 62 % of the respondents (66 % of women, 56 % of men and 74 %
of nonbinary people) had experienced sexualised violence in their current institution. Sexualised
violence was defined as gender-based violence including physical violence, psychological violence,
economic violence, sexual violence, sexual harassment and online violence (ibid., 5).

Figures on sexualised verbal violence against women in the construction sector are also high in compar-
ison with other sectors of society. According to a study by Unia (2024), 53.5 % of women in the sector
have experienced bullying and sexual harassment. In addition, sexualised violence and abuse have been
studied to some extend in the church (Bignasca et al. 2023) and in the caring professions (Kriiger et

al. 2019) and are problematised in areas such as football (Gurtler et al. 2022) and gastronomy (Baur 2023).
In politics, the underrepresentation of women, sexual harassment, reduction of women to their appear-
ance and obstacles to the political participation of mothers are discussed (humanrights.ch 2022). How-
ever, a comprehensive study on sexism and sexual harassment in Swiss politics has yet to be conducted
(ibid.). The extent to which advertising perpetuates gender stereotypes can be seen in an analysis of
moving image advertising (television commercials and online ads) that appeared in an industry publi-
cation in Switzerland (Werbewoche 2023).

It is difficult to make direct comparisons among the different studies, as they do not define and measure
rates of sexualised violence in the same way. The use of legal terms is also inconsistent. In Switzerland,
the term ‘sexual harassment’ is defined differently in legal texts (Biberstein et al. 2022, 10). Social sci-
ences uses a broader definition of ‘sexual harassment’ or ‘sexualised violence'. However, they opera-
tionalise them differently and generally take into account the type of relation that is investigated

(for example sexual harassment in the workplace or in the public sphere, ibid., 2022, 45). Furthermore,
discriminatory and sexualised attitudes are sometimes taken together, as was the case in the study on
the Canadian Armed Forces. Finally, different time spans, forms and instruments of data collection
impact the comparability of studies and estimates of prevalence of certain behaviours. Nevertheless,
a picture emerges which shows that the numbers of affected people in the Swiss Armed Forces are

in the upper range in comparison with Switzerland as a whole and with other organisations.

1.3 Categorisation of open remarks

In addition to closed questions, the survey contained open-ended questions that allowed participants
to describe their experiences with discrimination, reasons for discrimination and sexualised violence
(verbal, nonverbal and physical). These questions were posed to people who had previously confirmed
in the questionnaire that they had experienced some form of discrimination or sexualised violence in
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the Swiss Armed Forces. In addition, all participants had the opportunity to share their experiences
with reporting and provide a concluding remark. A total of 733 people made comments. By language
groups, 68.1 % of the commenters speak German, 26.7 % French and 5.2 % Italian. The administrative
genders of those writing comments were 80.2 % women and 19.8 % men. Binary and nonbinary trans
people comprised 3.8 % of all commenters; 96.2 % are cis. Regarding sexual orientation, 84.9 % are
heterosexual, 13.5% non-heterosexual and 1.6 % did not specify their sexual orientation. By rank,
33.3% are privates, 31.5 % are NCOs, 31.1 % are officers, 3.4 % have another rank and 0.7 % did not
specify their military rank.

Out of the 1126 participants, 917 (81.4 %) gave permission for the report to quote their responses to
open questions; 97 (7.0 %) did not want their responses to be used and 130 (11.5 %) did not specify.
The report uses all remarks for its analysis, but the direct quotes used in the report are exclusively from
respondents who gave their permission. Respondents wrote a total of 2127 comments. They were
categorised thematically (see Figure 3; for a more detailed list of subcategories, see table 2 in the annex).
Multiple situations are sometimes described in a single comment, while in other remarks one described
case can refer to different categories. Therefore, it is possible that ‘skills are undermined’ by using ‘dif-
ferent standards’. ‘Different standards’, however, can also relate to ‘regulations on clothing’ or other
aspects.

Unlike in the statistics on prevalence in chapter 1.2, sexualised verbal violence is the topic addressed
most frequently in the open remarks, followed by unequal treatment of women. The categories are
sometimes overlapping, because sexualised violence usually happens on the basis of discrimination or
in a discriminatory way, and discrimination often takes the form of sexualised violence. As in the
quantitative results, sexualised nonverbal and physical violence are mentioned less often in the open
remarks. Sexualised psychological violence is mentioned in 147 of the analysed comments.

The analysis of open remarks pays particular attention to the situation of women in the Armed Forces.
Wherever the remarks allow it, situations described by men and queer members of the Armed Forces

Figure 3: Quantitative analysis of the open remarks
(number of people who mentioned these topics in their comments)

Categorisation of open remarks in main categories; data base: all open remarks on experiences of discrimination and violence,
reasons for discrimination, consequences, reporting, zero-tolerance and concluding remarks; n = 733 people, 2127 comments
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are also analysed. The three groups also overlap in some cases. Comments on discrimination based on
language, racism, regional origin, physical characteristics and other aspects are discussed in chapter 5.4.

The following numbers illustrate how often certain phenomena were mentioned — but not how often
those incidents actually occurred. According to the comments, the actual frequency is significantly
higher. In fact, many comments illustrate precisely the everyday nature of the phenomena (204 de-
scribed cases of discrimination and sexualised violence being normalised), which indicates their wide-
spread prevalence. Some descriptions are very detailed; others are so abstract that it is unclear what
actually happened. 34.9 % of participants (n = 393) only answered quantitative questions without
commenting. The aim of quantifying the remarks is not to generate exact figures on the frequency of
specific experiences of discrimination and violence, but to illustrate patterns and to provide a numerical
foundation for the qualitative analysis.

Discrimination and sexualised violence are phenomena that concern society as a whole and which
appear in all social spheres. On the continuum of discrimination and sexualised violence (verbal,
nonverbal and physical), sexualised verbal violence is often the foundation for nonverbal and physical
violence or enables it in the first place. In the present study on the prevalence of these behaviours in
the Swiss Armed Forces, around half of respondents (49.6 %) stated that they had experienced dis-
crimination in the Swiss Armed Forces. 40.1 % state that they had experienced sexualised violence.
Women are affected significantly more often than men. Non-heterosexual cis men experience sexu-
alised verbal violence particularly often. Sexualised verbal violence is generally the most widespread
behaviour, followed by sexualised nonverbal and physical violence. Sexualised verbal violence is

the form of sexualised violence which is mentioned most often in the open remarks on experiences
of discrimination and violence.

2 Discrimination and sexualised violence often go unrecognised

Studies on the prevalence of discrimination and sexualised violence show that questions describing
specific situations produce more exact and higher incidence rates than single questions of a general
nature (Walby & Myhill 2001, 515), such as a question simply asking whether participants had experi-
enced sexualised violence in the Swiss Armed Forces. Explanations for the difference are, first, that the
term ‘violence’ and even more so ‘sexualised violence' are stigmatising, and people often shy away
from seeing themselves as victims of sexualised violence (ibid.). Secondly, discrimination and violence
are concepts which are understood and interpreted subjectively, which leads to different response
behaviours (UN 2014, 15; European Union Agency for Fundamental Rights 2013, 8). A Canadian study
on domestic violence illustrates how the reported prevalence is ten times lower when a single abstract
question is asked than when multiple questions are asked about specific situations (Walby & Myhill
2001, 515). This is, third, related to social norms. If there is a social agreement that a defined behaviour
is both typical and appropriate, it is considered to be a social norm (Alexander-Scott et al. 2016, 9). In
terms of gender and sexual orientation, there are numerous social norms that are learned in childhood.
These include seeing sexual activity/dominance as characteristic of men (ibid., 9), associating violence
against women with the private or familial sphere (Htun & Jensenius 2020, 153) and attributing pas-
sivity to women and the desire to dominate and compete to men (Bourdieu 2001, 74f). Many of these
social conventions normalise discrimination and violence, for example when sexualised behaviour

is viewed as a biologically determined gender characteristic. All these aspects lead to the fact that an
abstract question about whether someone has experienced violence in general produces lower figures
than a set of questions asking about specific experiences. The latter counteracts the distortions
mentioned and makes it possible to collect more precise data. In addition, it may be that the survey
questions themselves are what prompted the people surveyed to realise that they had indeed
experienced sexualised violence.
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Consequently, there is a significant difference in the present study between respondents’ self-disclosure
of having experienced discrimination and/or sexualised violence, and the statements they made
regarding experiences of specific acts of discrimination and sexualised violence.

21 Of all respondents, 86.2 % had experienced situations that can be

categorised as sexualised violence
As expected, reported prevalence rates were higher when participants were asked about their expe-
riences of specific acts of sexualised violence (ranging from derogatory remarks and suggestive looks
to severe forms of sexualised physical violence). In addition, these types of questions differentiate
among various forms of violence.

Figure 4 shows respondents’ assessment of how frequently they had experienced various situations
which can be categorised as sexualised violence.

Only 13.0 % reported that they had never experienced any of the situations; 86.2 % of all respondents
had experienced at least one situation rarely to very often (0.8 % did not specify). Of all respondents,
24.1 % had experienced at least one of these acts of sexualised violence very often, 19.4 % often,
24.5% sometimes and 14.9 % rarely (4.1 % do not know/not specified).

Figure 4: Experiences of acts of sexualised violence (in percent)
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In response to the broad question as to whether they had experienced sexualised violence in the Swiss
Armed Forces, just 40.1 % of respondents answered affirmatively. Based on the set of more specific
questions, however, more than twice as many indicated that they had experienced situations which can
be categorised as boundary violation, up to severe sexualised physical violence. We can thus conclude
that many people who said that they had not experienced sexualised violence in the Swiss Armed
Forces did in fact experience acts that can be categorised as sexualised violence. This can partly be ex-
plained by the fact that sexist remarks and jokes in particular are normalised to such an extent that they
are not considered to be sexualised violence. Even when we exclude the results for ‘Sexist remarks
and jokes’, "Wolf whistles and/or inappropriate gestures’ and ‘Inappropriate staring’, only 29.0 %

of respondents reported never having experienced the remaining acts of sexualised violence. This is a
significant discrepancy compared with responses to the broader question about experiences of
sexualised violence.

A breakdown by gender and sexual orientation confirms that all groups have experienced acts which
can be categorised as sexualised violence. Figure 5 shows that heterosexual cis men experience these
situations at a much lower rate (68.9 %) than women (93.2 % of non-heterosexual cis women and
96.8 % of trans women/people) and non-heterosexual cis men (94.1 %). Trans men/people (68.4 %)
reported rates that were similar to those of heterosexual cis men. One explanation for this could be
that the majority of trans men/people are nonbinary people and may be perceived as male in the
military context.

When one excludes ‘Sexist remarks and jokes’, the same pattern emerges in the distribution as before,
with values that are 3.3 to 11.7 percentage points lower. Still, 59.9 % of heterosexual cis men reported
having experienced such situations, compared with 87.8 % of heterosexual cis women. The proportion
of non-heterosexual cis men who experienced acts of potential sexualised violence drops to 82.4 %
when excluding sexist remarks and jokes.

Some of the open remarks provide indications as to why people who have experienced acts of sexu-
alised violence might say that they did not experience discrimination and/or sexualised violence.

Some comments illustrate the extent to which experiences of sexualised violence have been normalised,
especially in the context of the Swiss Armed Forces. A female officer (ger) writes: I have been touched,
but never in a way that very clearly violated my boundaries. | would say, for me it was ok. But maybe |

Figure 5: Experiences of acts of sexualised violence (in percent)
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am somewhat jaded. In a non-military work environment some of these experiences would have been
considered an offence, but yes, | knew what was in store for me.” A female NCO (ger) talked about
how widespread uncomfortable jokes were, to the point that that they were not treated as sexualised
violence because they were taken for granted: “People often crack jokes which are borderline. Per-
sonally, | take them with a lot of humour. Jokes like that are present in all ranks, so measures are only
taken in severe cases.” These comments show that survey respondents have normalised the type

of discrimination and sexualised violence they have experienced in the Swiss Armed Forces. The act is
considered to be appropriate (“I knew what was in store for me”) and typical (“Jokes like that are
present in all ranks”) within the given context and therefore fits the definition of a social norm. The
behaviour is therefore more accepted and less problematised.

For others, a critique of discrimination conflicts with their loyalty toward the Armed Forces. A female
NCO (fr) writes: “Of course there is some discrimination, but this is not about the Armed Forces, it is
about the individual [...] I am for the Armed Forces.” With this comment she takes a stand for the Swiss
Armed Forces as an organisation, placing the responsibility for discriminatory behaviour with the
individual rather than the Armed Forces. Individuals are blamed for their wrongdoings and possible
systemic contexts are ignored, but the behaviour of individual people and the overall organisation are
connected. Discriminatory behaviour, for example, is inseparable from its acceptance in an organisa-
tion. People shape their surroundings and are in turn shaped by them (Giddens 1984/1997, 77f). This
means that when people discriminate against others, they perpetuate the conditions within which
they can do so (Welskopp 2001, 107). It is therefore important to hold individuals accountable for their
misconduct while shaping the environment to facilitate a zero-tolerance policy.

Further comments show that a critique of discrimination is interpreted as weakness, which goes against
the military virtue of strength. A female NCO (ger) writes that every person should defend themselves,
because 'the Armed Forces is there to protect the country, it does not need weaklings'. Criticising discrimi-
nation is seen as expression of weakness, while tolerating one’s own devaluation is seen as strength.

These different views are mirrored in answers to the question of whether the respondents also expe-
rienced discrimination and/or sexualised violence outside of the Swiss Armed Forces. 65.5 % reported
experiencing them rarely to often (often: 6.6 %; sometimes: 26.7 %; rarely: 32.2 %); 14.1 % responded
‘do not know’ or did not specify. Only 20.3 % reported never having experienced discrimination and/
or sexualised violence. These prevalence rates are thus higher than those reported in response to the
general question as to whether the respondents had experienced discrimination and/or sexualised
violence in the Swiss Armed Forces. However, they are lower than the proportion of respondents who
reported experiencing specific acts of sexualised violence in the Swiss Armed Forces. The open remarks
illustrate that sometimes there are people who experienced less discrimination in the Armed Forces, as
one female NCO (ger) writes: “I felt less discriminated against in the Swiss Armed Forces than in civilian
life. That already means something.” More common are remarks in which the normalisation of discrim-
ination and sexualised violence in the Armed Forces are emphasised, in the sense of ‘that is part of it".

2.2 Many men do not categorise acts of sexualised violence as violence

Additional data on (sexualised) violence against men was collected using specific questions on four dif-
ferent situations. Men were asked if they had experienced these situations; women were asked wheth-
er they know men who had found themselves in such situations. The questions on sexualised violence
against men were formulated less concretely in order to take account of the stronger taboo on violence
against men. They were placed as the last thematic question block and introduced as questions on vio-
lence against men. Although it may sound harmless to ask whether men had experienced situations with
other men that made them uncomfortable, it was nevertheless framed as a question on acts of sexualised
violence. The results suggest that the questions were understood and answered in this way, although —as
with all questions — it cannot be ruled out that some participants interpreted the questions differently.
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Concerning the questions on sexualised violence against men, there is again a gap between respon-
dents’ self-declaration of whether they had experienced discrimination and sexualised violence and
their answers to questions about experiences with specific situations.

Of the total sample, 84.8 % of men stated that they had never experienced sexualised violence in the
Swiss Armed Forces. Almost one quarter (23.8 %) of the men who stated that they had never expe-
rienced sexualised violence did report experiencing uncomfortable situations with other men often
to rarely (see chapter 5.2 for more extensive results on experiences of discrimination and violence

by men). Figure 6 shows that one in five of these men (19.4 %) had experienced situations with other
men that they experienced as a boundary violation, in which other men came too close for their liking
or in which they were harassed by other men. This confirms that people do not always categorise
violence as violence, even when they have experienced situations that impacted them negatively,
ranging from feeling uncomfortable to having their boundaries violated.

Figure 6: Men who have not experienced violence (self-declaration), who also report
having experienced specific acts of sexualised violence rarely to very often (in percent)
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Information on rates of discrimination and sexualised violence can only be captured insufficiently
with a broad question about one’s own experiences. In the present study, 58.8 % of participants indi-
cated that they had experienced discrimination and/or sexualised violence in the Swiss Armed Forces
(yes: 45.7 %, unsure: 13.1 %). When asked whether they had experienced specific acts of sexualised
violence, a substantially greater proportion of people — 86.2 % — indicated that they had experienced
at least one of the situations in the Swiss Armed Forces. Only 13.0 % had never experienced acts of
sexualised violence. The same image emerges concerning questions on (sexualised) violence against
men. Of men reporting that they had not experienced discrimination and/or sexualised violence in
the Swiss Armed Forces, 15.3 % or 19.4 % also reported situations with other men in which they were
harassed or which they experienced as clearly violating their boundaries.

The proportion of women (heterosexual, non-heterosexual cis as well as trans women/people) and
non-heterosexual cis men who have experienced acts of sexualised violence is particularly high.
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3 The prevalence of discrimination is perceived differently depending on

gender and sexual orientation
Equal opportunity and discrimination are perceived differently by people of different genders and sexual
orientations. Furthermore, depending on people’s gender and sexual orientation, they know different
groups of people who have been impacted. All participants were asked about discrimination, equal
opportunity and knowing people who have had these kinds of experiences.

