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DEOMI: A fast-paced and ever-changing
environment
COL Reese Turner
Commandant
Defense Equal Opportunity Management Institute
Since assuming command June 27, we have been
working at a pretty high operations tempo, both ensuring
we’re providing first-class training, education, and
research to the entire DOD force, as well as changing
and transforming as an Institute. Through collaboration
and teamwork, together we have graduated 183 Equal
Opportunity Advisors for the total force, trained 371 Equal
Employment Opportunity Managers and Supervisors,
assisted in administering 2,233 DEOCS surveys impacting
446,411 personnel, released top-quality special observance
products for Women’s Equality Day and Hispanic Heritage
Month, made changes to many of our directorates,
conducted a curriculum rewrite, prepared for the arrival of
Equal Opportunity Advisor Course, Class 14-3, witnessed
an 18 percent turnover rate of the DEOMI team, and
conducted block leave in the process. Truly an AWESOME
accomplishment in such a short period of time!
As I said on my first day as your Commandant, my
commitment to you all is that we will remain focused
on organizing, training and equipping this command to
continue to provide world-class training, education and

Team DEOMI staﬀ members gather for a command photo July 24. The
educa on, training, and research services provided by DEOMI’s staﬀ
members in residence and by the Ins tute’s Mobile Training Teams to

human relations research
services to all our
students, customers, and
stakeholders. We must...
and we will... be prepared
to transform ourselves
by any means necessary
to meet the challenges of
the day. I look forward to
accomplishing this mission
together, with you.
I knew that I was
joining a top-notch
Colonel Reese Turner
organization, full of
professional military, DOD civilians, and contractor
personnel, responsible for the training and education of
DOD’s EO and EEO advocates, in addition to providing
cutting edge research, but I had no idea that I would have
to keep the pace of an Olympic athlete to keep up with the
DEOMI team! I want to thank everyone and applaud you
for your unyielding efforts for accomplishing the mission,
regardless of whatever situation we face. I am proud to
serve as your Commandant and I look forward to the
journey ahead. Now that I know the pace we operate at on
a daily basis, I will be headed out to a sporting goods store
this weekend to buy my first set of track shoes!

students, customers, and stakeholders all support readiness, which
is DEOMI’s guiding principle. Equal Opportunity = Mission Readiness.
Photo by Ma hew Jurgens.
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West Point graduate assumes command of DEOMI
Bryan Ripple
Public Affairs Officer
Defense Equal Opportunity Management Institute
Army Col. Morris “Reese” Turner, a 1988 West Point
graduate and Dayton, Ohio native assumed command
of DEOMI during a ceremony June 27. Army Lt. Gen.
Michael Linnington, Military Deputy to the Under
Secretary of Defense for Personnel and Readiness, presided
over the ceremony.
Col. Turner is the 15th military commandant to lead
the Defense Department’s Center of Excellence for human
relations education, training, and research. He graduated
from the United States Military Academy at West Point,
N.Y. in 1988 with a Bachelor of Science Degree in
Engineering and was commissioned a Field Artillery
Officer. He also earned a Master’s of Organizational
Management Degree from the University of Phoenix, Las
Vegas, Nev. in 1999 and a Master’s in National Security
and Strategic Studies degree from the Army War College,
Carlisle, Pa., in 2013.
“I cannot think of a better leader to carry DEOMI
further into the 21st century,” said Lt. Gen. Linnington.
While addressing the DEOMI staff, Col. Turner said,
“I’m not sure words can adequately capture the feelings
I’m having right now. Excited, proud, humbled—all true,
but seemingly inadequate, particularly considering as you
reflect on the story and history of this command. DEOMI
was birthed out of a time of great struggle in our country.
A command that for 43 years has stood watch and was
ready with one singular focus – to maximize organizational
cohesion and maintain the highest degree of readiness
while maintaining the DOD reputation as a place where all
individuals have infinite dignity and worth.”
Col. Turner redeployed to the United States in May
from a turbulent and challenging assignment in Iraq where

Dr. William T. Yates II, DEOMI Dean of Educa on, is recognized for his
service as Ac ng Director of DEOMI by Lt. Gen. Michael Linnington,
Military Deputy to the Under Secretary of Defense for Personnel and
Readiness. Photo by Ma hew Jurgens.
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Col. Reese Turner, DEOMI Commandant, receives the DEOMI flag from
Lt. Gen. Michael Linnington, Military Deputy to the Under Secretary of
Defense for Personnel and Readiness, signifying the honorable beginning
of Col. Turner’s leadership. Photo by Ma hew Jurgens.

he served at the Baghdad Embassy as the Chief of the
Army section for the Office of Security Cooperation-Iraq.
His 27-year career includes duties in key command and
staff positions in Germany, multiple assignments at Fort
Sill, Okla., Schofield Barracks, Hawaii, Nellis Air Force
Base in Las Vegas, Nev., Fort Bragg, N.C., Alexandria, Va.,
and Fort Knox, Ky. From June 2006 to June 2008, then
Lt. Col. Turner commanded the 3rd Battalion, 27th Field
Artillery Regiment, deploying rotational firing batteries
to Afghanistan in support of Joint Special Operations
Command for the entire two years.
Prior to the assumption of command ceremony, Dr.
William T. Yates II, DEOMI’s Dean of Education, was
honored for his service as DEOMI’s Acting Director
for the previous 13 months in the absence of a military
Commandant. Lt. Gen. Linnington said that Dr. Yates had
been nominated for the DOD Exceptional Civilian Service
Award as the citation to accompany the award nomination
was read. Dr. Yates now returns to his normal duties as Dean.
“Dr. Yates, Secretary Wright is particularly impressed
with the leadership you’ve provided DEOMI since you
became director in May 2013. You have done a truly
wonderful job here and we are grateful for your leadership
and service,” said Linnington.

Passing the torch: From stewardship to dynamism
It has been an honor for me to serve at DEOMI since
May 2013 as both acting Director (in the absence of a
military commandant) and Dean of EO/EEO Education.
Throughout the last year, the DEOMI leadership team–and
in fact–the entire DEOMI team–took to heart my initial
challenge that we be good stewards of the Institute–
to protect, preserve and move DEOMI forward. My
observation is that we have done that well. The following
is a list, although not all inclusive, of some of the major
highlights from May 2013 to June 2014.
Our Logistics team has been doing great work keeping
the Institute fiscally functional in a severely restricted
budgetary environment. Their contracting representatives
have provided superb service to our customers ensuring the
DEOMI Organizational Climate Survey (DEOCS) remains
contractually stable while incorporating various specialized
functions to provide an efficient, multi-functional, multilevel assessment-to-solution process for all DOD members.
See our story about DEOCS 4.0 beginning on Page 15.
DEOMI’s cross-agency collaboration between the

DOD Sexual Assault Prevention and Response Office
(SAPRO) continues to produce positive results for DOD.
On October 26, 2010, SAPRO and DEOMI formed a
Working Integrated Product Team to address several areas
for collaboration on SAPR. One area of collaboration was
the development, validation, and release of SAPR-focused
questions for inclusion on the DEOCS. The Defense Task
Force on Sexual Assault in the Military Services (DTFSAMS) recommended this collaboration in December
2009. This partnership continues to expand to include
training in all in-resident DEOMI courses, quarterly
DEOCS SAPR items, quarterly reports to both SAPRO
and all Services, and development of tools/products for the
Human Relations Performance Improvement System.
Our Staff Services team aided DEOMI leadership and
our base Civilian Personnel Office in ensuring accurate
information concerning government furloughs was
provided to our General Schedule civilian employees. Once
the furlough was over and upon congressional approval,
all monies lost from furlough days were reimbursed to
all affected GS civilian employees within one pay period.
The Staff Services team also launched and trained all
GS civilians within one pay period on the new electronic
timekeeping system ATAAPS, ridding DEOMI of the

The Honorable Jessica L. Wright, Under Secretary of Defense for
Personnel and Readiness, speaks with the students from DEOMI’s Equal
Opportunity Advisor Course, Class 14-2, April 15, 2014. Ms. Wright
talked with the students about how important their work as Equal

Opportunity Advisors is to suppor ng the readiness of the Department
of Defense, and spoke with them about her background. She also
answered several ques ons from the students on a wide variety of
topics. DEOMI photo by Army Sergeant Earl Sco III.

