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DEFENSE ADVISORY COMMITTEE ON DIVERSITY AND INCLUSION (DACODAI) 
 

Biannual Business Meeting Minutes 
27 October 2022 

 
The Defense Advisory Committee on Diversity and Inclusion (DACODAI) held a biannual 
business meeting (BBM) October 27, 2022. The meeting took place virtually via a video 
teleconference. 
 
Opening Remarks 
The Executive Director and Designated Federal Officer (DFO), Ms. Shirley Raguindin, opened 
the October BBM by reviewing the Committee’s establishment and Charter. Ms. Raguindin 
reminded those in attendance that any comments made during the meeting by Committee 
members are their personal opinions and do not reflect a DACODAI, Department of Defense 
(DoD), or Military Services position. Ms. Raguindin then turned the meeting over to the 
DACODAI Chair, General (Ret.) Lester L. Lyles. 
 
Gen (Ret.) Lyles welcomed everyone to DACODAI’s first meeting of 2022. Gen (Ret.) Lyles 
introduced the Vice Chair, Ms. Kristen Kavanaugh and took attendance of the Committee 
members. 
 
Overview of Public Comment Submissions 
The staff did not receive any written comments prior to the suspense date of 17 October 2022, 
based on the Federal Register notice. This concludes the submission of written public comments.  
Gen (Ret.) Lyles encouraged members of the public present in the meeting to provide public 
written comments in future meetings for the Committee to discuss as part of their deliberations. 
 
DoD Board on Diversity and Inclusion Progress Update (TAB A) 
The briefing was presented by Ms. Victoria L. Bowens.  She is the Associate Director, Diversity 
and Inclusion Directorate at the Diversity Management Operations Center (DMOC) in Arlington, 
VA.  The purpose of the briefing today is to provide progress updates on the December 2020 
Diversity and Inclusion (D&I) Board recommendations. 
 
In 2018, the Department of Defense Office of Diversity Management and Equal Opportunity 
(ODMEO) was split into the Office for Diversity, Equity, and Inclusion (ODEI), which is the 
Policy Office, and the DMOC, which is responsible for operationalizing current DoD Directives 
and Instructions. The vision of the DMOC is to ensure that an environment is created where 
everyone is valued and able to provide their own individual desires to reach their highest 
potential. 
 
The leadership for the Diversity Management Operations Center is Mr. Clarence A. Johnson, a 
Tier two Senior Executive Service (SES), and his Deputy, Ms. Katrina Lynn Logan, a Tier one 
SES. Within the organization, there are 8 directorates:  Defense Equal Opportunity Management 
Institute (DEOMI), Equal Employment Opportunity (EEO) Investigations & Resolution 
Directorate (IRD), Special Emphasis Program Management Outreach Directorate (SEPM), 
Disability Programs Directorate (DPD), DACODAI, Military Equal Opportunity (MEO), Defense 
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Advisory Committee on Women in the Services (DACOWITS), and Diversity & Inclusion 
Directorate (D&I). 
 
D&I provides strategic and operational direction to the Military services to ensure DoD attracts, 
develops, and retains a diverse workforce with the unique skills and experiences the Nation has to 
offer in order to optimize mission readiness. There are four major functions or categories that Ms. 
Bowens is responsible for in a liaison capacity between the Services: 
 

• Strategic Advisors: Counsel leaders providing diversity, equity and inclusion (DEI) 
knowledge and principles to enhance decision-making that impacts DoD daily 
operations and overall mission readiness  

• Strategic Integrators: Build partnerships with DEI stakeholders to cultivate DEI 
practices, influence DoD work culture and policies 

• Strategic Communicators: Promote awareness of DEI principles, trends, and emerging 
issues impacting operations or the growth and professional development of the Total 
Force  

• Continuous Improvement Partners: Use research and evidence-based practices to 
measure the effectiveness of accountability structures and sustainability strategies 

  
The key is the ability to strategically communicate to ensure the Department is speaking in one 
voice and there's a clear understanding of expectations, not only from the diversity practitioners 
that do the work, but also those policy owners who are responsible for identifying initiatives to 
support not only the DoD instructions, but also the broader Secretary of Defense (SecDef) 
initiatives or strategic plans.  
 
Ms. Bowens has a limited staff that supports her with this large responsibility. There is a chief that 
supports the day-to-day operations, and a management analyst that supports many of the 
fundamental items that deal with the care and feeding of the organization. Most of the staff is 
contracting support.  
 
Ms. Bowens is responsible for developing the D&I community as well. There are plans for a D&I 
Center of Excellence with the goal of building relationships within the Department to identify 
ways to prepare leaders and practitioners to grow and attract talent and ensure an environment that 
is conducive for retaining that talent. 
 
One of the strongest avenues used to facilitate that is continued partnerships with external 
partners, mostly from Historically Black Colleges and Universities (HBCUs) and minority-
serving institutions. As part of the strategic partnerships, Ms. Bowens also met with many of the  
military affinity groups, like The Rocks Incorporatedi (also known as the ROCKS) and Affirm. 
 
 
1 The Rocks Incorporated (Rocks, Inc.), was founded on October 9, 1974 by sixty-five United States Army officers in Washington, 
D.C. Headquartered in Forestville, Maryland and with over 1,100 members, it is the largest professional military officers’ 
organization with a majority African-American membership.  
https://www.bing.com/search?q=what%20does%20the%20National%20association%20for%20ROCKS%20stand%20for%3F&qs
=n&form=QBRE&=%25eManage%20Your%20Search%20History%25E&sp=-
1&pq=what%20does%20the%20national%20association%20for%20rocks%20stand%20for%3F&sc=0-
55&sk=&cvid=77B115295B9A406A94912B6FED47DFE8&ghsh=0&ghacc=0&ghpl= 
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Another one of the major capabilities is to continue the research-based assessments to ensure that 
the programs DMOC provides are building the efficacy to growing diverse talent at the senior 
ranks. 
 
In June 2020, former SecDef initiated diversity and inclusion efforts to improve racial and ethnic 
issues in the Armed Forces. In the report, there are six specific focus areas: 
 

• Recruitment and Accessions: Strengthen both community engagement and the 
narrative about military service opportunities during recruiting to attract more 
diverse candidates.  

• Retention: Retain minorities beyond initial commitment and into leadership ranks.  
• Barriers: Address barriers confronted by minority members in the workplace.  
• Career Development: Improve advancement opportunities (e.g., promotion boards, 

command selection, professional military education, assignments).  
• Organizational Climate: Address command and organizational climate issues that 

may negatively impact retention of minority members.  
• Culture, Worldview, and Identity: Promote inclusion of minority groups in military 

culture and strengthen aspects of individual and cultural identity. 
 
While most of the recommendations were created specifically to support the military, some of 
them also address civilian issues.  Training is an example of an issue common to both the military 
and civilian workforce. Additionally, seven immediate actions were identified, which will not be 
briefed today, but are critical going forward in addressing diversity challenges within the 
Department. 
 
Within the D&I Board, a senior leader construct was developed.  On April 29, 2021, the Defense 
Equity Team was chartered to facilitate and inform the Department’s ability to progress diversity 
and inclusion, primarily looking at talent management pathways to general officer, senior enlisted, 
and SES levels. The DET consisted of six Lines of Effort (LOE): LOE 1 - Data and Research, 
LOE 2 - Talent Management, LOE 3 - Education and Training, LOE 4 - Internal & External 
Requirements, LOE 5 - Executive Order 13985, and LOE 6 - Executive Order 14035. 
 
There were 15 recommendations under LOE 4. DMOC monitored the status and progress. Its 
responsibility at that time was to create a plan of action and milestones to ensure that it was 
moving forward in those specifics. A number of the recommendations established in 2020 are still 
in progress. Three recommendations have been completed: Recommendations #1, which was to 
update recruiting content to represent all service members, Recommendation #8 was a 
standardized DODHRA data system for diversity and analysis, and Recommendation #13 to  
increase transparency of promotion selections and opportunities. Updated information has not 
been provided on Recommendation #5, Evaluate Demographic Trends in Performance 
Evaluations but there is progress on that. All of the other recommendations have made continuous 
progress under the Defense 2040 Task Force (D2T). 
 
Recommendation 1: Update Recruiting Content to Represent all Service Members 
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• Complete - Military Services completed their review, further discussions on defining 
periodic checks are aligned within the Secretary of Defense Direct sprint---Ongoing 
analysis underway 

 
Recommendation 2: Develop and Publish a Data-Driven Accession and Retention Strategy 

• A thorough review of current studies, reports, and briefings was used to determine the 
current status of recruiting and retention challenges.  Numerous best practices were 
identified for implementation across DoD in Sep 2021.  In response to FY 2021 
National Defense Authorization Act (NDAA), a congressional report on Mentoring 
and Counseling was submitted to Congress in December 2021.  

 
Recommendation 3: Increase the Pool of Qualified Reserve Officer Training Corps (ROTC) 
Enrollment, Scholarship, and Commission Applicants from Minority Serving Institutions (MSIs) 

• Review was conducted to assess the diversity within ROTC programs. 
• D2T Sprint 2 includes four initiatives designed to address officer commissioning 

programs and designation/branching process.  Services are currently developing 
strategies to address each initiative. 

 
Recommendation 4: Ensure Fair Assessment of Aptitude for all Applicants 

• In response to FY 2020 NDAA, a congressional report on the "Enlistment and 
Accession Testing and Standards for Non-Native English-Speaking Recruits" was 
submitted to Congress in July 2021. 

• The Manpower Accession Policy Working Group is continuing the review of all 
accession aptitude assessments. Review is focused on ensuring tests do not include test 
bias. The plan goes through FY 2024. Review of tests to date did not reveal test bias.  

• All the Services are conducting regular reviews of their instruments. The Navy and Air 
Force have ongoing efforts modernizing their instruments designed to designate 
officers into aviation communities. The Office of People Analytics is working on 
developing new enlistment special purpose tests designed to assess skills associated 
with fluid intelligence (e.g., working memory and complex reasoning). 

 
Recommendation 6: Develop a diverse pool of candidates for consideration by non-statutory 
selection boards or selecting officials for nominative assignments, which lead to positions in 
senior leadership 

• Services identified and validated assignments, and published guidance for establishing 
diverse slates for nominative assignments.  In Fall 2021, the Services were tasked to 
complete implementation plans. 

