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The mission of the Defense 
Equal	Opportunity	Management	
Institute	is	to	enhance	mission	
readiness	from	development	
through	delivery	of	world-

class	human	relations	education,	training,	and	
innovative	solutions	for	our	customers.

Farewell to Ms. Beverley Lewis
Thousands	of	students	have	utilized	the	Claiborne	Douglass	Haughton	Jr.	Research	Library	at	the	Defense	
Equal	Opportunity	Management	Institute	over	the	years.	Many	of	them	had	the	pleasure	of	working	with	
Ms.	Beverley	Lewis	of	the	DEOMI	Library	staff	while	conducting	research	to	support	their	work.	Ms.	Lewis	
will	retire	effective	Sep.	27,	2013	with	33	years	and	three	months	of	federal	service.	She	will	be	missed.	
DEOMI	photo	by	SGT	Earl	Scott.	“A	well-stocked,	well-staffed	library	is	like	a	gardener	who	plants	books,	
knowledge,	and	dreams	and	grows	readers,	learners,	and	do-ers.”	-	Laura	Purdie	Salas
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On the cover:	Hu	Jintao,	former	President	
of	China,	said,	“Diversity	in	the	world	is	a	basic	
characteristic	of	human	society,	and	also	the	key	
condition	for	a	lively	and	dynamic	world	we	see	
today.”	The	world	is	indeed	lively,	dynamic,	and	
diverse,	but	what	does	it	mean,	“to	see”?	Does	
everyone	see	this	world	and	the	diversity	in	it	the	
same	way?	Can	we	influence	our	process	of	seeing	
to	change	how	or	what	we	see?	Science	holds	the	
answers	to	these	questions.	
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We’re on a Journey of Stewardship at DEOMI
By Dr. William T. Yates II 
Acting Director and Dean of EO/EEO Education 
Defense Equal Opportunity Management Institute

Dr.	William	T.	Yates	II

Since May 14, 2013, I have been privileged to 
serve DEOMI as both the Acting Director, in the 
absence of a military commandant, and also in my 
primary role as the Dean of EO/EEO Education. In 
this regard, we as an organization have been and 
are moving forward to ensure the continuity of our 
contributions to DOD and its mission. Our work is 
evolutionary, considering as it does the changing 
demographics of the nation, the continuing challenges 
of ameliorating sexual harassment and eliminating 
sexual assault, and working toward the goal of 
diversity and inclusion throughout our forces, and our 
mission. I continue to be impressed and inspired by 
the energy, intelligence and passion DEOMI personnel 
bring to their various roles in our work. Our people 
are innovative, inquisitive, and “action-oriented” in 
solving the challenges of providing our educational 
offerings and research in a climate of continuing 
economic paucity; they continuously do “more with 
less,” and meet continuing challenges daily.

I have asked our faculty, staff and all DEOMI 
employees to join me in a “journey of stewardship,” as 
we work together to ensure that the Institute continues 
to thrive. It is not “about” us—rather, it is “about the 
Institute, its mission, and its continuing contribution to 
DOD and our nation.”

I am fortunate to have a perspective on equity 
and inclusion wrought by nearly 40 years of total 
experience in these areas. My background in these 
areas began as a graduate of Defense Race Relations 
Institute, Class 73-1 in September 1972, followed by 
17 years of a 21-year Air Force career spent in Social 
Actions, then followed by various positions in these 
areas up to the present time. Based on this, I can 
say unequivocally that EO/EEO and Diversity and 
Inclusion are key components of mission readiness 
and national success. We have never in our national 

“I continue to be impressed and in-
spired by the energy, intelligence and 

passion DEOMI personnel bring to 
their various roles in our work.”

history been able to 
miss-utilize knowledge, 
skills and ability. This 
is truer today than 
ever, with declining 
resources, and the 
expanding mission 
imperatives of possible 
force projection to 
other parts of the 
globe. Cross-cultural 
competency is a key 
component of mission 
readiness, as our developing research indicates a 
connection between this competence and increasing 
the possibility of personnel survivability in diverse 
settings.