William T. Yates II, Ph.D.
Dean of Education
Defense Equal Opportunity Management Institute
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old antiquated hardcopy/paper method. As a result,
accountability and record of all attendance/leave hours
is more accurate and efficient, and allows more visibility
for our supervisors.
Our Curriculum and Instructional Standards Office
(CISO) team quickly implemented a revision to our
Equal Opportunity Advisor Course after an Office
of Diversity Management and Equal Opportunity
(ODMEO) and Service review and completed a redesign
of the Equal Opportunity Advisor Reserve Component
Course curriculum including development of seven
new online learning modules which should be all
completed by December. They have also designed and
developed seven human relations training templates and
are nearing completion of associated teaching plans for
Service ancillary training as requested by Personnel and
Readiness leadership in order to provide standardized
training across the Services and have made great
progress in the design and development of 10 new online
learning modules associated with our EEO Disability
Course with an estimated completion in November 2014.
The Air National Guard (ANG) conducted the
first-ever service-wide DEOMI Diversity Management
Climate Survey (DDMCS) during the 1st and 2nd
Quarters of FY14. The DDMCS is a confidential,
command-requested organization development
questionnaire that measures climate factors associated
with diversity and organizational effectiveness. The
survey consists of 50 core items and measures nine
factors that focus on perceptions of diversity and
diversity management. Perceptions of how you feel
about your organization are reported along a five-point
scale, from “Totally Agree” to “Totally Disagree.”
Overall, 150,000 DDMCS surveys were administered to
ANG personnel.
In April, we welcomed Under Secretary of Defense
for Personnel and Readiness, Jessica L. Wright, and her
Military Deputy, Army Lt. Gen. Michael Linnington,
as they visited the Institute along with a group of
professional staff members of the Senate Armed Services
Committee. Prior to that visit, Mr. Clarence Johnson,
Director of ODMEO accompanied a group of House
Armed Services Committee professional staff members
during a visit in January. Both these visits were integral
to a strategic understanding of how DEOMI provides
training to its students and the importance of the
information that is part of our curriculum.
Sadly, we also said goodbye to Mr. D. Michael
“Mickey” Collins in December during a special
memorial service. Mickey was once the Air Force’s
Manager of Executive Agency support for DEOMI
and his oversight of facility upgrade initiatives
directly contributed to securing $14 million in military
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Dr. William T. Yates II, Ac ng Director of DEOMI, presents a U.S. flag
to Dr. Ted Paynther in recogni on of more than 40 years of service
providing training to DEOMI students. Photo by SGT Earl Sco III.

construction funding to support the facility we enjoy
today. He was a driving force to ensure DEOMI would
be ready to fulfill its responsibility and mission well into
the future.
In May we welcomed Dr. Ted Paynther one last
time to participate in training for our EOA students.
After more than 40 years of traveling back and forth to
DEOMI from his home in Ohio to share the “John Gray”
experience, Ted has decided it’s time for him to retire.
We wish Ted and his family the best and thank him for
all he has done for DEOMI.
These accomplishments have advanced the
Institute’s reputation as a Center of Excellence for DOD
in the work we do. On June 27, 2014 Army Colonel
Reese Turner became the 15th military Commandant
at DEOMI. He brings his experience working at our
embassy in Baghdad, and the totality of his experiences
as a successful and progressive Army officer to the
helm at DEOMI. We now look forward to helping him
move DEOMI forward to greater accomplishments and
contributions.
Part of the dynamism I see is expanding the content
of the beginnings of the “Conversation on Race” to
include the other areas of diversity within which we
must work to solve issues and concerns. These may well
include gender equality in assignments such as combat
arms. We can expect that religious accommodation will
become more relevant in our educational efforts. Issues
of fuller inclusion must also be dealt with more adroitly:
It is not enough that we be “diverse;” true inclusion
means that when we look at the “table” around which

Dr. William T. Yates II, then Ac ng Director of DEOMI, recognizes Brig.
Gen. Nina Armagno for providing remarks as DEOMI’s guest speaker
at the gradua on ceremony for Equal Opportunity Advisor Course,
Class 13-3. Photo by Cory Long.

key decisions are made, that this “table” mirror more
fully the composition of our society. I have been in the
business of equity now for more than 40 years. We have
certainly seen positive changes, but that table’s members
are still more probably male and majority; the table
needs to be more diverse.
As I return to my primary duties as Dean, I see the
educational directorates working more synergistically
with our Research Directorate and CISO. My sense of it
is that information transformation between these entities
needs to be quicker and smoother. We must also look
at simulation, case studies, and avatar-driven scenarios
more than PowerPoint presentations as our primary
delivery mode. Our Small Group modality is unique
among DOD institutions, and must be preserved. But, we
are faced with continuing economic paucity within DOD.
It may be unreasonable in the future to expect that units
will be able to afford to send their students to DEOMI
for a 12-week residential course. Given that prospect,
we must be dynamic and aggressive in our search for
more efficacious delivery of our training, so that we can

optimize whatever time we have students in residence.
Given this, one of my personal goals is working to
develop a blueprint for DEOMI’s educational processes
for the next 5-10 years, for Col. Turner’s consideration,
and that of ODMEO and Personnel and Readiness. No
educational institution can remain static and relevant at
the same time.
I must compliment our instructors and staff, all of
whom have done a yeoman’s job of maintaining a robust
curriculum for our students during a very busy time, with
many priorities to address. Our trainers do an outstanding
job with the complex tasks of guiding their small groups
in their development as Equal Opportunity Advisors–that
means being responsible for 12-15 people becoming selfaware, interpersonally competent, and organizationally
effective in their new positions as EOAs.
Perhaps the most important aspect of DEOMI’s
future dynamism might be what we can do to contribute
to the necessary conversation about equity and inclusion.
Our graduates over the last 43 years have made
tremendous contributions, both within the DOD, and to
their communities as they go into other areas of life. It
pains me, however, that we are still having to discuss
some of the same issues we discussed when I was a
student in Defense Race Relations Institute Class 73-1,
from August–September 1973. At base, we as Americans
must still face fundamental issues of inclusion squarely,
with courage and conviction. That is what 40+ years
in this business have taught me most specifically.
Equity and inclusion are not a “destination,” but rather,
achieving both is a continuous journey. To my mind, the
journey always has been, and continues to be, worthy of
the effort. I recently announced that in December 2014, I
will retire from Federal service. It has been an honor for
me to serve DEOMI while on this journey. I cannot think
of a more noble cause and I thank all that have supported
the Institute throughout its 43-year history.

The Honorable Jessica L. Wright, Under Secretary
of Defense for Personnel and Readiness, middle,
pauses for a photo with DEOMI staﬀ members
including Marine Corps Master Sgt. Maria
Floren no, NCOIC of DEOMI’s Curriculum and
Instruc onal Standards Oﬃce, le , and Army
Master Sgt. Monica Ray, NCOIC of DEOMI’s
Research Directorate, right. Secretary Wright
visited DEOMI April 15, 2014. Photo by Bryan
Ripple.
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Defense Secretary Chuck Hagel signs the Human Goals Charter
during a ceremony at the Pentagon, April 28, 2014. The Human Goals
Charter is the cornerstone document governing the Department’s
treatment of people, as well as its diversity and equity programs. The

2014 Charter establishes 10 goals, one of which is to make military
and civilian service in the Department a model of equal opportunity
for all. The Charter was last signed in 1998 by then Secretary Cohen.
DOD photo by U.S. Marine Corps Sgt. Aaron Hostutler.

