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DEFENSE ADVISORY COMMITTEE ON DIVERSITY AND INCLUSION (DACODAI) 

Biannual Business Meeting Minutes 

09 December 2022 

 

The Defense Advisory Committee on Diversity and Inclusion (DACODAI) held a Biannual 
Business Meeting (BBM) on Friday, December 9, 2022. The meeting took place virtually via a 
video teleconference. 

Opening Remarks 

The Executive Director and Designated Federal Officer (DFO), Ms. Shirley S. Raguindin, 
opened the December 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 reviewed the agenda and then 
turned the meeting over to the DACODAI Chair, General (Ret, USAF) Lester L. Lyles. 

Gen. (Ret.) Lyles welcomed everyone to the meeting, DACODAI’s second public business 
meeting of 2022, and thanked the members of the committee and the public for their attendance 
at the meeting. Gen. (Ret.) Lyles also reviewed the agenda and the briefings that would be 
included in the meeting, delivered the roll call, and acknowledged the committee members for 
their expertise and work history. 

Gen. (Ret.) Lyles then introduced the Deputy Under Secretary of Defense for Personnel and 
Readiness (USD(P&R)), The Honorable Mr. Ashish S. Vazirani.  

Remarks from the Deputy Under Secretary of Defense for Personnel and Readiness 
(USD(P&R)) 

The Honorable Mr. Ashish S. Vazirani, the Deputy Under Secretary of Defense for Personnel 
and Readiness, has been in the position since July of 2022. In this role, he serves as the primary 
assistant to the Under Secretary of Defense for Personnel and Readiness (USD(P&R)) in 
formulating, coordinating, and integrating policy for force readiness; force management; health 
affairs; National Guard and Reserve Component affairs; education and training; and military and 
civilian personnel requirements and management to include equal opportunity, morale, welfare, 
recreation, and the quality-of-life matters.  

Mr. Vazirani greeted Gen. (Ret.) Lyles, the committee members, and Miss Raguindin. Mr. 
Vazirani thanked them for the work they are doing to increase racial and ethnic diversity within 
the Department of Defense and stressed its importance. Mr. Vazirani also stated that the top 
priority of the Department of Defense is to take care of its personnel and military members and 
that doing so is critical to mission readiness.  



2 
 

The Secretary of Defense and the Under Secretary are making people a priority. They are 
focused on promoting a culture that supports military values and diversity. As we improve 
readiness, we need to represent the people we serve. The Department of Defense is relying on all 
leaders to have healthy organizational climates in which all members are valued. The ability to 
recruit, promote, and retain talent is essential to remaining the world’s premiere fighting force.  

The Department of Defense strives to ensure Diversity, Equity, Inclusion, and Accessibility 
(DEIA) underpins the approach to talent management. Diversity is critical to mission readiness 
and the accomplishment of the total force: including active duty, National Guard, Reserve, and 
civilian components. Diverse backgrounds and experiences contribute to the innovative thought 
and cultural understanding needed to operate in the complex and asymmetric environments. 
DEIA is shaping the execution of national security. 

The Department of Defense must lead in DEIA. The Department is committed to making the 
Department of Defense the department of choice characterized DEIA. We are looking to 
DACODAI to provide diverse and inclusive perspectives, provide advice, and recommendations 
to improve racial and ethnic diversity and inclusion across the department. 

The Office of the Under Secretary of Defense (Personnel and Readiness) created three 
subcommittees earlier this year: the Racial and Ethnic Diversity Subcommittee; The Racial and 
Ethnic Inclusion Subcommittee; and the Racial and Ethnic Equal Opportunity and Treatment 
Subcommittee. The Under Secretary wanted a more focused perspective on these three central 
domains and wanted specific recommendations and outcomes based on them.  

As risks broaden, and the Department of Defense must evolve to mitigate these security threats. 
The Department of Defense DEIA Strategic Plan was created by the guidance of executive order 
14035. Readiness is essential to the nation, and diversity is essential to readiness. Advancing 
DEIA prepares the Department of Defense for meeting a wide range of challenges. 

Mr. Vazirani thanked the committee members for their service and commitment to the DEIA 
mission.  

Overview of Public Comment Submissions 

The staff did not receive any written comments. This concludes the submission of written public 
comments.  

Gen. (Ret.) Lyles encouraged members of the public present in the meeting to provide written 
public comments for the Committee to comment on as part of their deliberations. 

Briefing: Partnership for Public Service Assessment on Government Agencies’ Status of 
Meeting Diversity, Equity, and Inclusion Objectives (TAB A) 

This briefing was introduced by Ms. Michelle Amante and was presented by Mr. Kevin W. 
Johnson II.  

The Partnership for Public Service is working on leadership development, government 
modernization, and the federal workforce. 
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Gen. (Ret.) Lyles inquired, while the Partnership for Public Service is mostly focused on civil 
service and not military, is military data available? 

Mr. Johnson:  The Partnership for Public Service does not have data from the military.  We ask 
ourselves, though, how does the military prevent or facilitate people being their true and 
authentic self? Being authentic produces better work outcomes for employees. 

Lt. Col. (Ret, USAF) Alfredo A. Sandoval asked if it is a question of behavior and actions, and 
understanding of who is in power/the machine/structure? How do you define culture and impact 
it? 

Mr. Johnson: It is complex. The other components of the military are a part of the cultural 
complexity.  

Regarding the disaggregation of data, Prof. Thomas H. Lee asked if we need to disaggregate 
large racial groups? The data carries cultural implications. For the military, if we decide to ask 
about sex versus gender, which has cultural overtones as we view the institution and values, how 
do you address the questions? 

Mr. Johnson explained that the desire is to disaggregate race/ethnicity and sexuality/gender. 
There are common challenges faced by people in major categories. You have to educate the 
workforce on how to make the decisions and combine evidence with qualitative info. 

Mr. Horacio D. Rozanski asked if there are uniquely good things across the organizations for us 
to consider? Is there a Subject Matter Expert (SME) for diversity? Should there be? 

Mr. Johnson: we are intentional about highlighting the diversity of finalists and nominees. We 
ask the question: Do people see themselves when they see Leadership? Can people connect? 

Mr. Johnson discussed the “Core DEIA Principles and Practices” which includes the following: 

1. Equip leaders with the mindset and skills to better instill DEIA principles into their 
leadership capability and work 

2. Improve the federal government’s capabilities to cultivate more inclusive cultures and 
equitable talent management practices 

3. Promote better data collection methods and evidence-based decisions 
4. Champion more equitable services and benefits to increase public trust 

SGM (Ret, USA) Gregory B. Jenkins asked how to incentivize behavioral change in leaders once 
they have skills? 

Mr. Johnson said you have to connect the work to the mission delivery.  

Mr. Johnson reviewed the “Common Areas of Emphasis” for Chief Diversity Officers (CDOs).  

Col. (Ret. USAF) Lisa Carrington Firmin asked if Mr. Johnson considers the DEIA in the federal 
government to be properly staffed and funded? 
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Mr. Johnson: No, it’s not just money but it is also time.  

Col. (Ret. USAF) Walter K. Kaneakua asked do you have data on denied opportunities for 
qualified, competent candidates?  

Mr. Johnson replied that the data is not currently available, but there are questions on the survey 
about it. There is a way to get to that answer.  

Lt. Col. (Ret.) Sandoval commented that if you measure this in the military, you will have 
change if accountability is emphasized.  

Mr. Johnson agreed and added that you have to connect day-to-day work to the external mission; 
otherwise accountability will be viewed as punitive. 

Mr. Johnson concluded that if we do this right, DEIA will be embedded into the federal 
government culture and operational systems. DEIA is recognized as a nonpartisan core value, a 
source of innovation, and a means to growth and success. 

There were no further questions from the committee members.  

Briefing: Department of the Air Force Diversity and Inclusion (TAB B) 

This briefing was presented by Col. Jenise Carrol, the Deputy Director of the Office of Diversity 
and Inclusion (SAF/DI) from the Office of the Secretary of the Air Force. The title of the 
briefing is Building Enduring Advantages through Diversity Equity, Inclusion, Accessibility 
(DEIA).  

Gen. (Ret.) Lyles asked if other services are consulted about best practices. 

Col. Carrol: Yes, it is between services and between agencies for readiness. 

Ms. Kristen Kavanaugh asked if there is an enlisted presence in those advisory groups?  