DEOMI’s educational offerings are continuously 
evolving as we strive to make our material and 
courseware more readily available through Advanced 
Distributed Learning (ADL).  We are also working to 
develop simulations that more actively involve our 
students in solving diversity and inclusion problem 
sets. I predict that in the future, many of our products 
may be more interactive and case-study-driven, vice 
through PowerPoint presentations in auditoriums. 
This modality is now being utilized more frequently 
in adult education, and provides greater immersive 
educational experience. Whatever we do, I also 
predict that DEOMI’s small-group experiences and 
environment will continue to be unique in its ability 
to change hearts, minds and attitudes, and in the 
preparation of EOAs and other diversity professionals 
who are attuned to themselves and their environments 
as they do this important work.

Ultimately, it seems to me that what we would 
hope to do is contribute to our military and civilian 
team members being “trans-cultural” – able to work 
transparently with and through various cultures. If we can 
reach this goal, then our effectiveness will be increased.

We at DEOMI strive every day to ensure that we 
“walk the talk” with regard to how we treat each other. 
I am encouraged that DEOMI personnel take seriously 
this challenge, and work to achieve this objective. 
My personal goal as well is to make DEOMI a place 
where people want to come to work; to maximize their 
contribution to the Institute’s success.  Accomplishing 
this goal is important.
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The Science of 
Diversity and 
its influence 
on Equal 
Opportunity

Hu Jintao, former President of China, said, 
“Diversity in the world is a basic characteristic of 
human society, and also the key condition for a lively 
and dynamic world we see today.” The world is indeed 
lively, dynamic, and diverse, but what does it mean, 
to see? Does everyone see this world and the diversity 
in it the same way? Can we influence our process of 
seeing to change how or what we see? Science holds 
the answers to these questions. To perceive, is to make 
meaning out of physical stimuli. Not everyone can, or 
will, interpret these sensations the same way. Everyone 
can, however, influence our process of seeing, and 
change how and what we see, ultimately increasing or 
decreasing equal opportunity. This article will embark 
on a journey from basic vision to research that reveals 
how diversity can be discovered scientifically. In the 
footsteps of great vision scientists such as Goldstein, 
Webster, Mizokami, Adams, Shimojo, Caladara, and 
Sporer, we start with the visual process.

The process of vision is a dynamic system that 
requires three elements: light illuminating our physical 
environment, an organ for receiving light (the eye), 
and an organ to process the light that was received (the 
brain; Goldstein, 2009). This occurs so quickly, we do 
not realize all the processing that is taking place. (See 
Figure 1 on the next page.)

LCDR Leedjia Svec
Senior Scientist, Basic and Applied Research
Defense Equal Opportunity Management Institute

Light is a form of energy that ranges in wavelength 
measured in nanometers from short to long (Palmer, 
2002). Within the eye are layers of different cells 
devoted to processing incoming light energy (called 
transduction) and the stimuli that reflects light 
(Goldstein, 2009). Take a look around you – there are 
lines, circles, edges, colors, faces, textures, so many 
things to take in. Your eyes and brain contain different 
cells that are devoted to processing these different 
stimuli. As you view a scene, your eyes take in the 
physical nature of the stimuli, your brain breaks apart 
all the details at different levels, and then sums them 
back together (Palmer, 2002). This system is truly 
amazing, but it is not perfect.

The imperfection of the eye and brain system is 
in the reinterpretation of physical stimuli. Examine 
Figure 2 on Page 4). Squares A and B look very 
different, right?

Most perceive that there is no way they could be 
the same color. The truth is they are the exact same 
color! Although they are the same physical stimulus, 
our knowledge of shadows influences neural firing. 
What the brain expects to see, it will see, even if it 
is technically inaccurate. Find it hard to believe? 
Examine Figure 3 on Page 4. These are squares A and 
B. Without the context, they appear as they are, the 
same exact color.

What does this knowledge have to do with 
diversity? Plenty! Using the visual system as a tool, 
the field of psychophysics manipulates vision to 
determine where, when, why, and how we see what 
we see. By understanding the stimuli we see (physics) 
and the visual system’s method for seeing (the brain), 
scientists can systematically tap into the cells behind 
empathy, perception of race, behavior, and more. 
Science allows an understanding of diversity that 
impacts how we learn, think of ourselves, and think 
of others. Knowing how we see diversity allows 
institutes such as DEOMI to facilitate environments 
that support equal opportunity. 
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The science 
of diversity and 
psychophysics affords 
understanding of human 
behaviors such as empathy, 
recognizing faces, and 
adaption. We begin our 
journey to understand 
empathy with the nervous 
system’s most basic unit 
of response, the neuron. 
Neurons are a type of 
cell that communicates 
electrochemically, 
conveying information 
as it “fires” a signal 
(Goldstein, 2009). 
Different types of neurons 
communicate different 
information. There are 
neurons that only take information to the brain, 
neurons that only take information away from the 
brain, and neurons that transmit information within 
the brain. This information is what causes us to react 
quickly when we touch a hot stove, or feel happy 
when we reach a goal. 