3.1 Estimates of discrimination by gender and sexual orientation

Estimates of group-specific rates of discrimination mirror the rates of a person’s own group, as seen

in chapter 1.2. Those groups which experience more discrimination —women and queer people —also
state more often that their groups are discriminated against. This is reflected in the responses to the
questions regarding the degree to which people experience discrimination in the Swiss Armed Forces
compared with society as a whole — more, about the same, less, not discriminated against or favoured.
With the exception of trans men/people, all groups see their own group as experiencing slightly more
discrimination than the average of all responses on their group.

Figure 7 shows that a total of 65.6 % of women think that they face more (31.2 %) or similar levels of
(34.4%) discrimination in society as a whole. Among men, 38.1 % think that women in the Armed Forces
face more (16.6 %) or similar levels of (21.5 %). At the same time, three times as many men as women
think that women receive favourable treatment in the Swiss Armed Forces. In this context, ‘favourable
treatment’ can refer to unjustified preferential treatment or legitimate efforts to counteract existing
disadvantages.

59.2 % of the queer members of the Armed Forces think that queer people face more (28.4 %) or similar
levels of (30.8 %) discrimination in society as a whole. 70.6 % of non-heterosexual cis men hold this
view. Among trans women/people the proportion is 64.6 %, whereas only 21.0 % of trans men/people
share this opinion.

Only 5.6 % of all respondents think that men face more discrimination in the Swiss Armed Forces than in
society as a whole; 32.3 % of men think that men face more (7.7 %) or similar levels of (24.6 %) discrimi-

nation in society as a whole. A total of 57.7 % of men think that in the Swiss Armed Forces they face less
discrimination (17.1 %), that they do not face discrimination (33.7 %) or that they are favoured (6.9 %).

3.2 Estimates of equal opportunity in the Swiss Armed Forces by gender and sexual orientation
Estimates of equal opportunity also mirror the statements on personal experiences. Groups reporting

higher rates of discrimination also say that they are expected to do more and perform better than other
groups. For example, 64.4 % of the women surveyed find that women in the Swiss Armed Forces must do
more and perform better than men in order to be recognised as equals; 27.1 % of men share this opinion.

By contrast, 34.5 % of men find that men in the military service must do more and perform better than
women in order to be recognised as equals; 9.6 % of women share this opinion.

One quarter of all respondents (25.5 %) find that queer members of the Armed Forces have to be
able to do more and perform better in the military service than heterosexual cis people in order to be
recognised as equals. The proportion of queer people agreeing with this is 42.5 %; 31.2 % of hetero-
sexual cis participants agreed. A large proportion of the respondents, most of whom were non-queer
people, replied to this statement with ‘do not know’ (22.6 %; 0.1 % not specified).

3.3 Predominantly women know people who have experienced violence
One possible explanation for differing estimates of the prevalence of discrimination is that someone’s
gender and sexual orientation may influence whether they come into contact with people who have
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Figure 7: Discrimination against women, men and queer people in

the Swiss Armed Forces (in percent)

Discrimination against men, women and queer people in the Swiss Armed Forces by gender and sexual orientation;
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experienced discrimination and/or to recognise them as such. All respondents were asked whether
they know people who had experienced sexualised violence in the Swiss Armed Forces (see Figure 8).

51.2 % stated that they know people who had experienced sexualised violence, 7.5 % were not sure,
3.9 % said they did not know and 35.2 % said they did not know people who have experienced sexual-
ised violence (2.3 % did not specify).

For each form of sexualised violence, all groups (divided by gender and sexual orientation) stated that
they know women who had experienced that type of behaviour. Alongside women's self-declarations,
this also demonstrates how often women experience sexualised violence. Women know the largest
number of people who have experienced violence, while heterosexual cis men generally know the least.
Women know the most women who have experienced discrimination and violence, queer people know
the most queer people. Slightly more than one quarter of the female members of the Armed Forces
(26.6 %) know women who have experienced sexualised physical violence. In contrast, 3.9 % of men
know women who have experienced sexualised physical violence.
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Figure 8: Knowing people who have experienced sexualised violence (in percent)

Data base: all respondents, n=1126
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Estimates of the prevalence of discrimination by men, women and queer people as well as of equal
opportunity mirror the self-declarations on experiences. The overall picture that emerges is one in
which women experience discrimination and sexualised violence the most and receive equal oppor-
tunity the least, followed by queer people and men.

People who are members of minorities in the Armed Forces — here, women and queer members of
the Armed Forces —know more people from their own group who have experienced discrimination.

4 Shared and group-specific factors for discrimination
Women, men and queer people in the Armed Forces each mention group-specific reasons for their
discrimination. The organisational culture is identified as the most important factor for discrimination

for all three groups (see chapter 4.2).
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4.1 89.6% of women who stated having experienced discrimination name gender as

the reason for discrimination
Participants who stated that they had experienced discrimination were also asked about the reasons
for the discrimination. The data on this paints a picture that corresponds with rates of discrimination
by gender and sexual orientation (see Figure 9).

The most frequently mentioned reason for discrimination is gender, more specifically the female gender.
Of the women who were asked about the reasons for the discrimination they experienced, 89.6 %
(51.8% of all participating women) stated that they had experienced discrimination in the Swiss Armed
Forces based on their gender. In contrast, 12.5 % of men (3.3 % of all participating men) stated that
they experienced discrimination based on gender.

Non-heterosexual men (70.0 %) were most affected by discrimination based on sexual orientation,
followed by non-heterosexual women (21.1 %). Non-heterosexual women stated more often that they
had experienced discrimination based on their gender than on their sexual orientation. Heterosexual
women and men, however, rarely stated that they had experienced discrimination due to their sexual
orientation (2.0 % and 2.4 %, respectively).

Discrimination based on trans identity was mentioned by 1.1 % of all respondents to this question,
which corresponds to 11.1 % of the trans members of the Armed Forces who were surveyed.

When answering this question, 19.9 % of respondents stated that they had experienced discrimination
in the Swiss Armed Forces based on characteristics other than gender and/or sexual orientation (see
chapter 5.4).

Figure 9: Reasons for discrimination (in percent)
Data base: people who state that they had experienced

discrimination (yes and unsure); n =558 Wves Mo Do not know/not specified
... my gender E I T 8
... my sexual orientation EERZ 2.7
... my trans identity EZER I ——— 4
... a combination of these reasons EFZzE I ——3.9
... other reasons, namely: ...
10 20 30 40 50 60

4.2 Organisational culture in the Swiss Armed Forces as shared reason for

discrimination for men, women and queer persons
Even though men, women and queer people experience different rates of discrimination, an analysis of
the reasons for discrimination shows that all three groups cite the organisational culture most frequently
as the reason for their respective experiences of discrimination (see Figure 10). The data refers to the
answers by those respondents who affirmed that one or more of the three groups faced greater dis-
crimination in the Swiss Armed Forces than in society as a whole: the 5.6 % who stated this about men,
26.5 % about women and 22.3 % about queer people. They were then asked about the reasons for this.

Organisational culture refers to the patterns of behaviour predominant in an organisation, which carry
and shape it in a fundamental way. It serves as a ‘social binder’ (Alvesson 1993 in von Hagen & Tomforde
2012, 289) that enables organisational cohesion. Stories of the organisation, forms of behaviour and
communication, terms, rituals and relationships all together create a dense system of meaning, where
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the single elements are only meaningful in relation to each other. The organisational culture explains
how members of an organisation structure their thoughts, feelings and actions along specific patterns.
In the case of the Swiss Armed Forces, these patterns are expressed in the design of the infrastructure
and military planning as well as the subjective perception and the treatment of others. It includes a
specific relation to the self, values, norms, rituals, symbols, ceremonies and a vocabulary which is spe-
cific to the military (ibid., 291f). Elements such as discipline, hierarchy and community are particularly
important. An organisational culture enables cohesion, but it can also include forms of discrimination.
Specific cultural aspects can be promoted or rejected at the leadership level. This can entail contra-
dicting values.

The following response options have been summarised in the general term ‘organisational culture”:
"The culture of the Swiss Armed Forces allows discrimination against men/women/queer people” and

Figure 10: Reasons for greater discrimination against men,
women and queer people in the Swiss Armed Forces (in percent)

Data base: greater discrimination against
. men: respondents who stated that men face greater discrimination in the Swiss Armed Forces than in society as a whole; n = 63
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... queer people: respondents who stated that queer people face greater discrimination in the Swiss Armed Forces than in society as a whole; n = 251
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The categories in the chart are grouped. The following aspects are in the respective categories:

[ | Organisational culture: “The culture of the Swiss Armed Forces allows discrimination against men/women/queer people” and
“Because discrimination remains without consequences and is neither investigated nor sanctioned”. Concerning discrimination against
women and queer people, it was also possible to select "A macho culture is dominant in the Swiss Armed Forces”.

[ | Group dynamics: “With so few women/queer people, that simply exists” and “When some people discriminate against women/queer people,
others simply join in".

M Lack of political correctness: “In the Swiss Armed Forces, you can still say what you actually think” and “In the Swiss Armed Forces,
you do not always have to behave in politically correct ways".

Disadvantages for men: “Men have to do military service, therefore there is no need to look after them”, “In the Swiss Armed Forces,
women are treated gently, whereas men have to show full performance” and “It has gotten to the point where men are generally
discriminated against in comparison to women”.

M onessided conscription and women or queer persons don’t belong in the military have been asked about separately.
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"Because discrimination remains without consequences and is neither investigated nor sanctioned.”
Concerning discrimination against women and queer people, it was also possible to select, “A macho
culture is dominant in the Swiss Armed Forces”. In comparison with the other reasons for discrimina-
tion, organisational culture is the factor for discrimination most frequently cited by all three groups,
including men. In relation to the greater discrimination faced by queer members of the Armed Forces,
organisational culture is mentioned the most often and as the most obvious factor.

This shows that not only do people of all genders and sexual orientations experience discrimination
(see chapter 1.2). In addition, these shared experiences also have a common starting point in the
organisational culture. Insights from organisational research mirror these results (Berdahl et al. 2018,
431ff). Male dominated hierarchically structured organisations are shaped particularly strongly by a
contest culture. This includes the requirement to constantly prove one’s masculinity, to show no weak-
ness, to prioritise work assignments above all else in life, to be stronger and have more stamina than
others and to win against others in a competitive setting. Such a structure of masculinity is fragile, be-
cause it is hard work to gain it and still, it can be lost again quickly. Every wrong step can damage the
image of the winner and the claim to success and status (ibid., 431). This type of masculinity contest
culture leads, among other things, to elevated stress levels, a higher probability for abusive leadership
practices and bullying, which in turn results in poorer performance and lower levels of job satisfac-
tion and more exits. In addition, the probability of a sexist organisational culture, sexual harassment,
discrimination based on gender, and racism are particularly high in these contexts. Aspects of mascu-
linity contest culture also apply to armed forces (Reit 2009, 11ff). However, it is important to distinguish
between different contexts, because in the system of conscription, members of the Armed Forces do
their service only for a period of days or weeks and then return to their civilian context. Therefore, even
though there are analogies, research on the specific context of the Armed Forces remains to be done.

4.3 One-sided conscription and group dynamics as reasons for discrimination
Group dynamics and one-sided conscription (only men are conscripted) are also mentioned as reasons
for discrimination, in addition to the organisational culture.

Group dynamic refers to the devaluation of a minority through a majority. In this context, missing
political correctness is mentioned as a reason for discrimination, for queer persons more strongly than
for women.

One-sided conscription and the resulting status as minority is mentioned as one reason for the stronger
discrimination of women. The assumption is here that a more even gender distribution would auto-
matically lead to less discrimination. Even though the distribution does matter, this argument is based
on the assumption that minorities are always discriminated against and need to become majorities to
not be discriminated against. In contrast to this, the right to protection from discrimination is based

on the norm that people should be treated equally, independently of whether or not they are part of
a minority or majority. In addition, women also experience discrimination and sexualised violence in
society as a whole, where they make up more than half of the population. Therefore, the devaluation
of women can only be reduced to a limited extent by increasing the proportion of women. Studies on
the Danish Armed Forces also indicate this, where the proportion of women increased from 2.6 % to
9.2 % between 2004 and 2022 (Roquel 2023). However, due to the dynamics of devaluation of women
they struggle to maintain women in their ranks: “They are indeed gradually leaving the forces because
of the harassment they experience, because of their gender, still considered the ‘weaker sex'” (ibid.).

Besides organisational culture, one-sided conscription is also mentioned as a reason for the stronger
discrimination of men, but for other reasons than for women. While women blame one-sided conscrip-
tion for their minority status, men feel discriminated against because conscription only applies to them.
Here, it becomes clear how important it is to differentiate between different kinds of discrimination.
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To discriminate basically means to differentiate. A differentiation can privilege, be neutral, or devalue.
In the everyday as well as the legal understanding, discrimination is usually meant in the sense of
devaluation. While all men are discriminated against in the sense of ‘differentiating’, the responses on
stronger discrimination by men also express that some feel disadvantaged by it. The statements are
related to the impression, men were disadvantaged or neglected, as it is expressed in the response
options: one does not have to look after men and women were treated gently, while men had to show
full performance, and the statement, men were now generally discriminated against in comparison
to women. As a consequence, they do not value the voluntary military service by women with appre-
ciation, as the open remarks suggest. Rather, they feel doubly discriminated against, because they
are obliged to do their service, but are treated worse, in their perception, than women, who serve on
a voluntary basis.

Finally, as reasons for discrimination, it is also mentioned that queer persons and women simply do not
belong in the military.

Men, women and queer people experience different rates of discrimination. Nevertheless, all three
groups point out the organisational culture in the Swiss Armed Forces as shared and most common
reason for discrimination. Masculinity contest cultures, for example in military contexts, increase the
likeliness for abusive leadership practices, stress, reduced performance and exits for all members of
the respective organisation. In addition, they are associated with a higher probability of a sexist and
racist organisational culture. The results of the present study overlap with insight from organisational
research that certain organisational cultures can facilitate discrimination against men, women and
gueer persons.

Alongside the organisational culture, women and queer persons also mention group dynamics,
which can lead to more discrimination: specifically, the devaluation of a minority through a majority.
Men and women experience the one-sided conscription as discriminatory. Women, because this
makes them a minority and they suffer from the devaluation as minority as a consequence. Men,
because conscription only applies to them and they see this as a disadvantage. They feel doubly
discriminated against in view of the women who serve, because they are free from the obligation
but are treated better, in the perception of some men.

5 Discrimination and sexualised violence are experienced differently depending on the group
Women, men and queer members of the Armed Forces experience different rates of discrimination and
sexualised violence and they generally have different types of experiences. The open remarks illustrate
how violations of boundaries and devaluations are experienced. While the numbers show the quan-
titative prevalence (see chapter 1 and 2), the analysis of open remarks allows to understand common
ways of thinking, feeling and acting. These are the foundation for members of the Armed Forces to work
together comradely and to reach common goals. At the same time, well established ways of thinking
and dealing with one another are also the foundation on which discrimination and sexualised violence
are based. Understanding these behavioural patterns is thus one important step to not violate the
human dignity of members of the Armed Forces. The open remarks show how people understand their
experiences with boundary violations and devaluation. Often, the perspective and suffering of the
people affected are not taken seriously so that the acquired dominant behaviour does not need to be
questioned. A self-critical examination of those established behavioural patterns, which lead to trans-
gressions and devaluations, is necessary to actually create a culture of inclusion. It is an inevitable step
to respect members of the Armed Forces in their diversity so that they can grow and contribute their
potential to the organisation. As one male officer (it) says: “Only an armed forces that does not discrimi-
nate against its members is an armed forces which can realise the maximum potential of each soldier.”

In this sense, the analysis of open remarks serves to understand the problems in a more differentiated
way and supports the development of adequate measures.
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5.1 Sexualisation and misogyny make the military service more difficult for

women in the Armed Forces
The analysis of the open remarks illustrates that sexism and behaviour that violates personal boundaries
are part of the everyday life for many women in the Armed Forces and complicate their military careers.
Altogether, 93.8 % of the surveyed women/people (see chapter 2.1) stated that they experienced
discrimination and sexualised violence in at least one form. Not only the quantitative results and the
quantity of remarks, but also the kind of formulation make it clear that these are not individual cases.
People report that these things occur regularly or, as one male private (ger) describes, “as soon as a
woman is near”. An officer (it) says: “The problem of verbal and nonverbal violence against women is a
systemic problem in the Swiss Armed Forces. | can say with certainty that, during my entire military
service, there has not been a single day, in which | have not personally seen or heard such violence (by
verbal violence | also mean sexist jokes against women, which are voiced in a devaluating way, or the
viewing of pornographicimages)”.

The topics voiced most often in the remarks are sexualised verbal violence, which is mentioned by
469 persons, and unequal treatment of women, which is noted by 443 people in the comments

(see chapter 1.3 and table 2 in the annex for the complete overview of all categories, and, for the dis-
cussion of the unequal treatment of women, see chapters 5.1.1 to 5.1.3).

Sexualised verbal violence includes sexist remarks and jokes, rumours of sexual nature, explicitly sexual
requests and invitations, inappropriate questions with sexual connotation, comments on the private life
or appearance, insults and threats. Women in the Armed Forces are disrespected through sexualised
abuses like platoon slut (German: Zugsluder), company mattress, bitch, slut, or whore. The everyday
sexualisation also shows in sexualised abbreviations that are used for equipment, which exposes wom-
en to a constant sexualisation. A common narrative about women is that they only come to the Armed
Forces to find sexual partners and that they also had many. They are confronted with rumours about
their sexual life, are prompted for or invited to sexual acts by superiors, peers and subordinates. Their
bodies or body parts are at times commented on openly and bets are made about who had or will have
sexual contact with whom. Many open remarks describe how women in the Armed Forces are practi-
cally equated with prostitutes. These comments clearly talk about devaluing attributions by men.