• Ongoing reviews are aligned as an initiative within the D2T 
 
Recommendation 7: Establish a D&I Center of Excellence (COE) 

• Funding approved in FY 2022 President’s Budget 
• Includes 11 civilian full-time equivalents in FY 2023 to support D&I COE operations.  
• Evaluating and determining constructs and governance for operationalizing the COE; 

initial operating capability projected for calendar year 2023. 
 
Recommendation 8: Standardize DoD HR Systems for Diversity and Inclusion Analysis 

• Complete - ADVANA adopted as DoD’s analytics system. 
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Recommendation 9: Include Pathway Programs & Internships in STEM-Related Fields at Title I 
Schools with Junior Reserve Officer Training Corps (JROTC) Programs 

• All JROTC programs include STEM Pathway Program and Internship Opportunity 
• New initiative--JROTC Continuing Training Education credits (established in Sep 

2021) have been well-received by private and public-sector employers/educators and 
awareness is growing, and establishment of internship to college and military 
academies. 

• Codify this recommendation in DoD Instruction 1205.13 “JROTC Program.” in FY23. 
Service level and other relevant governances is underway or will follow in response to 
the 1205.13 update. 

 
Recommendation 10: Develop a Diversity and Inclusion Organizational Structure 

• Initial concept created.  Leveraged industry and academic best practices as a baseline 
• SecDef appointed the Under Secretary of Defense for Personnel and Readiness (USD 

P&R) to serve as the Chief Diversity and Inclusion Officer for DoD 
• Chief Diversity Officers established within all Military Components 
• More analysis is underway to propose a construct that is institutionally aligned across 

all major lines of business (i.e., Under Secretary of Defense for Policy/Research and 
Engineering) 

 
Recommendation 11: Develop a DoD Diversity and Inclusion Mobile Application and Website 

• Cost Prohibitive:  Removed 
 
Recommendation 12: Cultivating D&I Into Leadership & Development Curricula 

• Completed Joint D&I Leadership & Development Competency Model and draft 
Learning Objectives across officer military professional military education (pre-
commissioning to senior service school and DoD level civilian leadership and 
development programs 

• Next steps – Finalize the review of all Learning Objectives.  Anticipated completion 
and approval by Dec 2022 

 
Recommendation 13 Increase Transparency of Promotion Selection and Career Opportunities 

• Complete - This is closed, found no bias in the promotion board process.  
• Further reviews are aligned within the D2T. 

 
Recommendations 14 and 15 were subsumed under a different work group called 
Counterintelligence Working Group, and there was a requirement from the SecDef that 
established the Counter Extremist Activity Working Group (CEAWG) to look at a number of 
actions that incorporated both Recommendation 14 and Recommendation 15 for review. 
 
Sergeant Major (Ret.) Gregory B. Jenkins asked if Ms. Bowens could speak more on 
Recommendation #7, Goal 4, specifically in reference to establishing a diversity and inclusion 
certification and a national accreditation. Is that within the confines of military equal opportunity 
or is that something greater than that? 
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Ms. Bowens articulated that it has expanded. Particularly for the Title I schools, that are circulated 
around opportunity zones where the education and the opportunities for those students are not 
where they need to be.  
  
Ms. Kavanaugh asked whether Ms. Bowens is leveraging corporate partnerships to use 
information from industry partners that might help scale the work. 
 
Ms. Bowens: Yes. I have a mighty team of contractors who have that reach. As an example, 
utilizing employee resource groups so we can address some of the mission challenges or the 
dearth of diversity of any particular loop at the executive leadership level. We host presidential 
roundtables to connect with the communities that help us understand what we can do better to, not 
only attract their students, but also build relationships with those students.  DEOMI maintains 
connections with universities to ensure we are addressing some of the emerging trends and 
emerging issues. 
 
Gen. (Ret.) Lyles: With your small team and your contract, how are you doing the outreach to 
find out the latest information for best practices?  
 
Ms. Bowens: It takes a village. My partner, is the ODEI and the D2T.  The D&I ecosystem cannot 
be insular. We stay engaged with the latest developments by maintaining relationships with the 
Under Secretaries of Defense for Research and Engineering offices, participating in working 
groups, and working with the Defense Civilian Personnel Advisory Service.  
 
Major General (Ret.) Linda R. Urrutia-Varhall: Has there been any thought with the Services to 
broaden the recorders who are in the promotion boards? Especially from the diversity perspective, 
as they become recorders, they will gain more understanding of the process. Then, be able to take 
knowledge back to the field.  
 
Ms. Bowens: I will get back with Ms. Raguindin to see if that is a current initiative to which we 
can provide an update. That can certainly be incorporated. I will take that back for action. 
   
Gen. (Ret.) Lyles commented about the Military Leadership Diversity Commission (MLDC) that 
he chaired 12 years ago. The same recommendation was made by the MLDC at that time. While 
findings may have shown no bias in promotion boards and approach, there is a perception on the 
part of service members that bias exists, so there is awareness activity that needs to be addressed.  
 
Brigadier General (Ret.) Lawrence E. Gillespie commented regarding recruitment. The Cadet 
Command provided between four and six million dollars in scholarships and are ready to assist in 
expanding that tremendously. They have the personnel, but the obstacle is finding a methodology 
to recruit more HBCU candidates in the ROTC program. He wanted to make sure the group was 
aware that they are willing to help.  BG (Ret.) Gillespie also highlighted, in reference to Science, 
Technology, Engineering and Math (STEM), The ROCKS are here with 1400 members in 16 
locations around the world to help.  
 
Dr. Nelson Lim expressed concern regarding Recommendation 13 having been marked 
“complete” in finding no bias.  The language of the recommendation is about the transparency of 
promotion and selection career opportunity.  He interpreted the intent of the recommendation as 
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improving awareness within the workforce to explain how the board system works. He suggested 
the status may need to be changed to “in progress.” He requested a copy of the report that led to 
the conclusion of no bias. 
 
Ms. Bowens agreed and commented that the first assessment was to evaluate the board and no 
bias was found in that process.  After discussions, it was determined that the view needed to be 
expanded to review different levels before and after the board.  The broadened conversation led to 
additional work under D2T which would be briefed by Dr. Haynie. 
  
Colonel (Ret.) Lisa Carrington Firmin: How are we going to push training out to the field and to 
the Services? Who are we going to push it out to? Is it going to be the entire force? Is it going to 
be computer-based training?  How is it going to be disseminated and executed, and at what levels? 
 
Ms. Bowens: We initially looked at professional military education for the Officer, Enlisted, and 
Civilian levels. Our goal was based upon the resources, so we have a leadership and development 
competency model that supports both military and civilian leaders. We have specific learning 
objectives to build upon as we go to the different levels of that taxonomy from a brand-new cadet 
all the way to senior service.  We have created a model that is built upon each other.  Part of it 
identifies certain competencies we want our leaders to have. The competencies are outcome 
driven to ensure that we affect the outcomes we are trying to achieve.  
  
Mr. Phillip E. Carter: I would like to press you on recommendation #8 in the briefing and ask for 
a bit more of your logic around how you reached a completed assessment for standardizing 
Department of Defense Human Resources Activity (DODHRA) systems based on the adoption of 
ADVANA.  ADVANA is meant to be a large data integration project, but it seems that each of the 
Services still run a separate HR system. There may be more work here in both in developing a 
broader system or system of systems for visualizing diversity and inclusion analysis, and then 
doing that analysis. 
  
Ms. Bowens: From the standpoint of getting the data, we found that there was not a lack of 
service-specific applications, but there was a need for standardization in nomenclature and, with 
access to so much data, understanding how the dots connected. The advantage of the ADVANA 
tool is taking the same information, as part of the Defense Manpower Data Center (DMDC), and 
presenting it in a way that we can visualize and start creating predictive analysis.  By doing this, 
all the Services that have access to it, or should have access to it, can speak in one voice. Ms. 
Kerri Grimes, ODEI, is going to share some of the templates and information that has been 
introduced into ADVANA. Her presentation may provide more insight. 
 
Lieutenant General (Ret.) Frances C. Wilson asked whether minorities were included in the 
composition precepts of Service promotion boards? 
 
Ms. Bowens commented that she knows that changes have been made but deferred to Military 
Personnel Policy for the most updated status and details on those initiatives.  
 
Dr. Celia Renteria Szelwach asked if the competency model is going to be integrated into the 
performance evaluation system so that this can be assessed and evaluated. Is this going to be 
integrated into the HR data system so that one can click data?  Without an integration into the 
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performance evaluation system, a lot of effort will be invested without some type of back-end 
piece.  Food for thought. 
  
Ms. Bowens: No, efforts have been focused on how the information would be measured. The key 
for this competency model is, with the support of the DEOMI Center of Excellence, to figure out 
how we connect the dots in one area in this first phase. The next phase is outcome. We have 
looked at it from the measures standpoint, but not yet of performance. She will keep the 
suggestion in mind. 
 
Lieutenant Colonel (Ret.) Alfredo A. Sandoval commented that he questions the conclusion that 
the promotion system is fair. While the board is fair, the promotion system is not.  He provided 
examples that show a disconnect. 

• In his 30-year career, the number of Hispanic officers in the United States Air Force 
(USAF) more than doubled. However, in the senior ranks of the USAF, there was no 
progress made even though 29% of the U.S. Marine Corps (USMC) is Hispanic. 

• The largest minority cohort to graduate from the USAF Academy in the history of that 
school's existence are Asian Americans. More Asian Americans graduated from that 
school than any other minorities, including Hispanics and African Americans. As a 
cohort, Asian Americans come into the USAF Academy with the greatest and highest 
admission scores. That cohort also graduates with the greatest STEM degree 
percentage of any cohort, regardless of minority status. However, Asian Americans do 
not promote to senior ranks. Yet, he cannot think of 1 Asian American USAF General 
officer serving in any component of the USAF. 

• There has never been an African American female graduate from the USAF Academy 
that has been promoted on active duty to Brigadier General. 

 
He cannot believe that, in over 15 years, not one African American female graduate has been 
qualified. The premise that the promotion system is fair seems inaccurate.  
 
