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



9
PERSONNEL AND READINESS

9

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

93%

94%

90%

89%

89%

91%

86%

85%

7%

5%

6%

8%

10%

8%

9%

12%

1%

1%

5%

3%

1%

1%

5%

3%

0% 100%

2007

2011

2015

2019

2007

2011

2015

2019

Not at all Small/Moderate Extent Large Extent

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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Estimated Past Year Racial/Ethnic Harassment Metric 23

Estimated Past Year Racial/Ethnic Discrimination Metric 24

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