Women in the Armed Forces experience sexualised nonverbal violence, for example when they are
whistled at, through intrusive glances and uninhibited staring or through exhibitionism. This form of
violence is described by 231 people in the open remarks. A female private talks about a male private
who was hiding naked in the closet in her room. A female NCO (fr) describes her experience in a new
place: "During the receipt of the vehicles and the materials | had to cross the hall twice. The second
time | asked a comrade to come along, because while | was passing, the members of other, ‘foreign’
companies were ogling me intrusively and checked me out from top to bottom. You feel like you're a
piece of meat! My comrade also felt uneasy. [...] That was the worst situation that | experienced.” Her
account shows how severe sexualised nonverbal violence in the form of staring can be.

Sexualised violence via digital media is sometimes mentioned. There are reports about pictures of
female members of the Armed Forces which are edited in a demeaning way and distributed. For exam-
ple, the face of a female officer was inserted in a gang rape porno and circulated. Such images violate
personal boundaries and constitute an act of violence. They also invite the observer to see the depicted
member of the Armed Forces in an objectifying and humiliating way and to associate her with these
images in everyday life. Sexualised violence in the digital context is described 50 times.

Repeated patterns of sexualised physical violence are described less often than sexualised verbal and
nonverbal violence, but still by 142 people. Several accounts talk about physical assaults during the
shower or while sleeping, about unwanted touching and kisses and in rare cases attempted and exe-
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cuted rape (summarised under “unwanted sexual acts”, see table 2 in the annex). There are repeated
mentions of alcoholised and violent men.

The common factor of the descriptions is: In the Armed Forces, women are often devalued in a sexual-
ised way. Up to a certain degree, this is normalised and becomes apparent in the repeated patterns of
discrimination and violence. The sexualisation of women is connected to a lack of respect and appreci-
ation. Whenever women are sexualised, no matter if this happens in the Swiss Armed Forces or in an-
other place, the mandate of equality and protection from discrimination is not fulfilled. The patterns of
sexualisation of women in the Armed Forces show that these are not isolated cases but systemic issues.

Several remarks mention that experiences of discrimination and sexualised violence also depend on
the location and person. A nonbinary NCO (ger) describes: “It is decisive where the basic training is
completed. There are vast differences between branches of the Armed Forces concerning these topics.
In the armoured corps we also had two women, but never had problems with violence, sexism and
soon...”. Similarly, a female officer (ger) emphasises that the extent “strongly depends on the branch”
(see chapter 1.2 on prevalence by branch of the Armed Forces). Others problematise particular indi-
viduals who commit acts of discrimination and/or sexualised violence. It becomes clear here that
discrimination and sexualised violence are part of everyday life in sections of the Armed Forces and
that the extent varies.

Despite experiences of discrimination and/or sexualised violence, some women report that they experi-
ence military service as positive. However, they also write that it would have been even better without
discrimination and sexualised violence. A nonbinary NCO (ger) comments: “l enjoyed being in the
military, despite much harassment. But without that it would have been twice as fun. Thank you :)".
Similarly, a female NCO (fr) writes: "Despite several bad experiences as a woman, | mostly remember
the majority of respectful people whom I met in the Armed Forces.” The fact that experiences of discrim-
ination and sexualised violence are so widespread therefore does not mean that the military service is
generally experienced negatively. Still, the vast number of open remarks on discrimination and sexu-
alised violence make it clear that boundary violations and devaluations, especially toward women and
queer people in the Armed Forces — as well as in society as a whole — are a fundamental problem.

5.1.1 Undermining skills, the right to codetermination and the authority required for
leadership functions, and assigning of domestic tasks

In the open remarks, many women write about how their skills are not recognised (162 described

incidents) and how their right to codetermination (32 incidents) and the authority required for leader-

ship positions (84 incidents) are undermined.

Women are assumed not to have skills with a male connotation, like driving trucks, as a female NCO (it)
describes: “As sergeant my comrades did not treat me as equal. | went to the Armed Forces as a truck
driver, but every time | had to drive, someone said ‘but you are a woman, you can't drive’ and they didn't
let me drive.” A female officer (fr) also mentions how her skills were not recognised when she writes
about a superior "who — under the pretence that | am a woman — accused me of breaking a vehicle that
| had never touched". Mistakes of a single woman are often generalised and applied to all women, as
another female officer (ger) analyses: “Often, mistakes or weaknesses of one woman are taken as proof
for the incompetence of all women, while men are seen as individuals.” This mechanism, also called
tokenism, is described in relation to 183 cases.

When women make a military career, according to 35 descriptions they are not viewed as having earned
their success through their own achievements and skills. Rather, it is suggested that they were promoted
because of sexual favours. Women are also denied the right to codetermination and having a voice by

some men, because they are women. In conversations, women are for example scrutinised or harassed
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through extreme physical closeness and the assertion of dominance. Uncomfortable staring is
mentioned 136 times, verbal harassment 226 times.

At the same time, women in the Armed Forces are referred to domestic tasks, according to 43 remarks.
For example, women receive comments that they are busy enough with having children, it was not
worth promoting them, because after a few years they would be mothers and have to stay at home.
Others report how they were told that women should at least assume military functions that are ‘ap-
propriate’ for them, such as company quartermaster sergeant (senior NCO rank, responsible for meals
and accounting in a company). Women are also assigned domestic tasks with a female connotation,
as a female officer (ger) reports: “In the officers’ school we had to shovel snow bivouacs, but my female
colleague and | ('the women' they said) were immediately delegated to cook for the whole corpsin
the snow kitchen, because this was typical women'’s work. We then had to wait in the cold the whole
afternoon and were belittled as lazy by all our colleagues. Only when the others were finally done
after many hours, we were finally allowed to dig our own snow bivouac.”

In the open comments on experiences of discrimination and violence it is reported 212 times that
women are confronted with open misogyny and with the attitude that women do not belong in the
Armed Forces. It is mentioned that women who serve in the military would burden their husbands.
Women who aspire a leadership role would even ‘emasculate them (female officer, ger).

These comments illustrate the insistence of some men on traditional gender relations. Women should
stay in the domestic sphere and subordinate themselves to the husband as head of the family. Their
intrusion into military service, a male sphere, is perceived as direct attack on the traditional gender order.
As with the emancipation movements regarding women's suffrage, equality in the labour market or
currently concerning the revision of the Swiss sexual criminal code, a further equality movement is now
taking place in the Swiss Armed Forces. This goes along with a conflict of values, which is taking place
in society as well as the Swiss Armed Forces. The fact that this conflict is carried out in the Armed Forces
is related to the Swiss Armed Forces being mostly an Armed Forces of men, and the institutional con-
nection to the concepts of masculinity of some conservative groups. This conviction is not only shared
by some men, but also by some women.

The Armed Forces command as well as many members of the Armed Forces at all hierarchy levels advo-
cate for an Armed Forces for all who want to and are able. It isimportant to use knowledge about
misogyny and the sexualisation of women as they manifest in devaluing women and undermining their
skills, their right to codetermination and the authority they require to carry out leadership functions.
There must be a willingness to look at the situation with open eyes, to raise awareness and take adequate
measures, in order to enforce the fundamental rights of equality and protection from discrimination.

5.1.2 Exclusion and unequal treatment based on infrastructure and processes which are set up
for men

The Swiss Armed Forces historically grew as men’s organisation, a fact which still manifests itself in its

infrastructure, equipment and processes. This sometimes generates challenges in the attempts to in-

crease the proportion of women in the Swiss Armed Forces. Superiors have to make space for women

in an organisation which was designed for men. This can result in insecurities among the commanders

in dealing with women. Women are deliberately excluded by some.

In the open remarks, 443 respondents talk about how women are not treated as equals. This includes
the exclusion through infrastructure or communication (mentioned 148 times). One representative
example is the description by a female private (ger)of how information was not communicated: “I had
a UK [German: Unterkunft; English: accommodation] which was in a different location from that of my
comrades. Neither my lieutenant nor my WM [German: Wachtmeister; English: sergeant] informed me
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WaDa [German: weibliche Angehorige der Armee; English: female member of the Armed Forces] and
also my comrades did not tell me that we had a meeting at the AV [German: Antrittsverlesen; English:
reporting for roll call] square, which is why | was late (2 minutes before start). In my view, | was often
yelled at or insulted for reasons which did not result from my own failure.” A female officer (ger) de-
scribes how distancing the requirement is that women and men are not allowed to sleep in the same
accommodation and how this can lead to tensions between men and women: “In the WK [German:
Wiederholungskurs; English: repetition course] they said we were not allowed to sleep in the same ac-
commodation as the men, which is why they booked a hotel for us, although there were separate
empty rooms in the bunker. We sometimes had to set off 1 hour earlier than the comrades, because
it was so far away, and our colleagues always asked first ‘you are in the hotel?’ and through that we
were seen as spoiled people.” Another female private (fr) summarises: “Nothing is really made for
women (installation, uniform), you systematically have the feeling of bothering or being a burden on
superiors [...] I lost the motivation to work hard to please superiors who ignore us, or comrades the
majority of whom only want to fuck.”

Unequal treatment is also mentioned in relation to the handling of sports clothing and situations in
which members of the Armed Forces have to change. Unequal dress codes are mentioned 52 times,
especially that women, unlike men, should wear long loose clothes during sports, and that they were
generally not allowed to wear shorts in hot weather. One female member of the Armed Forces (rank
unknown, fr) reports: “My company commander instructed me to wear tracksuit bottoms instead of
shorts to do sports (at 35°C), because ‘men don't look at women's hearts first".” Similarly, a female
private (ger) writes: “Women were told to wear wide tracksuit bottoms instead of leggings, because
otherwise that would excite the men... That the problem rather lies with those men wasn't even
mentioned...!” Sometimes, different gendered rules apply to changing clothes, as a female NCO (ger)
states: "As women we had to hide from the men when we wanted to change our t-shirts after march-
ing. Men however just walked around in underwear when bivouacking and it didn't bother anybody.”

In the clothing regulation (51.009, and 51.010) of the Swiss Armed Forces, sportswear is not men-
tioned. This opens space for superiors to use different rules, but also puts them under pressure

to make decisions themselves. One measure here would be to regulate sportswear for members of
the Armed Forces of all genders equally.

5.1.3 Devaluing femininity as weak and applying different standards

It is not just that infrastructure and processes are designed for men. The ideal of who belongs in the
armed forces is also a specifically masculine image. Mechanisms of exclusion are therefore expressed
directly and indirectly in everyday interactions, which are described in the open remarks. The foundation
of the exclusion is thereby the devaluation of femininity, which is described by 180 people 226 times.

This is most explicit in the comments of 158 people who described 212 times in total that women in
the Swiss Armed Forces are not taken into account or are explicitly unwanted. A typical comment on
this topic was expressed by a female officer (ger) who writes about specific statements “that one is
against women in the Armed Forces and my presence was a mistake.” Concerning her own corps an-
other female officer (fr) describes: The colonel told everyone in a leadership position that they should
do everything so that | quit, because a woman in a combat corps was out of place.”

Another social mechanism of exclusion is described by 38 people 47 times, in which women are viewed
as not militaristic or masculine enough for certain functions, as a result of which they were not consid-
ered for those functions or not promoted.

Social mechanisms of exclusion also manifest themselves in different assessment standards (97 people
describe 115 incidents). For example, one female NCO (ger) writes: “I often had feedback in which |
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was criticised for things that men were praised for.” In another example a female NCO (fr) reports: “It
happened that my superior criticised my male comrades because it was me, a woman, who scored the
most points.” Here, the performance of the woman is not really recognised, but rather instrumentalised
to put pressure on men. Men are expected to always perform better than women and to constantly
prove their superiority over women. When men are insulted for performing worse than women, this
gives the impression that the women’s performance was to blame for the devaluation of their comrades,
which increases social distance and excludes women from the community.

Different standards are also mentioned in relation to the evaluation of injuries and the perception of
pain. Pain in women is sometimes seen as confirmation that they are generally not strong or skilled
enough for the Armed Forces. A female officer (fr) writes: “When men are sometimes dispensed, nobody
remembers that. But when a woman is dispensed, she will immediately be labelled as incompetent. |
was fortunate that nothing ever happened to me, but | had female comrades who lost the recognition
of men for absolutely nothing. And that is unfair!” Furthermore, different judgements are expressed
through stereotypical doubts and verbal sexualised violence. A female officer (ger) reports: “I had to
listen to countless racist and misogynist remarks and ‘jokes’ — at my expense and otherwise. Although

| performed just as well —if not better —than my comrades, | was always at first perceived with doubts
and looked down upon.”

Accordingly, the voluntary commitment by women to do military service is not appreciated. Rather,
the argument of the voluntary service is used as legitimation that women have to endure efforts, pains
and discrimination in the Armed Forces without complaining. This is mentioned 49 times. A female
private (fr) writes about reprimands: “You don‘t have the right to complain, it was your choice to be
here.” Women are supposed to neither complain about discrimination and sexualised violence nor to
stand up for their fundamental rights. It is suggested that choosing military service also requires an
acceptance of discrimination. In this sense, a female officer writes that she was told women should not
complain and should be thankful that men allow them to participate at all.

In this context, 31 incidents are mentioned in which women considered leaving the Armed Forces or
no longer aspired to a military career.

The analysis of the open remarks provides insights into social dynamics of exclusion and devaluation. It
shows where there is a need for action in order to include rather than exclude members of the Armed
Forces, because dynamics of exclusion and devaluation contradict the goal of an inclusive culture.

The most common reason for discrimination against women in the Armed Forces is their gender.
The statements in the open remarks illustrate that women are devalued and excluded following
certain patterns at least in parts of the Armed Forces, be it through language, the undermining of
skills, the right to codetermination and authority required to carry out leadership functions, by
ignoring pain, through infrastructure or clothing. The devaluation mostly takes place through sexu-
alisation. By means of sexualised violence women are ultimately told that, from the point of view
of those people, they do not belong in the Armed Forces.

5.2 Men experience discrimination and sexualised violence, but hardly write about it

Men too, experience discrimination and sexualised violence. With 12.5 % of the respondents to this
question, men state more rarely that they experienced discrimination based on gender than the sur-
veyed women (89.6 %). 22.2 % of these men think that they are discriminated against more strongly in
the Armed Forces than in society as a whole due to one-sided conscription and favouritism of women,
which they associate with it. In comparison to women, men state more often that they are discriminated
against due to other aspects such as sexual orientation, immigration background, racism, language
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or body. In contrast to women, men used the option to leave a comment in the open remarks less
frequently than women, especially for questions relating to their own experiences.

5.2.1 (Sexualised) Violence against men is still a taboo topic

"Either someone is a victim or he is a man. The two terms are thought of as incompatible”, writes the
researcher on masculinities Lenz (2011, 362). Being a victim, especially of sexualised violence, is still of-
ten associated with femininity and being a perpetrator with masculinity. Since it is expected of men to
be strong and active, it is more difficult for them to see themselves as victims or to be seen by others as
victims. Yet statistically, men are more often victims of violence than women. As with violence toward
women, the perpetrators against men are usually men. According to the police crime statistics 2023,
victims of violence in general are more often men — 21285 men and 15787 women (FSO 2024, 37).
Women are mostly victims of domestic and sexualised violence, which is an expression of the gender
inequality that still exists. Men are mostly victims of physical violence in public, which indicates the
competitive relation among men.

The tendency to see men as perpetrators and not as victims is also illustrated in responses to the
question on experiences of discrimination and sexualised violence. As shown in Figure 11, 45.6 % of all
respondents are of the opinion that one is not believed in the Swiss Armed Forces that sexualised vio-
lence against men exists and 58.0 % think so concerning sexualised violence against men by women.
Women express this opinion even more strongly than men (sexualised violence against men by men:
women 49.0 %, men 38.4 %; sexualised violence against men by women: women 61.0 %, men, 51.7 %).
A clear majority also assumes that sexualised violence against men is generally a big taboo (76.3 %).
Among the women, 79.6 % tend to agree or agree completely, among men those are 69.3 %. At the
same time, the majority of 63.2 % (76.0 % of the men and 57.1 % of the women), think that sexualised
violence against men was not a big problem in the Swiss Armed Forces (do not know/not specified:
19.6 % of the men and 29.8 % of the women). The resulting picture is contradictory. On the one hand,
sexualised violence against men is a taboo topic and does not appear credible, on the other hand it is

Figure 11: The taboo topic of violence against men (in percent)
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not seen as a big problem. This increases the probability that sexualised violence against men will be
overlooked and underestimated.

5.2.2 Of men, 37.6 % state that they had experienced situations with men that impacted them
negatively, ranging from feeling uncomfortable to having their boundaries violated
Sexualised violence against men by men is also present in the Swiss Armed Forces. Respondents
were asked about four different acts of (sexualised) violence against men by men. As elaborated in
chapter 2.2, the questions on violence against men have been formulated less explicitly in order
to take into account the distinct stigmatisation of sexualised violence against men (Hlavka 2017, 491).
The questions supplement the general questions on experiences of discrimination and sexualised
violence as well as those on experiencing acts of sexualised violence.