Ms. Bowens agreed and clarified that her previous statement referred only to the board process. 
There was no bias found. She mentioned ongoing sprints are underway to take a broadened look 
at what occurs before and after the board process.  
  
Maj Gen (Ret.) Urrutia-Varhall added that she is the only Hispanic female promoted to two-star 
from the USAF Academy at this time. 
  
No further questions or comments.  
 
Briefing: FY 2020 DoD Diversity Demographics (TAB B) 
 
The briefing was presented by Ms. Kerri O. Grimes, Director, Diversity, Equity, and Inclusion 
Programs, ODEI and Dr. Jeanette A. Haynie, Senior Advisor to USD(P&R) and executive officer 
for the DoD 2040 Task Force (D2T).  
 
Ms. Grimes provided an overview of the history of diversity and inclusion in the Department of 
Defense, and the transition from Diversity, Equity, and Inclusion (DEI) to Diversity, Equity, 
Inclusion and Accessibility (DEIA) and some of the key demographic trends that came out of the 
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ADVANA system to advance diversity inclusion for service members.  D&I has evolved 
significantly over the last century, particularly in the last 20 years with initiatives during the 
1940s and 50s serving as the foundation for these efforts.  
 
Little progress was made diversifying military senior leadership as the DoD entered the 21st 
century. The Department engaged in additional efforts to advance diversity in the military. In 
2009, Congress directed the establishment of the Military Leadership Diversity Commission 
(MLDC) to comprehensively evaluate the Department's policies and programs, aiming to increase 
career advancement opportunities for minority service members. 
 
Continuing these efforts in recent years, the DoD established the position of Chief Diversity and 
Inclusion Officer, which is currently held by the Honorable Gilbert R. Cisneros Jr., USD(P&R. 
 
Over the last year, the Department has expanded its diversity equity inclusion efforts pertaining to 
the civilian workforce to include a focus on accessibility. Notably, the Department launched the 
D2T to better incorporate DEIA considerations into strategies and operations to further the DoD 
mission. 
  
The Department also published its first DEIA strategic plan which was the 2022-2023 plan made 
public within the last few weeks. The Department is committed to making DoD a workplace of 
choice that is inclusive and accessible.  
 
Ms. Grimes noted that since 2020, the world in DoD DEIA has exploded.  There is incredible 
work being done by all the organizations, the military departments, and the other civilian 
components. Now, with the Under Secretary of Personnel and Readiness also holding the title and 
responsibilities of Chief Diversity and Inclusion Officer, the amount of work to be tracked, 
consolidated, and connected is vast.  
  
ODEI is a policy office that serves as a focal point for establishing policy oversight and 
compliance. It is responsible for strategic planning, providing strategic guidance, direction, 
messaging, evaluation, coordination, and implementation. The D2T was stood up as a temporary 
cross departmental task force, meaning it is not part of the structure of the Department of Defense.  
 
Ms. Grimes highlighted the ADVANA as an essential data tool for DEIA policy and program 
development. DoD analyzes and aggregates demographic data regarding its military and civilian 
workforces to inform decision makers, program managers and policy developers. She noted that 
the data in ADVANA is DMDC data that is imported into ADVANA that enables the layperson to 
make graphics. She offered to schedule a demonstration on ADVANA, if desired. 
  
Ms. Grimes reviewed slides displaying the types of graphics that could be created using 
ADVANA: 

• DoD Military Demographics 
• DoD Active Component Demographics 
• DoD Reserve Component Demographics 

 
Ms. Grimes discussed the DEIA strategic plan, which aims to prioritize and align further 
initiatives and programs to better support employees across the department.  Executive order 
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14035, Section 4(b), Diversity Equity, Inclusion and Accessibility in the Federal Workforce has 
been a catalyst for some of the department's current efforts. 
  
The Executive Order calls for the federal government to strengthen its ability to hire and develop 
our nation's talent and remove barriers to equal opportunity and acknowledges the growing body 
of evidence that supports DEIA's positive impact on organizational performance. 
  
Consistent with Section 4(b) of Executive Order 14035, DoD prepared a DEIA strategic plan that 
aligns to the government-wide DEIA strategic plan. The DoD DEIA strategic plan for fiscal year 
2022 to 2023 was published earlier this month. 
  
The strategic plan outlined several immediately actionable priorities and initiatives to foster 
sustainable DEIA growth across the military departments and components during fiscal years 
2022 and 2023. It enables DoD to meet Executive Order requirements, direct, streamline, and 
advance DEIA efforts across the Department and institutes quarterly and annual metrics reviews 
assessing performance against the DEIA goals and objectives. 
 
ODEI and the D2T will be working with responsible offices across the DoD to gather input for the 
annual report that will outline progress on the priorities identified in the plan. That strategic plan 
will be reviewed and updated annually and submitted to the DEIA initiative as required. It will 
review goals, objectives, and strategies to remain relevant, data-driven, and comprehensive. 
  
When we created our strategic plan, we developed four principles to guide the goals and efforts. 
Our principles were informed decision making, integrated and collaborative approach, improved 
access and increased agility and adaptability. To achieve realization of these principles across the 
workforce, we then developed five goals and thirteen supporting goals, along with an 
implementation road map where I outlined priorities of current initiative and potential future 
strategies in the DEIA space. 
  
DoD DEIA Strategic Plan FY2022 – 2023 Goals are:  

• Enhanced Global Joint Warfighter Capability to Address Emerging Security 
Challenges 

• Culture of Organizational Resiliency 
• Expansion of Equity and Equality 
• Workforce Inclusivity  
• Commitment to Accessibility. 

  
DoD is leveraging the government-wide DEIA Maturity Model: 

• Foundational Capacity - Focused on complying with non-discrimination legislation 
and regulatory requirements. 

• Advancing Outcomes - DEIA initiatives yielding improved results and outcomes 
driven by dedicated resources, strategic planning, goal setting and evaluation.  Agency 
practices promote the values of DEIA, but DEIA may not yet be integrated across 
Agency mission and strategic planning. 

• Leading & Sustaining - DEIA is an integral part of overall Agency mission, vision, 
values, strategy, policies, and practices.  Systematic implementation of DEIA driven 
through goal setting, data driven analysis, and continuous improvement.  Agency 
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undertakes structural reforms of policies and practices to mitigate barriers, if any. 
 

Ms. Grimes highlighted DoD DEIA accomplishments that have taken place over the last few 
years: 

• Since 2021, all Military Services updated their grooming policies to allow greater 
flexibility in female hairstyle requirements, acknowledging and supporting the diverse 
physical needs and cultures of female Service members 

• In 2021, DoD implemented ADVANA as a central DoD human resources data system 
to support DEIA program and policy development by providing users with immediate 
access to the demographic data analysis, leveraging standardized authoritative data.  

• Also in 2021, DODHRA expanded its support and inclusion of military families by 
implementing an active-duty spouse survey and launching an enhanced military spouse 
website, enabling military spouses to influence DoD family policy and program 
decisions, and improving their access to career and educational resources, removing 
yet another potential barrier to military service. 

• 2020 was the first year DoD surpassed the 12% federal target for employing persons 
with disabilities. Up to today, though, 13% of DoD civilians self-identify as having a 
disability. This representative population, which includes military veterans, has 
increased by 74% in the past decade. 

• In 2021, the National Geospatial-Intelligence Agency (NGA) piloted the Neurodiverse 
Federal Workforce program to attract individuals on the autism spectrum to bring new 
perspectives to the NGA workforce and make important contributions to the mission. 
Following a one-week training and interview workshop, the six-month pilot program 
placed interns in geospatial imagery analysis roles that supported NGA's mission. 

• In 2021, the Marine Corps Reserve launched the Diversity Aimed Officer Program to 
increase opportunities for historically underrepresented populations to pursue an 
officer career path, infusing the officer corps with different life perspectives 
and enhancing the Marine Corps' warfighting advantage.  Marines selected for this 
program travel to the National Capital Region to experience educational events, hands 
on demonstrations, and mentorship. 

• In 2022, DoD established the position of Chief Diversity and Inclusion Officer as a 
role reporting directly to the Secretary of Defense, emphasizing leadership's 
commitment to DEIA and improving the Department's shift to a more cohesive, 
holistic approach to advancing DEIA. This role is currently held by Secretary Gilbert 
Cisneros, USD(P&R).  

• In 2022, the Air Force began allowing active-duty members to take up to 35 days of 
leave for fertility treatment, removing barriers to service and showing DoD as an 
employer of choice  

 
These actions represent just a few of the recent initiatives undertaken to recruit and retain the 
critical talent needed to accomplish the department's mission.  
 
Dr. Haynie continued the briefing with the D2T. The D2T is tasked with facilitating, informing, 
and advancing DEIA diversity, equity, inclusion, and accessibility within DoD. D2T will 
accomplish this through strategies, plans, processes, and concepts that drive how the Department 
functions, talent management, education and training, and through relevant programs and services 
that impact the American people.  D2T is designed to bridge the gap between the advancement of 
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DEIA, and the DoD mission to provide the military forces needed to deter war and ensure the 
nation's security. As part of this work, the D2T is connecting and aligning with ongoing efforts in 
this space across the department, in the military departments and services and components, and 
developing recommendations to institutionalize the advancement of the DEIA more effectively. 
Much of the current work is focused on connecting these efforts to be overarching DoD mission. 
  
The Defense Equity Team (DET) was the predecessor to the D2T. The D2T succeeded the DET, 
which was chartered in April of 2021 in response primarily to executive order 13985, and some 
follow-on requirements. The DET had six lines of effort, but it started with four and expanded as 
the new administration passed additional requirements, and the Department found additional 
needs. 
  
We took a deep look at the DET design and structure to identify how it could better serve the 
needs of the Department and build on the ongoing work, given the growing list of external and 
internal requirements and the requirements of the Department's mission.  We realized that with 
the explosion of requirements, the DET needed to be reorganized and restructured to better 
accommodate this work. 
  
The deeper look at the DET identified some key areas for more effective work. We needed to 
determine how to engage senior and executive leaders across the Department, not just in the 
personnel space. We needed to better understand how diversity, equity, inclusion, and 
accessibility supports the DoD mission, and to bridge the gap between that mission and the 
advancement of the DEIA. We wanted to strengthen lines of communication across the Office of 
Secretary of Defense and the military departments, services, and components, and we wanted to 
produce immediate actions while enabling longer term enduring changes. 
  