There is a very particular type of neuron called 
the mirror neuron (see the illustration in Figure 4 on 
Page 5). Mirror neurons fire not when we engage in 
a particular activity, but when someone else engages 
in a particular activity (Goldstein, 2009). The more 
connected with that activity and that person you are 
watching, the greater your mirror neurons will fire. 
Mirror neurons explain empathy, the ability to feel for 
someone else, in this case, literally. It is believed that 

mirror neurons are the building blocks of other human 
behaviors and abilities, such as language, helping 
behavior, and reading the intentions of a person 
(Goldstein, 2009). In a world where hostilities run 
high, it is possible that mirror neurons are not working 
properly, or that people are not getting enough visual 
contact to enable their mirror neurons to fire.

One of the best management techniques is 
“Management by Walking Around.” This is no 

Figure	1,	the	dynamic	visual	system.

Figure	2,	Squares	A	and	B	look	different.	Illustration	by	Edward	H.	Adelson

surprise, when you consider the mirror neuron. Studies 
show that advances in technology coupled with less 
face time correlate with higher degrees of rudeness 
and less empathy (Adams, Ambady, Nakayama, and 
Shimojo). Diversity in today’s workforce requires 
putting yourself in another’s shoes to understand 

Figure	3,	squares	A	and	B	are	the	same.	Illustration	by	Edward	H.	Adelson
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their unique attributes. To embrace the capabilities 
of your team members, spend time with each and 
every one of them individually and truly take time 
to care. This action expands your in-group and 
facilitates your mirror neurons. When you give your 
mirror neurons the chance to fire, you give yourself 
the ability to be more empathetic, creating a more 
positive relationship with your coworkers. We 
continue our journey toward understanding diversity 
by looking at the perception of faces.

Faces are special stimuli to the human brain 
(Caladara, 2010). At an early age human babies 
show a preference for faces that look like their 
primary caregiver. As children become adults, their 
face recognition abilities reflect the faces around 
them that they grew up with, or their in-group 
(Sporer, 2010). This has an impact on perceiving 
other races and ethnicities, accurately recognizing 
new people that one meets, and other behaviors 
essential to making all people feel included in the 
work environment (see Figure 5 on the next page.)

How is this possible? The visual system is very 
mathematical. It receives light which is a physical 
stimulus converted into meaningful information 
about lines, shapes, and more. A steady diet of 
African American faces for example, will lead the 
visual system to make all judgments based on the 
average physical measurements of the most frequent 
African American face in the environment. Seeing 
Asian faces for the first time may throw unexpected 
physics for the visual system to contend with 

(Mizokami, 2012). Initially, these new Asian faces 
may appear similar. (See Figure 6 on the next page). 
This is scientifically referred to as “the other race 
effect,” the tendency to perceive the faces of one’s 
own ethnic group as more diverse than the faces of 
another ethnic group (Hayward, 2010).

You do not have to grow up in an environment 
of different faces or move to another country to 
perceive different ethnicities equally. Over time, 
and with exposure to other faces, your visual system 
will recalibrate the mathematical average in which it 
makes facial judgments (Tanaka, 2010). If you are at 
DEOMI, you can take a walk down Diversity Hall 
each day to increase your exposure. Or your can 
print out a collage of diverse faces to keep by your 
desk. Eventually, you will see different members of 
the same ethnicity as being just as diverse as they 
might see themselves. 

The beautiful thing about the visual system 
is that it is flexible and open to new experiences, 
which allows new behavior (and better mission 
accomplishment.) New behavior reinforces 
new visual experience, which is the subject of 
adaptation, the next stop on the journey. 