Among all men who were questioned, 37.6 % experienced at least one of the situations (shown in
Figure 12) with men rarely to very often. Most frequently they mention situations with men which were
uncomfortable and clearly violated their boundaries, as well as situations in which they were harassed

Figure 12: I Very often/Yes, | know many men who experienced this
Violence against men by men I Often/Yes, | know some men who experienced this
g y
(questions to men and women combined M sometimes/Yes, | know a man who experienced this
I

in percent) Rarely (questions to men)
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Figure 13: Violence against men by men, by sexual orientation (in percent)

Situation was experienced “very often” up to “rarely”; data base: all men in the sample,
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by a man. The self-declarations by men and the estimates by the questioned women are similar. How-
ever, the objects of the statements differ. The numbers by the men relate to the men in the sample.
The values by women potentially refer to all men in the Swiss Armed Forces. In addition, different wom-
en might know the same men who had experienced the situations in question. At the same time, they
have less access to certain spaces in which sexualised violence occurs, such as dormitories.

The rate at which men experience violence differs among sub-groups of men. Non-heterosexual men
experience the situations in question up to 3 times more often than heterosexual men, as Figure 13
illustrates.

5.2.3 Of men, 13.5 % state that they had experienced situations with women that impacted
them negatively, ranging from feeling uncomfortable to having their boundaries violated
(Sexualised) violence against men by women is rarer than (sexualised) violence against men by men,
but it is remarkable in relation to the low percentage of women in the Armed Forces (see Figure 14).
Among all the questioned men, 13.5% had experienced at least one of the situations in question
with women rarely to very often. Among the questioned men, 8.6 % had experienced situations with
women rarely to very often in the Swiss Armed Forces, in which they were uncomfortable. Slightly

Figure 14: Violence against men by women (responses by men; in percent)
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fewer men have been in a situation in which at least one woman came too close (7.2 %). 3.3 % of the
surveyed men have been harassed by one or several women and 4.4 % experienced situations with
one or several women in the Swiss Armed Forces which clearly violated their boundaries.

Women were asked if they know men who experienced one of the mentioned situations. While the
responses by men and women concerning violence against men by men are similar, here, more women
know about one or more men who experienced situations with women that were uncomfortable or
clearly violated their boundaries. The biggest difference is between responses by men and women
concerning situations with one or several women that clearly crossed a line. 4.4 % of the men state that
they had experienced such situations. In contrast, 10.5 % of the women know men who had experi-
enced situations with women that violated their boundaries. Uncomfortable situations with women
were experienced by 8.6 % of the men. 14.5 % of the questioned women know at least one man who
experienced such a situation. Situations with women, who came too close to the respondents for
their liking, were experienced by 7.2 % of the men. 12.7 % of the women know men who have been
in such situations. Lastly, 3.3 % of the men state that they have been harassed by women. 8.2 % of the
women know men to whom this has happened. As elaborated in the previous chapter, these values
cannot be compared directly.

5.2.4 Experiences with (sexualised) violence and humiliation

Sexualised violence against men is mentioned very rarely in the open remarks, particularly so concern-
ing one’s own perspective. Three men talk about (sexualised) violence that they experienced themselves,
15 times observed situations are described and 5 times incidents are mentioned, of which the respon-
dents had heard. One of the few descriptions of someone’s own experience is by a male private (ger)
who writes about how a company quartermaster sergeant “pulled down my pyjama pants in front

of other colleagues while | was standing at attention, so that my penis was visible”. A male private (fr)
talks about sexualised violence against men and condemns in this context above all humiliating and
dangerous initiation rituals. Violence is also mentioned in relation to bad leadership (19 times). The
reports concern careless treatment of subordinates, violation of safety regulations for exercises and,
as an NCO (fr) writes “that it is encouraged to ignore symptoms and to do without medical care — with
the more or less explicit reasoning that ‘'men’ should not be ‘wimps".” Pushing or exceeding limits

and bearing pain, even when it threatens one’s health, is seen as proof of one’s masculinity (Maihofer
20217). It is reported 30 times that pain was not taken seriously.

The elevated proportion of (sexualised) violence against non-heterosexual men is also expressed in
the open remarks. A female NCO writes about psychological violence against homosexual men, about
bodily injuries and bullying by men, also among themselves, which has also led to people leaving the
Armed Forces.

The question arises, why so few men wrote open remarks on the topics of discrimination and (sexu-
alised) violence. Talking about experiences of discrimination and sexualised violence as men, is often
particularly difficult and contradicts the concept of the strong, autonomous man. Being a victim

of (sexualised) violence is particularly humiliating, being a victim of (sexualised) violence by a woman
threatens their masculinity even more. This makes it more difficult for men to recognise when their
boundaries have been violated, to find words for it or even report the incident. In this sense, a trans
person (officer, fr) problematises the, from their view, dominant “attitudes, which originate from

an overidentification with virilisticimages of masculinity, and which can hurt others, but just as much
the affected person themself”.
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It is remarkable that hardly any men mention their experiences of discrimination and sexualised
violence and that also the open remarks about sexualised violence against men are few. Since it is
expected by men that they are strong and autonomous, to not recognise injuries, but to bear them,
it is more difficult for men to recognise experiences as a victim or to report them. In the perception
of others as well, men are more likely seen as perpetrators than as victim of violence, especially
concerning sexualised violence. A majority of respondents (79.6 % of the women and 69.3 % of the
men) thinks that sexualised violence against men is generally a big taboo, also in civil life.

5.3 Queer people suffer due to homo- and transphobia

Queer people experience discrimination and sexualised violence more often than average (see chapter
1.2). Very high proportions of members of the Armed Forces experience acts which can be categorised
as violence (see chapter 2.1). Furthermore, non-heterosexual men find themselves in situations involving
sexualised violence with other men more often than heterosexual men do (see chapter 5.2).

The results show that queer people make up a surprisingly large proportion of the sample. They are
often confronted with homo- and transphobic attitudes and remarks.

5.3.1 Gender and sexual diversity are also evident in the Swiss Armed Forces: 15.1 % of the
surveyed members of the Armed Forces are queer, among them 4.1 % nonbinary
Although women are still strongly underrepresented in the predominantly male Armed Forces, based on
the sample this does not seem to be the case for queer people in comparison to numbers on Switzer-
land more generally. Among the 1126 surveyed members of the Swiss Armed Forces, 170 people in this
study and thus 15.1 % are non-heterosexual and/or trans (17 non-heterosexual cis men, 103 non-hetero-
sexual cis women, 4 binary trans people and 46 nonbinary trans people, based on the low number
of cases, the sexual orientation of trans people is not disclosed for reasons of anonymity protection). The
increasing visibility and reality of sexual and gender diversity is thus also evident in the Swiss Armed
Forces. However, these figures may be influenced by self-selection among survey participants. People
often participate in surveys like this because they have a special interest in the issue, due to a particu-
larly positive or negative perspective on the topic (Liedl & Steiger 2024, 4). This may play a role in the
rather high proportion of queer people (and women) among respondents.

An international study on gender and sexual minorities collected quantitative numbers on Switzer-
land. With 15.1 % the proportion of non-heterosexual and/or trans people in the sample on the Swiss
Armed Forces is even slightly higher than the average measured for Switzerland of 13 % (Ipsos 2023,
2). The proportion of nonbinary people in the sample is 4.1 % and thus slightly lower than in the data
on Switzerland of 6 % (ibid.).

Among the younger generations Z (from birth year 1997) and millennials (birth years 1982-1996) the
numbers on gender and sexual diversity are particularly high in the Ipsos study. These generations
show the largest proportion of people who identify as non-heterosexual and/or trans (ibid., 6). They
form a growing proportion of current and future potential members of the Armed Forces.

5.3.2 Queer people experience homo- and transphobia

How discrimination based on sexual orientation or trans identity is experienced, is illustrated in the
open remarks. Information on this is provided both by descriptions of experiences by queer members
of the Armed Forces and in comments by people who observed such discrimination. Comments on
this were formulated by 104 people. The elaborations point to a certain normality of homophobic terms
and sayings. In this sense, a male officer (predominantly heterosexual, fr) writes: “Raise your hand if
you got through basic training without being called ‘faggot’, ‘poof’ or something like that.” As was
the case with women, this also shows in terms such as ‘gay backpack’ for the official day rucksack 04
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(German: Tagesrucksack 04) or ‘gay cloud’ to describe free walking outside of a military formation.
In addition, male homosexuality is equated with weakness.

It is described 32 times how labelling someone as homosexual has been used in derogatory ways against
heterosexual members of the Armed Forces. This equates being gay with weakness, as described by a
female officer (sexual orientation not specified, ger): “Language which relates homosexuality to weak-
ness is common in the military” and a male private (heterosexual, ger) describes: “Unfortunately it hap-
pens that male comrades insult each other —the most common insults are always those that aim at the
masculinity of the man being insulted, regardless of whether they are actually homosexual or heterosex-
ual. NCOs as well insulted their subordinates several times in ways that appeared sexualised and homo-
phobic.” Homophobic remarks attacking someone’s masculinity show that many people see homosexu-
ality and masculinity as incompatible. People are devalued as gay particularly when they do not perform
well, which is also meant to show them that they are not ‘real’ men who belong in the Armed Forces.
This corresponds to the dominant concept of military masculinity (Connell 2005, 78f; Gopal 2023, 34).

The dynamic related to female homosexuality is different. Women in the Armed Forces are called les-
bians or (childless) bull dykes regardless of their sexual orientation as a way of insulting them (25 inci-
dents). Thereby, women are denied typically ‘'womanly' characteristics, such as heterosexuality, and
they are associated with strength — albeit in a stigmatising way. The frame of reference for the deva-
luation is here not only a specific notion of masculinity, but also of femininity. Since femininity and
military service are in contrast to one another in this logic, women in the Armed Forces can thus not be
‘real’ women. This is expressed through the stigmatisation as lesbian. Lesbian and gay members of
the Armed Forces are thus constantly devalued in their identity through the common vocabulary which
is used in the Armed Forces.

Members of the Armed Forces describe how tiring it is to always hear the same remarks. “Being two
women in the same room and having to hear the comments of comrades about what could be going on
between us, because | am homosexual. That is very tiring” (female private, homosexual, fr). Similarly, a
male NCO (homosexual, it) talks about “repeated insults or tasteless jokes related to the sexual orienta-
tion... looks or gestures, which are obviously misplaced, with negative connotation against my sexual
orientation.” This discrimination does not remain without consequences. A nonbinary person (NCO,
ger) says: “A bisexual comrade of mine was bullied so badly that he had to break up his basic training
into smaller stages.”

These different forms of discrimination against queer people lead some people not to come out for
fear of discrimination. A male NCO (homosexual, ger) reports “that | am not allowed to speak openly
about my homosexuality and for a few years only with selected co-workers.” Another male NCO
(homosexual, ger) writes: “Personally, | have not yet been discriminated against, but | strongly suspect
the reason is that nobody knows my sexual orientation. However, | often experienced how a homo-
sexual AdA [German: Angehdriger der Armee; English: member of the Armed Forces] was increasingly
confronted with crude remarks, inappropriate jokes, but also open hostility. Often, this happened
behind his back, but sometimes also in his presence.”

Only few of the open remarks concern transphobia. Therefore, it remains open whether the reported
incidents of transphobia in the Swiss Armed Forces are isolated cases or systemic discrimination.
The numbers on experiences of hate-crime in Switzerland 2022 on transphobia (Markwalder et al.
2023, 20) suggest that this is a societal problem, which is also evident in the Swiss Armed Forces.

Transphobia is expressed in “queer- and trans-hostile sayings” (female officer, bisexual, ger) or in com-
ments toward women. A female cis officer (heterosexual, ger) writes: “a K [German: Kamerad, English:
comrade] called me ‘tranny’ and wanted ‘proof’ that | was a true F [German: Frau, English: woman].
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| am not transgender.” Here, a cis woman is assumed to be trans. The reason is that women in the Armed
Forces appear so unimaginable to this comrade that this woman is not recognised as a ‘true’ woman,
meaning a cis woman. The wording "true’ woman suggests that a trans woman was not a ‘real’ woman.
Underlying this statement is the concept that only a biologically female person is a woman and the
social gender thus does not count. In addition, the request to see ‘proof’ is derogatory towards trans
people. A nonbinary soldier (ger) only writes ‘[I’'m] not out as trans in the military’.

In this context, the results of the LGBTIQ+ panel are instructive, in which some questions were raised
on behalf of the Swiss Armed Forces. In the survey for the fifth Swiss LGBTIQ+ Panel (Eisner et al. 2023),
led by Dr Léila Eisner and Dr Tabea Hassler, 1903 LGBTIQ+ people and 271 heterosexual cis people
participated. 53.2 % of the respondents assume that people who are perceived as LGBTIQ+ are treated
with less respect than heterosexual people in the Swiss Armed Forces (ibid., 4). Consequently, 59.4 %
state that they would “hide their sexual orientation/gender identity/intersexuality, for fear of discrim-
ination” (ibid., 4). This tendency is particularly strong among gender minorities (ibid., 8). The last
question was only raised to members of sexual and gender minorities, all other questions were asked
to all participants (ibid., 3). Overall, it becomes clear that a majority would hide their sexual orientation
or gender identity for fear of stronger discrimination.

A surprising result of the study is that, in contrast to women, the proportion of queer people in the
sample on the Swiss Armed Forces is similar to that which was measured for Switzerland generally.
The increasing visibility and reality of gender and sexual diversity is thus also mirrored in the Swiss
Armed Forces.

Queer people often experience discrimination and sexualised violence. The open remarks portray
the normality of homophobic sayings. Male homosexuality is associated with weakness, by calling
men who perform less gay. Women in the Armed Forces are often denied being heterosexual and
are stigmatised as (childless) bull lesbian or dyke. Some queer people do not come out for reasons of
self-protection. The results of the LGBTIQ+ panel show accordingly that queer people outside of
the Armed Forces expect that they would be less respected in the Armed Forces and consequently
state that they would hide the fact that they belong to a sexual and/or gender minority.

5.4 Rates of discrimination based on other aspects such as immigration background,

racism, language, age or religion
The present study focusses on discrimination and sexualised violence based on gender and/or sexual ori-
entation. However, there was an option to mention further reasons for discrimination in open remarks.

Further reasons for discrimination, which was experienced in the Swiss Armed Forces, were mentioned
by 117 people (10.4 % of all respondents). Racism based on ethnicity or skin colour was mentioned

41 times, discrimination based on the region of origin 25 times, based on religion 12 times, language
24 times, immigration background 10 times and other reasons were mentioned 58 times.

The open remarks show: Those people are discriminated against, who are smaller, overweight, not
white, have names that sound ‘foreign’, do not eat meat, have an immigration background or red or
blond hair, and thus differ from the male average. Some are discriminated against due to their political
views, education (too much and too little), socioeconomic class, age, medical needs or an illness. The
national languages French and Italian, the canton of origin or the language region are often men-
tioned as reason for discrimination. This shows that people are disadvantaged when they do not speak
the norm language (Swiss)German.

Some people are discriminated against based on several characteristics at the same time. Remarks were
reported that were simultaneously racist and sexist, and women service members whose first language
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is French or Italian described intersectional discrimination based on their gender and language, for
example when their accent in German would be associated with phone sex.

Further forms of discrimination that are mentioned are: abuse of power by superiors (191 people,
286 times) and further forms of (sexualised) psychological violence, especially bullying (75 people,
100 times).

The focus in the present study is on experiences of discrimination and sexualised violence based
on gender and/or sexual orientation. The open remarks show in what way people are devaluated
based on further aspects, especially immigration background, racism, body, religion, age, and
language —these also in combination with gender and/or sexual orientation. These dimensions
should be taken into account more in further research and measures.

6 Perpetrators of discrimination and violence

In order to understand the phenomena of discrimination and sexualised violence, it is also important
to get a picture of the perpetrators. The results are similar as in research on violence in Switzerland
more generally. As elaborated in chapter 5.2.1, perpetrators of violence are mostly men in society as a
whole. This is the case towards all genders.

The questions on perpetrators of violence refer to the experiences of the respondents in the Swiss
Armed Forces. The results therefore have to be compared with the structure of the Armed Forces (see
Figure 15). What has to be considered is the high proportion of men (98.6 %), through which the prob-
ability of experiencing violence by men increases strongly. Furthermore, most members of the Armed
Forces in formations are male privates. Due to their high numbers in the Armed Forces, the probability
is also highest that they are mentioned as perpetrators of violence. In addition, among the women the
proportion of superiors is higher, in relation to the proportion of women in the Armed Forces.

The questions on who behaved in a discriminatory fashion in the Swiss Armed Forces was answered
by the 420 people (37.3 % of all respondents) who had stated before that they had experienced
discrimination based on their gender, their sexual orientation, their trans identity or a combination of
those reasons.