That led to launch of the D2T in May 2022. It was designed with these needs and areas in mind. It 
is a temporary cross department task force. It has the same goal as ODEI, DMOC, and DEI, D&I 
and DEIA leaders across the DoD, and to include those working with talent management efforts 
as well. That is to advance diversity, equity, inclusion, and accessibility across the Department to 
build the Department now and in the future. 
 
The D2T is chaired at the executive level by Mr. Gilbert R. Cisneros, Jr., USD(P&R)'s Chief 
Diversity and Inclusion Officer. In order to meet the need of engaging executive leaders across 
the DoD from beyond the personnel space, the Executive Steering Committee (ESC) was created 
as a deliberative body for the D2T.  It is composed of leaders both within and outside the 
personnel space including the USD(P&R), Under Secretary of Defense for Acquisition and 
Sustainment (USD(A&S)), Under Secretary of Defense for Intelligence and Security (USD(I&S)), 
Under Secretary of Defense for Policy (USD(P)), Joint Staff, Under Secretaries of the Military 
Departments, Vice Chiefs of the Military Services. 
 
The DEIA advisory group is comprised of representatives from ODEI, DMOC, and the Military 
Department and Service DEIA programs. These advisors provide subject matter expertise for the 
D2T lines of effort and our work and are engaged regularly by the D2T.  
 
Line of Effort (LOE) 1 Security, Strategy and Plans, is the heart of connecting this work to the 
DoD mission. It is designed to link the advancement to the mission, specifically through the 
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inclusion of DEIA principles, considerations and value proposition within key DoD documents, 
strategies, plans, planning processes, doctrine and operational concepts, and more. Our internal 
D2T leadership team is tasked with leading DoD LOE. Right now, work is underway on that LOE 
and extends through spring of 2024. 
  
LOE 2 Talent Management seeks to advance DEIA across the career lifecycle, from entry level to 
senior leadership throughout the civilian and military workforces. 
  
USD(P&R), specifically Military Personnel Program (MPP) under the Principal Director, Mr. 
Leonard G. Litton, SES, is tasked with leading LOE 2. The sprints mentioned earlier are currently 
being conducted under LOE 2.  Those sprints will continue through the calendar year, and we 
hope to be able to share more information on that in the future. Many of the D&I Board 
recommendations that you were briefed on earlier are being further worked or considered through 
the sprint. 
 
LOE 3 Education and Training, is designed to lead integration of security and diversity, equity, 
inclusion and accessibility, research principles and considerations into education and training, and 
to provide leaders at every level with the tools necessary to master the operational environment 
and lead diverse, inclusive teams. USD(P&R), specifically Force Education and Training, is 
tasked with leading that LOE under Ms. Caroline C. Baxter, SES, Deputy Assistant Secretary of 
Defense (DASD).  Recommendation #12, under the D&I Board, as well as recommendation #10, 
the DEOMI Center of Excellence both fall under this LOE. 
  
DMOC remains the lead on this work, and we are integrating with and supporting their efforts. 
 
LOE 4 External Equity, falls under Executive Order 13985. This is the tracking of the 
implementation of the Department's Equity Action Plan. The intent is to pursue opportunities to 
advance equity within those DoD programs and services that reach the American people. 
  
The Executive Steering Committee (ESC) is a strategic guidance advisory body but is not a 
separate governance structure. It is a way for us to engage senior leaders and to start building and 
reinforcing those lines of communication and responsibilities and support. 
  
Beyond that, we have two main ways to work through DoD from a governance perspective:  

1. When we have recommendations to provide, those recommendations will be brought 
before the appropriate governance body, the Deputy’s Workforce Council (DWC), or the 
Deputy’s Management Action Group (DMAG) for consideration and decision by the 
Deputy Secretary of Defense and the Vice Chairman of the Joint Chiefs of Staff. 

2. Recommendations with resource management and enterprise level strategy and policy 
implications are vetted by the Workforce Management Group or the relevant ESC, and 
then they will move up beyond that as needed to the DWC or the DMAG. 

 
SGM (Ret.) Jenkins: You shared some examples of how you are doing outreach and 
communicating various efforts. Do you think those efforts are going to suffice and if not, are there 
other ways in which we can communicate to the field, the fleet and the American public?    
 
Ms. Grimes: Do I think that that we have communicated enough across the department? No. We 
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are considering what type of internal communication is needed. We are dealing with perception. I 
think that it is very possible that everyone across the Department doesn't realize all the big 
changes that have been made already and those being planned. So yes, we could do a lot more in 
the communication area. 
 
Ms. Kavanaugh: Is DoD collecting information on the Lesbian, Gay, Bisexual, Transgender and 
Queer or Questioning (LGBTQ) community and are you looking at intersectional data? 
 
Ms. Grimes: I can at least partially address this and then potentially follow up with an RFI if more 
information is needed. The Department had been prohibited a few years ago from collecting 
LGBTQ+ data. At the time, it was to maintain the privacy of individuals. Now, we want to make 
sure these individuals are not being discriminated against, so we are finding that we need more 
data. We are collecting some data within surveys but will have to get back to you on the specific 
data on the surveys. There are some challenges that may require changing DoD policy. We are 
following the federal government's lead in making official changes and so we are waiting to see 
what comes out of some recent executive order work. 
  
Gen. (Ret.) Lyles: For those who were not on the call that we had a couple of days ago, I gave 
some feedback from my discussions with Secretary Cisneros. He is aware that this topic is very 
germane and of interest for many. We will consider what other data sources and information are 
required on this subject. 
 
Mr. Horacio Rozanski, President and Chief Executive Officer (CEO), Booz Allen Hamilton: Do 
we have a sense of what is the acceptable rate of progress of those metrics over time? In other 
words, how do we know if we are winning? 
  
Ms. Grimes shared that, since she joined the Air Force in 1989, the number of women in the Air 
Force increased from 14% to 25%. We can sometimes tell from the data when we are not 
winning.  
 
Dr. Haynie added that she is retired Marine Corps and seeing those numbers and where they were 
when she joined the Marine Corps in the 90s and where they are now is probably not winning 
either. How to tell if we are winning really depends on the data. Historically, within the different 
organizations in DoD, we collected data in so many disparate ways. We need to reassess what are 
the appropriate structures within DoD to examine the data, synchronize it, align with it, support it 
better, and build it out. Then report the data to see where we are struggling, where we might need 
to close some gaps and what it looks like on a month-to-month basis versus year-to-year. This 
cannot be answered easily but we are having those discussions now. 
  
Dr. Lim expressed concern that over about 20 years now, there has not been a substantial change 
to that data represented on slide #7 but we have added a lot of other activities while we have not 
really solved this challenge. It can seem like we are not winning, but we are redefining problems 
away by expanding and diluting the charge to address the problem we started to work on.  
 
Ms. Grimes agreed that it is disappointing to see that the data has not changed significantly over 
time.  Now that the data is available and easier to pull, manipulate and view in different ways, we 
can start exploring the “why?”  Some of our ability to reach that goal is NDAA requirements such 
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as the FY22 NDAA section 372 requiring the Department to do a study on recruitment, retention, 
and promotion of those that identify as Hispanic and Latino. That study will lead to further 
understanding of the problem and actionable items.  
  
Dr. Szelwach commented that exit interviews are now being performed in the military to capture 
some of the qualitative data, because the quantitative data does not tell us the whole story of 
“why?” She asked what kind of qualitative data is being collected and if that data is being fed into 
some of these systems for analysis to help inform decision making. 
 
Ms. Grimes: That is the intent, yes.  It was an initiative under one of the earlier sprints. I do not 
know the status or where it is on implementation, but we can find that out and report back.   
  
General (Ret.) Lyles: Regarding the demographic data. Since a part of our Charter is not just to 
look at the uniformed military personnel but also the civilian workforce, do you have similar 
demographic data for the civilian workforce? 
 
Ms. Grimes: Yes, we will get that information for you. 
 
Discussion:  Future Research Focus Areas 
 
DACODAI aims to foster discussion on topics related to racial, ethnic diversity, inclusion, and 
equal opportunity within the armed forces. 
 
The committee is waiting for the final approval from the Department on some significant 
documents; especially the terms of reference, the document that identifies the strategic framework 
of the committee structure, as well as approval for the research topics. Pending the Department's 
decision, this committee is gathering information and today's meeting is part of that. The 
committee will also look at research topics, evidence-based studies, and obtain feedback from the 
Service Chiefs and other DoD leaders. 
 
The research topics are in the formative stages.  Upon the approval of these significant documents 
and the decision from the Department Sponsor, Secretary Cisneros, the committee will actively 
start to engage with the military departments. We have projected that work for 2023. 
  
Gen. (Ret.) Lester Lyles outlined his approach to develop proposed future research focus areas in 
the upcoming weeks:  

• Survey: Upon the Department’s approval of the DACODAI’s terms of reference, the 
committee will survey Committee members for possible research topics. 

• Upon the Department’s appointment of the DACODAI’s Subcommittee leadership 
from among the membership previously approved to serve on the subcommittee, the 
DACODAI will compile list of potential research topics to the Committee Sponsor for 
consideration.   

• Finally, to ensure compliance with the Federal Advisory Committee Act (FACA) 
rules, work with Ms. Raguindin, Designated Federal Officer, and, if necessary, 
Secretary Cisneros to schedule the next BBM to reach concurrence on the final topics.  
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SGM (Ret.) Jenkins expanded on Dr. Lim's comment: From 10 years to 20 years ago, I would 
echo the same thing in Army diversity. We have been working on this a long time with a lot of 
people and those numbers are not budging significantly at all. Kudos to everybody who's worked 
very hard for a very long time.  But those numbers are not moving, and I do not know how we 
would address it. 
 
Gen. (Ret.) Lyles agreed and asked, once approved by the Committee Sponsor, if SGM Jenkins 
and Dr. Lim could provide their thoughts as a part of the final assessment of the research topics to 
assist with determining the right way to structure the issues to help with the way forward. 
 
If approved by the Committee Sponsor, Dr. Lim agreed to work on that. 
 