Adaptation is the mechanism that allows 
for both change and consistency (Webster and 
MacLeod, 2011). This may seem like a paradox, but 
imagine getting dressed in the morning.  Do you 
feel the weight of your clothes? Initially, yes, but 
over time, you adapt. You know your clothes are 
present, but they don’t preoccupy your system of 

Figure	4.	Mirror	
Neurons	are	thought	
to	be	the	building	
blocks	of	empathy	
and	other	behaviors	
associated	with	high	
levels	of	leadership.	
(Neuron	image	
adapted	from	www.
shuttershock.com.)
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touch as they first did. This process of adaptation is 
crucial to the visual system. Visual stimuli consist of 
shapes, lines, and mathematical elements that shape 
the visual response. The visual system calculates 
its environment based on this information, always 
re-adjusting to a neutral state, which in our world, 
becomes the norm (Webster & MacLeod, 2011). 
An awful haircut, a room painted too bright, they 
grow on you over time, and eventually don’t 
seem so bad. This is your visual system at work, 
readjusting the stimuli over time. Our visual system 
is highly skilled at adapting to the world around 
us; sometimes these adaptations create illusions or 
a visual world that is not accurately represented. A 

Figure	5.	Faces	are	special	stimuli	in	the	human	visual	system.	Even	though	these	faces	are	
blurry,	you	are	still	likely	to	be	able	to	identify	them.

Figure	6.	A	study	of	face	perception	examined	the	perception	
of	Asian	and	Caucasian	faces.	Participants	were	Asian	students	
who	were	new	to	the	United	States,	resident	Asian	residents,	
and	Caucasian	students.	The	results	show	shifts	in	recognition	
of	ethnicity	both	between	the	ethnicities	and	within	the	Asian	

population	over	time	and	exposure.	Images	adapted	from	Dr.	Yoko	
Mizokami’s	presentation	to	DEOMI,	during	summer,	2012.	Reprinted	
by	permission	from	Macmillan	Publishers	Ltd:	Nature.	(Webster,	
M.,	Kaping,	D.,	Mizokami,	Y.	Adaptation	to	natural	facial	categories)	
copyright	2004.

simple illustration of adaptation is 
found by staring for thirty seconds 
at the dot on the center cross of the 
colorful squares in Figure 7 on the 
next page. After you have finished 
staring, look at the box next to it. 
What do you notice?

Chances are you found the non- 
colorful box suddenly filled with 
color, and the colors have switched 
places. What’s going on here? More 
importantly, what does this have to 
do with diversity? The reason you 
see colors in the non-colorful box, 
and in an opposite fashion from 
the actual image is that neurons 

that have been sending the message “I see red” for 
example, are suppressing the neurons that send the 
message “I see green.” When you take your eyes 
away from the box, the neurons responding to red stop 
firing, and release the “green” messengers, which fire 
now that they are no longer suppressed. Your brain is 
receiving visual stimuli, but in the absence of an actual 
stimulus (a colorful box), it creates the stimulus it 
expects to cause that visual stimuli.

What does this have to do with diversity? This 
is an illustration of the power of both your brain 
and visual system. What your visual system expects 
to see, it will create, whether or not the stimulus 
is actually there. Knowledge of a person’s gender, 
ethnicity, economic class, religious practice, and 
other diversity dimensions create expectations. This 

6(321) 494-6208



Figure	7.	Adaptation	demonstration.	A	simple	illustration	of	adaptation	is	found	by	staring	for	thirty	seconds	at	the	center	cross	of	the	colorful	
squares	above.	After	you	have	finished	staring,	look	at	the	box	next	to	it.	What	do	you	notice?

7 www.deomi.org

will literally influence how you see any given person 
or peoples. It is quite possible that you are “filling 
in” the world to meet your expectations, good or bad, 
true or untrue. Adaptation can both take away from 
and contribute to how you perceive the behaviors and 
expressions of people you interact with. Understanding 
mechanisms for adaptation is crucial to facilitating 
positive outcomes and keeping negative assessments 
from interfering with mission accomplishment, 
whether it is navigating a new culture or ensuring equal 
opportunity.

The science of diversity is studied in a relatively 
new field called “social vision.” This field has the 
power to harness information that can explain and 
transform. From a single cell to a complicated 
response, it explains empathy, how well you can tell 
people from the same ethnicity apart from each other, 
and how your beliefs influence your behaviors (Adams 
et al., 2010). What does this knowledge contribute 
to diversity and equal opportunity? This knowledge 
means progress, with new ways to understand 
differences and similarities that facilitate tools for 
operating in a diverse environment. We began this 
journey with many questions; we end this journey with 
answers.