Figure 15: Distribution by gender and rank (in percent)

Distribution by gender and rank in the Swiss Armed Forces
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6.1 People of all genders and sexual orientations are mentioned as perpetrators of
discrimination and sexualised violence
The vast majority of respondents stated that they had been discriminated against by men, independently
of their own gender and sexual orientation (see Figure 16). 9 out of 420 people (2.1 %), among them
6 men and 3 women, state that they have never been discriminated against in the Swiss Armed Forces
by men. These people thus only experienced discrimination by women and/or queer people. 57.4 %
have never been discriminated against by women, 74.0 % were never discriminated by queer members
of the Armed Forces. With this, the proportion of those who were discriminated by men, is very high
(96.9 %), but at the same time slightly lower than the proportion of men in the Swiss Armed Forces in
general (98.6 %). Numbers on discrimination by women of 40.7 % (very often to rarely) are significantly
lower than the numbers on men, but considerably higher than the proportion of women in the Armed
Forces of 1.4 %. Thereby, it should be considered that women, in proportion to their group, are more
frequently in leadership positions. Overall, this shows that not only violence by men, but also by women
in the Armed Forces is problematic. Concerning the queer members of the Armed Forces, there is no
generalisable information or data collection on their proportion in the Swiss Armed Forces, which is why
a qualified comparison is not possible. What becomes clear however is that awareness-raising measures
on violence prevention have to be addressed to people of all genders and sexual orientations.

All respondents to this question assign discriminatory behaviour in the same degree to the same rank
categories, regardless of their own gender or sexual orientation. Male privates are mentioned most
often as perpetrators of discrimination. By rank category and gender, most respondents mention, in
descending order, male privates (49.6 %; they comprise 70.0 % of the Armed Forces), male conscript
NCOs (44.9 %; they comprise 19.4 % of the Armed Forces), male conscript officers (39.0 % they comprise
10.6 % of the Armed Forces), male career officers (37.6 %) and career NCOs (34.6 %) as people or groups
exhibiting discriminatory behaviour. Male career military personnel (officers and NCOs) together make
up 1.1 % of the Armed Forces. The highest proportion of women who are mentioned as perpetrators
of discrimination concerns female conscript NCOs with 10.3 % (in the Armed Forces 35.7 % of the
1.4 % women are NCOs, which is 0.5 % of the total number of military personnel). How much people
interact with whom depends on the different rank categories, functions and tasks. In addition, the
hierarchy of the Armed Forces assigns clear areas and regulates who is subordinate and superior,
which has consequences for the official procedure to be followed. For example, a person with the
rank of a sergeant, is more likely to interact with privates than a person with rank major in the Staff
Services Department.

Figure 16: Which people have discriminated against you, and how often? (in percent)

Perpetrators of discrimination by gender and sexual orientation;
data base: people who stated that they had been discriminated

against based on their gender, their sexual orientation, M very often often M sometimes
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Taking into account the proportion of the respective group results in a different picture. The use of
violence is above average among male NCOs and male officers. The discrepancy is particularly high
among male career military personnel and female conscript NCOs.

Male privates are also most frequently named as the group perpetrating sexualised verbal, nonverbal

and physical violence. Besides being the biggest group in terms of numbers in the Armed Forces, they
are also the group, with whom all other groups already interacted, because all members of the Armed
Forces once started as privates.

Based on their frequency, it is hardly surprising that privates are mentioned most often as perpetra-
tors of discrimination and sexualised violence. It is however remarkable that they are also the group
which states the least often that they know privates as perpetrators of sexualised violence. The higher
the rank, the higher the proportion of those who mention male privates as perpetrators of sexualised
violence. Unlike privates, service members in leadership positions in the Swiss Armed Forces are thus
more aware of the problem of sexualised violence by privates.

6.2 Potential for raising awareness among all ranks and genders

Privates are the group that most often think that there is no discrimination or sexualised violence in the
Swiss Armed Forces. At the same time, they are mentioned most often as perpetrators of discrimination
and sexualised violence. This points to a particularly strong normalisation of discrimination and violence,
or a low level of awareness concerning protection from discrimination.

Among the privates who were asked about which groups acted in a discriminatory fashion, 12.0 % re-
plied that there was no discrimination in the Swiss Armed Forces. Members of the Armed Forces of
higher ranks agree with this less (ranks of NCOs: 9.2 %; ranks of officers: 6.1 %). Of the privates surveyed,
15.9 % think that nobody in the Swiss Armed Forces perpetrates sexualised violence. Again, the pro-
portion of those who agree with this statement decreases with increasing rank category (ranks of NCOs:
11.1 %; ranks of officers: 9.1 %). Here, it becomes visible that the discrepancy is particularly large be-
tween the statements on the execution of violence and the perception in one’s group.

Among leadership of higher ranks, the use of violence is above average in relation to the size of the
group. In addition, higher-ranking service personnel in leadership positions have more power and
therefore responsibility. On the one hand, power can be abused; on the other hand, it can strengthen
the enforcement of the zero-tolerance policy. To sum up, there is clear potential for raising awareness
among all ranks and genders.

6.3 Men and women find collaboration with women particularly uncomfortable

The devaluation of women in the organisational culture is also expressed in the fact that men and
women find the collaboration with female superiors the most uncomfortable, in comparison to the
collaboration with men and queer people. In this context, the meaning of “uncomfortable” remains
open and can for example refer to having to organise additional equipment or a personal discomfort
in the collaboration, but also violence and abuse.

Concerning queer people, another picture appears: They find the collaboration with male superiors
and subordinates the most uncomfortable.

Figure 17 shows that while men are not uncomfortable working with other men and queer people are
not uncomfortable working with other queer people, women are uncomfortable working with other
women. An above-average number of women finds the collaboration with other women uncomfortable.
This refers both to superiors and subordinates. 11.4 % of the respondents think that female superiors
find the collaboration with their female subordinates uncomfortable. With 13.5 % women state this
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Figure 17: Evaluation of collaboration among superiors and subordinates (in percent)
Data base: all respondents, n = 1126
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almost twice as often as men (6.9 %). The reversed picture is similar and 11.6 % of the respondents,

8.8 % of the men and 13.0 % of the women, state that female subordinates find the collaboration with
female superiors uncomfortable. Female superiors and subordinates find the collaboration with women
even more uncomfortable than with men and queer people.

The collaboration among men is not seen as uncomfortable. However, around 24 % of the respondents
think that male superiors find it uncomfortable to work with female or queer subordinates. These
numbers are significantly higher than concerning the collaboration among women. Furthermore, male
subordinates find the collaboration very uncomfortable, especially with female superiors (34.2 %,
women state this twice as often as men), followed by queer superiors (22.3 %). In contrast, women and
queer people find the collaboration with men clearly more uncomfortable than men.

How people suffer from degradations through female superiors is expressed in some open remarks.
Discrimination and violence through women are mentioned 28 times. Female members of the Armed
Forces report about female superiors who treat them particularly harshly, who insult them heavily
because of small things and spread false rumours, especially about the supposedly extensive sexual life
and that they would circumvent rules. Such stereotypical remarks are also confirmed by superiors who
assume that some women only went to the Armed Forces for sexual reasons and that women should
therefore not be favoured. Beside women, men too describe discrimination and violence through
female superiors, for example slaps in the face.

The open remarks illustrate that also women, especially female superiors in powerful positions, appear
as perpetrators of discrimination and (sexualised) violence. Some of them adopt the notion of mas-
culinity, which devalues women, in a pronounced way. As a result, they devalue women and other
people particularly strongly. This relates to the results from other studies according to which women
in the military either have to try to become a man and to be hypermasculine, or to receive a female
role (Rinaldo & Holmberg 2020, 74).

People of all genders and sexual orientations are mentioned as perpetrators of discrimination and
violence. Soldiers are mentioned particularly often as those who behave in a discriminatory fashion.
At the same time, in comparison to the other rank categories, they know the fewest privates who
commit acts of discrimination and sexualised violence and state the most often that it did not exist
in the Swiss Armed Forces. Here, there is a particularly wide gap between perception and reality.
Higher-ranking service members in leadership positions are mentioned disproportionately as perpe-
trators of violence in relation to their proportion in the Armed Forces.

45/68



46/68

Study report: Discrimination and sexualised violence based on gender and/or sexual orientation in the Swiss Armed Forces

The devaluation of women in the organisational culture also manifests itself in the fact that women
and men find the collaboration with women significantly more uncomfortable then with men. In
addition, men feel particularly uncomfortable working with queer people. Furthermore, also women,
especially female NCOs, are mentioned above average as perpetrators of discrimination and sexu-
alised violence, in comparison to the proportion of women in the Armed Forces. The open remarks
show that women sometimes adopt masculine norms as well as the devaluation of women to a
particularly large extent.

7 Reporting behaviour in the Swiss Armed Forces

A particularity about the military environment, in comparison to civil organisations, is the procedure
of reporting incidents of discrimination and/or sexualised violence. According to the Service Regulations
of the Armed Forces (2022, Art. 103) members of the Armed Forces discuss incidents with their direct
superior in the military. Besides that, the various support services of the Armed Forces are available to
its members: the Armed Forces Pastoral Care Service, the Specialised Office for Women in the Armed
Forces and Diversity, the Psychological-Pedagogical Service of the Armed Forces, the Armed Forces
Welfare Service as well as the independent advisory service of the Mediation Service for Members of
the Armed Forces. Members of the Armed Forces also have the right to report incidents to the military
police, although generally the military police is more likely to be contacted by superiors. Independently
of whether or not someone reports an incident, victim support is readily available to all those who
have experienced violence.

7.1 Incidents are rarely reported, but often shared with peers,

in the private context and with superiors
In the present study, all participants were asked: “If you have experienced discrimination and/or
sexualised violence in the Swiss Armed Forces, did you inform someone about what happened?” (See
Figure 18.) Multiple answers were possible. This question was also answered by 50 participants who
had previously stated that they had not experienced any discrimination and/or sexualised violence.
This suggests that only during the process of completing the survey did respondents develop a more
nuanced understanding of sexualised violence and realise that they had in fact experienced it, although
the definitions had also been mentioned at the beginning.

The answers show: Women report incidents more often than men. This is true for reporting to military
superiors and other members of military leadership, as well as informing peers in the military, an
Armed Forces Personnel Service area other than the mentioned offices and people in the private con-
text. In contrast, women state more rarely that they no longer had a need to report or that they did
not remember which service they informed about the discrimination and/or sexualised violence in the
Swiss Armed Forces.

Similarly, people with higher rank category report incidents more often than privates. The different
support services of the Swiss Armed Forces have been consulted by 5.4 % of the participants in 72 cases.
Thereby, some people contacted several services. 1.9 % contacted the Armed Forces Pastoral Care
Service, 1.5 % the Psychological-Pedagogical Service of the Armed Forces and 0.2 % consulted the
Armed Forces Welfare Service. 2.7 % informed another of the Armed Forces Personnel Services (where
the three mentioned support services of the Armed Forces are integrated organisationally). The two
new support services for members of the Armed Forces, the Specialised Office for Women in the Armed
Forces and Diversity and the independent Mediation Service for Members of the Armed Forces, which
both exist since January 2022, have each been contacted by 0.2 % of the participants. Younger people
are more likely to inform peers in the military about experiences of discrimination or sexualised violence
in the Swiss Armed Forces.
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Figure 18: Incident reported (in percent)

Incident reported after experiences of discrimination and/or violence in the Swiss Armed Forces; data base: all respondents, n= 1126
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Depending on the focus, the reporting behaviour is higher or lower than in a comparable survey by
Amnesty International Switzerland (Golder et al. 2019, 16) on sexual harassment and sexual violence
in Switzerland, which had been conducted in 2019. The comparable value in the present study is that
of experienced acts of violence. Unlike in this investigation, the study by Amnesty was conducted only
with women with corresponding experiences, which happened to them from the age of 16. In the
present study, experienced situations in the Swiss Armed Forces were inquired without time limit. In
addition, the question on reporting behaviour in the Amnesty study was only asked to women who
"themselves explicitly stated that they experienced sexual violence”, which includes verbal, nonverbal,
digital and physical violence (ibid., 11). In the present investigation this question was posed to all re-
spondents, including the 13.0 % who said that they had never experienced acts of sexualised violence.
While, in the Amnesty survey on women, 11 % of the respondents went to a support service, in the
present study those were 5.6 % (support services in the Armed Forces including the independent Media
tion Service for Members of the Armed Forces). 10 % reported the incidence to the police, in the present
study 0.9 % (military police). Partly, this difference is reduced by the fact that the question on reporting
behaviour in the study on the Swiss Armed Forces was posed to all participants, which leads to a lower
percentage than in the survey by Amnesty, in which only those who had experienced violence were
asked. However, with 16.9 % clearly more people reported incidents to their superiors (as prescribed in
the Service Regulations of the Armed Forces, 2022) and 13.9 % informed another cadre. In the Amnesty
survey, with 49 %, significantly more people kept the incident to themselves than in the survey on the
Swiss Armed Forces, in which only 10.5 % state that they informed nobody in the Swiss Armed Forces
and 9.9 % contacted neither a person or service within or outside of the Swiss Armed Forces. Therefore,
there seems to be a certain culture of dialogue, social closeness and comradery, which can be built on.

Reporting behaviour in Switzerland related to sexual harassment has also been collected in the Crime
Survey 2022 (Markwalder et al. 2023). The data refers only to incidents that happened in the previous
year and which ones were reported to the police. The numbers are thus less comparable. Among the
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4.3 % of respondents who had experienced sexual harassment in 2021, only 6.8 % reported the offences
(ibid., 44). Concerning sexual violence, 0.3 % of the respondents affirm that they were victims thereof
in 2021. Of those 0.3 %, 12.4 % file a complaint.

As part of an investigation in the US Department of Defense (Davis et al. 2023, VII) the reporting rate is
higher than in the present study. Members of the Military Service Academy were asked. Here, 15 % of
the surveyed women and 5 % of the men stated that they reported the incident. The majority did so to
stop the alleged offender(s) from hurting others. However, 27 % of the women and 36 % of the men
indicated they experienced retaliation as a result of reporting. Thereby, it is not clear what is meant with
reporting and whether, for example, this only refers to reports to official services or also to superiors.

Due to different data collection procedures and definitions, the numbers cannot be compared directly.
Generally speaking, in all included studies, reporting rates are low in comparison to rates of discrimina-
tion and violence.

7.2 Many do not report because they ‘deal with things themselves’

Of the surveyed people who were affected by discrimination and/or sexualised violence, 38.9 % or
53.7 % of those who experienced potential acts of sexualised violence, did not report the incidents.
The respondents who either informed no one or someone outside of the Swiss Armed Forces about
their experience of discrimination and/or violence, were asked for the reasons for not reporting (see
Figure 19). The main reason given is that the respondents deal with such things themselves (63.8 %).
The following most mentioned reasons for not reporting are the assumption that with a report it
would only have gotten worse (40.5 %), they felt they had no chance (34.5 %) or did not know whom
they could have contacted (30.1 %). Consequently, these respondents do not see the Swiss Armed
Forces as an organisation, which protects them in cases of discrimination and/or sexualised violence.

In the survey, the participants could mention several reasons, why they did not report experiences of
discrimination and/or sexualised violence. Thereby, it becomes clear that the statement, “I deal with
such things myself” is statistically connected to the reason “out of shame”, which means that respon-

Figure 19: Reasons, why incidents were not reported (in percent)

Data base: people who previously stated that they informed no one

or people or services/organisations in the private context about B completely true Rather true M Rather not true
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dents stated both reasons. This raises the question whether the respondents felt that they had to deal
with things themselves, because they were ashamed.

Similar numbers why incidents were not reported are found outside of the Armed Forces, in the survey
by Amnesty International Switzerland (Golder et al. 2019, 16f) on sexual harassment and sexual vio-
lence against women in Switzerland, which has already been mentioned in chapter 7.1. The indicated
reasons, why incidents have not been reported, in the present study are based on the wording in the
Amnesty study. The most important motives, why women chose not to contact the police with their
experiences of sexual violence, are feeling ashamed (64 %), the feeling of having no chance (62 %) and
the fear that one does not believe women (58 %). 57 % are convinced that it would only have gotten
worse with a complaint and 51 % state that they were not sure whether they had the right to report.

For people who see themselves as strong, it is often very difficult to admit or even report that one has
been the victim of discrimination and sexualised violence. For them, it can be particularly challenging to
recognise it when one feels hurt, caught off guard, isolated or week and needs help (Hassan & Sanchez-
Lambert 2019, 64). This is despite the fact that abusive behaviour is never the fault of the victim, but

of the perpetrator (ibid., 48; 67). Men often feel particularly inhibited to report for the same reasons
(Gleichbehandlungsbeauftragte der Stadt Wien n.d., 8).

7.3 Complaints are often ignored

The open remarks illustrate that complaints are often not taken seriously or that incidents are even
covered up. This is mentioned 109 times by a total of 76 people. A female officer (it) writes that she
reported an incident of harassment and never received a reply: “the case vanished into nothingness”.
Similarly, a female officer (ger) reports: "I was harassed several times, reported the incidents too; they
were just swept under the rug”.

Another female officer (ger) writes about how perpetrators are sometimes protected by higher cadres.
The harassment through a comrade who told her to undress, remained without consequences, be-
cause “the comrade knew a major personally... the hierarchy often gets in the way with such things”.

Sometimes reports of discrimination are not only ignored, but the need for protection is aggressively
rejected. A female private (ger) describes how her wish not to sleep next to a troublesome comrade
when bivouacking was rejected by the superior with the words “it is ‘enough now’ and he 'never wanted

m

to hear from me again’.

A female private (fr) chose not to report an incident because she was convinced that it would further
hinder her integration: “I never reported the incidence, because | was convinced that it would harm
my integration within the company and would not have changed the situation at all. | never felt in
danger, it was just stressful.” She tolerated the violation of her boundaries because she did not expect
her superior to stand up for her right to protection from discrimination.