BG (Ret.) Gillespie suggested that, since much of the work in DoD, is contracted, we may want to 
look at how the industry that supports DoD is doing in this field.  He asked whether the charter 
would allow for that analysis. 
 
General (Ret.) Lyles: Yes, and that may be another research topic or subset of a research topic.  
Ms. Raguindin clarified that, for legal compliance, until more definitive information is received, 
research proposals may be removed if they do not fall under the terms of reference.  
 
Maj Gen (Ret.) Urrutia-Varhall expressed concern that we approach the issues from the right 
perspective. She stated it would be very helpful to see a specific breakdown chart of women of 
color and their progression is through the ranks as opposed to “women of color” as a general 
grouping.   
 
Gen. (Ret.) Lyles agreed that detailed data should be provided and reiterated his intention to make 
that information available. 
 
Mr. Carter entered a note of dissent on broadening the focus to industry. The primary focus of the 
Charter is on military personnel, and he expressed concern over diluting the work streams. He 
additionally noted this analysis may spread the committee’s resources too thin. 
 
Gen. (Ret/) Lyles appreciated Mr. Carter’s comments as good advice and reiterated that the 
committee will be sure to adhere to the Charter in the terms of reference and assess, in terms of 
timing, what can be accomplished in a relatively short period of time.  
 
Major General (Ret.) James C. Johnson commented on the DoD military demographics and the 
rates of active reserve compared to eligible US civilians.  It may be a missed opportunity to not 
look at the pool of candidates we start with, as that pool does not appear to include enough 
candidates to reach recruitment goals. It would be good to know the real balance across all these 
populations and across our country. What are we doing as a nation to prepare our country with the 
pool of candidates that could serve? We are looking to inspire and retain but as a starting point, if 
you do not have a great pool of candidates to choose from, you are starting in a deficit. 
  
Gen. (Ret.) Lyles agreed that is something that the committee will certainly need to take a look at 
and factor that data into whatever recommendations are established.  
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Dr. Jeffrey D. Means asked if the military conducts entrance exams. If not, we may want to start 
as a way to help people achieve their military or lifetime goals. It may also help the military 
identify people that would like to move toward leadership.  It could serve as an incentive and, as 
people reach those ranks, lead to retention. 
 
Gen. (Ret.) Lyles agreed and suggested these issues could fall under another potential research 
topic of “recruiting and retention.” What is the recruitment pool and how do we retain? 
 
No further comments or questions. 
  
Closing Comments 
  
Gen. (Ret.) Lyles asserted that this has been an important first step for the DACODAI.  He was 
very pleased to see this initial step and the proposed inputs that can be added as we finalize what 
to focus on, particularly as we start developing research topic recommendations for Department 
approval.  Gen. (Ret.) Lyles encouraged participants to spread the word for future meetings to 
increase public awareness and transparency.  After thanking everyone for their participation, the 
meeting was adjourned.  
 
Action Items: 
 
1.   Ms. Bowens and/or MPP office to provide the status on the Promotion Boards on whether 
racial/ethnic minorities were included in the composition precepts of Service promotion boards – 
Requester Dr. (LtGen Ret.) Wilson 
2.   RFI for action to Ms. Bowens to provide information from Services to broaden the number of 
racial/ethnic recorders on the promotion boards.  As minorities become recorders, they will gain 
more understanding of the process – Requester Maj Gen Urrutia-Varhall 
3.   Ms. Grimes to provide copy of report on the assessment to conclude there is no bias in the 
promotion board process in reference to applicable MLDC recommendations – Requester Dr. Lim 
4.   Ms. Grimes to provide a demonstration on DoDHRA and/or ADVANA system(s), including 
the standardization and integration of data for racial/ethnic workforce – Requester Mr. Carter 
5.   Ms. Grimes to provide NDAA Sec 372 on Recruitment, Retention and Promotion of 
Hispanic/Latinos in the Armed Forces - Requester:  Dr. Lim 
6.   RFI for action to Dr. Haynie re: What types of qualitative data is being collected about Service 
members and is the data added into systems for analysis to help inform decision making?  – 
Requester: Dr. Szelwach 
7.   RFI for action for DACODAI Exec Staff to request higher leadership level for response re: 
what is the acceptable rate of progress metrics over time – Requester: Mr. Rozanski 
8.   RFI for Ms. Grimes re: Chart of Civilian and Military grades for women of color progression, 
to include Asians and Hispanics – Requester: Maj Gen (Ret.) Urrutia-Varhall 
9.  RFI for Ms. Grimes re: 2020 Demographics to include rates of eligible reserve components (vs 
active civilians) and graph of % of populations (vs eligible) to reflect the pool of candidates that 
could potentially serve – Requester:  Maj Gen (Ret.) Johnson  
10.  RFI for Ms. Grimes re: Entrance exams (vs exit) may help to establish long term goals; and 
achieve goals for the military members’ career/life.  Recruiting and retention efforts to help 
military identify members for senior leadership (long term goals). – Requestor Dr. Means 
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………. DIVERSITY & INCLUSION

To provide an update on the progress of the the Secretary of Defense 
Diversity and Inclusion (D&I) Board Recommendations.

PURPOSE
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…DIVERSITY & INCLUSION

VISION
DoD mission success through an environment where all are 

valued and can reach their highest potential based on individual 
capabilities and desires.

MISSION
Execute DoD diversity management programs through training, 

EEO complaint investigations, consultation, research, and 
outreach in order to create a culture of inclusion where all 

individuals are drawn to serve, are valued, and actively contribute 
to Total Force readiness.

DIVERSITY MANAGEMENT OPERATIONS CENTER 
ORGANIZATION
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Director 
Mr. Clarence Johnson, SES
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Ms. Katrina Logan, SES
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CAPT Delmy Robinson

Diversity & Inclusion Directorate 
(D&I)

Associate Director
Ms.  Victoria Bowens

DACOWITS
Associate Director
COL Seana Jardin

Disability Programs 
Directorate  (DPD)

Associate Director
Mr. Sam Drummond

EEO Investigations & 
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Mr. Johnny Jones

Special Emphasis Program 
Management Outreach 

Directorate (SEPM)
Associate Director
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Capabilities

Mission
The Diversity and Inclusion Directorate provides strategic and operational direction to the military services to ensure DoD attracts, develops, and 
retains a diverse workforce with the unique skills and experiences the Nation has to offer in order to optimize mission readiness.

Functions

Resources

1. Implement Directives through Operational Execution
2. Formulate DoD Operational Guidance 
3. Develop Targeted Outreach and Engagement Strategies
4. Build Strategic Partnerships for DEI
5. Conduct Research-based Assessments and Analysis

Strategic Communicators: Promote 
awareness of DEI principles, trends, 
and emerging issues impacting 
operations or the growth and 
professional development of the Total 
Force 

Strategic Integrators: Build 
partnerships with DEI stakeholders to 
cultivate DEI practices, influence DoD 
work culture and policies

Strategic Advisors: Counsel leaders 
providing DEI knowledge and 
principles to enhance decision-making 
that impacts DoD daily operations and 
overall mission readiness 

Continuous Improvement Partners: 
Use research and evidence-based 
practices to measure the effectiveness 
of accountability structures and 
sustainability strategies

1. D&I Full time Employees
• Associate Director
• Chief, Strategic DEI Operations
• Management Analyst (detail)

2. Contracting Support 
• STEM
• D&I Functional Community  
• Research and Training
• D&I Center of Excellene

https://www.milsuite.mil/book/groups/dmoc-diversity-and-
inclusion-stakeholders

DIVERSITY AND INCLUSION (D&I)



6

………. DIVERSITY & INCLUSION

In June 2020, former SecDef initiated diversity and inclusion (D&I) efforts to 
improve racial and ethnic issues in the Armed Forces.

DoD Board on D&I

Summary:  Establishment of the DoD Board on Diversity and Inclusion, chaired by 
SecAF, to identify and report on additional recommendations to address racial and 
ethnic D&I issues within the military.

Status:
 December 17, 2020:  

 Board provided Acting SecDef the Department of Defense Board on Diversity 
and Inclusion Report: Recommendations to Improve Racial and Ethnic 
Diversity and Inclusion in the U.S. Military

 Acting SecDef issued Board’s report and memo directing implementation of all 
15 recommendations

 January 19, 2021: OUSD (P&R) issued Implementation of Actions to Improve 
Racial and Ethnic Diversity in the U.S. Military. 

DOD D&I BOARD RECOMMENDATIONS OVERVIEW (1/2)
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DOD D&I BOARD RECOMMENDATIONS OVERVIEW (2/2)

The Board’s recommendations fall into the 
following six focus areas:

 Recruitment and Accessions: Strengthen both 
community engagement and the narrative about 
military service opportunities during recruiting to 
attract more diverse candidates. 

 Retention: Retain minorities beyond initial 
commitment and into leadership ranks. 

 Barriers: Address barriers confronted by 
minority members in the workplace. 

 Career Development: Improve advancement 
opportunities (e.g., promotion boards, command 
selection, professional military education, 
assignments). 

 Organizational Climate: Address command 
and organizational climate issues that may 
negatively impact retention of minority members. 

 Culture, Worldview, and Identity: Promote 
inclusion of minority groups in military culture 
and strengthen aspects of individual and cultural 
identity.
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OVERSIGHT CONSTRUCT FOR D&I BOARD 
RECOMMENDATIONS

Defense Equity Team (DET):

Mission:  To facilitate, inform, and advance agency progress on 
all issues relating to diversity, equity, and inclusion within the 
DoD, to include fulfillment of external requirements, talent 
management, pathways to General Officer/Flag Officer/Senior Enlisted 
Leaders/Senior Executive Service and equivalent positions, 
procurement procedures, education and training, and data and 
research.  