Does everyone see this world and the diversity in 
it the same way? No. We have different systems that 
operate similarly but with small degrees in variation 
that equate to a unique and particularly different way 
of seeing the world. Can we influence our process of 
seeing to change how or what we see? Yes. Mirror 
neurons, adaptation, knowledge, experience and other 
mechanisms have a big influence on perception, but 
perception also influences mirror neurons, adaptation, 
knowledge, and experience. The degree to which 
they influence each other and the ultimate impact 
on human relationships will always be subject to 

further study. To perceive, is to make meaning out of 
physical stimuli. Not everyone can, or will, interpret 
these sensations in the same way. However we can 
influence our process of seeing, and change how and 
what we see. Marcel Proust (2013) noted, “the voyage 
of discovery is not in seeking new landscapes but in 
having new eyes.” The eyes (and other senses) through 
which we view the world will not literally change, 
but the processes our eyes use will change, enabling 
the voyage of discovery. This voyage broadens the 
horizon of the lively, dynamic and diverse world we 
see today, increasing diversity and facilitating equal 
opportunity.
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DEOMI leverages technology; enhances 
learning experiences for students
Bryan Ripple 
Public Affairs Officer 
Defense Equal Opportunity Management Institute

Some students who have attended DEOMI’s 
Equal Opportunity Advisor Course (EOAC) may 
have noticed one of their arms was a lot stronger than 
the other upon graduation. That is, of course, if they 
carried the course study guide binder with them every 
day during their 12 weeks of in-residence training. 

The study guide, more than 600 pages in total, 
provides a great arm strengthening opportunity during 
the learning process.

Recently however, EOAC students have been 
encouraged to lighten the weight of course materials 
they carry thanks to the use of Android Tablet devices 
that have been implemented to support the curriculum 
at DEOMI. Now, students may choose to sign out 
and use a tablet on a hand receipt, or download the 
course materials onto a device of their own such as 
a laptop or tablet they bring with them. Information 
Technology personnel from DEOMI also provide a 
hands-on demonstration concerning how to use the 
device and navigate through the study guide. An 
informational training video is also provided to the 
students for their use.

The installed reader software does allow students 

to highlight text and type notes while studying.
“I love the e-reader; my favorite feature of it is to 

search. I can search for a specific subject and it will 
not only take me to that particular area, but I can also 
see where else its been referenced throughout the 
study guide. I love it. It’s very convenient. I’m glad 
that they gave these to us,” said Sgt. 1st Class Maria 
Flores, a student in EOAC Class 13-3.

“Leveraging technology and reducing paper and 
printing costs are two of the primary reasons why 
DEOMI has implemented the use of these tablets,” 
said Army Major John Mott, Chief of DEOMI’s 
Equal Opportunity Training Branch. “In fact, there are 

several Executive Orders and DOD Directives 
and Instructions that discuss leveraging new 
technology in training, and our training and 
curriculum development teams are in constant 
contact regarding these areas.”

The tablets are also configured to use the 
Wi-Fi capability that exists in the lodging 
facilities students stay in during their training 
or at restaurants or other locations with 
free Wi-Fi. They are also equipped with 
Bluetooth, allowing for wireless peripherals 
such as headphones or speakers. Bluetooth 
also supports device-to-device transfers, 
in case a student needs a file contained on 
another student’s device. However, just like 
in any classroom, don’t get caught using an 
electronic device unless your instructor tells 
you to.

Sgt.	1st	Class	Clarence	Harada	compares	a	DEOMI-issued	tablet	to	a	device	owned	by	
Sgt.	1st	Class	Millascent	Jacobs	during	their	EOAC	Class	13-2	training	at	DEOMI.	Both	
students	said	they	enjoyed	being	able	to	leverage	technology	during	their	training.	
DEOMI	Photo	by	Bryan	Ripple.

Sgt.	1st	Class	Maria	Flores,	a	student	in	EOAC	Class	13-3	provides	her	
comments	about	DEOMI’s	new	Android	Tablets	that	are	issued	to	students	
at	the	beginning	of	the	course.	DEOMI	Photo/Video	by	Sgt.	Earl	Scott	III.
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GySgt Marisa Bryant, Ph.D. 
Equal Opportunity Advisor 
Force Headquarters Group 
U.S. Marine Corps Forces Reserve 
New Orleans, Louisiana

Acquiring the diversity mindset: 
An EOA perspective

Many people believe that diversity efforts 
throughout the military have been subpar and often 
inadequate over the years. Studying diversity and even 
discussing its importance does not produce diversity 
implementation. Instead, diversity change efforts 
can be actualized by first developing or acquiring the 
diversity mindset.