Col. Carrol: Yes, there is representation from officers, civilians, and enlisted members. We also 
get monthly updates. 

Dr. Celia Renteria Szelwach: Regarding slide 6 – Racial Disparity Report (RDR) 15 and 16, they 
are aligned with the barrier comment in Disparity Report (DR) 10 and fall under the purview of 
initiative 10. One RDR has to do with trust and chain of command and not being given the 
benefit of the doubt. Can you speak to that? 

Col. Carrol: Slide 5 talks about those two areas. There is not an Office of Primary Responsibility 
(OPR) assigned to these. Because of their nature, these might need to be studied by another 
group. DR 10 is different. The similarity is through the questions. Underrepresented groups did 
not get the same treatment as white males, but they lumped everyone in together. It is an issue 
because they are not being heard and the information brought forth is overlooked. 
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Dr. Daniel stated the survey will not close until 2023. Then, they will scientifically weigh the 
data, create the report, and complete follow-up steps as needed. The report will not be published 
until the DoD approval process has been completed. 

Gen. (Ret.) Lyles stated that the committee is looking forward to the data and will assist in any 
way possible. 

There were no further questions from the committee members.  

Closing Remarks 

Gen. (Ret.) Lyles thanked everyone for presenting and offered closing remarks to the public as 
the committee transitioned into their private executive session. Gen. (Ret.) Lyles encouraged the 
public to join the next session and keep updated with DACODAI and its progress.  

Ms. Raguindin ended the meeting. The next meeting will be scheduled in May of 2023. 

The meeting was adjourned. 
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Diversity, Equity, Inclusion & 
Accessibility Briefing

A More Perfect Union: How We Build a Stronger Democracy
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Partnership for Public Service

We are a nonprofit, nonpartisan organization that is building a better 
government and a stronger democracy.

LEADERSHIP 
DEVELOPMENT

EMPLOYEE 
ENGAGEMENT

GOVERNMENT 
MODERNIZATION
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The Challenges
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Main Inhibitors to Progress
• Insufficient data collection to identify 

inequities and root causes
• Many federal agencies have 

inadequate and/or under-resourced 
internal expertise

• The federal agencies with federal 
workforce oversight responsibilities 
have limited impact

• Inadequacies are exacerbated in 
public services and benefits

Stronger 
democracy

Equitable 
services & 
benefits

Federal 
workforce
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Core DEIA Principles and Practices

Principle #2

Improve the federal 
government’s 

capabilities to cultivate 
more inclusive cultures 

and equitable talent 
management practices.

Principle #1

Equip leaders with the 
mindset and skills to 

better instill DEIA 
principles into their 
leadership capability 

and work.

Principle #4

Champion more 
equitable services and 

benefits to increase 
public trust.

Principle #3

Promote better data 
collection methods and 

evidence-based 
decisions.

Reference materials: “The Employee-Customer-Profit Chain at Sears” By Anthony J. Rucci, Steven P. Kirn, and Richard T. 
Quinn, Harvard Business Review; “Focusing inward: How improving employee engagement can help rebuild trust in 
government” By Sushumna Agarwal, Lucy Melvin, David Levin and Mahesh Kelkar, Deloitte

about:blank
about:blank
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Deploy Volunteer 
Recruiters

Leverage the sense of 
belonging and 

professional networks of 
current employees to 

engage potential 
candidates, especially if 
there are limited talent 
acquisition resources.

Build an Adaptive 
Structure

Develop a flexible 
structure with internal 
capacity building and 

trusted external 
partners to meet 
varying demands 

throughout the life cycle 
of a strategic plan.

Activate DEIA Councils 
and ERGs

Utilize DEIA groups to 
broaden the capacity 
and capabilities of the 
DEIA office or function 
by incorporating them 

in everything from 
policy development to 
strategic planning to 

leadership 
accountability.

Partner with General 
Counsel

Proactively develop 
meaningful partnerships 

with general counsel 
and transition their role 
from “gate keeper” to 

thought partner when it 
comes to new and 

innovative DEIA 
practices.

Common Areas of Emphasis

Note: The common areas listed above are based on discussions from the Partnership’s Chief Diversity Officer Council.
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INCLUSIVE CULTURELEADERSHIP CAPABILITY SYSTEMS & STRUCTURES

Focus Groups & Interviews (employee groups, hiring managers, HR and EEO)

360 Program for the CDC Division Directors

Assessing and developing CDC leaders to build leadership 
capabilities to be more inclusive of diversity.
• 2-hour launch session 
• 360 assessment 
• 90 mins one-on-one coaching / debrief
• Half-day group playback

DEIA Workshops for the CDC Directors
Increasing knowledge & application of best practices, 
reinforcing behavior changes, identifying opportunities and 
taking practical actions to build inclusivity tailored to the 
needs of CDC and individual teams (3 workshops).

Sponsorship Program
Piloting a sponsorship program, focused on ensuring 
diverse workforce pipelines for leadership vacancies at 
CDC.

DEIA Ambassador Program

Equipping CDC employees to drive change from their levels 
and design sustainable solutions to address DEIA issues in 
their respective areas. 

Recruiting and Hiring Workshops 

Enhancing collaboration among key DEIA stakeholders (HR 
professionals / EEO specialists / managers) and identify 
opportunities to improve recruiting and hiring efforts

Strategic Recruitment Plans 
Facilitating relationship-building with new and diverse 
talent sources by developing strategic recruitment plans for 
two occupational series.

HR and EEO Group Coaching
Improving trust collaboration, communication and 
coordination between HR professionals and EEO specialists 
to strengthen problem solving and overall service to CDC 
employees.

Strengthening DEIA at CDC
(May 2021 – October 2022)

Monitoring & Evaluation



8

Conclusion

If we do this right…
• DEIA will be embedded into the federal 

government culture and operational systems.
• DEIA is recognized as a nonpartisan core value, 

a source of innovation, and a means to growth 
and success.



9

Appendix
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DEIA Framework
DEIA Infrastructure Equity Inclusion Accessibility

A results-oriented DEIA office 
that unifies all DEIA efforts 

Ensure policies and practices 
are fair and equitable

Foster an inclusive culture 
that embraces diverging 
experiences and backgrounds

Identify and remove barriers 
in the physical and virtual 
work environment 

Subcomponents (3)
• DEIA Strategy and 

Framework
• DEIA Organizational 

Structure
• Data-Driven Decision-

Making

Subcomponents (6)
• Policy Development
• Recruitment and Hiring
• Promotion and 

Professional Development
• Retention and 

Representation
• Pay and Compensation
• Workplace Safety and 

Sexual Harassment

Subcomponents (4)
• Inclusive Workplace 

Culture
• Employee Experience
• DEIA Training
• Leadership Capability

Subcomponents (3)
• Accessible Work 

Environment 
• Reasonable 

Accommodation
• Accessibility Knowledge 

and Implementation

Adapted from the Office of Personnel Management’s version.
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11 Government-Wide Executive Order Priorities 
• Safe Workplaces—Create  a framework  to  address  workplace harassment,  including  sexual harassment;  

and promote  training, education, prevention programs,  and  monitoring  to create  a  culture  that  does  
not  tolerate  harassment  or  other  forms  of  discrimination or retaliation  and that  supports  employees  
who  have experienced  domestic violence,  sexual assault,  or  stalking. 

• Chief Diversity Officer—Establish or elevate Chief Diversity Officers or diversity and inclusion officers within 
agencies to promote diversity and inclusion within the workforce.

• Data Collection—Improve the collection of voluntarily self-reported demographic data about the federal 
workforce to take an evidence-based approach to reducing potential barriers in hiring, promotion, 
professional development, and retention practices.

• Promoting Paid Internships—Remove barriers for low-income and first-generation professionals, including 
by reducing reliance on unpaid internships and expanding paid internship opportunities.

• Partnerships and Recruitment—Establish new recruitment partnerships to build a more diverse pipeline 
into public service and facilitate recruitment, including the recruitment of individuals from underserved 
communities.

• Professional Development and Advancement—Advance equity and transparency in professional 
development opportunities.