--29 Apr 2021, signed charter, Deputy Secretary of Defense
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DET Lines of Effort (LOEs)

Deputy’s Workforce 
Council (DWC)

• Purpose:  Support, inform, and provide recommendations to the DWC on issues that have resource, 
management, and broad strategic/policy implications

• Chaired by USD(P&R)
• Members include Executive Level III or IV/military 3-star Component representatives

• Purpose:  Advise the DepSecDef on top Departmental issues that have resource, management, and 
broad strategic/policy implications

• Chaired by DepSecDef and VCJCS
• Members include Secretaries of the Military Departments, Chiefs of the Military Services, and OSD 

Principal Staff Assistants

• Purpose:  Facilitate, inform, and advance agency progress on all issues relating to diversity, equity, and 
inclusion (DEI) within the DoD

• Chaired by Senior Advisor to SecDef, Human Capital/DEI; led by Executive Director, OFR
• Members include executive-level leaders from OSD, Military Departments, and Components

Defense Equity Team 
(DET)

Workforce 
Management Group 

(WMG)

LOE 1
Data and 
Research

LOE 2
Talent 

Management

LOE 3
Education and 

Training

LOE 4
Internal & External 

Requirements

LOE 5
Executive Order 

13985

LOE 6
Executive Order 

14035

DEFENSE EQUITY TEAM (DET) 
ORGANIZATIONAL STRUCTURE



10

………. DIVERSITY & INCLUSION

# Recommendation OPR Status
1 Update Recruiting Content to Represent All Service Members OASD(M&RA); MilDeps Completed

2 Develop and Publish a Data-Driven Accessions and Retention Strategy OASD(M&RA); MilDeps In Progress

3
Increase the Pool of Qualified ROTC Enrollment, Scholarship, and Commission 
Applicants from MSIs

OASD(M&RA); MilDeps In Progress

4 Remove Aptitude Test Barriers that Adversely Impact Diversity OASD(M&RA); MilDeps In Progress

5 Evaluate Demographic Trends in Performance Evaluations OASD(M&RA); MilDeps No update available

6 Develop Diverse Pools of Qualified Candidates for Nominative Positions OASD(M&RA) In Progress

7 Establish a Diversity and Inclusion Center of Excellence DHRA; MilDeps In Progress

8 Standardize a DoD HR Data System for Diversity and Inclusion Analysis DHRA; MilDeps Completed

9 Offer Internships in STEM Fields in Conjunction with Junior ROTC Programs OASD(M&RA) In Progress

10 Develop a Diversity and Inclusion Organizational Structure DHRA; ODEI; MilDeps In Progress

11 Develop a DoD Diversity and Inclusion Mobile Application and Website DHRA Removed

12
Incorporate the Value of Cultivating Diversity and Inclusion into Leadership and 
Professionalism Curricula

DHRA; MilDeps In Progress

13 Increase Transparency of Promotion Selections and Career Opportunities OASD(M&RA); MilDeps Completed

14 Prohibit Extremist or Hate Group Activity OLP; OUSD(I&S) In Progress

15 Update the UCMJ to Address Extremist Activity OGC; OASD(LA) In Progress

D&I BOARD RECOMMENDATIONS
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Recommendation 1 Update Recruiting Content to Represent all Service Members

Goals • Review all current imagery used for recruitment to ensure it is representative of our Service members and of 
society at large

• Establish an annual requirement to review all Service and Department recruiting imagery to ensure it is 
representative of our Services and our society both  today and in the future

Status Complete - Military Services completed their review, further discussions on defining periodic checks are aligned 
within the Secretary of Defense Direct sprint---ongoing analysis underway

Recommendation 2 Develop and Publish a Data-Driven Accession and Retention Strategy

Goals • Develop broad recruiting and retention strategies that can be applied across all Services
• Services conduct barrier analysis to identify and eliminate barriers that impede the recruiting and retention of a 

diverse and representative force
• Determine current state and efficacy of career counseling and mentorship programs within the components and 

identify actionable measures to enhance programs focused on underrepresented populations.

Status A thorough review of current studies, reports and briefings was used to determine current status of recruiting and 
retention challenges.  Numerous best practices were identified for implementation across DoD  in Sep 2021.  In 
response to FY 2021 NDAA a congressional report on Mentoring and Counseling was submitted to Congress in 
December 2021.  

Recommendation 3 Increase the Pool of Qualified ROTC Enrollment, Scholarship, and Commission Applicants from Minority Serving 
Institutions (MSIs)

Goals • Increase racial and ethnic minority officer candidates
• Understand what successful diversity pilot programs exist 
• Establish annual metrics to track and assess success and trends of diversity programs
• Develop and sponsor initiatives and programs to assist racial and ethnic minority students qualify and succeed 

in ROTC programs

Status • Review was conducted to assess the diversity within ROTC programs. 
• D2T Sprint 2 includes four initiatives designed to address officer commissioning programs and 

designation/branching process.  Services are currently developing strategies to address each initiative.

RECOMMENDATIONS 1-3
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Recommendation 4 Ensure Fair Assessment of Aptitude for all Applicants

Goals • Balance qualification rates with critical service outcomes
• Ensure tests fairly and effectively assess aptitude for all applicants

Status • In response to FY 2020 NDAA, a congressional report on the "Enlistment and Accession Testing and 
Standards for Non-Native English-Speaking Recruits" has been submitted to Congress in July 2021.

• The Manpower Accession Policy Working Group is continuing the review off all accession aptitude 
assessments. Review is focused on ensuring tests do not include test bias. The plan goes through FY 2024. 
Review of tests to date did not reveal test bias.

• All the Services are conducting regular reviews of their instruments. Navy and Air Force have on-going efforts 
modernizing their instruments designed to designate officers into aviation communities. Office of People 
Analytics is working on developing new enlistment special purpose tests designed to assess skills associated 
with fluid intelligence (e.g. working memory and complex reasoning).

Recommendation 6 Develop a diverse pool of candidates for consideration by non-statutory selection boards or selecting officials for 
nominative assignments, which lead to positions in senior leadership

Goals • Remove Barriers:  Establish policy requirements for diverse slates
• Implement a plan to gather and analyze data to identify gaps and potential barriers
• Increase diversity in the slates and ultimately within the senior leader ranks

Status • Services identified and validated assignments, and published guidance for establishing diverse slates for 
nominative assignments.  In Fall 2021, the services were tasked to complete implementation plans.

• Ongoing reviews are aligned as an initiative within the D2T

RECOMMENDATIONS 4/6
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………. DIVERSITY & INCLUSION

Recommendation 7 Establish a D&I Center of Excellence (COE)

Goals • Establish DoD-wide diversity and inclusion (D&I) learning and development standards and curriculum at all 
levels

• Establish a centralized hub for D&I training across DoD
• Improve the quality of service-delivery for D&I training across DoD
• Establish a DoD D&I certification and obtain national accreditation for the D&I program
• Establish a D&I Center of Excellence within DEOMI

Status • Funding approved  in FY 2022 President’s Budget
• Includes 11 civilian full-time equivalents in FY 2023 to support D&I COE operations.  
• Evaluating and determining constructs and governance for operationalizing the COE; initial operating capability 

projected for calendar year 2023.

Recommendation 8 Standardize DoD HR Systems for Diversity and Inclusion Analysis

Status Complete - ADVANA adopted as DoD’s analytics system.

Recommendation 9 Include Pathway Programs & Internships in STEM-Related Fields at Title I Schools with JROTC Programs

Goals • Implement JROTC STEM pathway programs or internships with respect to DoD needs
• Institutionalize efficient inclusion of Pathway Programs and Internship Opportunities at Title 1 Schools with 

JROTC Programs with respect to DoD needs

Status • All JROTC programs include STEM Pathway Program and Internship Opportunity
• New initiative--JROTC Continuing Training Education credits (established in Sep 2021) have been well-

received by private and public-sector employers/educators and awareness is growing; and establishment of 
internship to college and military academies. 

• Codify this recommendation in DoD Instruction 1205.13 “JROTC Program.” in FY23. Service level and other 
relevant governances is underway or will follow in response to the 1205.13 update. 

RECOMMENDATIONS 7-9
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………. DIVERSITY & INCLUSION

Recommendation 10 Develop a Diversity and Inclusion Organizational Structure 

Goals • Establish an integrated D&I organizational structure across all major strategic and operational lines of 
readiness

• Improve efficacy of the D&I program across DoD

Status • Initial concept created.  Leveraged industry and academic best practices as a baseline
• SecDef established USD/P&R to serve as the Chief Diversity and Inclusion Officer for DoD
• Chief Diversity Officers established within all Military Components
• More analysis is underway to propose a construct that is institutionally aligned across all major lines of business 

(i.e Under Secretary of Defense for Policy/Research and Engineering)

Recommendation 11 Develop a DoD Diversity and Inclusion Mobile Application and Website

Status • Cost Prohibitive: Removed 

Recommendation 12 Cultivating D&I Into Leadership & Development Curricula 

Goals • Fully integrate D&I into leadership and professional curricula
• Standardize leadership and professional training and learning initiatives across DoD

Status • Completed Joint D&I Leadership & Development Competency Model and draft Learning Objectives across 
officer military professional military education (pre-commissioning to senior service school and DoD level 
civilian leadership and development programs

• Next steps – Finalize the review of all Learning Objectives.  Anticipated completion and approval by Dec 2022

Recommendation 13 Increase Transparency of Promotion Selection and Career Opportunities

• Increase transparency in promotion selection board results by releasing timely results.
• Services promotion rates reflect best qualified candidates of the eligible promotion population.
• Identify best practices for use when releasing the promotion selection board data across DoD.

Status • Complete - This is closed, found no bias in the promotion board process.  
• Further reviews are aligned within the D2T.

RECOMMENDATIONS 10-13
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………. DIVERSITY & INCLUSION

Recommendation 14 Prohibit Extremist or Hate Group Activity

Recommendation 15 Update the UCMJ to Address Extremist Activity

Status • Feb 2021 SecDef directed a Department-wide stand down to educate Department of Defense personnel on the 
threat posed by extremist activity.

• Apr 2021 establishment of Countering Extremist Activity Working Group (CEAWG); a number of immediate 
actions completed:  

o Review of DODI 1325.06, “Handling Protest, Extremist, and Criminal Gang Activities Among Members of 
the Armed Forces

o Review and standardize screen questionnaires/update service member transition checklist
o Commission a Study on Extremist Activity w/in the Total Force

• Report Published Dec 2021:  Report on Countering Extremist Activity Within the DoD;
o LOE 1: Military Justice and Policy
o LOE 2: Support and Oversight of the Insider Threat Program
o LOE 3 Investigative Processes and Screening Capability
o LOE 4: Education and Training.