Further women describe that they were pushed not to further pursue reports to not endanger the
reputation of the corps. A female officer writes about how her direct superior was putting pressure on
her to withdraw her complaint. With this, she is asked to protect the behaviour of the perpetrators and
to come to terms with her experience of suffering. Similarly, a female officer writes that her complaint
about harassment was not taken seriously. On the contrary, she was discouraged from reporting the
incident and stand up for her fundamental rights with the threat, she would also end up suffering from
it herself, if by this the reputation of the own corps would be damaged.

The disillusionment that protection from discrimination is not guaranteed and discrimination and
sexualised violence are, to the contrary, sometimes even protected, is expressed in the comment by a
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female officer (ger): “l wish for a better education of career military personnel concerning harassment.
| already filed several complaints, not one resulted in anything. | enjoy my work in the military, but one
man is enough to turn the whole time into hell. My last longer time in the military ended very unpleas-
antly, although several women reported the problematic behaviour of an AdA [German: Angehdrigen
der Armee, English: member of the Armed Forces] to our superior. Nothing was done”.

Men as well as women report that they tolerate sexist remarks and play along because they do not want
to be the killjoy and to be sanctioned for it. Mentioned are 11 incidents by 10 commenting people.
For example, a female officer (ger) refers to “countless racist and misogynist remarks and ‘jokes’” and
makes it clear that she does not find those “jokes” funny. At the same time, different respondents talk
about how difficult it is to defend oneself against it. A male private (ger) writes about the discrimination
and devaluation of a woman which he observes in her absence: “I had the choice to play along and
remain inconspicuous or to say that such behaviour is intolerable and to be ostracised and ridiculed
for the rest of the service”. A female private (fr) in turn emphasises that she did not report an incident,
because she did not want to be seen as a person who complains about the Armed Forces: “l am used
to it. It does not affect me. And above all, | did not want to be seen as the annoying woman who
complains about everything in the Armed Forces. | wanted to portray a picture of myself as a strong
woman in the Armed Forces, and not of a cry-baby.” This female private tries not to let it show how
the discrimination was affecting her, because she did not want to bother others and be degraded
further. A female officer (ger) as well emphasises: “Women do not want to draw negative attention or
report someone, because they are already discriminated against enough otherwise. It requires courage
to confide in someone”. This shows how big the challenge is to stand up for one’s fundamental

rights or to demand them.

This is also confirmed by further research. When women, who are in favour of gender equality, do not
defend themselves against sexist remarks and jokes, this often results in feelings of disappointment
or guilt, because one did not defend oneself against the harassment (Mallett et al. 2021, 915f). This
creates a constant so-called cognitive dissonance, which means, a conflict between one’s own convic-
tions and acts. The study by Mallett et al. (ibid., 925) shows that women, who already ignored sexism
once or who only imagined ignoring it, align their attitude toward gender equality to that of the people
who act in sexist ways, to minimise the inner conflict (ibid.). This has the consequence that, on the one
hand, they support women who have been harassed less, and on the other hand, that they tolerate
sexual harassment more. If sexism is disguised as 'humour’, the support for the harassed woman further
decreases (ibid.). When sexualised violence takes the form of "humour’, it is more difficult to confront
the perpetrators.

The present study as well shows: Victims from violence are often themselves held responsible for it

or they blame themselves. This phenomenon, also called ‘victim blaming’, is mentioned by 19 people
concerning 21 cases. This dynamic makes it more difficult or impossible to report. The example of a
female NCO (it) illustrates this: “A comrade came into my dormitory drunk, while | was falling asleep.
The psychologist who came to me on the following day to talk to me, tried to convince me that it was
my fault and not that of the comrade.” How women blame themselves is expressed in an impressive
way in the description of a female officer (ger). She reports how, due to the norm that discrimination
was fun, she allowed for her boundaries to be crossed much too long and how, later, she blamed herself
for the incidents: “I felt guilty myself, because | did not recognise in time, that these were not harmless
remarks/acts anymore and that | did not set clear, convincing boundaries. Then, it was too late. | am
ashamed about these four weeks. Only later | realised that none of this should ever have happened.
Especially because my Kdt [German: Kommandant, English: commander] is exactly the person who
should have to protect me from such situations.” The affected woman did not take sexism in the form
of "humour’ seriously for a long time. Precisely because of that, the female officer — like many victims
of violence — winds up blaming herself for not standing up for herself sooner.
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The open remarks clarify some reasons, why incidents are not reported. They also explain the large
number of those, who deal with experiences of discrimination and/or sexualised violence themselves,
or have to deal with them themselves. The reason is that they do not find or expect support in their
need for protection.

A small number of members of the Armed Forces, who experienced discrimination and/or sexualised
violence in the Armed Forces, filed a complaint. Women do so more often than men. Most likely,
peers in the military are informed.

Those who do not report incidents state most often that they deal with such things themselves. Many
fear that, with a complaint, things would only get worse or that they did not have a chance. The trust
in the Swiss Armed Forces, to offer protection from discrimination and/or sexualised violence, does
not seem to be available enough.

This is reflected in the open remarks on the topic. Therein, it is expressed, how complaints are not
taken seriously or even ignored, or how pressure is put on people who report incidents. Sometimes,
there is even a reversal of victim and perpetrator, when victims are blamed for discrimination and/or
sexualised violence. Similar mechanisms are found in studies on reporting behaviour of sexual
harassment and violence in Switzerland generally.

8 Discrimination and sexualised violence have a negative impact on the health

and performance of members of the Armed Forces
Experiences of discrimination and sexualised violence can cause great suffering and have a lasting
impact on people. The range of possible consequences is large and can include a lack of appetite and
trouble sleeping, psychological problems or an unwillingness or inability to continue military service.

8.1 Experiences of discrimination and sexualised violence often lead people

to feel that military service is meaningless
Members of the Armed Forces who experienced discrimination and sexualised violence, often require
of themselves that they do not need help. This corresponds to the common expectation and the
self-evidence among men and people in the military more generally (Reit 2009, 11ff). It is expressed
in the reason most frequently cited for not reporting an incident — that they deal with things like that
themselves (63.8 %; see Figure 20). Responses to the consequences of discrimination and sexualised
violence are similar. The majority of respondents (51.9 %) state that their experiences of discrimination
and/or sexualised violence did not impact them. A closer look, however, shows that many of them
also state that they are suffering physically (9.3 %) or psychologically (10.2 %) from their experiences
of discrimination and violence, that they sleep poorly (19.4 %) and are no longer able to perform well
(9.3 %). Sometimes those experiences are the reason that respondents do not wish to continue in
the military (meaning that they don't strive for a higher rank; 11.5 %) or that they ask to be reassigned
(10.6 %).

Around one quarter of respondents (26.2 %) who had experienced discrimination and sexualised
violence agree with the statement: “Sometimes | think, all this is meaningless”. Their experiences had
caused them to feel a loss of meaning with respect to their military service. This is the most common
negative consequence mentioned.

The people who experienced discrimination or sexualised violence, those who were unsure and/or
had experienced at least one specific act of potential sexualised violence, have been asked about the
consequences of these experiences.

Trans people suffer more from the consequences of discrimination and/or sexualised violence than
cis people. Non-heterosexual members of the Armed Forces are affected by certain consequences of
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Figure 20: Consequences of discrimination and/or sexualised violence (in percent)

Data base: respondents who experienced discrimination and/or sexualised violence
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discrimination and sexualised violence less than trans people but more than heterosexual people.
This is true of psychological problems, fear of losing control and a loss of meaning.

Women suffer more frequently from psychological problems (12.0 %; men 6.0 %), poor sleep (21.7 %;
men 13.9 %), decreased performance (11.6 %; men 3.7 %), fearing a loss of control (11.4 %; men 2.6 %)
and loss of appetite (9.3 %; men 3.0 %). In contrast to men, they ask to be reallocated more often as a
consequence of experiencing discrimination and/or sexualised violence (11.8 %; men 8.2 %).

It becomes clear: discrimination and sexualised violence reduce the wellbeing, the motivation and the
performance of the affected members of the Armed Forces.

The negative effects of discrimination and violence on health and performance are also confirmed in
further studies on Switzerland. The study on sexual harassment in Switzerland, commissioned by the
FOGE and the SECO (Biberstein et al. 2022, 38) mentions numerous negative effects of experiencing
criminal offences in the form of violence and discrimination for the victims: besides physical damages
(injuries, illnesses, disabilities) there are psychological (symptoms of a post-traumatic stress disorder,
heightened fear, reduced self-esteem, depression etc.) and behavioural effects.

8.2 Dealing with experiences of discrimination and sexualised violence:

Some experience enormous suffering and leave the Armed Forces, others

try to confront discrimination all the more
In the open remarks it becomes palpable what is meant with those mentioned consequences (109 re-
marks by 76 people). Respondents write about concerns for their safety, lacking motivation, sadness,
resignation and anger. Great suffering is described by a female NCO (ger), who was experiencing a
strong depression and writes: “My last superior broke me psychologically so much that | needed psy-
chological treatment. | got caught up in a strong depressive wave which made me sleep 18 hours per
day. And all this due to a man who could not accept that female members of the cadre exist as well.”
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Many lose motivation to engage, which is expressed, among others, in the 26.2 % who state a loss of
meaning or the 11.5 % who do not want to continue in the military because of these negative experi-
ences (see Figure 20). Female members of the Armed Forces write about how they are not taken seri-
ously, how people attack them, how they do not feel comfortable in the group, how they suffer from
trouble sleep and panic attacks. It is stated 31 times in the open remarks that women interrupt the
military service or do not want to continue. An NCO (it) writes: "l stopped enjoying my work because |
saw that my contribution to the Armed Forces was not valued. The conscript officers ruined the whole
experience for me a bit. | lost my motivation to continue in the Armed Forces.” Numerous points, which
are mentioned in the comments, are formulated combined in the remark by a female officer (ger):
"Where should | begin... One has to perform significantly better to be taken seriously at all. Mistakes
are a deathblow, no matter what kind, and are valued differently than for men. Again and again, it

is pointed out in an unfriendly way that one is there voluntarily and therefore has to accept and put up
with everything. Apart from the fact that one can never please the ‘older calibres’ and according to
them, always does everything wrong. Every weakness is used against you. It is almost like in war, just
more stupid. Silly rumours that lack any truth destroy the reputation, and one can’t do anything about
it. If one talks too long to somebody, then people will insinuate things, etc. You work you're a* off

for nothing, because you will never by seen as equal anyway. | won't even start with the harassment.
If you are blond and pretty, you've lost anyway. Which is too bad, because privates would very much
need GOOD LEADERS and especially people with skills. With subordinates, one does not have problems,
if one has backbone and bite. The problem has been and still is the long-established superiors or the
corrupted peers, who do not grant you success. | know why | gave up my career and am still glad about
it every day [...] Make sure that | did not participate in this study for nothing and that something will
be done!” This female officer expresses the frustration about the fact that one is not taken seriously due
to one’s gender, and discriminated. In addition, she voices the impression that there was a war against
women in the Armed Forces, implying that women are seen as an enemy. Consequently, she describes
that even above average performance is not recognised, because women were not “seen as equals
anyway” due to their gender.

Not only women are affected negatively. A male officer (ger) writes that, due to negative experiences
of discrimination and sexualised violence in the Armed Forces, he "needed almost 3 years until, after
12 years in the military, | found my place in civil life again.”

Others write that they were all the more motivated to confront abusive behaviour, because of their
negative experiences as a female NCO (fr) writes: “This makes me want to continue as long as possible,
to understand those things and to be able to change something, to be heard. It did have an effect on
me, namely a positive one.” A further NCO (ger) as well describes her strengthened will to get involved
because of her negative experiences. She draws a “positive balance: today, | pay much more attention
and support others, when | think that they could be affected”.

Around one quarter of the respondents on this question experience a loss of meaning concerning
the military service due to their experiences of discrimination and violence. Discrimination and
sexualised violence lead to trouble sleeping, psychological and physical problems, loss of appetite
and fear of losing control. On the one hand, this creates a lot of suffering for those who are affected.
On the other hand, these consequences reduce the motivation and performance capability of the
members of the Armed Forces.

9 Aiming for zero-tolerance

The Swiss Armed Forces is an Armed Forces for all who want to and are able to serve. The Armed Forces
command unanimously voiced their commitment to a culture of openness and inclusion. This self-com-
mitment to zero-tolerance concerning discrimination and violence is an important step in this endeavour.
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9.1 Many already support protection from discrimination and zero-tolerance
The results of this study show that numerous members of the Armed Forces already stand up for the
protection from discrimination and equality.

Among the respondents, 64.7 % state that the zero-tolerance strategy of the Armed Forces was
enforced partially or even rather consistently, as shown in Figure 21. 13.7 % say that it was enforced
consequently on all levels. 8.3 % think, zero-tolerance was not enforced at all and 7.3 % are not
aware of the zero-tolerance policy.

These numbers have to be seen against the background that 86.2 % of all respondents had experienced
acts of sexualised violence. One explanation for the simultaneously high figures on the enforcement
of zero-tolerance and the high levels of affectedness is that, in cases of discrimination and sexualised
violence, people already intervene often in the spirit of zero-tolerance. This explanation is relativised
by the fact that the statements by those who did experience discrimination and sexualised violence or
who are part of a sexual minority, are more critical. A second explanation is, as already conformed
above, that many forms of discrimination and sexualised violence are normalised, as it is also the case
in further societal contexts (see Hlavka 2014). Violence must be recognised and identified if it is to

be confronted with zero-tolerance. In this case, there is a need to raise awareness so that those affect-
ed as well as perpetrators of violence become aware of what discrimination and sexualised violence
include and what can be done to confront them.

At the same time, the high numbers on the realisation of the zero-tolerance policy point to an existing
commitment which has been established over the last years and shows its effects (see Figure 22). As
people who are strongly committed to the enforcement of zero-tolerance, the Chief of the Armed Forces
is mentioned as well as male and female direct superiors, female career and conscript officers.

Figure 21: Enforcement of
the zero-tolerance policy

(ln percent) M vYes, zero-tolerance is enforced consistently on all levels.
by affectedness by discrimination I Yes, zero-tolerance is usually implemented quite consistently.
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Figure 22: Support for the enforcement of zero-tolerance (in percent)

Data base: all respondents except those who
replied to the question on the enforcement
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Altogether, more than half of all respondents state that the relevant leadership is (strongly) committed
to zero-tolerance, with exception of male conscript NCOs. For them, the value is lower. Alongside the
Chief of the Armed Forces, strong commitment is mentioned especially concerning the male direct su-
periors (26.9 %), followed by female career officers (26.6 %), female conscript officers (25.4 %), female
direct superiors (24.5 %) and male career officers (23.5 %). The highest commitment to zero-tolerance is
indicated for the male direct superiors. At the same time, male direct superiors are the group, where
most respondents state that they are not committed to enforcing the zero-tolerance policy at all. Here
as well, a certain polarisation becomes visible, which points to conflicting values concerning the topic
of zero-tolerance. Significantly fewer people state that people rather did not support zero-tolerance, or
not at all, or that the statement did not apply. The highest proportion of negative assessments are
found among the male conscript NCOs, with 27.0 %, followed by male career NCOs with 16.2 %.People
with experiences of discrimination and/or sexualised violence judge all questioned groups of people
worse throughout, concerning their support of the enforcement of zero-tolerance.

9.2 Interventions in cases of discrimination and sexualised violence improve

the growth and contributions of members of the Armed Forces
Some people, who were affected by violence in the Swiss Armed Forces, made positive statements on
the implementation of the zero-tolerance policy. These positive evaluations in the quantitative section
of the study suggest that those who were affected deemed the reaction of the Swiss Armed Forces
to their experience of violence appropriate and consequent. This is confirmed in the open remarks by
60 peoplein 71 comments.

Some of the participants who were affected by discrimination and sexualised violence write that their
complaints had consequences and superiors stood up for their protection from discrimination. A female
officer (ger) mentions as an example: “Comrades saying ‘Zulu’ [German: Zug luege oder Zugsluder,
English: platoon look or platoon slut] when a pretty woman passed by. They stopped quickly with that
when they were confronted with their misconduct.” Another female officer (ger) talks about a phase
in which comrades simulated explicit sexual acts on her: “Eventually, a superior noticed a comrade doing
this and the act was punished immediately, which stopped it from reoccurring.” A female private (ger)

55/68



56/68

Study report: Discrimination and sexualised violence based on gender and/or sexual orientation in the Swiss Armed Forces

describes the commitment of a female superior: “Luckily the problem could be solved through the
intervention of my female superior (who was aware of the behaviour of this warrant, so she was
not surprised that these kinds of problems existed).” Here, superiors have a particular responsibility
and impact when they stand up for the constitutionally mandated protection from discrimination
of the members of the Armed Forces.

The importance of protection from discrimination becomes particularly evident in comments such as
the one by the female NCO (ger): “When | had to go through the experience of sexual violence, my
superior reacted very quickly. The military court was informed the same day. This gave me the feeling
that | was being taken very seriously. In this sense, the Swiss military acted correctly and I still feel well
taken care of. Thank you.” Similarly, a female private (ger) writes: “At night, a platoon leader came into
our room (two women), only dressed with a towel, sat down by the bed of my colleague and asked

if she was this small brown recruit (Il am dark skinned). He must have gotten the wrong bed... Luckily, |
took notice of it and chased him out of the room immediately. The incident was reported and the
platoon leader was then suspended.” A female officer (fr) writes about a superior who was committed
to protection from discrimination: “A male subordinate called me a whore, because he was annoyed
that he was not allowed to go out after several cases of misconduct. His section leader reacted immedi-
ately and the male private apologised.” Another female member of the Armed Forces (rank unknown,
ger) writes about inappropriate touching in the bus by a comrade: "I reported it and the Kdt [German:
Kommandant, English: commander] took on the problem and solved it very well.”