Source: Office of Personnel Management, “Government-wide Strategic Plan to Advance Diversity, Equity, Inclusion, 
and Accessibility in the Federal Workforce,” November 2021

https://www.whitehouse.gov/wp-content/uploads/2021/11/Strategic-Plan-to-Advance-Diversity-Equity-Inclusion-and-Accessibility-in-the-Federal-Workforce-11.23.21.pdf
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11 Government-wide E.O. Priorities (cont’d)
• DEIA Training and Learning—Expand the availability of DEIA training so that federal 

employees are supported and have the tools to promote respectful and inclusive workplaces.

• Advancing Equity for Employees with Disabilities—Serve as a model employer for disabled employees by 
charging key agencies with coordinating across the federal government to develop processes to increase 
accessibility and reduce barriers to employment.

• Advancing Equity for LGBTQI+ Employees—Advance equity for LGBTQI+ employees by striving to ensure 
that the federal health benefits system equitably serves all LGBTQI+ employees and their families, 
expanding the usage of gender markers and pronouns that respect transgender, gender non-conforming, 
and non-binary employees, and working to create a more inclusive workplace.

• Pay Equity—Advance pay equity so that public servants are fairly compensated for their talents, including 
federal employees who may face discrimination based on race or gender, and working with agencies to 
review and, if necessary, revise job classifications and compensation practices.

• Expanding Employment Opportunities for Formerly Incarcerated Individuals—Assess potential barriers 
that formerly incarcerated individuals face when seeking federal employment and seek to expand job 
opportunities for individuals with past convictions.

Source: Office of Personnel Management, “Government-wide Strategic Plan to Advance Diversity, Equity, Inclusion, 
and Accessibility in the Federal Workforce,” November 2021

about:blank
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FEVS DEIA Questions
Diversity Equity

• My organization's management practices 
promote diversity (e.g., outreach, 
recruitment, promotion opportunities).

• My supervisor demonstrates a commitment 
to workforce diversity (e.g., recruitment, 
promotion opportunities, development).

• I have similar access to advancement 
opportunities (e.g., promotion, career 
development, training) as others in my work 
unit.

• My supervisor provides opportunities fairly to 
all employees in my work unit (e.g., 
promotions, work assignments).

• In my work unit, excellent work is similarly 
recognized for all employees (e.g., awards, 
acknowledgements).
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FEVS DEIA Questions (cont’d)
Inclusion Accessibility

• Employees in my work unit make me feel I 
belong.

• Employees in my work unit care about me as a 
person.

• I am comfortable expressing opinions that are 
different from other employees in my work 
unit.

• In my work unit, people's differences are 
respected.

• I can be successful in my organization being 
myself.

• I can easily make a request of my organization 
to meet my accessibility needs.

• My organization responds to my accessibility 
needs in a timely manner.

• My organization meets my accessibility needs.
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Department of the Air Force
I n t e g r i t y  - S e r v i c e  - E x c e l l e n c e

Building Enduring Advantages 
through Diversity, Equity, 
Inclusion, Accessibility (DEIA)

Col Jenise Carroll
Deputy Director, SAF Diversity and Inclusion

SAF/DI
9 December 2022

1



UNCLASSIFIED

UNCLASSIFIED

Overview
• Summer 2020 to Today
• Strategic Alignment and Imperatives
• Vision and Mission 
• Disparity Reports Overview
• Status of Disparities
• DAF Maturity Model
• DI Demographics Dashboard
• DEIA Strategic Enablers 
• Education and Training
• Resources
• What’s Next

2
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DEIA Vision and Mission

Our Vision
• A Department empowered by a diverse, 

equitable and inclusive culture and a Force 
representative of the country we serve

Our Mission
• Attract, recruit, develop and retain a high 

quality, diverse Total Force, ensuring a culture 
of inclusion in order to leverage the diversity of 
the nation for strategic advantage in the Air 
Force, Space Force, joint and coalition 
operations

3
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DAF DEIA Summer 2020 to Today
• June 2020 – DAF D&I Task Force 

• 63 initiatives
• Culture/Education & Training/Recruiting & Accessions/Workforce/Aircrew

• December 2020 – DAF Racial Disparity Review Report #1
• Black/African American

• January 2021 – Office of Diversity & Inclusion elevated to Secretariat
• FY21 NDAA directed (Senior Advisor to Service Secretary)

• February 2021 – DAF Racial Disparity Review #2
• Racial, Gender, Ethnic Disparities

• September 2021 – Addendum (Review #2)
• Intersection of race, ethnicity, and gender

• November 2022 – Establishing infrastructure to enable ALL Airmen & Guardians to thrive

4



UNCLASSIFIED

UNCLASSIFIED

RDR 1 - Military justice actions

RDR 2 - Administrative discharges
RDR 8 + RDR 13 - AFSCs + UPT accession and graduation 

RDR 6 – Promotions
RDR 7 - Civilian leadership representation

RDR 11 - Wing command and equivalent positions
RDR 5 – MEO sexual harassment complaints

RDR 4 - Security Forces Apprehensions
RDR 12 – Lack of Barrier Analysis 

RDR 14 - Lack of satisfaction service members expressed 
regarding IG and EO

RDR 15 - Lack of trust in chain of command to address 
racism, bias, and unequal opportunities

RDR 16 - Black DAF members that they are not given the 
benefit of the doubt

Disparity Reports Overview

5

5

DR 1 - Military justice actions

DR 2 - Administrative discharges

DR 4 – AFSCs
DR 5 - Accessions (DR p. 66-83)

DR 7 - Promotion rates

DR 8 - Leadership representation (p.137-169)

DR 9 - Concerning feedback regarding sexual harassment and MEO 

complaints

DR 3 - Security Forces (SF) citations and incidents + OSI Investigations

DR 10 - Barriers and challenges that do not equally impact their White 

male peers

Racial Disparity Report – 16 Findings

Overlap 
Between 
Reports

Disparity Review – 10 Findings

DAF addressing 20 findings based on overlap between two reports
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28.57%
50.00%

42.86%
25.93%

100.00%
16.67%

33.33%
40.00%

100.00%
80.00%

85.71%
85.71%

71.43%

100.00%
38.10%
38.10%

33.33%
50.00%

57.14%
70.37%

33.33%
66.67%

60.00%

20.00%
14.29%

100.00%

42.86%
42.86%

38.10%

50.00%

7.14%

3.70%

14.29%
21.43%

100.00%

19.05%
19.05%

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

RDR 14b

RDR 14a

RDR 13b

RDR 13a

RDR 3

DR 9 / RDR 5

DR 8 / RDR 12

DR 8 / RDR 11

DR 8 / RDR 10

DR 8 / RDR 9

DR 8 / RDR 7

DR 7 / RDR 6b

DR 7 / RDR 6a

DR 4 / RDR 8

DR 3b / RDR 4

DR 3a

DR 2 / RDR 2

DR 1 / RDR 1

Completed In Work Stalled Ongoing Sustainment Pending Further OPR Inputs

Status of Actions to Address Disparities

 The following is a  Status 
Report Summary that 
highlights the progress 
against the initiatives 
identified by OPRS and 
aligned to the RDRs/DRs in 
the Annual Report

 Details regarding these 
initiatives can be found in 
the full report 

Both RDRs 15 and 16 do not have OPR assignments and are currently aligned with DR 10, which falls under the purview of SAF/DI for Management Initiative #10 

The chart above is indicative of status updates as of the end of FY 2022

6



UNCLASSIFIED

UNCLASSIFIED

SAF/ODI
Advice 

Guidance 
Planning    

Policy 
Coordination 

RETENTION

DI Priorities
Improve DAF culture of Inclusion

Meet direction from President, Congress, & 
SECDEF

Build & Resource the DAF organization we need
Champion unity of purpose across the DAF 

Deliver 2022 DAF DEIA Strategy
Pilot effective Outreach & Engagement

Improve availability, access, and use of Data 

FY
21

Est MERGs/BAWG Action Plans
Increase D&I Council Frequency
DoD Board POAMs
DI Org Structure (MD, Auth, $$$)
Deliver DEIA Strategy
Engagement & Outreach
Metrics & Tracking Methodology

President’s EOs and NDAA Expanded the Scope of Deliverables and Heightened the Diversity, Equity, Inclusion and 
Accessibility Narrative.