Hagel, Dempsey sign 2014 DOD Human Goals Charter
Amaani Lyle

sexual orientation or national origin.”
Achieving these goals not only makes the military
To reaffirm the Defense Department’s commitment to
stronger, but also helps to continue fulfilling the nation’s
diversity, inclusion and fairness, Defense Secretary Chuck
promise, Hagel said.
Hagel and Chairman of the Joint Chiefs of Staff Army Gen.
“Our democracy is imperfect -- all democracies are
Martin E. Dempsey signed the 2014 Department of Defense imperfect... But we’ve shown that we can change,” the
Human Goals Charter April 28.
secretary said. “We have to live the values we defend, and
The Pentagon ceremony, Hagel noted, marks an
America’s all-volunteer force is at its best when it reflects
important milestone in the Defense Department’s efforts
all the people of our nation.”
to ensure the organization remains a place of progress
Dempsey noted that 67 years ago in June, President
for service members and civilians. “Our most important
Harry S. Truman spoke about civil rights and human
resource is our people, [and] the values expressed in the
freedom, particularly the necessity for the federal
charter are as old as America itself,” Hagel said. “They’re at government to remain a friendly, vigilant defender of the
the core of DOD’s mission as well.”
rights and equalities of all Americans.
Hagel emphasized that ensuring all in the DOD have
“The DOD human goals charter we are resigning
the opportunity to succeed, excel and reach their full
today affirms that noble American conviction,” Dempsey
potential is critical. He expressed particular pride in charter said. “The virtues we celebrate today are the very fabric
language updates in recent years.
of our profession of arms. The quality, dignity and respect
“I’m proud that the language of the charter has been
comprise the cloth of our culture.”
updated to reflect the contributions of gay and lesbian
And the opportunity of service, Dempsey added, must
military personnel who now serve openly and proudly
reinforce what is best about America: a nation that he said
across America’s armed forces,” Hagel said. “We will
cannot afford attacks of prejudice or discrimination. “We
continue striving to make military service a model of equal must always show the way,” the chairman said.
opportunity for all regardless of race, color, sex, religion,
American Forces Press Service
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DOD Sexual Assault Prevention
and Response Office Director
visits DEOMI and Patrick AFB
Bryan Ripple
Public Affairs Officer
Defense Equal Opportunity Management Institute
Army Maj. Gen. Jeffrey J. Snow, Director of the
Department of Defense Sexual Assault Prevention and
Response Office (SAPRO), visited Patrick Air Force Base
April 10-11, to meet with sexual assault first responders and
others involved with the SAPR program at the 45th Space
Wing. During his visit he also spent time at the Defense
Equal Opportunity Management Institute (DEOMI)
learning more about the Institute’s education, training, and
research capabilities.
“I’m proud of the fact that I am part of a profession
that has a place like DEOMI where individuals can get
the skills that will make them more effective in the human
relations enterprise,” said Snow. “The programs and
courses available at DEOMI help leaders learn more about
themselves and more about their organizations by learning
how to understand others better.”
Each Service works to instill values that are consistent
with establishing an environment that values dignity
and respect in an organization. In order to enforce these
values, the general discussed the importance of bystander
intervention, which he described as being aware of your
environment and taking appropriate action if you see
or hear something that isn’t right. In some cases this
appropriate action may not be to confront the individual
directly, but to talk to someone else, whether it is a friend,
another leader in the organization, or somebody outside
of the organization. All personnel have a role to play in
preventing or responding to a sexual assault.
“When I think about stepping up to do the right thing,
I think about courage,” said Snow. “Social courage is
something that is critical to eradicating sexual assault.
When you walk by something you know is not right, and
you ignore it, then you have essentially contributed to
a standard that is not consistent with our values. Social
courage is having the guts to step up and stop it when an
individual sees inappropriate or illegal behavior. Social
courage is also showing empathy and support for those
being wrongfully mistreated regardless of the perceived or
real social costs.”
Leaders can make a difference in the fight against
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Maj. Gen. Jeﬀrey J. Snow
Director of the DOD SAPRO Oﬃce

sexual assault by setting the right standards and vigorously
enforcing those expectations. Specific examples include
treating all reports of sexual assault with the utmost
seriousness, protecting the privacy of survivors, allowing
survivors to take control of their means of recovery,
protecting victims from retaliation, and demonstrating
social courage regardless of the perceived cost.
The general discussed the fact that the DOD Sexual
Assault and Response system is victim focused. Some of
the recent changes to the program have come about as a
result of feedback from survivors of sexual assault. Over
the past two years, the Department has implemented a
number of program enhancements to improve its victim
response, to include professionally certifying Sexual
Assault Response Coordinators and SAPR Victim
Advocates, providing legal representation for victims
throughout the military justice process, and enhancing
oversight of a commander’s ability to instill a safe unit
climate.
“We have taken steps to raise the bar of sexual assault
victim advocacy in the DOD by ensuring that all sexual
assault victim advocates and response coordinators are
equipped to provide professional and informed advocacy
services,” said Snow. “This program is administered by the
National Organization for Victim Assistance and ensures
that our victim advocates and response coordinators meet
national certification standards. Victims can be confident

Army Maj. Gen. Jeﬀrey J. Snow, Director of the Defense Department’s
Sexual Assault Preven on and Response Oﬃce, and Dr. Nathan W.
Galbreath, Senior Execu ve Advisor to the oﬃce, brief the media on the

2014 annual Sexual Assault Report at the Pentagon, May 1, 2014. DOD
photo by U.S. Marine Corps Sgt. Aaron Hostutler

they have access to professional victim advocates and
will be treated with dignity and respect throughout their
recovery.”
Snow also spoke about recent enhancements to the
DEOMI Organizational Climate Survey (DEOCS) that is
used by commanders in all military Services to proactively
assess critical organizational climate dimensions that can
impact the organization’s readiness. Part IV of the DEOCS
is dedicated to the sexual assault prevention and response
climate within the unit. When administrated properly, the
survey can be an effective tool to identify where these behaviors
persist or are perceived to be tolerated giving commanders the
information they need to take corrective action.
“The changes made to the DEOCS will help us
eradicate sexual harassment and sexual assault in the
military,” said Snow. “We know that sexual assaults occur
in environments where crude and offensive behavior,
unwanted sexual attention, coercion, and harassment are
tolerated – and the DEOCS is a way for troops, whether
victims of sexual harassment or sexual assault, or as
bystanders that have observed inappropriate behavior in
the unit, to bring these issues to light in a confidential and
anonymous manner.”