The diversity mindset makes it possible to 
distinguish those that talk the talk, but do not walk the 
walk, from those that are truly committed to change 
adoption and value diversity. Those valuing diversity 
have a mindset like no other. They are engaging, 
consistent in belief and action, and promote cultural 
change. Those valuing diversity have the mindset of 
lifelong learning, continuous self-reflection, and self-
improvement.

Acquiring the diversity mindset requires the 
understanding that diversity implementation is a long-

term process. Anytime a new paradigm is introduced 
to an organization that challenges individual and 
organizational biases about value systems, the 
paradigm can become a source of discomfort. Those 
with the diversity mindset understand and are aware 
of this fact. They understand that individuals making 
up organizations do not change overnight. So, the 
diversity mindset allows change agents to stay the 
course, stay focused, and help others see the true 
benefit of diversity.

Diversity is good for every member within the 
organization; those with the diversity mindset are 
aware of this. Sure, having an understanding of 
individual differences is good for people because they 
are more accepting. However, the impact diversity 
would have in an organization is much greater. An 
organization that is aware of and values diversity 
operates and runs more productively, has less conflict, 
builds trusting working relationships easily, creates 
motivated and inspired individuals, and has the 
competitive advantage.

Those with the diversity mindset understand the 
importance of inclusiveness. The positive impact 
diversity can have on an organization is felt and 
seen through the different ideas, experiences, and 

viewpoints of every individual 
within the organization. Full 
adoption of a diversity initiative 
cannot be accomplished by 
leaving any group out. Every 
member of the group and every 
group within the organization 
must be included. Because it 
is only then, when groups and 
individuals feel a part of the 
initiative, will support be gained 
and change facilitated.     

Finally, those with the 
diversity mindset know that 
everyone wins when diversity 
is implemented. Regardless 
of individual values, attitudes, 
beliefs, or core identities, 
every individual wants to be 
treated with infinite dignity and 
respect and appreciated for their 
contribution to the mission. 

U.S.	Marine	Corps	Lance	Cpl.	Amber	Borysewicz,	26th	Marine	Expeditionary	Unit	(MEU),	shakes	
hands	with	a	Jordanian	Armed	Forces	soldier	as	part	of	female	engagement	team	training	during	
Exercise	Eager	Lion	2013	in	Al	Quweira,	Jordan,	June	14,	2013.	Exercise	Eager	Lion	2013	is	an	annual	
multinational	exercise	designed	to	strengthen	military-to-military	relationships	and	enhance	security	
and	stability	in	the	region	by	responding	to	modern-day	security	scenarios.	U.S.	Marine	Corps	photo	
released	by	1st	Lt.	Gerard	Farao,	26th	MEU	Assistant	Public	Affairs	Officer	via	DVIDS.
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Concurrently, although mission accomplishment 
is critical at the organizational level, the diversity 
mindset requires an understanding of the fact that 
organizations are made up of individuals with basic 
needs that must be met in order for individuals to truly 
be happy, inspired, and motivated. Unfortunately, only 
when leaders acquire the diversity mindset can true 
change in an organization occur. 

Today, there are many military leaders who 
have acquired the diversity mindset. It is this EOA’s 
perception that change may be on the horizon. In 
2009, Congress mandated the creation of the Military 
Leadership Diversity Commission. The commission 
was tasked to “conduct a comprehensive evaluation 
and assessment of policies that provide opportunities 
for the promotion and advancement of minority 
members of the Armed Forces, including minority 
members who are senior officers.” After conducting 
extensive assessments on policies and programs 
regarding diversity, the commission proposed 20 
different recommendations that armed forces can use 
to increase diversity within the ranks. 

Among the recommendations, and since all of the 

Services have differing definitions of diversity, the 
commission suggested an all-encompassing definition:  
“Diversity is all the different characteristics and 
attributes of individuals that are consistent with 
Department of Defense core values, integral to overall 
readiness and mission accomplishment, and reflective 
of the nation we serve.” Defining diversity across the 
Services is a start. The commission also recommended 
lifting the “combat exclusion policies,” which places 
barriers for women and prevents a level playing field 
in promotion and advancement. As of January 2013, 
and by direction of then Secretary of Defense Leon 
Panetta, the Pentagon announced it would allow 
women to serve on the frontlines of battle. Since then, 
many more military jobs are now open for women to 
compete for just as their male counterparts.