FY
22

-2
6

Annual DEIA Senior Summit
Barrier Analysis/Policy Review
Annual BAWG Action Plans
DEIA Training Implementation
DoD D&I Annual Report to Congress
Annual DEIA Assessment
DEIA Symposium STEM, Aviation,etc)

Guidance & Direction SAF/DI Est Jan 2021 Way-Ahead

NDAA

DAF Policy & 
Guidance

NDS, OSD 

Diversity, Equity, Inclusion and 
Accessibility Strategic Alignment 

EOs, NSS

Advice
Guidance 
Oversight   

Policy
Planning

Coordination 

SAF/DI
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DAF DEIA Strategic Imperatives

}

This strategy sets the stage for a Department empowered by a diverse, equitable and inclusive 
culture and a Force representative of the country we serve.

DAF Diversity Equity, 
Inclusion & Accessibility 
Strategy 2022-2027

Goal 1: Demonstrate adherence to all DEIA 
strategic guidance

Goal 2: Increase leadership engagement 
& accountability 

Goal 3: Promote & encourage cultural 
appreciation, training & awareness

Goal 4: Drive adherence to DEIA principles

Align Diversity, 
Equity, Inclusion, & 

Accessibility to 
Mission

Drive Leadership 
Engagement 

& Accountability to 
Results

Champion A Culture 
of  Inclusion

Institutionalize 
DEIA 

Principles

8
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DAF DEIA Goals and Accomplishments

9

Goals

Demonstrate adherence to all DEIA 
strategic guidance

Increase leadership engagement 
& accountability 

Promote & encourage cultural appreciation, 
training, & awareness 

Drive adherence to DEIA principles

 Draft NDAA-mandated Strategy
 Monthly CSAF / quarterly CSO Diversity and Inclusion Councils
 Established diverse slate policy
 Published guidance for units to provide lactation facilities
 Revised dress & appearance regs/policy – hair and height restrictions
 Tracked HAF/SAF actions  from DoD Board Report, SAF/IG RDRs
 Established tailored bias awareness training for talent management & 

charged DT Teams w/ conducting barrier analysis
 USAFA 2024 most diverse class (30% women and 30% 

race/ethnic URG)
 Updated email signature block policy for personal pronoun use
 Launched SAF DI Demographic Dashboard 
 Established Executive Leadership Course “Managing for Inclusion” with 

Georgetown University
 Established two DEIA PME Fellowships for 2024
 Launched DAF Digital DEIA Practitioner Course
 Developed Leading Inclusively Virtual Experience (L.I.V.E.) Program. 

Conducted 25 L.I.V.E. sessions
 Piloted Diversity and Inclusion Virtual Cohort Training
 SAF/DI booth at AFA with DAFBAWGs 

Accomplishments

9



UNCLASSIFIED

UNCLASSIFIED

DAF DEIA Maturity Model Objective

10 10

Level 1
Foundational Capacity

Level 2
Advancing Outcomes

Level 3
Leading & 
Sustaining

• Maturity models are an aspirational paradigm to distinguish organizations 
that are the least mature to most mature

• An organization can move both up and down the model if best practices are 
not sustained

• Criteria in the Maturity Model may not be something the DAF can do now 
but something the DAF can do in the future

• The approved DAF DEIA Maturity Model will be a tool to capture DEIA 
effectiveness in the 19 Maturity Sub-Categories based on the defined best 
practices/criteria for each level

• SAF/DI will leverage the Maturity Model to identify areas for improvement 
at a holistic, DAF enterprise-level down to the individual organization-level

• MAJCOMs/FLDCOMs will self-assess their organization against the 
Maturity Model and compare against the DAF-level benchmark for each 
category

• The Maturity Model Self Assessment will provide a baseline of DEIA 
effectiveness across the DAF

Framing Discussion

Maturity Model Objective

1 November 2022
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DAF DEIA Maturity Model

11 11

1 November 2022

• DAF DEIA Maturity Model Booklet
• Background and Purpose
• Understanding of Maturity Models
• Overview of the DAF DEIA Self-Assessment
• Appendix A: Government-Wide DEIA Maturity Model
• Appendix B: DoD DEIA Strategic Plan Maturity Model
• Appendix C: DAF DEIA Maturity Model

The DAF DEIA Maturity Model Booklet details how to leverage the model for the MAJCOM/FLDCOM 
organizational self-assessment across the 19 sub-categories
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DI Demographics Dashboard

• Officially released on 31 Aug 2022

• Showcases current snapshot and historical demographic metrics

• Detailed filters allowing drill-down customization and maximum intersectionality 
of race, ethnicity, and gender

• Live connection to authoritative data sources (MilPDS, DCPDS), enabling 
automatic updates

• Self-service analytics capability for any person in DAF with an Envision Account 
(https://envision.af.mil/shares/links/n7fbydqpwqul2)

• Living product that considers field-level feedback for continuous enhancement

12
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DI Demographics Dashboard

13
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DI Demographics Dashboard

14
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Diversity and Inclusion Enablers 
Chief Diversity and Inclusion Officers

All MAJCOM/FIELDCOMs, ANG, and most Direct 
Reporting Units, and Field Operating Agencies have 
Chief Diversity and Inclusion Officers (CDIOs)
• Lead DEIA transformation throughout their 

organization 
• Serve as DEIA advocate and advisor for senior 

leadership
• Coordinate and oversee implementation of DEIA 

programs, initiatives, and  education and training 
across their organizations

1 5
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• Officially chartered volunteer organization of DAF members from ALL echelons 
and components motivated to make positive change for the enterprise

• GO and SES champions who advocate, promotes awareness, support and assist 
teams, and provides critical Senior Leader insight and guidance

• Identify root causes of anomalies in policies, procedures and practices, and 
determine if those causes are barriers to DEIA or EO

• Identify LOEs to analyze, research, and present improvement recommendations 
to process owners 

• MAJCOM/FLDCOMs and Installations can develop local BAWGs or Member 
Employee Resource Groups (MERGs) to provide insight into workforce 
experiences

16

Diversity & Inclusion Enablers
DAF Barrier Analysis Working Group Teams (DAFBAWGS)
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Black/African American Employment 
Strategy Team - BEST
Email saf.didafbawg.bestworkflow@us.af.mil  

Disability Action Team - DAT 
facebook.com/groups/dafbawgdat

Hispanic Empowerment and Advancement 
Team - HEAT 
facebook.com/groups/dafbawgheat 

Indigenous Nations Equality Team - INET 
facebook.com/groups/1775788495938127 

LGBTQ+ Initiatives Team - LIT 
facebook.com/groups/lit.daf

Pacific Islander and Asian American 
Community Team - PACT 
facebook.com/groups/dafpact 

Women’s Initiatives Team - WIT
facebook.com/groups/AFWIT 

Initiative Updates

Diversity & Inclusion Enablers
DAF Barrier Analysis Working Group Teams (DAFBAWGS)

All Airmen and Guardians can make an impact

Email saf.odi.workflow@us.af.mil for more info
1 7
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DAF DEIA Training Strategy
DAF 2021 D&I Training Strategy continues to evolve into a more holistic approach 

that ensures alignment with the  DoD Joint D&I Leadership and Development 
Competency Framework and makes DEIA Competencies Foundational to DAF

DAF Foundational Competencies
 Developing Self
Accountability 
Resilience
Communication
Decision Making
 Initiative
Self-Control
 Information Seeking
Perseverance
 Flexibility

 Developing Organizations
Strategic Thinking 
Change Management
Resource Management
Precision
Results Focused

 Developing Others
 Leadership
 Teamwork
Service Mindset
Develops People
 Fosters Inclusion

 Developing Ideas
Analytical Thinking
Creative Thinking
 Fostering Innovation
 Influence
Digital Literacy

Cross-walked Joint D&I 
Leadership 

Competencies with DAF 
Foundational 

Competencies

DAF DEIA 
Competencies

 Fosters Inclusion
 Bias Literacy
 Cultural Competence
 Talent Management
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Fostering inclusion is foundational to the Department of Air Force. To foster inclusion, 
one needs to hone their cultural competence to work effectively in dynamic cultural 
environments, improve bias literacy to navigate individual, organizational, and systemic 
biases, and intentionally use these skills when engaging in talent management activities

DAF DEIA Competencies 
• Fosters Inclusion a culture where all members of an organization are free to 

make their fullest contributions to the success of the group, and where there are 
no unnecessary barriers to success

• Cultural Competence is a workforce member's knowledge, skills, and ability to 
relate and work effectively in dynamic cultural environments and capitalize on 
inclusion-related conflicts, tensions, misunderstandings, or opportunities

• Bias literacy is a workforce member’s knowledge, skills, and ability to navigate 
individual, organizational, and systematic bias

• Talent management involves recruiting, hiring, developing, and retaining a 
high-quality, talented and diverse total force by fostering a culture of inclusion 
and belonging

1 9
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SAF/DI DEIA Training Initiatives

Leading Inclusively Virtual
Experience Program 

(L.I.V.E.)