Earlier this year, Secretary Hagel directed the
Secretaries of each Service to establish a special
victims’ advocacy program to provide legal advice and
representation to victims. As a result, the Department
created the Special Victims Counsel program which offers
legal consultation and representation to victims of sexual
assault throughout the justice process. So far, more than
185 attorneys are directly supporting victims across the
armed forces.
“I want every victim of this crime to know how the
SAPR program works and what actions they should take
if they experience a sexual assault,” he said. “I continue to
encourage victims to reach out to their SARCs and SAPR
VAs. They can help access support services as well as legal
representation, and ensure that victims understand reporting
options and are equipped to make an informed decision
throughout their journey of recovery.”
The Department has developed the DOD Safe Helpline,
an anonymous and confidential crisis intervention helpline
designed to provide a safe and secure system of support for
victims of sexual assault. You can reach this resource at
www.safehelpline.org or (877) 995-5247.
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DEOMI students
write about
“What Cultural
Heritage Means
to Them”
An Introduc on:
Equal Opportunity through Cultural Heritage
LCDR Leedjia Svec
DEOMI Research Scien st
Gazing at the sculpture of the David, modern day philosopher
Kwame Appiah states in Cosmopolitanism Ethics in a World of Strangers,
“I know that Michelangelo made a contribu on to the culture of the
world” (Appiah, 2006, pg. 126). In all corners of the globe there are
examples of cultural heritage: the Nok sculptures of Nigeria, the Hagia
Sophia in Istanbul, Turkey, and the Statue of Liberty in New York City,
United States. Cultural heritage is not just a physical en ty however; it
includes literature, poetry, music, song, and dance, as well as, prac ces
and tradi ons, such as going to the market or having tea. These objects,
buildings, monuments, and prac ces link the past with the present and
connect people and places. They belong to all of humanity.
Whether military members expand into new theatres of
engagement, or simply interact with fellow military members at home,
they encounter cultural objects and prac ces. The value of providing
equal opportunity to all people to celebrate their ethnic, military,
gender, or other cultural heritage cannot be underes mated.
In 2009, for example, U.S. forces expanded their camp in
Afghanistan without taking the local culture and landscape into account.
As a result, ancient but s ll u lized water systems were blocked oﬀ or
contaminated. The U.S. then had to pay repara ons and was not able to
work with the local popula on as intended.
The impact of cultural heritage mistakes is significant and harmful;
however there are also examples of military respect for cultural
heritage. For example, the recent coordina on between coali on
forces of the no-strike list for Lybia enabled the U.S. and the U.K. to
demonstrate respect for the cultural heritage of Italians and Libyans,
preserving significant structures of cultural value on the ground as well
as social rela onships between groups (L. Rush, personal conversa on,
Oct. 6, 2012.)
Individually, too, one will benefit from the equality of opportunity
to connect with other people based on cultural similari es and, at
the same me, to celebrate diﬀerences within and between cultures.
Cultural heritage preserva on and the protec on of cultural property at
home and abroad are cri cal to future opera ons.
The Defense Equal Opportunity Management Ins tute (DEOMI)
engages students’ awareness of cultural property through research and
educa on and recently hosted its first wri ng contest on the subject.
DEOMI staﬀ and students were invited to answer the ques on, “What
does cultural heritage mean to you?” in poem or essay format. Winners
received copies of the book The Monuments Men, and cultural heritage
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playing cards and calendars provided by the Combatant Command
(COCOM) Cultural Heritage Ac on Group, Fort Drum, N.Y. (h p://cchag.
org/). Essay contest winner Barbara Green noted that “I am grateful
you conducted the contest because it was very interes ng to see how
much my cultural background impacted me. I never really realized the
extent of the impact un l I began wri ng my essay, so I am grateful you
provided the opportunity for me to learn more about myself and how
cultural heritage aﬀected me in such a posi ve manner.”
As you will see in reading the winning submissions presented in
this issue of ReflecƟons magazine, cultural heritage is a personal point
of pride shared among people of various backgrounds. It is expressed
in diﬀerent customs and seen through diﬀerent objects. It is a common
thread in humanity, a treasure for the en re world. Cultural heritage is,
as Bokova, the Director-General of UNESCO states, “a driver and enabler
of sustainability … a source of meaning and belonging … a wellspring
of crea vity and innova on essen al for all socie es today.” It is also a
form of equal opportunity and diversity.
What Cultural Heritage Means to Me
Mrs. Barbara Green
Equal Opportunity Director, 673d Air Base Wing,
Joint Base Elmendorf-Richardson, Alaska
“What are you?” When I was a child, I found the question baffling.
I am a girl; I am human; I did not traverse the universe and land here
from Mars. Yet, by how often others asked me that question, I might
as well have responded that I was an alien. My mother is Korean and
my late father was Scotch-Irish, and both of their features blended
together really well to create me. Not quite Asian and not quite White,
a unique person in my own right, I am an Asian Caucasian. I never
knew how to answer, “What are you?” Thus, I turned it around and
asked, “Well, what are you?” Or, I would say, “Are you asking about my
background? If so, it is steeped in cultural heritage, and I am proud of the
diversity I grew up in.”

Mrs. Barbara Green was a Dean’s List graduate of DEOMI’s Equal
Opportunity Advisor Course, Class 14-1 on March 28, 2014. Photo by
Mr. Cory Long.