Some comments also mention continuous positive experiences. A female NCO (fr) writes: “I always felt
protected and supported by my superiors, if | had had had to report such behaviour to them.” Also,

a female private writes about how a sexist comment by a comrade had no effect, because nobody
laughed along with him. Here, not laughing already sends an effective signal.

The examples of interventions in the sense of zero-tolerance in cases of discrimination and sexualised
violence show the positive effect on the wellbeing and sense of safety of the members of the Armed
Forces.

9.3 Obstacles to achieving zero-tolerance: Different values and the assumption that equality
and equal performance would automatically lead to equal opportunity
The results of the study point to three aspects which can hinder the enforcement of a zero-tolerance
strategy. One is that there are different attitudes in relation to zero-tolerance. While some support it,
others experience sexist remarks and other forms of devaluation as normal and do not want to change
their habits. Ultimately, the zero-tolerance policy basically goes too far for these people. With this,
they speak out at least indirectly in favour of the permission to discriminate. Less obvious, but still hin-
dering the realisation of zero-tolerance is the view that equal opportunity was evident in the Armed
Forces because everyone wears the same uniform and would therefore also be equal as people, and
the view that only performance counts and not gender or sexual orientation. However, as reasons for
a lesser discrimination of women and queer people in the Swiss Armed Forces than in Swiss society
as a whole, respondents say that in the Swiss Armed Forces it was performance that counts and not
gender or sexual orientation, everyone works for the same goal and in the Swiss Armed Forces every-
one was equal. The following explains why the assumption of equal opportunity and the focus on
performance, which are mentioned as reasons for a lesser discrimination in the Swiss Armed Forces,
are at the same time problematic for the enforcement of the zero-tolerance policy.

In the Swiss Armed Forces as well as in society as a whole, different and differing values exist. They
appear between those who support zero-tolerance and those who want to continue to accept wide-
spread forms of discrimination and sexualised violence and to live them. This is also about different
views of what equality means. If one assumes equality was already achieved or that inequality was
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normal or even natural, the promotion of women will be seen as unfair and unnecessary. However,
if one starts from the assumption that there is an existing inequality between the genders, then the
promotion of women and the support of marginalised groups is a (gender) equality measure.

A further obstacle is that some people interpret the critique of discrimination as weakness. In this sense,
a female officer (ger) writes: "As a woman, | am ashamed that other (usually) women always want

to portray themselves as victims and immediately view every remark or touch as harassment.” Here, it
becomes clear that critique of sexualised verbal and physical violence is devalued. The formulation

to ‘always want to portray themselves as victims’ suggests that in reality, this was not the case. Victims
of violence are thus denied that they did in fact experience this devaluation. In contrast, this female
officer argues in favour of bearing the devaluation of one’s own group or even to play along, under the
pretence that it was ‘only’ a remark or touch. What is demanded is the strength to tolerate discrimi-
nation, rather than to defend oneself against one’s devaluation.

Sometimes, inclusion and equality are experienced as an authoritarian imposition on one’s convictions.
Rejecting attitudes toward equality and inclusion are mentioned in 78 remarks by 62 people. A male
private (ger) writes about the recognition of non-heterosexual and trans people: “Our society is brought
to its knees to tolerate such behaviour.” It is in fact true that equality and antidiscrimination are rights,
which are anchored on federal level as well as specifically for the Swiss Armed Forces. Therefore, they
have to be adopted by everyone. Those who speak out against inclusion and for discrimination, conse-
quently experience norms of inclusion and equality as authoritarian imposition. What becomes visible
here are not only different values, but also a conflict with the current legal order.

Furthermore, the conviction that only performance and not gender counts can hinder the realisation
of zero-tolerance. The open remarks point to the fact that performance standards are oriented toward
male norms and are therefore not fair for all. For example, a female officer (ger) writes: “Sports tests
are not adjusted to a mixed Armed Forces.” In their investigation of the Federal Department of Defence,
Civil Protection and Sport DDPS, Nentwich and Schambach (2022, 11) also identify the narrative, per-
formance counts and not gender, as the biggest obstacle to the goal of achieving equality. The authors
point to a paradox: “because gender equality measures focus on gender exactly in those cases, when
apparently differences concerning equal opportunity exist — meaning, precisely when the meritocratic
principle cannot be guaranteed. In such cases, we need to talk about gender, if the principle of perfor-
mance should apply” (ibid). Performance as a standard can only be inclusive for diverse people, if their
diverse starting conditions, for example the body structure, are considered. It is necessary to create
awareness of existing unequal starting conditions and evaluations. If existing unequal opportunities
are not seen, a meritocratic principle, which is blind toward difference and discrimination, will rein-
force rather than overcome inequality.

Finally, it is often assumed that there was no or only little discrimination in the Swiss Armed Forces,
because everyone was in uniform and therefore equal. Here, particularly queer members of the
Armed Forces point to the fact that, despite the uniform, they are not recognised as equal, but rather
devalued and excluded due to their difference. Therefore, the goal must be to recognise members

of the Armed Forces in their diversity and not to maintain the narrative, everyone was equal. As long
as people are seen differently and devalued, it is necessary to perceive those differences. Only in

this way can discrimination be confronted. In addition, there are some differences — like different
bodies — which have to be accepted and considered in their difference.

The well-meant idea that everyone in the Armed Forces was the same, would be measured by the same
performance standards and therefore treated fairly, therefore does not prove to be a solution, but rather
can also be part of the problem. Concerning performance standards, it is important to reflect them
concerning implicit exclusions in order to shape them in ways that are as inclusive as possible.
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The majority of the respondents is aware of the zero-tolerance policy and evaluates its realisation
positively. Direct superiors are perceived as people who support the realisation of the zero-tolerance
policy particularly strongly. The open remarks illustrate the positive effect of consistent actions
against discrimination and (sexualised) violence. Direct superiors are, however, also the group with
the highest number of people who do not support zero-tolerance at all or where a promotion of
zero-tolerance does not apply. The latter applies to a much lesser extent than the approval, however.
Various aspects obstruct the realisation of zero-tolerance. There are conflicting values of those who
are committed to zero-tolerance and those who reject it. In addition, the views that in the Armed
Forces, everyone was in uniform and therefore equal, and that performance counts and not gender,
can also hinder zero-tolerance. Even though these narratives may be meant well, they often prevent
us from seeing the existing differences on which devaluations rely and from dismantling them.
Concerning performance, it is possible to overlook the ways in which performance measurements
are precisely not fair for all, but exclusionary when they are oriented toward a certain norm.

10  Where does the problem originate and what should be done about it?

The preceding chapters clearly demonstrate the extent of discrimination and sexualised violence
based on gender and/or sexual orientation in the Swiss Armed Forces. Discrimination and sexualised
violence are expressed in various ways and on different levels. In addition to the detailed picture of
the extent, it is also necessary to elaborate the reasons for the existing problems. Only when the causes
of the existing problems are recognised, will it be possible to confront them effectively. In the follo-
wing, five causes will be elaborated which have been identified as central.

10.1 The ideal image of a soldier: the military-masculine norm

The results show that while people of all genders and sexual orientations are exposed to discrimination
and sexualised violence, prevalence is highest among those who are not male, heterosexual and/or cis
or whose body, skin colour, origin or religion do not conform to the predominant norms in Switzerland
and more specifically, in the Armed Forces. This appears particularly explicit in the fact that more than
90 % of cis and trans women/people and of non-heterosexual men experienced acts of sexualised
violence (see chapter 2.1). Among heterosexual cis men as well as trans men/people, the proportion is
high at almost 70 %, even though it is around 20 % lower than the affectedness of the other groups.

The group-specific extent of discrimination and sexualised violence is not a coincidence. Rather, the
different forms of discrimination and devaluation follow a pattern and are oriented toward the ideal
image of a soldier as strong and superior heterosexual cis man. Masculinity here is not understood as
an individual characteristic, but refers to a military masculinity which was developed not only in the
Swiss Armed Forces but in armed forces more generally, and is connected to the identity of the organi-
sation (Rinaldo & Holmberg 2020, 73). Opening up the Swiss Armed Forces to women, non-heterosexual
and trans people requires questioning and redefining the organisational identity that has prevailed

so far (ibid.). Part of the organisational identity is a narrative, which grew over decades, of who fits in
the Armed Forces. This makes it more difficult for those who do not fulfil this ideal to become part

of the Swiss Armed Forces and to feel included. This also concerns men who do not identify with the
ideal image of a soldier or who deviate from it.

The devaluation of all those who do not conform to the military norm becomes palpable in the open
remarks. Here, it becomes clear how much femininity and homosexuality are degraded. Of course,
there are also members of the Armed Forces who feel differently and who did not experience any
discrimination and sexualised violence. Nevertheless, these are relevant patterns, which are expressed
in numerous comments.



Study report: Discrimination and sexualised violence based on gender and/or sexual orientation in the Swiss Armed Forces

If men perform less well than other men, according to several comments, they are insulted with terms
that refer to femininity, particularly sex characteristics, and to homosexuality (see also chapter 5.3.2).
Femininity and masculine homosexuality are considered the opposite of military strength —and thus
related to weakness. Femininity, homosexuality and military are thus posed in contrast to one another.
Consequently, women and homosexual or queer men/people in the Armed Forces cannot be strong
and high-performing soldiers according to those who support the masculine military norm.

The present investigation shows that people of all genders and sexual orientations suffer from the
described norms and the dynamics of devaluation that they trigger. This becomes visible in the fact that
women, men and queer people point to the organisational culture of the Swiss Armed Forces, which
tolerates discrimination and where discrimination remains without consequences, as a shared and the
most mentioned reason for discrimination (see chapter 4.2).

10.2 Sexualised violence and its normalisation as instruments of devaluation

Not only particularly severe cases are problematic, but especially an organisational culture which toler-
ates and includes devaluation and discrimination. When discrimination and sexualised violence in form
of insinuating remarks, obscene gestures or physical assault are integrated in everyday life in a way
that they are not noticed anymore or problematised, then, violence is normalised. The investigation
shows that this is the case in the Swiss Armed Forces at least in parts, which means that sexualised
violence is often not recognised and identified as such.

Following the open remarks, specific normalised mechanisms of devaluation of women and queer
people can be analysed. These mechanisms too have their origin in the predominant gender order, the
military masculine ideal and the corresponding values and hierarchies. Again, it is important to bear

in mind that not all women and/or queer people have experiences like this in the Swiss Armed Forces
and not all heterosexual cis men act in discriminatory ways or commit acts of sexualised violence.

Based on research on violence, sexualised violence can be understood as an instrument of devaluation.
This research shows: “In the end, sexual violence is nothing other than the will to assert one’s power
over another person. Sexual violence, which is not only perpetrated by men against women, is about
not seeing one’s counterpart as a person with their own wishes and emotions” (Lieber 2019). The
devaluation of different groups through sexualised violence is primarily about demonstrating and main-
taining power and to objectify others. Sexualised violence is also perpetrated as a way to reinforce
existing gendered power relations (ibid.). In the context of the Swiss Armed Forces, this means main-
taining the ideal of a soldier (masculine, white, strong, self-disciplined; Gopal 2023), by devaluing
deviating images and norms through sexualised violence.

As a result of some mechanisms, many people find violence acceptable. One mechanism is the assump-
tion that women only went to the Armed Forces in order to find sexual partners and that they also
had many. For many people, sexual permissiveness among women is seen as legitimate reason for non-
consensual sexual acts and thus for sexualised violence. A quantitative survey which was conducted

in all member states of the European Union illustrates this. It demonstrates that 29 % of the men and
26 % of the women think that in certain situations, sexualised violence was justified, including ‘having
several sexual partners’ (European Commission 2016, 66). No numbers are available on Switzerland.
The image of women in the Armed Forces as sexually permissive can be interpreted in this way. This
image then ‘legitimises’ the sexualised violence, which — as the research on violence suggests —is per-
petrated as sexualised punishment for not conforming. In this sense, sexualised violence can be
understood as an instrument some people use to signal to women and homosexual men that their
presence in the Armed Forces is not welcome.
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In a similar vein, sexualisation is used to undermine women'’s skills, their right to codetermination and
the authority required to serve in leadership positions. The arguments used against women'’s partici-
pation in the Armed Forces are similar to those used in the last century against women participating in
politics. In the discussion on the implementation of women'’s suffrage in Switzerland, counter argu-
ments included ‘the state is the man’, ‘'women do not do military service’ and ‘women belong at home
(Bundesblatt 1957, 737). At that time, not doing military service was seen as a reason to deny women’s
suffrage, whereas today some people try to maintain masculine domination over women by denying
women the right to participate in military service.

The normalisation of discrimination and sexualised violence is facilitated through hierarchical structures,
because they are more prone to being abused. It is known that strongly hierarchical contexts promote
discrimination and sexualised violence because they facilitate the uncontrolled exercise of power, people
depend on their superiors and one takes economic or personal risks when voicing critique (Hassan &
Sanchez-Lambert 2019, 66). While hierarchies can be productive or necessary, they simultaneously
facilitate a culture that covers up discrimination. Here, it is particularly important to have mechanisms
for the protection from abuse and services with the authority to act for the protection of victims.

10.3 Recognising discrimination and violence is hindered by societal factors and group dynamics
Various processes related to group dynamics make it difficult to recognise discrimination and violence
as such and to address the issues.

One dynamic is that it is often seen as weakness when a person defends themselves against the deva-
luation of their group. Enduring it however, is even perceived as strength. This way, the devaluation

is not overcome, but reinforced. For people who see themselves as strong, it is often particularly difficult
to admit that one was a victim of violence. Sexualised verbal violence, which is most common, is not
often recognised as violence, when it is portrayed as harmless or even funny. This makes it more diffi-
cult for those who are affected to name the violence as such. Often, the blame is even put on the
victims and the perpetrators are protected. The results of this study show that sexualised verbal violence
is the foundation on which sexualised nonverbal and physical violence develop more easily or at all.

In addition, the mechanism to frame critics of discrimination and sexualised violence as killjoy, makes
it more difficult to stand up for zero-tolerance.

Another dynamic is that men, as well as women, often support sexism, even when they actually reject
it, because they think that the majority approves of such behaviour. Studies on harassment in the
workplace of an organisation show that sexist jokes and remarks not only make 90 % of the women
uncomfortable, but also 43 % of the men (Berdahl et al. 2018, 432). At the same time the majority

of the respondents thinks that the majority supports the sexist culture although it is not the case. Here,
a wrong estimation of the attitude of others is an obstacle to stand up for discrimination.

Therefore, it is important not to play down discrimination and sexualised violence. To dismiss it as jokes
makes it more difficult for members of the Armed Forces to get involved for the protection from dis-
crimination, because they would be sanctioned as killjoys. These aspects should be considered for the
improvement of prevention measures as well as reporting structures and procedures.

10.4 Adoption of masculine norms by women

One result of the present study is that women are also perpetrators of discrimination. Female members
of the Armed Forces describe in the open remarks how female superiors adopt masculine norms in
extreme ways and take part in the devaluation of women. For women in the Armed Forces, the context
of the military poses a dilemma. To not be devalued, they adapt, but by doing so, devalue themselves
too. A German study on female officers in the German Armed Forces also describes female officers as
“crossing boundaries on horizontal and vertical level” who deal with difference strategically (Hendricks
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2020, 54). Many women attempt to minimise the differences with men and the masculine military norm
in order to reduce possible attacks (ibid., 51). In addition, these women in the Armed Forces possibly
internalise the masculine military norm, which also leads to a reduction of difference (ibid.). For women
in the Swiss Armed Forces, Monay (2018) illustrates that women take over narratives of the hierarchical
devaluation of women. Thus, women also problematise the behaviour of other women in the Armed
Forces (for example wearing shorts), but not the sexualisation of women by men (ibid., 61). Increasing
the proportion of women is not sufficient to create an inclusive organisational culture.

10.5 Interactions between the Swiss Armed Forces and society as a whole

Discrimination and sexualised violence based on gender (including trans identity) and sexual orientation
are —as explained in the introduction — phenomena that concern society as a whole. It is important to
consider this connection, without using it as an excuse. Members of the Armed Forces join it for a limited
period of time from their societal contexts and return back to them afterwards.

In society as a whole, women, non-heterosexual and trans people also experience more discrimination
than heterosexual cis men. The common starting point is the orientation toward a norm which is
defined as superior and the devaluation of difference. The gender order, as it was developed in Switzer-
land around the turn of the 19th century, is characterised by a separation of social spheres, in which
masculinity is connected with politics, economy, military and sports, and femininity with the house-
hold and the care for the husband and children in the familial private sphere (see Maihofer 2021). With
the establishment of this gender order, women were excluded from the so-called masculine spheres.