Cohort D&I Courses
Georgetown University courses for 

Senior Leaders; 
CorpU Cohort hybrid virtual courses

Digital University & eLearning
Asynchronous D&I Courses; 

DigU DEIA-related learning tracks
Skillsoft eLearning courses, videos, 

and books

2 0

Managing for Inclusion 
Senior Executive Course

Diversity, Equity, 

Inclusion, and 

Accessibility (DEIA) 

Training hosted by Digital 

University
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L.I.V.E. Program Overview

21

 Is a fully funded SAF/DI initiative to provide DAF 
leaders, CDIOs, and Diversity Practitioners a tool for 
implementing DEIA strategy and plans and changing 
organizational culture

 Ecker Center implements the L.I.V.E. Program 
including, working with the L.I.V.E. program industry 
partner for facilitator training, scenario development, 
and session execution

 Expands the use of the mixed virtual reality capability 
used in Air University leadership and functional 
training courses into the DEIA space

 Creates immersive learning sessions where Airmen 
and Guardians participate in authentic conversations 
about exclusion using realistic scenarios based on 
personal experiences
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DEIA Resources 
• SAF/DI Website: 

www.af.mil/diversity 
• AF Connect mobile 

app: DAF Diversity 
& Inclusion link

22



UNCLASSIFIED

UNCLASSIFIED

DAF DEIA What’s Next

• Release Diversity, Equity, Inclusion & Accessibility (DEIA) Strategy
• Publish Annual RDR and DR Status Report Dec 2022
• DEIA Roadshow
• Develop  standardized training for all Airmen and Guardians – BMT, ALS, OTS, 

PME, etc.
• Remove barriers to accessing DEIA training by expanding use of digital learning
• Release DEIA Leadership Playbook

• Standardization of competency-based DEIA education and training including 
feedback mechanisms and metrics

23
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Questions

24 24
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Backup Slides
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DAF Total Force

2 6

Data provided by SAF/DI and is current as of 8 Nov 2022
Source: MilPDS, DCPDS, U.S. Census (ACS) 
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DAF Total Force
Officer by Rank

2 7

Data provided by SAF/DI and is current as of 8 Nov 2022 Source: MilPDS

Diversity level decreases as rank increases. All Race/Ethnic groups have little to       
no representation in the General Officer Ranks. 

0.31% 
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• Title 10 United States Code (U.S.C.) § 481 requires the Department of Defense (DoD) to 

conduct the Armed Forces Workplace and Equal Opportunity (WEO) survey to examine 

the effectiveness of policies for forming and improving racial/ethnic relations among

members.

• Until this year, DoD fielded the survey every four years, alternating between the Active 

Duty survey (WEOA) and the Reserve Component survey (WEOR); however, this fall, 

DoD combined the Active and Reserve survey and will switch to a biennial cycle moving 

forward per SecDef’s (2020) Immediate Actions to Address Diversity, Inclusion, and 

Equal Opportunity in the Military.  The 2022 survey currently in the field also has the 

newly created Congressionally-mandated extremism exposure metric.

• Results from WEO surveys and additional analyses can be found at: 

https://www.opa.mil/research-analysis/quality-of-work-life/workplace-climate

• This briefing presents:

– Topline findings for the 2017 WEOA and 2019 WEOR, including trends when available

– Additional analyses

– Prevention and response efforts 

Background

https://www.opa.mil/research-analysis/quality-of-work-life/workplace-climate
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Topline Findings For Racial/Ethnic 

Relations From the WEOs
• Results of most recent WEOs reveal improvements in leadership climate for diversity, though 

a sizeable portion of racial/ethnic minority members continue to experience racial/ethnic harassment 

or discrimination.

➢ Racial/ethnic harassment in the past 12 months: 
▪ In 2017, 11.8 percent of White and 22.5 percent of racial/ethnic minority members in the active duty indicated 

experiencing racial/ethnic harassment.

▪ In 2019, 11.4 percent of White and 17.5 percent of racial/ethnic minority members in the Reserve component 

experienced racial/ethnic harassment. 

➢ Racial/ethnic discrimination in the past 12 months:
▪ In 2017, 3.4 percent of White and 8.4 percent of racial/ethnic minority members in the active component indicated 

experiencing racial/ethnic discrimination. 

▪ In 2019, 2.9 percent of White and 8.1 percent of racial/ethnic minority members in the Reserve component 

experienced racial/ethnic discrimination.

➢ Climate: 
▪ The majority of military members indicated their leaders make honest efforts to stop racial/ethnic harassment and 

discrimination, they support diversity efforts and generally feel included, and that the military is doing better in 

racial/ethnic relations than the nation as a whole.

▪ However, climate perceptions and experiences vary significantly by race/ethnicity, and racial/ethnic minority 

members endorse less favorable perceptions of climate on most indicators.

➢ Response System: 
▪ The majority of military members know how to report racial/ethnic harassment and discrimination and have 

received training on these topics.

▪ However, only less than a third of those who did experience racial/ethnic harassment or discrimination reported to a 

DoD authority, and satisfaction with the reporting process among those who reported was generally low.

* 2017 WEOA survey fielded from November 16, 2017 to February 9, 2018, while 2019 WEOR survey fielded from August 19, 2019 to November 26, 2019.
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†  Higher Response

‡  Lower Response

Comparisons

**Native Hawaiian/Pacific Islander

*American Indian/Alaskan Native

Note.  Statistically significant differences highlighted are based on comparisons within a demographic category tested independently against the average of all other categories.

Past Year Racial/Ethnic Harassment/ 

Discrimination in the Active Component

16.5% 11.8%‡
22.5%†

11.8%‡

29.3%†
19.2%

10.5%‡
21.6%† 18.0% 18.0%

0%

100%

Total
DoD

White Racial/
Ethnic

Minority

White Black Hispanic AIAN* Asian NHPI** Two or
More

Races

Racial/Ethnic Harassment Rate

5.6% 3.4%‡ 8.4%† 3.4%‡
11.5%† 6.5% 4.6% 9.0%† 5.4% 6.7%

0%

100%

Total
DoD

White Racial/
Ethnic

Minority

White Black Hispanic AIAN* Asian NHPI** Two or
More
Races

Racial/Ethnic Discrimination Rate

Collectively, 17.9% of active duty members (12.7% White‡ and 

24.4% Racial/Ethnic Minority†) experienced racial/ethnic harassment 

and/or discrimination in the past 12 months.

One Situation Details
Members who experienced racial/ethnic 

harassment in the 12 months preceding 

the survey were asked to describe the 

one situation they considered the worst 

or most serious.

What, When, Where, and by Whom:

Most indicated the one situation was 

harassment, occurred on a military 

installation and during duty hours.  

Alleged offenders were often a member 

of the DoD workforce, a coworker not in 

their chain of command, and White.

Impact:

One-third thought about getting out 

of their Service as a result of the 

experience.
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†  Higher Response
‡  Lower Response  

Group Comparisons

**Native Hawaiian/Pacific Islander

*American Indian/Alaskan Native

Note.  Statistically significant differences highlighted are based on comparisons within a demographic category tested independently against the average of all other categories.

Past Year Racial/Ethnic Harassment/ 

Discrimination in the Reserve Component

Collectively, 15.5% of Reserve component members (12.4% White‡ and 19.8% 

Racial/Ethnic Minority†) experienced racial/ethnic harassment and/or 

discrimination in the past 12 months which is statistically higher than 2015.

One Situation Details
Members who experienced racial/ethnic 

harassment in the 12 months preceding 

the survey were asked to describe the 

one situation they considered the worst 

or most serious.

What, When, Where, and by Whom:

Most indicated the one situation was 

harassment, occurred on a military 

installation and in a military work context.  

Alleged offenders were typically men, 

military members, someone in their unit 

not in their chain of command, and 

White.

Impact:

Approximately one-third said the 

experience caused arguments, damaged 

workgroup cohesion, and/or made it 

harder to do their job.