Cultural heritage significantly impacted
my life. I was raised by an Asian mother and a
White father, and thanks to my mother, I grew up
learning to respect my elders and to be kind and
thoughtful toward others. Thanks to my father
and my military upbringing, I became strong
and direct, and I respected and appreciated
the freedom he courageously fought for. My
childhood was rooted in ethnic cultural heritage
and organizational cultural heritage. I am biracial;
I am an Army brat; I am an amalgam of cultural
diversity and military tradition.
Throughout my life, I never understood why
some people thought I should choose. Are you
Asian or are you White? I am both. I embrace
my ethnicity, and I am exceedingly proud to be
culturally diverse. I was born in Seoul, Korea, the
same city where my mother was born, but at the
121st Evacuation Hospital on the Army post in
Yongsan. Since I was born in a foreign country, I
have a State Department certificate attesting that
I am a United States citizen because my father
was a citizen. From the moment I was born, my
culture was already defined by two races and by
Korean children partake in tradi onal Chuseok ac vi es. Chuseok is a major Korean holiday
one organization. My father did not retire from
the Army until I was an adult, so I spent my entire similar to the American Thanksgiving. It is an ancient tradi on with deep cultural roots and
holds a place of real significance for the Korean people. Courtesy photo via DVIDS.
youth as a traveling Army brat. My nomadic
childhood provided me with a vast education on many cultures, as we
with Elmendorf Air Force Base (now known as Joint Base Elmendorflived in foreign countries and different states, and it enabled me to
Richardson [JBER]), I became an Air Force employee. This was another
fully embrace diversity and appreciate many cultures.
cultural shift, as the Army and Air Force have distinctly different
My mother ensured I ate Korean food, and she taught me about
cultures.
Korean culture and tradition. My father was stationed in Korea during
Although I had collateral duty with the Army as a special
the time I was in high school, so I was able to travel around the
emphasis program manager for Asian-Pacific Islanders, I still did not
country of my mother’s ancestry. I relished being able to live in the
have enough training to fulfill the EO director requirements. A year
land of our birth. I toured temples, monuments, and markets. I roamed after JBER stood up to become a full-fledged joint base, my staff and I
the countryside observing how Koreans lived and worked, infinitely
were cut by Air Force higher headquarters, and I became a displaced
fascinated to learn more about part of my heritage. As an adult, I had
employee in need of a new home. Shortly thereafter, our installation
another opportunity to explore the countryside when I was stationed
underwent a Reduction-in-Force (RIF), and I was placed into the vacant
in Yongsan as an Army Audit Agency auditor. I grew to appreciate the
EO director position because RIF requires only minimal qualifications.
Korean work ethic and their generosity. Koreans open up their hearts
I am now in a job I never applied for, thus my statement that EO
and homes to those they befriend and lavish considerable attention
chose me, and I now consider it a good choice, which I can attribute
on them to make them feel welcome; they are gracious hosts.
to my Defense Equal Opportunity Management Institute (DEOMI)
My father ensured I ate American food, and he taught me what
training. Thanks to DEOMI, I have a better understanding of myself and
it meant to be an American. My grandfather was in the Army, and my
others around me, and I look forward to working in a challenging yet
father first served in the Air Force. A few years later, my father decided
richly rewarding field. My radar has been sharpened and fine-tuned,
to enlist in the Army so he could become a member of the Special
and my senses are considerably heightened. My EO acuity has been
Forces cadre, and he accomplished his goal. I spent most of my early
strengthened, and I pay attention to what is said and how it is being
years growing up in Okinawa, and I hardly saw my father since he
said more than I ever did before I became part of this class. Under SFC
spent most of his time in Thailand. Afterward, he served two tours in
Christian’s tutelage, I honed the art of paying attention to non-verbal
Vietnam and was awarded the Bronze Star with Valor. My father was
cues; my small group instructor taught me very well.
wounded in Vietnam, yet he never spoke about his injuries or his time
I am definitely more aware of delineating between acceptable
there; it was enough for him to serve his country, and he did not want
and unacceptable behavior, differentiating between right and
to dwell on the horrors of combat.
wrong, and carefully deliberating any decisions I make. I honed
My parents taught me to be strong. My mother lost both of her
my listening skills, and I also learned it does not matter if someone
parents in the Korean War, so she was on her own as a young teenager.
initially extended the hand of friendship only to abruptly pull it away.
She taught herself English, and she was ahead of her time and culture.
I have no control over the behavior of others; I can only control my
Rather than raise me to be the stereotypical Asian, deferential to a man,
own reaction. And more importantly, whatever I encounter, however
she emphasized the importance of getting a good education so I could
petty and immature it may be, I can and will rise above it. I attribute
take care of myself. My mother never wanted me to have to depend on
my attitude to everything I learned at DEOMI, which shaped me to
anyone. My father started military service when he was 17 years old,
become a better person and a better EO practitioner. Often, the best
and he taught me the importance of serving your country. My desire
lessons in life are the ones learned the hard way.
to serve as an Army civilian, and now an Air Force civilian, stemmed
I have always had a tough skin, yet DEOMI taught me to care
from the patriotism and selfless service my father instilled in me at a
more about doing what is right and just than about who may be
young age. I took it up a notch by marrying an Army soldier. Definitely a
mistreating me. My goal when I return to my duty station is to
blessed “Hooah” moment in my life, I love being an Army wife.
manage my office well and to help others. So, being mistreated was
I did not choose the equal opportunity (EO) field; EO chose me.
an invaluable experience for me because I will be more adept at
When the previous EO director retired in 2012, several of my peers
listening to those who come to our office with the perception of being
and some of the EO staff approached me about applying for the job. I
mistreated; I will be able to walk in their shoes.
resisted since I did not have the appropriate level of training and knew
So, how does this tie into cultural heritage? The link is that although
the EO job was challenging. I was an Army civilian for 19 years, and
race, sex, religion, national origin, and color are not qualifiers to become
because of joint basing, culminating in the merger of Fort Richardson
an effective EO practitioner, my cultural heritage will inevitably help me
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to become a proficient EO director. I grew up surrounded by blatant
racism, and I was taunted for being Asian. I will never forget the cruelty
of seeing people pull the corners of their eyes, which Asians interpret
to be a racial slur. And I will never forget being ostracized because I
was an Army brat while attending schools in an area with few military
dependents. My cultural heritage prepared me to become an effective
EO practitioner by virtue of what I contended with growing up and what
I learned from my ethnically diverse parents.
I am proud of my cultural heritage. I am at home with a plate
of meatloaf and mashed potatoes or a bowl of rice with a side of
kimchee. My eyes are my mother’s, and my nose and mouth are my
father’s. I do not deny any part of my heritage; I embrace both of my
cultures. And I was raised in a rich military heritage, a culture which
taught me loyalty, duty, respect, selfless service, honor, integrity,
and personal courage, as well as discipline and order. The Army is a
culturally diverse organization that enabled me to embrace diversity
at a young age.
What does cultural heritage mean to me? Cultural heritage is a
critical component of my being, and I am an example of our country
today. I am not defined by one culture; I am a blending of more than
one culture, which is representative of the United States of America.
I thank God I am an American, a citizen of a country entrenched with
diverse cultural heritage.
Now if you asked me what I am, my response would be, “A
strong woman with a diverse background and immensely proud of
my rich cultural heritage.” And then I would throw in a “Hooah,” in
recognition of my multi-generational and proud military background.
Consequently, cultural heritage is paramount to me. I fully embrace it
and appreciate it very much, and I plan to draw upon it in my capacity
as an EO practitioner.
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Chief Pe y Oﬃcer Kellen Mckinney-Forbes, Command Climate
Specialist, USS John C. Stennis, poses for a photo with Rear Admiral
Annie B. Andrews, Commander, Navy Recrui ng Command, during the
gradua on ceremony for Equal Opportunity Advisor Course, Class 14-1.
Photo by Mr. Cory Long.

Navy announces changes to its
equal opportunity program
NORFOLK, Va. (NNS) -- It ranges across a broad
spectrum, from initiation rituals such as tacking on
crows or field insignias, to off-color jokes about sexism
and racism, all the way to outright abuse or assault.
The offenders wear all types of collar devices;
senior enlisted marching junior service members down
a pier, forcing them to carry bags of human waste, or
seamen taping their peers to chairs or forcing them
down chutes.
These types of actions and attitudes create
physically and psychologically hostile climates that can
lead to criminal acts, and victims may feel as though
they have nowhere to turn for help. It’s a problem the
Navy is working hard to fix.
“We’re moving our focus to what we call the left
DEOMI Navy staﬀ and students from Equal Opportunity Advisor Course, Class
side of the continuum of harm,” said Rear Adm. Sean
14-2 pause for a photo shortly before gradua ng as the Navy’s latest group of
Command Climate Specialists. Photo by Bryan Ripple.
Buck, the Director of the Navy 21st Century Sailor
Office. “We’re looking at some of the underlying
directly to an individual to voice their problem,” said
behaviors, such as sexism, sexual harassment, bullying,
Senior Chief Yeoman George Wooten, a Command Climate
discrimination, that if condoned or tolerated and not
Specialist at Naval Service Training Command. Many
addressed, could embolden someone to move across the
command issues are brought to the surface in command
spectrum to the right side . . . which turns into a criminal
climate surveys and that’s when the concerns are addressed.
act.”
This year’s summit announced changes to the DEOCS
Each year, Command Climate Specialists (CCS),
and how they are processed. Sailors’ voices will be heard
formerly known as Equal Opportunity Advisors, meet at
louder than ever before.
the Annual Military Equal Opportunity (MEO) Training
“Congress, through the National Defense Authorization
Summit to discuss ways of improving command climate
Act, mandated enhanced commander accountability on
and reducing damaging behaviors and attitudes. This year’s command climate assessments,” said George Bradshaw, the
MEO Training Summit was held in April in Norfolk, Va.
director of Navy Sexual Harassment Prevention and Equal
“It’s an opportunity to bring together as many of the CCSs
Opportunity Office.
and CMEOs that are currently serving in their respective
DEOCS have previously only reached the commander
roles around the world, together in one forum to put out
of that particular command. Now, said Bradshaw, the
all the new updates, to train, and to allow them to build a
DEOCS will be sent to the regional commanders (ISICS),
network amongst themselves,” said Buck.
ensuring that each commander is held accountable for any
Command Climate Specialists and Commandcomplaints from his or her command. The results of the
Managed Equal Opportunity (CMEO) program managers
survey are also reported on the commander’s fitness report.
are experienced Sailors who have taken on the task of
“I think our [Sailors] will continue to see more engaged
determining the climate of each command, providing
leadership, more informed leadership, and I think they’re
training on equal opportunity issues, and ensuring that all
going to continue to feel more and more comfortable that
formal complaints and command issues are effectively
they’re working for a company, the U.S. Navy . . .where
addressed. The main way that CCSs and CMEOS
they feel as though they’re treated fairly and that they’re
determine a command’s climate is through annual surveys.
feeling like they’re treated with dignity and respect,” said
The Defense Equal Opportunity Management Institute
Buck.
(DEOMI) provides annual Organizational Climate Surveys
For more information on the Command-Managed
(DEOCS) that allow all Sailors to provide feedback on
Equal Opportunity Program and the 21st Century Sailor
command issues.
Office, visit http://www.public.navy.mil/bupers-npc/
“A lot of times, Sailors in general do not want to go
support/21st_Century_Sailor/equal_opportunity.
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DEOMI Organizational
Climate Survey enhancements
improve commander’s
opportunities to strengthen
readiness through awareness
Bryan Ripple
Public Affairs Officer
Defense Equal Opportunity Management Institute
More than 3.2 million Department of Defense (DOD)
and United States Coast Guard military and civilian
personnel have the opportunity to impact the readiness of
their organization using the newest release of the Defense
Equal Opportunity Management Institute’s Organizational
Climate Survey, DEOCS 4.0.
Since 2005, DEOCS usage has grown exponentially
across the DOD as a command climate assessment
tool and it continues to evolve to meet emerging
requirements throughout the Department. The DEOCS
has expanded to allow commanders to assess not
only issues of discrimination, but factors related to
organizational effectiveness. Moreover, the DEOCS
provides commanders a spectrum of metrics related
to human relations issues including factors such as
sexual harassment, sexual assault, hazing, operational
stress, and diversity management. Since January 2014,
the DOD and its entirety has transitioned to using
the DEOCS as its assessment climate tool. DEOMI
anticipates administering 3.8 million surveys this year