• Of note, the report also includes six additional CEAWG recommendations:
o Identify funding required for key areas related to insider-threat (InT) analysis and response
o Develop a comprehensive training and education plan that provides regular training to Department 

of Defense military and civilian personnel and to those advancing to leadership positions
o Review and update relevant policies to provide notice to Total Force personnel concerning 

prohibited activities
o Insider Threat study on information sharing and risk prioritization
o Improve and modernize the Insider Threat program to create clear requirements, improved 

information review, and enhanced capabilities
o Develop and initiate execution of an outreach and education plan related to the InT Program within 

90 days

RECOMMENDATIONS 14-15
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History of Military Diversity and Inclusion (D&I) Efforts

DoD Diversity, Equity, Inclusion, and Accessibility (DEIA) Environment

Demographic Trends in the Military

DEIA Strategic Plan

DEIA Highlighted Accomplishments

Defense 2040 Task Force

Agenda
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History of Military Diversity and Inclusion (D&I) 
Efforts

3
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Mapping the DEIA Environment in DoD

OFR

= Influence = Relationship = Special Collaboration

DoD
DEIA

Policy

R&E

A&S

P&R
(CDIO)

DHRA

D2T

M&RA

DHA SAPRO

CIO

ODEI

DMOC

4

External Collaborators and Influencers (e.g., Congress, EEOC, OPM, Advisory Committees)
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Same mission…different lines of attack

• Cross-departmental task force, established for a 
finite period.

• Bridge gap between the advancement of DEIA and the 
DoD mission to provide the forces needed to deter war 
and ensure our nation's security.

• Engage executive, cross-Department leadership to 
champion DEIA beyond the manpower and 
personnel space.

• Embed DEIA within and across core DoD 
strategy/operational documents.

• Strengthen lines of communication across Office of 
the Secretary of Defense (OSD) and Services on DEIA 
and talent management.

• Produce immediate actions while enabling longer-
term enduring changes.

D2T
• Established P&R policy office that serves as a focal 

point for advancing DEIA across the Department.

• Define and implement DEIA in both civilian and military 
workforces.

• Develop and ensure compliance with DEIA policy.

• Provide strategic guidance and direction, planning, 
oversight, messaging, evaluation, coordination, and 
implementation.

• Respond to and ensure compliance with relevant 
internal and external requirements (e.g., National 
Defense Authorization Act, Executive Orders, DoD 
Inspector General).

GOAL:  Advance DEIA across the Department

ODEI

Scope of the Office for Diversity, Equity, and 
Inclusion (ODEI) and D2T

5
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DoD Military Demographics

Notes: Data visualization extracted from the Department of Defense Board on Diversity and Inclusion Report. The eligible enlisted U.S. population includes civilians ages 17–44 with at least a high 
school diploma, GED certificate, or equivalent; the eligible officer U.S. population includes civilians ages 19–44 with at least a bachelor’s degree. Source: Defense Manpower Data Center (DMDC), 
undated (2020 data); U.S. Census Bureau, 2018 American Community Survey 5-year estimates. Native Hawaiian/Pacific Islander abbreviated to NHPI, American Indian Alaska Native abbreviated to 
AIAN

• Among enlisted Service members, the Active component is more racially and ethnically diverse than the 
eligible U.S. civilian population and the Reserve component is comparable

• The officer corps, for both the Active and Reserve components, is significantly less racially and ethnically 
diverse than the enlisted population and is slightly less diverse than the eligible U.S. civilian population

• Female representation (not pictured) falls well below the eligible U.S. civilian population

Racial and Ethnic Representation of Active and Reserve Component Enlisted and Officer 
Personnel Compared with Eligible U.S. Civilians

6
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DoD Active Component Demographics

• Racial/ethnic diversity decreases as enlisted grade increases, primarily driven by decreases in Hispanic 
representation

• Racial/ethnic diversity significantly decreases as officer grade increases, with decreases exhibited by all 
racial/ethnic minority groups

• Similar trends are exhibited among female Service members (not pictured)

Note: Data visualization extracted from the Department of Defense Board on Diversity and Inclusion Report. Source: DMDC, undated (2020 data)

Racial and Ethnic Representation of Active Component Enlisted and Officer Personnel, by 
Pay Grade, 2020

7
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• Like the Active component, racial/ethnic diversity decreases as military grade increases in the Reserve 
component

• The decrease in diversity among enlisted personnel is greater in the Reserve component than the Active 
component

• Similar trends are exhibited among female Service members (not pictured)

8

Racial and Ethnic Representation of Reserve Component Enlisted and Officer Personnel, by 
Pay Grade, 2020

Note: Data visualization extracted from the Department of Defense Board on Diversity and Inclusion Report. Source: DMDC, undated (2020 data)

DoD Reserve Component Demographics
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Section 4(b) of E.O. 14035, Diversity, Equity, 
Inclusion, and Accessibility in the Federal 
Workforce, requires DoD to:

• Prepare a DEIA Strategic Plan which identifies 
actions to advance DEIA in the workforce and 
workplace culture.

• Remove any potential barriers to DEIA in the 
workforce.

• Submit an Annual DEIA Strategic Plan Status 
Report outlining progress on first year priorities 
to the DEIA Initiative in March 2023.

• Update its strategic plan on an annual basis
(next update due March 2023).

DoD DEIA Strategic Plan
E.O. 14035

STATUS

DoD DEIA Strategic Plan 
FY2022-2023 published to 
public-facing DoD website in 
October 2022

Ongoing: Working with 
responsible offices to gather 
inputs for the Annual Report 
aligned to the plan’s priority 
actions and measures

9
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DoD DEIA Strategic Plan
Goals and Considerations

Enhanced Global Joint Warfighter Capability 
to Address Emerging Security Challenges

DoD DEIA Strategic Plan 
FY2022 – 2023 Goals

CONSIDERATIONS

• The DEIA Strategic Plan is a 
foundational, living document that 
will be updated annually or as 
needed to reflect the 
Department’s DEIA priorities.

• The current plan serves as a high-
level overview that will become 
more comprehensive as DEIA 
efforts mature.

• The current plan is designed to 
align with templates and 
requirements provided by the 
White House. 

• DoD is considering the design for 
future strategic plan goals and 
priorities

1
2
3
4
5

Culture of Organizational Resiliency

Expansion of Equity and Equality

Workforce Inclusivity

Commitment to Accessibility

10
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DEIA Maturity Model

Focused on complying with 
non-discrimination legislation 
and regulatory requirements.

DEIA initiatives yielding 
improved results and 
outcomes driven by dedicated 
resources, strategic planning, 
goal setting and evaluation.  
Agency practices promote the 
values of DEIA, but DEIA may 
not yet be integrated across 
Agency mission and strategic 
planning.

DEIA is an integral part of 
overall Agency mission, vision, 
values, strategy, policies, and 
practices.  Systematic 
implementation of DEIA driven 
through goal setting, data driven 
analysis, and continuous 
improvement.  Agency 
undertakes structural reforms 
of policies and practices to 
mitigate barriers, if any.

Foundational Capacity

Leading & Sustaining

Advancing Outcomes

11

• DoD’s first iteration of the DEIA Strategic Plan leveraged the Government-wide DEIA Maturity Model framework 
to support the evaluation of DEIA initiatives. 

• DoD may evolve this model further to achieve greater consistency with models currently in use by the 
components.
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Note:  These are examples of key DoD DEIA accomplishments during 2021 and 2022.  This list is not exhaustive.

In 2021, DoD chartered the DoD Equity Team, 
rechartered in 2022 as the DoD 2040 Task Force, to 
take an enterprise-wide, innovative approach to 
advancing DEIA across the Department, including 
linking DEIA to DoD's security mission

In 2021, DoD implemented Advana as a centralized 
DoD human resources data system to efficiently 
perform complex demographic and diversity 
analyses necessary for assessing DEIA program and 
policy effectiveness across the enterprise

In 2021, DoD modified its medical fitness policies 
to enable transgender people to serve in the 
military and to transition gender while serving -
thereby expanding the pool of eligible military 
applicants, removing unnecessary barriers that 
do not relate to fitness to serve, and promoting an 
inclusive culture

In 2021, DoD expanded its support and inclusion of 
military families by implementing an Active Duty 
Spouse Survey and launching an enhanced military 
spouse website, enabling military spouses to 
influence DoD family policy and program decisions 
and improving their access to career and education 
resources

In 2021, DoD conducted the Officer Barrier Analysis 
to gain valuable insights into retention and 
promotion barriers faced by minority officers, 
arming the Department with information necessary to 
improve diversity and inclusion among mid and senior 
officer paygrades

Since 2021, all Military Services updated their 
grooming policies to allow greater flexibility in 
female hairstyle requirements, acknowledging and 
supporting the diverse physical needs and cultures of 
female Service members

DoD DEIA Highlighted Accomplishments
(1 of 3)

12
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DoD DEIA Highlighted Accomplishments
(2 of 3)

DoD first surpassed the federal 12% goal for 
employment of people with disabilities in 2020; today, 
13% of DoD civilian employees identify as having 
a disability - a 74% increase in the last decade

In 2021, the Air Force updated the Tongue and Quill, 
a communications handbook, to permit the use of 
personal pronouns to promote an inclusive 
workplace culture

In 2021, the Air Force conducted a follow-on 
Independent Racial Disparity Review to identify and 
address military justice racial, gender, and ethnic 
disparities impacting female, Hispanic, and Asian 
Airmen and Guardians

In 2021, to help recruit and retain more minorities and 
women within its ranks, the Army formed the 
Diversity Outreach Inclusion Team and launched 
the Strategic Officer Recruiting Detachment 
Program, which promotes a college first approach 
through Reserve Officers’ Training Corps

In 2021, the National Geospatial-Intelligence Agency 
(NGA) piloted the Neurodiverse Federal Workforce
program to attract individuals on the autism spectrum 
to bring new perspectives to the NGA workforce and 
make important contributions to the mission

In 2021, the Marine Corps Reserve launched 
the Diversity Aimed Officer Program to increase 
opportunities for historically underrepresented 
populations to pursue an officer career path, infusing 
the officer corps with different life perspectives 
and enhancing the Marine Corps' warfighting 
advantage