Trend Comparisons

Higher Than 2019

Lower Than 2019↓

↓

13.9% 11.4%‡ 17.5%† 11.4%‡
21.0%† 14.9%

27.1%
14.8% 12.3% 18.4%

0%

20%

40%

60%

80%

100%

Total
DoD

White Racial/
Ethnic

Minority

White Black Hispanic AIAN* Asian NHPI** Two or
More
Races

Racial/Ethnic Harassment Rate

11.9% ↓ 9.2% 16.1% 9.2% 20.5% 13.5% 21.5% 11.2% 15.8% 14.2%

2015

5.0% 2.9%‡ 8.1%† 2.9%‡
10.7%† 5.9%

13.8%
5.9% 10.5% 8.7%

0%

20%

40%

60%

80%

100%

Total
DoD

White Racial/
Ethnic

Minority

White Black Hispanic AIAN* Asian NHPI** Two or
More
Races

Racial/Ethnic Discrimination Rate

3.5% ↓ 2.0% 5.8% ↓ 2.0% 8.0% 4.3% 8.0% 5.4% 5.6% 3.9%

2015
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Racial/Ethnic Harassment/Discrimination

Reporting Climate in the Active Component

* Data were unable to be analyzed separately by racial/minority status.  ** DoD Authority includes the chain of command (victim/alleged offender) and special military office responsible for handling reports.

Reporting the One Situation*

28% reported the one situation to a DoD Authority**
Of the 17.9% of active duty members who experienced racial/ethnic 

harassment/discrimination in the past 12 months

Those who chose not to report their experiences thought it was 

not important enough to report (48%), it would make their work 

situation unpleasant (47%), and/or took care of the problem 

themselves (42%).

Satisfied with the reporting process overall

Knew the outcome of their report, 

of which: 

Indicated the report was substantiated

Top Reasons for Reporting

Prevent it from happening again

26%

39%

59%

25%

85%

Prevent it from happening to someone else

To make their work environment a better place

84%

83%

Were satisfied with the outcome

Outcomes as a Result of Reporting

Members feel free to report without 

fear of negative reactions from peers 

or supervisors ‡^

Chances of getting promoted after 

reporting would be the same ‡^

Complaints would be taken 

seriously ‡^

People would be stopped from 

getting away with racial/ethnic 

harassment/discrimination ‡^

59%

64%

68%

78%

0% 100%

Vast majority of members (93%)‡ know how to 

report racial/ethnic harassment and discrimination.
Percent of all active duty members

Members generally hold positive perceptions about 

the reporting climate which has remained relatively 

stable since 2005, though there is room for 

improvement, especially for racial/ethnic minorities.
% indicating Large/Very Large Extent

† Racial/Ethnic Minority Higher, ‡ Racial/Ethnic Minority Lower

Difference from White ± 11% – 20%, ^ denotes <10% difference
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Racial/Ethnic Harassment/Discrimination

Reporting Climate in the Reserve Component
Complaints About the One Situation*
30% filed a complaint with a DoD Authority**

Of the 15.5% of Reserve component members who experienced 

racial/ethnic harassment/discrimination in the past 12 months

Those who chose not to file a complaint about their experiences 

thought it was not serious enough (38%), did not think anything 

would be done (32%), and/or felt uncomfortable making a 

complaint (27%).

The person was asked to change their behavior

Knew the outcome of their complaint 

Indicated the complaint was substantiated

Top Reasons for Filing a Complaint

Prevent it from happening again

37%

38%

62%

76%

It was the right thing to do

To prevent it from happening to someone else

71%

69%

Complaint Process

Members feel free to report without 

fear of negative reactions from peers 

or supervisors ‡^

Chances of getting promoted after 

reporting would be the same ‡^

Complaints would be taken 

seriously ‡^

People would be stopped from 

getting away with racial/ethnic 

harassment/discrimination ‡^

59%

65%

70%

76%

0% 100%

Vast majority of members (92%)‡ know how to 

report racial/ethnic harassment and discrimination.
Percent of all Reserve component members

Consistent with 2015, members generally hold positive 

perceptions about the reporting climate, though there is 

room for improvement, especially for Racial/Ethnic 

Minority members (17% – 19% difference).
% indicating Large/Very Large Extent

† Racial/Ethnic Minority Higher, ‡ Racial/Ethnic Minority Lower

Difference from White ± 5% – 19%, ^ denotes ≤10% difference

Made an informal complaint49%

Satisfied with the complaint process overall28%

* Data were unable to be analyzed separately by racial/minority status.  ** DoD Authority includes the chain of command (victim/alleged offender) and special military office responsible for handling reports.
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69% 67% 67%
72%

0%

100%

2005 2009 2013 2017

Training & Leadership Climate for Race/ 

Ethnicity in the Active Component

Leadership Climate for Race/Ethnicity

Trends reveal increases over time in perceptions that leaders at varying levels make honest and reasonable 

efforts to stop harassment and discrimination, though racial/ethnic minority members rate leaders lower 

than White members (10% – 12% difference).

.

Trend Comparisons

Higher Than 2017

Lower Than 2017

Senior Leadership of Service ‡^

71%
67% 69%

75%

2005 2009 2013 2017

69% 67% 67%
72%

2005 2009 2013 2017

Senior Leadership of Installation/Ship ‡^ Immediate Supervisor ‡^

Training and Knowledge
Majority of members (87%)‡ indicated they received training on racial/ethnic harassment/discrimination in 

the past year, of which 92% indicated it was effective at reducing racial/ethnic harassment/discrimination.

% indicating Yes*

* Members were asked to indicate whether each level of leadership makes honest and reasonable efforts to stop racial/ethnic harassment and discrimination.

% indicating Yes* % indicating Yes*

† Racial/Ethnic Minority Higher, ‡ Racial/Ethnic Minority Lower in Current Year

Difference from White ± 6% – 12%, ^ denotes <10% difference
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69% 71% 77% 73%

0%

100%

2007 2011 2015 2019

Training & Leadership Climate for Race/

Ethnicity in the Reserve Component

Leadership Climate for Race/Ethnicity
Trends reveal declines from 2015 in perceptions that leaders at varying levels make honest and reasonable efforts to stop harassment 

and discrimination, though Racial/Ethnic Minority members rate leaders lower than White members (12% difference).

Trend Comparisons

Higher Than 2019

Lower Than 2019

Senior Leadership of Service ‡^

72% 72%
80% 77%

2007 2011 2015 2019

68% 70%
77% 74%

2007 2011 2015 2019

Senior Leadership of Installation/Ship ‡^ Immediate Supervisor ‡^

Training and Knowledge
The majority of members have received 

training and indicate it is effective.

% indicating Yes*

* Members were asked to indicate whether each level of leadership makes honest and reasonable efforts to stop racial/ethnic harassment and discrimination.

% indicating Yes* % indicating Yes*

† Racial/Ethnic Minority Higher, ‡ Racial/Ethnic Minority Lower in Current Year

Difference from White ± 3% – 12%, ^ denotes ≤10% difference

Inclusive Leadership Practices
The majority of members indicated their unit leadership values differences, promotes 

a shared understanding, and treats members fairly and equally.  Racial/Ethnic 

Minority members were less likely to agree, however (3% – 4% difference).

Checks to see if unit members 

are tracking information

78% 77% 73%

0%

50%

100%

Promotes understanding of 

similarities and differences 

among unit members ‡

Enforces standards equally 

across all unit members ‡

Indicated they received training on 

racial/ethnic harassment/ 

discrimination in the past year ‡^

Indicated it was effective at 

reducing racial/ethnic 

harassment/discrimination †

83%

92%
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Diversity & Inclusion Indicators in the 

Active Component
Support of Diversity 

The majority of members endorsed support for 

diversity in their Service, though White members to a 

lesser extent than racial/ethnic minority members 

(5% – 10% difference).

Non-Inclusive Environment

Despite generally positive attitudes towards diversity and inclusion, a 

notable portion, especially racial/ethnic minority members, indicated 

experiences or perceptions that threaten inclusion (4% – 7% difference).