Current as of July 30, 2014

15

www.deomi.org

with a response rate of approximately 55 percent. In
addition, DEOMI now has a unique capability to
provide force-wide metrics and trend analysis to senior
leaders. The purpose of DEOCS has transitioned from
a command climate assessment tool into a force-wide
performance improvement system, placing specific
resources at the fingertips of commanders to proactively
address their human relations issues based on diagnosis
– a key component of accountability.
The DEOCS anonymously assesses perceptions of
organizational effectiveness, equal opportunity, equal
employment opportunity, fair treatment, and sexual assault
prevention and response. Several new factors have been
added, including favoritism, diversity management,
organizational processes, intention to stay, help-seeking
behaviors, exhaustion (burnout), demeaning behaviors,
and hazing. These factors help leaders receive a wellrounded picture of their organization by identifying
perceived attitudes and behaviors that could affect morale
and organizational performance. Released in January
2014, DEOCS 4.0 is a commander’s management tool
that allows military and civilian leaders to proactively
assess critical organizational climate dimensions that can
impact—positively or negatively— an organization’s

effectiveness. The DEOCS 4.0
enhancements resulted from DEOMI
working closely with each of the
Services to identify their emerging
requirements. The DEOCS represents
the first component of an overall
organizational climate assessment,
which should also include focus
groups, interviews with unit
members, and observations.
The DEOCS also includes a
section devoted to characterizing
an organization’s Sexual Assault
Prevention and Response (SAPR)
environment. The SAPR section
The DEOCS Assessment to Solu ons area on the DEOMI Resource Network (DRN) uses survey results
illuminates members’ views on
to help commanders or survey administrators transi on into the next stages of a comprehensive
their feelings of safety from sexual
climate assessment and oﬀers suppor ng resources and tools that can improve organiza onal
assault; chain of command support; eﬀec veness and the overall human rela ons climate.
awareness of SAPR resources;
summary of all responses to each item listed by factor,
perception of whether or not the chain of command
providing commanders with a more detailed account of
would take appropriate actions to address an Unrestricted
response patterns.
Report of sexual assault; and the social and professional
The newly-developed recommendations area of the
environment envisioned following a sexual assault report.
The new SAPR questions meet legislative and Secretary of DEOCS report now includes linkage to an “Assessment
to Solutions” area in the DEOMI Resource Network
Defense requirements to assess the command for purposes
(DRN) on DEOMI’s website, www.deomi.org. This major
of preventing and responding to sexual assaults. This
improvement uses survey results to help commanders or
critical information will inform commanders, the Services,
survey administrators transition into the next stages of a
and decision makers on the current status of SAPR climate
comprehensive climate assessment, and offers supporting
within commands and across the DOD.
resources and tools that can improve organizational
Recent Defense Department directives also ensure
effectiveness and the overall human relations climate. An
that every command conducts climate assessments more
average of 140,000 products are downloaded from the
frequently. Military commanders are now required to
DRN annually. It is anticipated with the assessment to
conduct a climate assessment within 120 days after
solutions linkage this number will expand significantly.
assuming command and at least annually thereafter. This
Automated DEOCS 4.0 reports are generated
requirement ensures that leaders are apprised of members’
within 72 hours of completion of the online survey. The
perceptions of how leaders respond to incidents of sexual
report identifies whether the unit scores below average,
harassment and sexual assault in their units. To further
bolster leadership accountability for climates of dignity and average, or above average in comparison to their
respect, the results of climate surveys will now be provided respective service by factor.
“DEOMI continues to develop tools for commanders
to the next senior commander in the chain of command.
This mechanism provides higher echelon commanders with to help them address all aspects of their total climate
assessment,” said Ms. Rebecca Marcum, Director of
direct knowledge of their subordinate commands’ DEOCS
DEOMI’s Technology Development and Clearinghouse
climate assessment results. With increased emphasis on
Management Branch.
accountability and awareness, commanders are more
DEOMI also offers a senior consultation service for all
compelled than ever to address command climate issues
DEOCS surveys conducted by organizations led by Flag
within their units.
officers or SES civilians. The consultation can include an
The DEOCS report has expanded to include an
executive summary of DEOCS reports and/or telephonic
Executive Review section that provides an overview,
out briefs. DEOMI anticipates providing more than 700
highlighting the report’s three highest and three lowest
senior consultations in FY14. The Institute also provides
factor averages. The results of each DEOCS are compared
specialized analysis and reports to the respective Service
to service-wide norms. Unit averages that fall within the
headquarters EO offices as part of its DOD-wide support
service average range are color-coded blue, while those
role. For more information, contact support@deocs.net.
falling below or above this range are respectively colorcoded red and green. Additionally, the report includes a
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Sexual Assault Prevention Chief
Wants to Build on Progress
Army Sgt. 1st Class Tyrone C. Marshall Jr.
American Forces Press Service
WASHINGTON, May 2, 2014 – Despite headway regarding
victims reporting sexual assault, the Defense Department is not
content with its progress, the Director of the DOD Sexual Assault
Prevention Office said yesterday.
Army Maj. Gen. Jeffrey J. Snow, joined by Defense
Secretary Chuck Hagel and Dr. Nathan Galbreath, senior
executive advisor to Snow’s office, discussed the latest annual
report during a Pentagon news conference.
“While we see indications that our efforts over the last year
and a half are having an impact, it does not mean that we are
satisfied with our progress,” Snow said. “We will continue to
encourage greater reporting while reducing the occurrence of this
crime by improving our prevention measures.”
The general reminded reporters, as Hagel did, that sexual
assault is an underreported crime, so the department took steps to
increase victims’ confidence in the response system.
“The department takes action in every case where it has
jurisdiction and sufficient evidence to do so,” Snow said.
“This year, commanders had sufficient evidence to take
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disciplinary actions against 73 percent of alleged offenders.” This
is up from 66 percent from the prior year, he added.
Discussing details of the congressionally mandated annual
report, Snow noted that this year’s report was organized by the
five lines of effort approved in Hagel’s strategic plan last year:
prevention, investigation, accountability, advocacy, and victim
assistance and assessment.
“In the report, we have detailed the policy and program
enhancements made in [fiscal year 2013] to prevent and respond
to the crime,” he said, highlighting three of the efforts.
“We created the special victims counsel program,” he said.
This offers legal consultation and representation to victims of
sexual assault throughout the justice process, with more than 185
attorneys directly supporting victims, Snow said.
Additionally, Snow said, new methods of assessing the
performance of military commanders and enlisted leaders in
establishing command climates of dignity and respect were
enacted through a system of unit surveys and performance
evaluations.
The general’s third example of “numerous” efforts detailed
in the report was that each of the Services has fielded a special
victim capability. “This is a program designed to improve