13
Note:  These are examples of key DoD DEIA accomplishments during 2021 and 2022.  This list is not exhaustive.
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DoD DEIA Highlighted Accomplishments
(3 of 3)

In 2022, DoD established the position of Chief 
Diversity and Inclusion Officer as a role reporting 
directly to the Secretary of Defense, emphasizing 
leadership's commitment to DEIA and improving the 
Department's shift to a more cohesive, holistic 
approach to advancing DEIA

In 2022, in response to E.O. 14035, DoD published 
and began implementing the DoD DEIA Strategic 
Plan, a baseline document to be updated annually, 
which guides the Department in advancing and 
removing barriers to DEIA in the workforce

In 2022, DoD began allowing nursing Service 
members and civilian employees to be reimbursed 
for shipment of breastmilk when on official travel 
for more than three days, removing the financial 
barriers associated with both shipping breastmilk and 
otherwise having to purchase formula as an 
alternative

In 2022, the Air Force began allowing active-duty 
members to take up to 35 days of leave for fertility 
treatment, removing barriers to service and showing 
DoD as an employer of choice

In 2022, in response to E.O. 13985, the Department 
published the DoD Equity Action Plan, expanding its 
equity approach to include a focus on providing all 
Americans with equitable access to DoD programs 
and services

14
Note:  These are examples of key DoD DEIA accomplishments during 2021 and 2022.  This list is not exhaustive.

In 2022, ODEI finalized the Disability Compliance 
dashboard in Advana, providing a summary of the 
DoD’s employment of individuals with disability and 
individuals with targeted disability against the federal 
12% and 2% goals and to show that the DoD 
surpassed the federal 12% goal 
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D2T Lines of Effort

DEIA Advisors ODEI, DMOC, Military 
Department DEIA Leads

LOE 1: Security, 
Strategy, and Plans

Lead: D2T Team

Integrate DEIA within 
key DoD documents, 

strategies, plans, 
processes, and 

concepts.

LOE 2: Talent 
Management

Lead: OUSD(P&R)

Increase DEIA across 
the career lifecycle 
from entry level to 
senior leadership 

throughout the civilian 
and military 
workforce.

LOE 3: Education and 
Training

Lead: OUSD(P&R)

Lead integration of 
security/DEIA 
research into 
education and 

training to ensure that 
leaders at every level 
have tools to master 

the operational 
environment.

LOE 4: External Equity

:

Lead: OUSD(A&S)

Execute E.O. 13985 
Equity Action Plan, 
continue to pursue 

opportunities to 
advance equity and 
racial justice within 
DoD programs and 
services that reach 

the American people.

Notional LOE: Emerging 
Requirements

Lead: TBD

As new requirements 
emerge, assess 
requirements for 

Department equities 
and determine 

appropriate courses 
of action to take.  

LOE will be activated 
as needed.

D2T Lead Seated in OUSD(P&R)

D2T Chair CDIO

Executive Steering 
Committee

USD(P&R), USD(A&S), USD(I&S), USD(P), Joint Staff, Under Secretaries of the Military 
Departments, Vice Chiefs of the Military Services and the National Guard Bureau, ASD(SO/LIC)

15

D2T Organizational Structure
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D2T

Deputy’s Workforce Council (DWC)

• Purpose: Advise the DepSecDef on top 
Departmental issues that have resource, 
management, and broad strategic/policy implications

• Chairs: DepSecDef and VCJCS
• Members:  Secretaries of the Military Departments, 

Chiefs of the Military Services, and OSD Principal 
Staff Assistants

Executive Level III or IV/Military Three-Star Bodies

• Purpose:  Review and advise on topics prior to 
advancement to the Deputy’s Management Action 
Group

• Executive Secretariat: OSD and DepSecDef
• Advising Bodies: Including, but not limited to, 

Program-Resource Management Group, Innovation 
Steering Group, Defense Strategy Steering Group, 
and A&S-related bodies

Deputy’s Management Action Group (DMAG)

• Purpose:  Provide governance on management 
actions, including resource management and 
planning, programming, budgeting, and execution

• Chairs: DepSecDef and VCJCS
• Members:  Secretaries of the Military Departments, 

Chiefs of the Military Services, and OSD Principal 
Staff Assistants

Workforce Management Group

• Purpose:  Support, inform, and provide 
recommendations to the DWC on issues that have 
resource, management, and broad strategic/policy 
implications

• Chair: USD(P&R)
• Members:  Executive Level III or IV/military 3-star 

Component representatives

Executive Steering Committee

• Purpose: Provide strategic guidance 
to D2T effortsD2T Lead + LOEs

Chair, D2T –
CDIO

16

D2T Governance Structure
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BACKUP
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Definitions (1 of 2)

Term Definition Source

Accessibility The design, construction, development, and maintenance of facilities, information and communication 
technology, programs, and services so that all people, including people with disabilities, can fully and 
independently use them.  Accessibility includes the provision of accommodations and modifications to 
ensure equal access to employment and participation in activities for people with disabilities, the 
reduction or elimination of physical and attitudinal barriers to equitable opportunities, a commitment to 
ensuring that people with disabilities can independently access every outward-facing and internal 
activity or electronic space, and the pursuit of best practices such as universal design.

E.O. 14035

Diversity All the different characteristics and attributes of individuals from varying demographics that are 
consistent with the DoD’s core values, integral to overall readiness and mission accomplishment, and 
reflective of the nation we serve. 

DoDI 1020.05

Equal Opportunity The right of all persons to participate in, and benefit from, programs and activities for which they are 
qualified. These programs and activities must be free from social, personal, or institutional barriers
that prevent people from rising to the highest level of responsibility possible. 

DoDI 1350.02

Equity The consistent and systematic fair, just, and impartial treatment of all individuals, including individuals 
who belong to underserved communities that have been denied such treatment.

E.O. 14035

Harassment 
(civilian)

Behavior that is unwelcome or offensive to a reasonable person and that creates conditions that 
interfere with work performance or creates an intimidating, hostile, or offensive work environment.

DoDI 1020.04

Harassment 
(military)

Behavior that is unwelcome or offensive to a reasonable person, whether oral, written, or physical, 
that creates an intimidating, hostile, or offensive environment.

DoDI 1020.03

Inclusion A set of behaviors (culture) that encourages Service members and civilian employees to feel valued 
for unique qualities and to experience a sense of belonging. Inclusive diversity is the process of 
valuing and integrating each individual’s perspectives, ideas, and contributions into the way an 
organization functions and makes decisions; enabling diverse workforce members to contribute to 
their full potential in collaborative pursuit of organizational objectives. 

DoDI 1020.05
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Definitions (2 of 2)

Term Definition Source

Prohibited 
Discrimination

Discrimination, including disparate treatment, of an individual or group on the basis of race, color, 
national origin, religion, sex (including pregnancy), gender identity, or sexual orientation that is not 
otherwise authorized by law or regulation and detracts from military readiness. 

DoDI 1350.02

Underrepresented A situation in which the number of women or members of a minority group employed by a DoD 
Component constitutes a lower percentage of the total number of eligible employees within the 
employment category than the percentage women or the minority constitutes within the civilian labor 
force of the United States.

DoDI 1020.05

Underserved 
Communities

Populations sharing a particular characteristic, as well as geographic communities, who have been 
systematically denied a full opportunity to participate in aspects of economic, social, and civic life.  In 
the context of the Federal workforce, this term includes individuals who belong to communities of 
color, such as Black and African American, Hispanic and Latino, Native American, Alaska Native and 
Indigenous, Asian American, Native Hawaiian and Pacific Islander, Middle Eastern, and North African 
persons.  It also includes individuals who belong to communities that face discrimination based on 
sex, sexual orientation, and gender identity (including LGBTQIA+ persons); persons who face 
discrimination based on pregnancy or pregnancy-related conditions; parents; and caregivers.  It also 
includes individuals who belong to communities that face discrimination based on their religion or 
disability; first-generation professionals or first-generation college students; individuals with limited 
English proficiency; immigrants; individuals who belong to communities that may face employment 
barriers based on older age; persons who live in rural areas; Veterans and military spouses; and 
persons otherwise adversely affected by persistent poverty, discrimination, or inequality.  Individuals 
may belong to more than one underserved community and face intersecting barriers.

E.O. 14035
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Acronym List (1 of 2)

Acronym Meaning

A&S Acquisition and Sustainment
AIAN American Indian Alaska Native
ASD(SO/LIC) Assistant Secretary of Defense for Special Operations/Low-Intensity Conflict
CDIO Chief Diversity and Inclusion Officer
CIO Chief Information Officer
D&I Diversity and Inclusion
D2T DoD 2040 Task Force
DEIA Diversity, Equity, Inclusion, and Accessibility
DEOMI Defense Equal Opportunity Management Institute
DHA Defense Health Agency
DHRA Defense Human Resources Activity
DMAG Deputy’s Management Action Group
DMDC Defense Manpower Data Center
DMOC Diversity Management Operations Center
DoD Department of Defense
DoDD Department of Defense Directive
DoDI Department of Defense Instruction
DWC Deputy’s Workforce Council
EEOC Equal Opportunity Employment Commission
EO Executive Order
FACA Federal Advisory Committee Act
FY Fiscal Year
I&S Intelligence and Security
LOE Line of Effort
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Acronym List (2 of 2)

Acronym Meaning

M&RA Manpower and Reserve Affairs
NGA National Geospatial-Intelligence Agency
NHPI Native Hawaiian Pacific Islander
ODEI Office for Diversity, Equity, and Inclusion
OFR Office of Force Resiliency
OPM Office of Personnel Management
OSD Office of the Secretary of Defense
OUSD Office of the Under Secretary of Defense
P&R Personnel and Readiness
R&E Research and Engineering
ROTC Reserve Officers’ Training Corps
SAPRO Sexual Assault Prevention and Response Office
USC United States Code
USD Under Secretary of Defense
USD(P) Under Secretary of Defense for Policy
VCJCS Vice Chairman of the Joint Chiefs of Staff
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DoD Organization Chart

22
Source:  Organization and Management of the Department of Defense, Resource Guide v3.2, March 2019, Directorate for Organizational Policy and Decision Support
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