56%

75%

75%

75%

80%

82%

83%

0% 100%

I support my Service’s 

diversity efforts

Diversity is important to 
building a quality force †

Diversity will benefit 
everyone †

Diversity initiatives 

positively affect my 
Service †

Diversity will unify 
personnel †

I am personally 
committed to diversity †

I actively am involved 

and/or provide input in 

support of my Service’s 
diversity efforts †^

Racial slurs, comments, and/or jokes are used in my workplace †

Sexist slurs, comments, and/or jokes are used in my workplace †

18%

19%

I feel excluded by my workgroup because I am different †18%

70%

80%

80%

87%

10%

16%

16%

10%

20%

4%

3%

3%

0% 20% 40% 60% 80% 100%

2005

2009

2013

2017

Large extent Small/Moderate extent Not at all

Interacting with Diverse Personnel

Trends reveal improvement in members’ comfort in interacting with 

diverse personnel over time, though racial/ethnic minority members 

indicate less comfort (7% difference).

% indicating Agree/Strongly Agree
Feel Comfortable Interacting With Members of Different Racial/Ethnic Backgrounds

†

† Racial/Ethnic Minority Higher, ‡ Racial/Ethnic Minority Lower in Current Year

Difference from White ± 4% – 10%, ^ denotes <10% difference

Trend Comparisons

Higher Than 2017

Lower Than 2017
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Support of Diversity 
The majority of members endorsed support for diversity in 

their Service, though White members to a lesser extent 

than Racial/Ethnic Minority members (4% – 11% 

difference).

63%

66%

70%

76%

77%

77%

0% 100%

I support my Service’s 

diversity efforts †

Diversity is important to 

building a quality force †

Diversity will benefit 

everyone †

Diversity initiatives 

positively affect my 

Service †

Diversity will unify 

personnel †^

I am personally 

committed to diversity †

64%

82%

83%

87%

8%

15%

13%

10%

28%

4%

4%

3%

0% 20% 40% 60% 80% 100%

2007

2011

2015

2019

Large extent Small/Moderate extent Not at all

Interacting with Diverse Personnel
Trends reveal improvement in members’ comfort in interacting with diverse 

personnel over time, though Racial/Ethnic Minority members indicate less 

comfort (2% – 5% difference).

% indicating Agree/Strongly Agree
Feel Comfortable Interacting With Members of Different Racial/Ethnic Backgrounds

† Racial/Ethnic Minority Higher, ‡ Racial/Ethnic Minority Lower in Current Year

Difference from White ± 2% – 11%, ^ denotes ≤10% difference

‡ † †

†

Diversity & Inclusion Indicators in the 

Reserve Component

Non-Inclusive Environment

Despite generally positive attitudes towards diversity and inclusion, a 

notable portion, especially racial/ethnic minority members, indicated 

experiences or perceptions that threaten inclusion (3% difference).

Racial slurs, comments, and/or jokes are used in my workplace

Sexist slurs, comments, and/or jokes are used in my workplace †

12%

10%

I feel excluded by my workgroup because I am different †8%

Trend Comparisons

Higher Than 2019

Lower Than 2019
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Perceptions Over Time in the 

Active Component

77%

89%

88%

90%

74%

86%

87%

86%

20%

10%

10%

8%

22%

13%

11%

11%

3%

1%

2%

2%

4%

1%

2%

3%

0% 100%

2005

2009

2013

2017

2005

2009

2013

2017

Not at all Small/Moderate Extent Large Extent

51%

54%

39%

21%

57%

53%

47%

34%

40%

37%

46%

25%

41%

44%

49%

54%

9%

10%

15%

54%

2%

3%

4%

12%

0% 100%

2005

2009

2013

2017

2005

2009

2013

2017

Better today About the same Worse today

Trend Comparisons

Higher Than 2017

Lower Than 2017

In the Military

In Our Nation

Racial/Ethnic Relations Compared 

to Five Years Ago

Perceptions of race relations in the 

Military were more favorable than 

perceptions of race relations in the 

Nation, though both have significantly 

declined over time.

Forming Relationships With Diverse Personnel

Trends reveal decreased pressure regarding forming 

relationships among diverse personnel overtime.

75%

87%

88%

75%

74%

88%

21%

10%

11%

20%

19%

10%

5%

2%

1%

5%

7%

2%

0% 100%

2013

2017

2005

2009

2013

2017

Not at all Small/Moderate extent Large Extent

Pressure From Military Members…
Not to Socialize With Different Racial/Ethnic Groups

To Avoid Socializing With Members With Different Religious Beliefs

Problems at Duty Station

Most denied problems with racist/extremist organizations or 

individuals and hate crimes at their duty station.

Racist/Extremist Organizations/Individuals

Hate Crimes

†

†

† Racial/Ethnic Minority Higher, ‡ Racial/Ethnic Minority Lower in Current Year

Difference from White ± 3% – 8%, ^ denotes <10% difference

†
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Perceptions Over Time for the 

Reserve Component
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42%

42%

20%

28%

52%

47%

45%

47%

41%

42%

34%

34%

45%

49%

48%

45%

17%

16%

46%

39%

4%

4%
7%

7%

0% 100%

2007

2011

2015

2019

2007

2011

2015

2019

Better today About the same Worse today

Trend Comparisons

Higher Than 2019

Lower Than 2019

In the Military

In Our Nation

Racial/Ethnic Relations Compared to Five Years Ago
Perceptions of race relations in the Military were more favorable than 

perceptions of race relations in the Nation, though both have 

significantly declined over time and are less favorable for 

Racial/Ethnic Minority members (4% – 9% difference).

Forming Relationships With Diverse Personnel
Trends reveal decreased pressure regarding forming relationships 

among diverse personnel overtime, though Racial/Ethnic Minority 

members were less likely to deny pressure (7% difference).

78%

80%

87%

16%

14%

11%

6%

7%

2%

0% 100%

2011

2015

2019

Not at all Small/Moderate extent Large Extent

Pressure From Military Members…
Not to Socialize With Different Racial/Ethnic Groups

Problems at Duty Station
The majority denied problems with racist/extremist organizations or 

individuals and hate crimes at their duty station, though Racial/Ethnic 

Minority members to a lesser extent (3% – 9% difference).

Racist/Extremist Organizations/Individuals

†

† Racial/Ethnic Minority Higher, ‡ Racial/Ethnic Minority Lower in Current Year

Difference from White ± 1% – 9%, ^ denotes ≤10% difference

2% Indicated witnessing white nationalism in their military unit †

2% Indicated witnessing white nationalism at their military duty 

station †

9% Indicated witnessing white nationalism in the local 

community around their military duty station

Witnessing “White Nationalism”
The vast majority denied witnessing white nationalism in their unit, 

military duty station, and local community, though Racial/Ethnic 

Minority members were more likely to witness (1% difference).

‡

†

‡‡ †

‡

‡ † †

Hate Crimes

††‡
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Additional Analyses

• Correlates of Racial/Ethnic Harassment/Discrimination 

➢ Lower level problematic workplace behaviors, poorer unit climate, and 
poorer leadership climate are associated with higher risk. 

➢ Leadership attention to harassment/discrimination is the top indicator of 
risk for racial/ethnic minority members in both the active and Reserve 
component.

➢ Workplace hostility is the top indicator of risk for White active duty 
members while observing racial slurs in the workplace is the top indicator 
for White Reserve component members.

• What this means for the prevention of Racial/Ethnic Harassment/ 
Discrimination:

➢ Clear commitment from leaders at the lowest to the highest levels is 
crucial.

➢ Efforts to decrease other problematic behaviors and improve unit 
climate may aid as well.
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• The Department of Defense strives to provide an atmosphere of dignity and respect for all Service members—

and an environment free from prohibited discrimination, harassment, and other problematic behaviors.

• DoD takes a multipronged approach to monitor the effectiveness of policies, using complaint data as well as 

data on estimated prevalence of forms of discrimination and harassment.  Together, these two types of data 

help us evaluate the effectiveness of current policies and processes, and to make recommendations for the 

future. 

• To enhance existing policy, the Department published 5 DoD Instructions, redesigned the Defense 

Organizational Climate Survey (DEOCS) to provide actionable insights to unit commanders, refined DoD data 

tracking, and diligently worked to implement SecDef immediate actions and recommendations from the DoD 

Board on Diversity & Inclusion.  

• In April 2021, DoD chartered the DoD Equity Team (DET), re-chartered in 2022 as the D2T, to facilitate, inform, 

and advance DoD progress on all issues relating to diversity, equity, and inclusion within DoD.