collaboration between specially
trained investigators, prosecutors
and legal personnel who respond to
allegations of sexual assault, child
abuse and domestic violence,” the
general explained.
“This capability improves
our ability to identify evidence,
support victims, and hold offenders
appropriately accountable,” he
added.
Snow said the department’s
assessment of increased willingness
of victims to report the crime of
sexual assault is supported by
an additional metric showing an
increase in reports of incidents
occurring prior to military service.
“Ten percent of reports made this
year were for incidents of sexual
assault that occurred prior to
military service,” he said. “This
Defense Chuck Hagel observes a training class on sexual assault preven on and response for recruits as he
figure has never exceeded 4
visits Naval Sta on Great Lakes near Waukegan, Ill., May 6, 2014. Hagel also addressed the class and took
percent.”
ques ons from recruits during his visit. DOD photo by Glenn Fawce .
The percentage of alleged
victim confidence.
sexual assault offenders receiving
Galbreath said he believes the increased reporting reflects
some kind of disciplinary action has been growing each year,
the department’s “seriousness in looking at this crime.” What
Snow said. “We believe this reflects an investment in the training
was discovered, he said, is that because of the underreporting of
of our investigators and prosecutors,” he added.
sexual assault, commanders rarely saw these events out in the
The bottom line, he said, is that commanders are taking
field.
allegations of sexual assault very seriously and are holding
“Few of them really knew the counterintuitive nature of this
offenders appropriately accountable.
crime and how offenders worked,” Galbreath said. “We’ve been
Snow said prevention is the best way to stop sexual assault,
working very, very hard to educate them, and also our criminal
and he pointed to the Hagel’s updated sexual assault prevention
investigators and our attorneys that work these crimes.”
strategy designed to institutionalize a comprehensive approach
“We believe that what you see is a return on our investment
across the department. “Using this strategy,” he said, “we will
-- that people are smarter about how sex offenders behave,” he
intensify our efforts at every level of military society to prevent
said. “They’re no longer buying into the rape myths that are
this crime.”
common in our society. And this is a direct reflection on our
The general discussed directives designed to enhance DOD
sexual assault programs, such as promoting healthy relationships, training and investment.”
In elaboration he provided to American Forces Press Service,
evaluating commander training, reviewing alcohol policies,
Snow explained how, under the direction of the Hagel and
increasing male reporting and an online forum to share resources
Congress, the department’s response system is fundamentally
and innovation.
different from the system that existed two years ago.
Snow said the department is “encouraged” by the increase in
“We have constructed a system of checks and balances,” he
reports, which he said reflects senior-leader focus and improved
said, enhancing the department’s capabilities with professionally
certified victim advocates and specially-trained investigators and
prosecutors.
“Senior leaders have put the full weight of the department
towards implementation of the more than 60 provisions of law
since [fiscal year 2012],” said the general added.
He noted that the current National Defense Authorization
Act has provided the most sweeping reform to the Uniform Code
of Military Justice since 1968, and that DOD continues to work
toward being a national leader on sexual assault prevention and
response.

“We welcome continued collaboration with leaders in
Congress,” Snow said.
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Nation celebrates 50th
anniversary of the Civil
Rights Act of 1964
Bryan Ripple
Public Affairs Officer
Defense Equal Opportunity Management Institute
Have you ever put thought into the question “What
if “We the people” didn’t include you?” Imagine that you
weren’t allowed to apply for the job you want: a position
for which you have the knowledge, skills, abilities, or a
higher education degree. What if this job was legally off
limits to you, and if you tried to protest, you could be
ridiculed, arrested, or worse?
Prior to 1964, these barriers to employment were a
reality for millions of people across the United States,
holding back entire communities of people who could not
find appropriate work at decent wages.
This July marked the 50th anniversary of the Civil
Rights Act of 1964. This landmark legislation prohibits
employment discrimination based on race, color, religion,
sex, and national origin. By its enactment, the idea of
equality was more deeply embedded in United States
public law.
On July 2, 1964, President Lyndon Johnson signed the
act, widely recognized as the crowning achievement of a
revolution in U.S. race relations that evolved into many
facets of domestic and international relations. Just one year
earlier, President John F. Kennedy had proposed a more
moderate civil rights bill, which was nevertheless the most
far-reaching piece of civil rights legislation proposed in
88 years. When President Johnson signed the Act into law,
he said that “The purpose of the law is simple. It does not
restrict the freedom of any American, so long as he respects
the rights of others.”
Since 1964, thousands of cases have been litigated
under Title VII of the Civil Right Act. As a variety of
grassroots organizations, lawyers, administrators in the
Equal Employment Opportunity Commission (EEOC), and
judges have worked to implement the law, they have found
different opportunities and constraints. In fact, the EEOC
was created by Title VII.
The act was a major turning point in U.S. history. It
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moved toward ending the Jim Crow laws that had been
in place across many areas of the U.S. for years, and
paved the way for future reform legislation. But while
the purpose of the law might have been simple, the act
itself was not. As one of the most ambitious pieces of civil
rights legislation since the Reconstruction era, it addressed
inequality in many different areas of American life. It
prohibited employment discrimination on the basis of race,
color, religion, sex or national origin in many businesses. It
called for the desegregation of public schools. It outlawed
segregation in hotels, theaters, restaurants, and many
other public spaces. It eliminated the discriminatory use
of voter registration requirements. The act, together with
the Voting Rights Act of 1965 and the Fair Housing Act of
1968, transformed American law and society by outlawing
discrimination in the
workplace, in the voting
booth, and in housing.
The Civil Rights
Act of 1964 had two
main provisions — a
ban on discrimination
on the basis of race,
color, religion, sex and
national origin in public
accommodations such
as restaurants, hotels,
theaters and retail stores
(Title II), and a ban
on discrimination in
the hiring, promotion
and firing of workers
(Title VII). Before this
act, employers and
the owners of private
establishments enjoyed
the implicit approval of
the federal government
when they denied certain
A typical help-wanted ad prior to the
groups the privileges
Civil Rights Act of 1964.