The referral of women to the private and men to the public sphere is still palpable. This becomes appa-
rent, for example, in the Swiss Armed Forces, as part of the public, where only men are obliged to serve
and women can serve on a voluntary basis. Another example is the gendered division of the labour
market in women'’s and men'’s jobs (Baumgarten & Maihofer 2021, 137). Not only are professional fields
of women and men separated to a large extent, but so-called ‘typical women's jobs’ are culturally
devalued and accordingly paid less (Konietzka & Wen 2023, 303). The consequences of this separation
of spheres are also evident in the characterisation of attitudes as female or male, where men are still
associated with terms like force, fight and strength, which reproduces gender stereotypes (Thiele 2023,
11). Itis not surprising that in a survey by the German Armed Forces, 27.8 % of all surveyed members
attributed slightly better leadership skills to men (Bundesministerium der Verteidigung 2022, 30).

The development of the masculine military norm, the corresponding mechanisms of devaluation of all
who deviate from it, and the extent of discrimination and sexualised violence in the Swiss Armed Forces
cannot be understood, let alone solved, isolated from these societal phenomena. The commitment
against discrimination and sexualised violence is a challenge that encompasses society as a whole and
has to be tackled together. The Swiss Armed Forces is taking its tasks and duties for the realisation of
the constitutionally mandated rights seriously by developing and implementing extensive measures.

10.6 What should be done?

The hierarchical structure of the Swiss Armed Forces as crisis organisation is a functional necessity and
cannot be changed. The awareness for the susceptibility of and for dealing with discrimination and
sexualised violence, however, can be changed. The vision of the Swiss Armed Forces 2030 offers an
appropriate foundation to connect to in order to promote equality, inclusion and the recognition of
diversity. Particularly valuable in the vision are the mission “people in the centre” and the focus on
“leadership” and a “lived positive error culture”.

The Service Regulations of the Swiss Armed Forces (2022) prescribes in the first section: duties,
Article 77: "Every member of the Armed Forces has the duty to respect human rights and the dignity
of people in their diversity and without discrimination. No one may be disadvantaged, in particular
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on the grounds of gender, ethnicity or nationality, language, age, religion, sexual orientation, political
or other opinion, social background, mode of living or disability.” The education compass of the
Training and Education Command provides a further guideline. It specifies how the protection from
discrimination and the active commitment for equality is a task for all in the military service: “We
treat each other with respect.”

In January 2022, the Specialised Office for Women in the Armed Forces and Diversity, the author of this
report, started its operation. It created a diversity strategy for the Swiss Armed Forces including military
administration, which has been approved by the Armed Forces command and the head of the Federal
Department of Defence, Civil Protection and Sport, Federal Councillor Viola Amherd. The diversity strat-
egy pursues the goal of an inclusive overall organisation and envisages that beside the pillar of equality
and protection from discrimination, there is a second pillar: the systematic and continuing analysis and
improvement of all processes. Part of the strategy is a comprehensive plan of measures, which extends
over three years (2022-2024) and includes education and raising awareness, but also measures of other
organisational units like the adjustment of clothing. The latter will already be implemented in 2024

and 2025 with the modular system for clothing and equipment for military operations (Defence Group
2023). The new clothing system has also been adjusted to the specific needs of women. Concerning
infrastructure and sanitary facilities, the Armed Forces Logistics Organisation procured sanitary module
containers, which can be used flexibly when required, for example for gender-segregated options to
shower. Two further groups of measures (2025-2027 and 2028-2030) will follow.

Much is already being done. However, the results of this study show that the measures taken to date
are not yet far-reaching enough. The present study provides a comprehensive picture of existing
problems of discrimination and sexualised violence. What is required now is to transfer the results into
further, concrete measures — within the Armed Forces, and ideally also outside in society as a whole.

The measures within the Swiss Armed Forces first have to aim to create different and equally valued
ideals of and for members of the Armed Forces. This requires time and patience, because values

and norms only change slowly. In all processes of the Swiss Armed Forces, it is important to make sure
that specific masculine norms are not retained out of habit, because this leads to difference being
excluded, devalued or simply not considered.

In this sense, the extensive and multiple mechanisms of devaluation and exclusion have to be confron-
ted. Discrimination and sexualised violence should not be played down or minimised as harmless fun.
The Chief of the Armed Forces, Lieutenant General Sussli, formulated this in a video message from March
2023 to service members in leadership positions in the Swiss Armed Forces and the Defence Group:

"Our Federal Constitution prohibits discrimination, sexism, harassment and all other forms of violation
of human dignity. This also counts in the Armed Forces, and | want us to realise these constitutional
mandates consistently. [...] It is about the credibility and reliability of our Armed Forces. The Armed
Forces command will not tolerate any kind of discrimination, sexism, harassment or violation of human
dignity. We must take consistent action against it and, above all, we must not turn a blind eye. We
must commit ourselves to creating a culture of openness and inclusion. For you as well, esteemed
members of the Swiss Armed Forces leadership and career officers, you are not free to choose whether
you want to take an active role in protecting people from discrimination and uphold human dignity —
you have an obligation. In order to fulfil our mandates successfully, we must look and act consistently,
take preventive measures and create an open, trust-based culture.”

It is also important that we do not reduce discrimination and sexualised violence to individual behaviour,
because this would prevent us from grasping their structural character. Leadership as well as services
with the authority to act will be required in order to protect the rights of those affected.
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On the way to the new normal of a culture of inclusion, one option is to pay attention to the concrete
processes to find out whether and how different people and needs can be taken into consideration
and included. It is therefore important to recognise people in their diversity, to evaluate the performance
of people of all genders and sexualities equally and to acknowledge individual boundaries.

The fourth problem field will be resolved as a result of tackling the first three. If different, equally valued
ideals of and for members of the Armed Forces are established, sexualisation in the form of discrimina-
tion and sexualised violence is decisively confronted and an inclusive culture is lived, women and queer
people will no longer feel the need to conform to the masculine military norm by adopting the corre-
sponding attitudes.

The support for zero-tolerance can be strengthened by identifying the causes of discrimination and
sexualised violence more precisely. In society as well as the Armed Forces, this is the predominant
form of (military) masculinity. It is positioned as superior and devalues those who do not conform to
this norm, be it based on gender, sexual orientation, immigration background, racism, religion

or body. It is also expressed in an organisational culture which tolerates discrimination against all
genders and sexual orientations. In this concept, femininity and masculine homosexuality are
equated with weakness. Men are prompted to become military men by precisely not being ‘gay’ or
‘female’. Sexualised violence is also used as a means to devalue women. This culture of discrimina-
tion is perpetuated in part by playing it down and seeing it as fun, which makes it more difficult for
the members of the Armed Forces to stand up for protection from discrimination. Women face a
dilemma: When they adapt to the male norm, they also contribute to the devaluation of femininity.
All these mechanisms have to be considered when developing measures so that all members of the
Armed Forces can assume responsibility and make their contribution for the prevention of discrim-
ination and the creation of equality. Altogether, measures are needed for prevention, protection,
increased participation and awareness raising and education. The development toward an inclusive
organisational culture can be reviewed and adapted with regular surveys.

Conclusion: moving towards an inclusive Swiss Armed Forces

This report is an important next step towards creating a culture of inclusion and zero-tolerance in the
Swiss Armed Forces. An organisational culture in which all members of the Armed Forces can develop
with their differences and contribute their potential. The objective is an Armed Forces that ensures
the psychological safety of all members. An Armed Forces that understands and upholds its duty of
care towards troops in a holistic manner —and thus creates the unity required to fulfil its mandate in
an atmosphere of complete trust, respect and dependability. Only in this way will it be possible for all
who want and are able to serve, to make a decision in favour of military service without the need to
fear that their human dignity will be violated. Only in this way can the mandates of equality and pro-
tection from discrimination be realised, and only in this way can the Swiss Armed Forces’ performance
and defence capabilities be maximised and the potential for innovation be fully exploited.

This study is the first comprehensive survey on discrimination and sexualised violence in the Swiss
Armed Forces. The numbers and the open remarks on experiences of Armed Forces personnel of all
genders and sexual orientations are a wake-up call — the prevalence of these behaviours is significant
and the need for action correspondingly large. In comparable contexts, the extent of discrimination
and sexualised violence increases with the growing proportion of women because it was underestimated
how intense the resistance by some would be to women, gender and sexual minorities in the Armed
Forces. The Swiss Armed Forces can use the available findings and the knowledge on developments in
other armed forces to develop appropriate measures against discrimination and sexualised violence.

In this sense, the fact that the proportion of women is still so small in the Swiss Armed Forces can be
seen as an advantage. We have the opportunity to anticipate the resistance of some people toward
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the inclusion of women and other minorities, and act accordingly to protect victims and to construc-
tively accompany the change of values. This requires time and patience. If the present report is a step
towards realising a culture of inclusion, then the change of values and culture could be viewed as the
equivalent of a 100km march.

As mentioned at the beginning of this report, an insight into the Swiss Armed Forces is always also an
insight into a broad cross-section of Swiss society. With its system of conscription, the Swiss Armed
Forces is linked particularly closely with society as a whole. Sexualised violence and discrimination are
apparent everywhere in society and in all agents of socialisation: in families, schools, professions, recrea-
tional groups, mass media and also in the Swiss Armed Forces. For this reason, the forms of devaluation
and violence, their causes and the obstacles in the reporting behaviour overlap inside and outside of
the Armed Forces. At the same time there was and is a considerable level of commitment to equality
and the protection from discrimination in the Armed Forces and in society as a whole, providing a
foundation on which we can build.

Creating an inclusive organisational culture and preventing discrimination and sexualised violence are
tasks which involve society as a whole and which the Swiss Armed Forces must address with other
actors. At the same time, this is a duty and responsibility that is specific to the Armed Forces and must
be done while taking into account its unique structures and goals. These entail certain challenges,
such as hierarchies and dependencies, but also opportunities, like social proximity, camaraderie and
the function as a place of socialisation.

Therefore, the aim has to be, to create diverse and equally valued ideals of members of the Armed
Forces. The first step towards this goal is to recognise discrimination and sexualised violence when they
occur, and to challenge these behaviours. Only once it is understood how a person is devalued based
on their group affiliation or as individual — and why this is damaging for the individual, leadership and
the Swiss Armed Forces — can people be recognised equally in their diversity. Becoming aware of these
patterns is not an easy task, because many forms of devaluation are part of common ways of thinking
and acting and are taken for granted. This implies, for example: accepting and perpetuating devaluation,
be it in relation to oneself or others, is not a sign of strength, but rather intensifies the mechanisms

of devaluation. This is true for all forms of devaluation: discrimination because of someone’s body or
with a sexist, racist, homo- or transphobic remark, suggestive looks, unwanted touch, exhibitionism,
bets on who would sleep with female members of the Armed Forces, digital sexualised violence up

to rape fantasies and rape. Devaluation is also expressed when women and non-heterosexual people
are ostracised in the Armed Forces because of their gender or their sexual orientation, or when men
are labelled as feminine or gay when they do not perform as well as other men. These actions equate
femininity and male homosexuality with weakness — the opposite of the demanded strength. When
men are criticised for not performing as well as women, it means that it is expected of men to always
perform better than women. Here, in the end, the performance of women is not recognised, but used
to devalue the men, which creates social distance. Independently of their sexual orientation, women
are often labelled as lesbians or (childless) bull dykes, which is here used as an insult. These are only a
few mechanisms which have been elaborated in the report.

To diversify the ideal image of members of the Armed Forces also requires us to rethink the different
backgrounds of members of the Armed Forces and equality. Certain views on performance and equality
are often assumed to serve the goal of equality, but can actually be part of the problem rather than
the solution. The idea that everyone is (already) equal, and that performance and not gender or sexual
orientation should count, often makes it impossible to perceive real devaluations and inconsistencies
in how performance is evaluated, and thus to fix the problem. In addition, diversifying the image of an
ideal soldier can be an enormous relief for many conscripts and members of the Armed Forces be-
cause they can get involved more in their individuality.
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It will require a dialogue and a process of transformation across the whole organisation in order to re-
cognise injustice and to take collective responsibility for reducing discrimination and creating a culture
of inclusion and zero-tolerance for discrimination and sexualised violence. The Swiss Armed Forces has
the obligation —and the opportunity — to contribute to fulfilling the mandates on equality and protec-
tion from discrimination. The goal is to guarantee the fundamental rights of all members of the Armed
Forces, and the country’s defence capabilities, in the best possible way.

This way, the Armed Forces also contributes to societal efforts to combat sexualised violence and
discrimination.
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Annex

Table 2: Categorisation of the open remarks

Data base: all open remarks on experiences of discrimination and violence, reasons for discrimination, consequences, complaints,
zero-tolerance and concluding remarks; n = 733 people, 2127 comments

Unequal treatment of women (443 people)

Devaluation of femininity (180 people, 226 incidents), exclusion through infrastructure/communication (98 people, 148 inci-
dents), not wanted/considered in the Armed Forces (158 people, 212 incidents), tokenism (a single person is viewed as repre-
sentative of a marginalised group. In the report, this especially refers to devaluations of single women based on female gender
stereotypes), 161 people, 183 incidents), not enough military-like/masculine (38 people, 47 incidents), regulations on clothing
(45 people, 52 incidents), skills are undermined (143 people, 162 incidents), different standards (97 people, 115 incidents),
right to codetermination is undermined (29 people, 32 incidents), authority/competence in the leadership role undermined
(73 people, 84 incidents), accusation of special treatment (55 people, 59 incidents), physical fitness (79 people, 86 incidents),
voluntary service (48 people, 49 incidents), others (53 people, 70 incidents).

Unequal treatment/violence against men (72 people)

Experienced violence (3 people, 3 incidents), observed violence (12 people, 15 incidents), heard about violence (3 people, 5 inci-
dents), conscription (12 people, 12 incidents), disadvantaged/positive discrimination of women (35 people, 41 incidents), others
(among others violence through the leadership style, 17 people, 19 incidents).

Discrimination/violence based on sexual orientation/trans identity (104 people)

Sexual orientation not outed (5 people, 7 incidents), trans identity not outed (1 person, 1 incidents), insults as gay and weak
(29 people, 32 incidents), insults as lesbian (23 people, 25 incidents), remarks (19 people, 19 incidents), language (i.e., gay back-
pack, 9 people, 10 incidents), harassment (13 people, 13 incidents), others (among others, little support, 36 people, 52 incidents).

Discrimination based on further dimensions (117 people)

Racism based on ethnic background/skin colour/appearance (35 people, 41 incidents), region of origin (23 people, 25 incidents),
language (21 people, 24 incidents), immigration background (9 people, 10 incidents), religion (12 people, 12 incidents), others
(among others, body, age, etc., 49 people, 58 incidents).

Sexualised verbal violence (469 people)

Sexist remarks/language (323 people, 485 incidents), verbal harassment (165 people, 226 incidents), assumption, women were
in the Armed Forces to find many sexual partners (123 people, 168 incidents), insults (96 people, 110 incidents), rumours

(63 people, 79 incidents), bets (20 people, 20 incidents), competences/performances of women are attributed to sexual favours
(26 people, 35 incidents), authority/competence by women in leadership positions is undermined because it is assumed that
they got them only due to sexual favours (18 people, 18 incidents), referral to the domestic sphere/patriarchal hierarchies

(35 people, 43 incidents), rape threats/fantasies (20 people, 22 incidents), victim blaming (19 people, 21 incidents), being killjoy
(10 people, 11 incidents), alcohol in relation to sexualised verbal violence (7 people, 7 incidents), others (among others, insinua-
tions, bullying, 64 people, 70 incidents).

Sexualised nonverbal violence (231 people)

Wolf whistles and/or inappropriate gestures (125 people, 169 incidents), inappropriate staring/spying on someone (111 people,
136 incidents), digital sexualised violence (37 people, 50 incidents), exhibitionism (13 people, 16 incidents), attempted intrusion
in dormitories/showers (10 people, 12 incidents), intrusion in dormitories/showers (17 people, 18 incidents), violated private
sphere (i.e., underwear was searched, 10 people, 10 incidents), alcohol in relation to sexualised nonverbal violence (6 people,
6 incidents), others (among others, rankings of pretty or ugly women, punishment, 30 people, 35 incidents).

Sexualised physical violence (142 people)

Inappropriate physical closeness/harassment (72 people, 87 incidents), unwanted attempted sexual acts: experienced

(14 people, 19 incidents), observed (1 person, 1 incidents), heard about it (2 people, 2 incidents), unwanted sexual acts: experi-
enced (67 people, 82 incidents), observed (5 people, 5 incidents), heard about it (5 people, 5 incidents), alcohol in relation

to sexualised physical violence (5 people, 5 incidents), others (26 people, 29 incidents).

Sexualised psychological violence (147 people)

Poor handling of complaints (76 people, 109 incidents), bad treatment/threats due to rejected advances (14 people, 19 incidents),
stalking (9 people, 12 incidents), alcohol in relation to sexualised physical violence (3 people, 3 incidents), others (among others,
bullying, isolation, 75 people, 100 incidents).

Others (439 people)

Normalisation of discrimination and sexualised violence (149 people, 204 incidents), abuse of power (191 people, 286 incidents),

call for action and suggestions (107 people, 115 incidents), positive remarks (among others, no discrimination was experienced,

143 people, 177 incidents), support for zero-tolerance (60 people, 71 incidents), against equality and inclusion (which are

perceived as exaggerated) (62 people, 78 incidents), women do not continue or consider to cancel/not continue (30 people,

31 incidents), pains/violence is not taken seriously (26 people, 30 incidents), violence and discrimination by women (23 people,
68/68 28 incidents).