• In May 2021, DoD published its Harassment Prevention Strategy, which establishes a long-term, results-

oriented strategic planning framework to address problematic behaviors such as harassment, hazing, bullying, 

and retaliation.  

• Based on the WEO survey results and assessment, DoD must continue improving unity of effort DoD-wide in 

the execution of racial/ethnic harassment and prohibited discrimination prevention and response initiatives.  

Prevention and Response Efforts
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Contact Information

Ms. Lisa L. Arfaa

DoD Office for Diversity, Equity, and Inclusion

lisa.l.arfaa.civ@mail.mil

Dr. Rachel Castellon

DoD Office for Diversity, Equity, and Inclusion

rachel.castellon.civ@mail.mil

Dr. Ashlea Klahr, Director

Health & Resilience Research, Office of People Analytics

ashlea.m.klahr.civ@mail.mil

Dr. Samantha Daniel, Chief of D&I Research 

Health & Resilience Research, Office of People Analytics

samantha.m.daniel3.civ@mail.mil
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Results from WEO surveys, including executive reports with findings by 

race/ethnicity and Component for all data presented herein, survey tabulation 

volumes, and reports from additional analyses* can be found at: 

https://www.opa.mil/research-analysis/quality-of-work-life/workplace-climate

* Results for DEI correlates of racial/ethnic harassment and discrimination among active duty members have been accepted for publication in the academic journal Military Psychology instead of being published 

on our website.  This paper is available by request, however.

https://www.opa.mil/research-analysis/quality-of-work-life/workplace-climate
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• Based on data received over the years, DoD has taken steps to strengthen policies aimed at 

preventing and responding to problematic behaviors and to foster an environment where all 

personnel are treated with dignity and respect, and DoD established oversight governance to 

ensure enduring progress. 

• In an effort to enhance existing policy and develop new and improved policy, DoD published:

➢ Department of Defense Instruction (DoDI) 1020.03, “Harassment Prevention and Response in the Armed 

Forces,” on 8 Feb 2018 and revised on 29 Dec 2020

▪ This is DoD’s first-ever comprehensive military policy addressing harassment, including sexual 

harassment, discriminatory harassment, hazing, bullying, and online harassment.

➢ DoDI 1020.04, “Harassment Prevention and Responses for DoD Civilian Employees,” on 30 Jun 2020

▪ Based on the work of the Defense Equal Opportunity Reform Group, the Department released its first-

ever civilian employee anti-harassment policy to provide additional protection to the DoD’s civilian 

workforce. 

➢ DoDI 1350.02, “DoD Military Equal Opportunity Program,” on 4 Sep 2020

▪ Replacing a Directive from 1995, this policy updates and strengthens equal opportunity protections for 

our Service members, including an explicit prohibition of pregnancy-based discrimination.

➢ DoDI 1020.05, “DoD Diversity and Inclusion (D&I) Management Program,” on 8 Sep 2020

▪ This new policy promotes a diverse workforce, an inclusive culture, and uses data to evaluate the 

effectiveness of DoD D&I efforts. 

➢ DoDI 6400.09, “DoD Policy on Integrated Primary Prevention of Self-directed Harm and Prohibited Abuse or 

Harm,” on 11 Sep 2020 

▪ This new policy addresses prevention of all forms of violence including sexual assault, harassment, 

hazing, bullying, suicide, drug misuse, and interpersonal violence.  

Prevention and Response Efforts 
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• Other policy development and oversight efforts:

➢ Revamped the Defense Organizational Climate Survey (DEOCS), a front line prevention 

and response strategy for problematic behaviors.

➢ Established an internal DoD Board on Diversity and Inclusion in 2020 to undertake a 

more comprehensive evaluation and assessment of military policies, processes, and 

practices to improve racial diversity and inclusion in the Military Services.  

➢ Formally established the Prevention Collaboration Forum in 2020 to strengthen and 

promote readiness of the Total Force through integrated policies and synchronization of 

activities with stakeholders overseeing policies on the prevention of readiness detracting 

behaviors that contribute to harmful behaviors.

➢ The Office of the Secretary of Defense collaborates with the Military Services to continue to 

refine and automate data tracking, reporting, and the collection process for 

complaints made to Military Equal Opportunity offices of Military Services. 

Prevention and Response Efforts 

Cont’d
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• Other policy development and oversight efforts:

➢ DoD chartered the D2T (formerly the DoD Equity Team [DET]).  The scope of the D2T is to 

facilitate, inform, and advance DoD progress on all issues relating to diversity, equity, and 

inclusion within the DoD. Lines of Effort (LOE) under the D2T:

▪ LOE 1 – Security, Strategy, and Plans: Integrate DEIA within key DoD documents, 

strategies, plans, processes, and concepts.

▪ LOE 2 - Talent Management: Increase DEIA across the career lifecycle from entry level 

to senior leadership throughout the civilian and military workforce.

▪ LOE 3 - Education and Training: 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:  Execute Executive Order 13985 Equity Action Plan, continue 

to pursue opportunities to advance equity and racial justice within DoD programs and 

services that reach the American people.

Prevention and Response Efforts 

Cont’d
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• Survey Requirement

➢ As outlined in Title 10 U.S.C. 481(a)(2)(B), the DoD conducts a survey on racial/ethnic issues and discrimination 

every four years with Reserve component members, including National Guard

➢ 2017 WEOA is the fourth in this line of surveys, but the first use of the new racial/ethnic 

harassment/discrimination metrics created by RAND

• Sample Population

➢ The population of interest consisted of members below flag rank from the active duty Services, including the 

Army, Navy, Marine Corps, and Air Force, as well as Coast Guard* 

• Survey Methodology

➢ Survey was administered via web using direct e-mail communications to respondents

➢ Data were scientifically weighted to represent the total population of active duty members

➢ Terms Defined:  “Total DoD” refers to aggregated results for all active duty members, “White” refers to “Non-

Hispanic White,” and “Total Minority” refers to aggregated results for all members who did not solely identify 

as “Non-Hispanic White”

➢ Corresponding margin of error ranges for 95 percent confidence intervals are shown

2017 WEOA Background

Survey
Administration 

Dates
Sample Size

Completed 

Survey

Weighted 

Response Rate

2017 WEOA 11/16/17–02/09/18 80,301 9,926 16%

2013 WEOA 04/15/13–07/22/13 84,034 15,975 23%

2009 WEOA 02/02/09–04/30/09 79,321 21,963 31%

2005 WEOA 01/10/05–04/04/05 91,024 30,929 38%

*Estimates for Coast Guard are not included when discussing Total DoD estimates.
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• Survey Requirement

➢ As outlined in Title 10 U.S.C. 481(a)(2)(B), the DoD conducts a survey on racial/ethnic issues and discrimination 

every four years with Reserve component members, including National Guard

➢ 2019 WEOR is the fourth in this line of surveys, but the second use of the new racial/ethnic 

harassment/discrimination metrics created by RAND

• Sample Population

➢ The population of interest consisted of members below flag rank from the Selected Reserve in Reserve Unit, Active 

Guard/Reserve (AGR/FTS/AR Title 10 and Title 32), or Individual Mobilization Augmentee (IMA) programs from the 

Army National Guard (ARNG), U.S. Army Reserve (USAR), U.S. Navy Reserve (USNR), U.S. Marine Corps Reserve 

(USMCR), Air National Guard (ANG), and U.S. Air Force Reserve (USAFR) 

• Survey Methodology

➢ Survey was administered via web using direct e-mail communications to respondents

➢ Data were scientifically weighted to represent the total population of Reserve component members

➢ Terms Defined:  “Total DoD” refers to aggregated results for all active duty members, “White” refers to “Non-Hispanic 

White,” and “Total Minority” refers to aggregated results for all members who did not solely identify 

as “Non-Hispanic White”

➢ Corresponding margin of error ranges for 95 percent confidence intervals are shown

2019 WEOR Background

Survey
Administration 

Dates
Sample Size

Completed 

Survey

Weighted 

Response Rate

2019 WEOR 08/19/19–11/26/19 203,697 18,142 12%

2015 WEOR 12/28/15–05/31/16 80,194 13,536 19%

2011 WEOR 12/29/11–06/18/12 80,033 16,453 25%

2007 WEOR 08/24/07–12/05/07 80,097 23,170 32%
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Estimated Past Year Racial/Ethnic 

Harassment Metric
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Estimated Past Year Racial/Ethnic 

Discrimination Metric
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