enjoyed by white men. During
World War II, in some parts of the
South, restaurant owners served
meals to German prisoners of war
who were being transported in
the custody of American military
officials but refused service to
the black GIs who guarded those
prisoners. Until 1964, employers
routinely ran ads for job openings
that said “no Negroes” or “no
women” need apply. Many people
of color, regardless of their formal
education, could not aspire to
high-paying jobs in law, business
or education. African-Americans
and Mexican-Americans remained
limited to the most dangerous
and disagreeable jobs in certain
industries and excluded from
President Lyndon B. Johnson signs the Civil Rights Act into law on July 2, 1964. Among the guests behind
whole categories of employment. him are Reverend, Dr. Mar n Luther King Jr. Photo courtesy of the LBJ Presiden al Library.
White women inhabited a “pink
collar ghetto” composed of elementary school teachers,
rules continued to work against the interests of job-seekers
nurses and secretaries and other clerical workers.
who weren’t white males. In 1974, the understaffed and
In the months following the assassination of President
underfunded EEOC struggled under the weight of 57,000
John F. Kennedy, Johnson committed his impressive
complaints of discrimination in the workplace.
legislative ability to bringing to a vote a bill that Kennedy
In the years that followed, LBJ passed the Voting
had proposed in the summer of 1963. Johnson enlisted
Rights Act of 1965 and the Fair Housing Act of 1968.
civil rights activists, journalists and other allies, and he
Together, this trio of laws would ban discrimination based
personally coaxed, intimidated, threatened and pleaded
on race, color, sex, religion, or national origin.
with members of Congress, Democrats and Republicans
Today, some people recognize what they call a
alike. He believed that, as chief executive, he need not
“colorblind” society — one with a level playing field for all
apologize for his commitment to legislation that would
workers and voters. Yet the corrosive effects of centuries of
make the U.S. a more fair and just society: “Well, what the
slavery, discrimination and segregation remain very much
hell’s the presidency for?” he demanded to know.
in evidence, with high rates of concentrated poverty among
Yet Johnson’s moral convictions, combined with his
minority populations. For many Americans, the place
strong-armed tactics, do not fully account for the passage
where they live is a signifier of the rights they enjoy, with
of the Civil Rights Act of 1964. The president and other
poor people lacking access to quality public education, safe
white Americans were moved by the courage of civil
neighborhoods and decent health care.
rights activists throughout the South — men, women and
Johnson’s bold determination demonstrated what
children who suffered beatings at the hands of angry mobs, a chief executive could accomplish, with the right
the full force of water cannons deployed by local police
combination of moral outrage and legislative armand even murder by KKK members and other vigilantes
twisting. And finally, we are reminded that throughout
and domestic terrorists. Freedom Riders, participants in
American history the federal government, even with its
lunch counter sit-ins and peaceful demonstrators, prodded
legislative imperfections, has initiated some of the most
Kennedy, and then Johnson and Congress, to act.
significant measures promoting fairness and justice —
The effects of the 1964 act were uneven. Wellthe destruction of slavery, the enfranchisement of former
educated people of color and white women were arguably
slaves and women, the elimination of universal poverty
the most immediate and obvious beneficiaries of the new
among the elderly and the outlawing of egregious forms
law. Between 1960 and 1980, the percentage of black
of discrimination in the workplace, in voting and in
women in clerical work tripled, and women of all races
housing. The 50th anniversary of the Civil Rights Act of
had greater access to jobs such as truck driving and coal
1964 is without a doubt a cause for celebration among all
mining, which were previously all-male positions. Still,
Americans.
employers continued to assign blacks and other minorities
to unskilled jobs, and union seniority and apprenticeship
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DEOMI COMMAND SUPPORT OF STEM: Members of
DEOMI’s Command Leadership Team pose for a photo with DEOMI’s 2014
STEM students. From le to right: Jonathan Peritz from Coral Springs
Charter School; Erica Weber, University of Florida College of Engineering;

Chelsea LeNoble, Florida Ins tute of Technology; LCDR Leedjia Svec,
Ph.D., STEM Coordinator; Colonel Reese Turner, Commandant; William T.
Yates II, Ph.D., Dean of Educ on; Chief Master Sgt. Carmia D. Bell, Senior
Enlisted Advisor; and James Adaryukov, Satellite Beach High School.

Supporting STEM at DEOMI
LCDR Leedjia Svec, Ph.D.
Senior Scientist
Defense Equal Opportunity Management Institute
From the first computers to the Code Talkers, to
3-D printing, the U.S. military utilizes diversity and
developments in Science, Technology, Engineering, and
Math (STEM) to facilitate national and economic security.
The National Science Foundation notes that STEM
generates more than 50 percent of the Gross Domestic
Product, for example (2004). Whether analyzing data or
designing electrical systems, STEM professionals and
their support teams are in demand, yet the U.S. is facing
significant challenges with regard to STEM. The Office of
Naval Research (ONR) noted in 2012 that 30 percent of the
current Department of Defense (DOD) STEM workforce
will be retired by 2020 and there is a void of STEM
professionals to take their place.
DEOMI rose to the challenge by engaging in its first
student STEM program this summer. DEOMI hosted high
school and college interns via ONR STEM programs. The
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Naval Research Engineering Internship Program (NREIP)
serves college students, while the Science and Engineering
Apprentice Program (SEAP) serves high school students.
During 8-10 weeks of the summer, students are paid by
ONR to assist in research, while learning about STEM at
DOD installations throughout the country.
DEOMI is honored to be one of those labs facilitating
students in STEM. Student projects range in both the
nature of the project and the department in which they are
hosted. Within the Curriculum and Instructional Standards
Office for example, intern Chelsea LeNoble performed
critical analysis and evaluation of research associated with
21st century technologies that can potentially support
Equal Opportunity and Equal Employment Opportunity
occupational training for the DOD. Intern mentor Dr.
Robert Carrigan believes that “science-based insight into
serious game initiatives for online learning, virtual learning
environments, virtual role playing, and social media/social
networking will catapult DEOMI occupational training
into the future to better meet the instructional needs of
global customers and clients.” Within the Leadership Team

Awareness Seminar, intern Catherine Dodson used STEM
to create and test materials that facilitate diversity and
inclusion skills in senior leaders. Dodson noted, “From
the moment I walked through the doors of DEOMI, I was
welcomed with friendliness and support by all kinds. The
diversity and inclusive atmosphere that permeate DEOMI
are evidenced in all that they do. This includes the STEM
program, which has emphasized not only diversity in
thought, but diversity in background.”
Other departments include research, operations, and
equal employment opportunity (EEO), where students
engaged in data analysis and process improvement.
DEOMI greatly benefitted from the academic expertise
and innovative ideas brought by the interns, while they
capitalized on the experience that included working
projects, weekly lunch and learn lectures, and field trips.
At the weekly lunch and learn, local guest speakers from
DEOMI, the Air Force Technical Applications Center,
and Eastern Florida State College volunteered to share
their knowledge on topics ranging from personality in
the workplace to ballistic missile monitoring, while
field trips generously hosted by Kennedy Space Center,
Florida Institute of Technology, and the Naval Ordinance
Test Unit gave the students a wide range of exposure to
scientific and military operations. LeNoble says of the
program, “In the first few weeks, I realized just how
much this program, and DEOMI in particular, stand out in
their persistent dedication to STEM domains and general
scientific excellence. I am constantly presented with
novel information from passionate military and civilian
researchers, opportunities to contribute to the mission using
my graduate coursework, and invaluable exposure to truly
critical issues that will undoubtedly help to shape my future

career path. This is the most enthusiastic I have felt about
STEM.”
Other STEM interns working at DEOMI this summer
included Erica Weber, a student at the University of Florida
College of Engineering who conducted an evaluation of
software platforms available at the Dr. Richard Oliver
Hope Center for Human Relations Simulation Lab;
James Adaryukov, a Satellite High School senior, who
conducted a study comparison of Defense Agency Statistics
(CODAS), while analyzing a compilation of MD-715 data
into an easy-to-read format, and Jonathan Peritz, a student
at Coral Springs Charter School, who analyzed cultural
heritage data and created a scheduling solution called
“Multipurpose Efficiently Engineered Tabling Outcomes”
(MEETO), which allowed 100 people to meet each other
person in the group, but never meet the same person twice
in a defined and limited amount of time. Student James
Adaryukov says of the program, “I think it’s wonderful that
DEOMI has taken the time and effort to adopt this program.
It allows more young adults to have the experience of a
real-world career and showcases the importance of STEM
in today’s society. STEM got America to where it is today,
and STEM is what will get it to tomorrow.”
As a student of STEM, past mentor, and now a STEM
coordinator, I can attest to the transformative power
that these opportunities provide both personally and
professionally. I would not be in the military myself if it
were not for these programs, the institutions, and the people
who support them. It is important to encourage all students
in their pursuit of STEM, whether physical sciences,
engineering, or social sciences. Supporting STEM is a gift
that everyone can give and that everyone benefits from.

DEOMI STEM interns, mentors, friends, and family members gather for
a group photo a er the students each delivered a presenta on about

their individual research and accomplishments during their me spent
at DEOMI this summer. DEOMI Photo by SFC Jennifer Harper.

(321) 494-6208 22

An illustra on depic ng the beau ful DEOMI campus on Patrick Air Force Base, Fla. In the past 43
years, DEOMI and its predecessor, the Defense Race Rela ons Ins tute (DRRI) has provided training,
educa on, and research services to more than 43,000 students from across the Department of
Defense and other federal government agencies. DEOMI Illustra on by Mr. Peter Hemmer.