Although diversity efforts have failed in the past, 
today leaders are making strides in the right place 
to actualize diversity and implement it through the 
ranks of the Services. As leaders acquire the diversity 
mindset, they must remain vigilant and continue to 
approach diversity efforts as a mission critical piece to 
national security.

U.S.	Army	Staff	Sgt.	Samira	Abdullahmuhammad	with	a	female	
engagement	team,	40th	Engineer	Battalion,	170th	Infantry	Brigade	
Combat	Team,	gives	a	high-five	to	a	child	during	a	mission	to	deliver	

medical	supplies	to	a	clinic	in	Deh	Dadi,	Afghanistan,	June	1,	2013.	
Photo	by	Spc.	Nathan	Goodall,	170th	Infantry	Brigade	Combat	Team	via	
DVIDS.

Female Soldiers work on the front lines in Afghanistan 

10(321) 494-6208



Equal 
Opportunity 
Advisors must 
persevere as 
sentinels of 
equality for all

Equal opportunity in the United States Armed 
Forces is critical to national security. In the United 
States, citizenship is based upon nationality, not 
ethnicity. All ethnic groups within the United 
States, with the exception of American Indians, 
are immigrants of the past five centuries. As such, 
every race within our nation has defended it from all 
enemies, foreign and domestic, regardless of the racial 
intolerance inflicted upon one another. Racial equality 
is more than a goal we hope to realize one day; it 
is a necessity. Our nation has made great strides to 
improve upon the delivery of its promise of equality in 
opportunity, freedom, and justice for all. An assurance 
to this end, within society and the military, requires 
the existence of equal opportunity officers and equal 
opportunity advisors. 

To have an opportunity to receive an education, 
have a job, own a home, receive health care, and 
practice one’s faith without prejudice or discrimination 
based on ethnicity, religion, sexual preference, 

or gender is the equality that we 
endeavor to bring about. As stated by 
President Lyndon Johnson in his 1965 
commencement address at Howard 
University, “You do not wipe away the 
scars of centuries by saying, ‘Now, you 
are free to go where you want, do as 
you desire, and choose the leaders you 
please.’ You do not take a man, who 
for years has been hobbled by chains, 
liberate him, bring him to the starting 
line of a race, saying, ‘You are free to 
compete with all the others,’ and still 
justly believe you have been completely 
fair.”

Although our nation’s government 
passed the Fourteenth Amendment 
(which ensured equal rights “for all 
persons born or naturalized in the 
United States”), integrated the armed 
forces, desegregated schools, and 
ratified the Civil Rights Act of 1964, 
inequality persists. Overt forms of 
discrimination—although reduced—
still exist, but covert forms are now 
the preferred method of obstruction. 

To defend our armed forces from within, equal 
opportunity advisors serve as a corps of sentinels 

Gunnery	Sgt.	Cassius	B.	Cardio,	1st	Marine	Logistics	Group	Equal	
Opportunity	Advisor,	teaches	the	Equal	Opportunity	Representative	
Course	at	Camp	Pendleton,	Calif.,	June	24,	2013.	U.S.	Marine	Corps	photo	
by	Cpl.	Timothy	Childers	via	DVIDS.

Master Gunnery Sgt. Philip Hopkins 
Equal Opportunity Advisor 
Marine Corps Forces Pacific 
Camp Smith, Hawaii
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tasked with uncovering attitudes and behaviors 
targeted at subversion. EOAs throughout our military 
remain steadfast in their responsibilities to promote 
and assure equality and inclusion. 

As defenders of equality for all, our dedication to 
the task must not waiver. Former President Ronald 
Reagan once said, “The glory of this land has been its 
capacity for transcending the moral evils of our past.” 

For example, the long struggle of minority citizens 
for equal rights, once a source of disunity and civil 
war is now a point of pride for all Americans. We must 
never go back. There is no room for racism, anti-
Semitism, or other forms of ethnic and racial hatred 
in this country. We must gain ground. We must never 
give up. We must never go back. 

In the entire world, there is no greater act of 
selflessness than to be in the service of others. As 
author and poet C. JoyBell C. says, “We are all equal 
in the fact that we are all different. We are all the 
same in the fact that we will never be the same. We 
are united by the reality that all colors and all cultures 

are distinct and individual. We are harmonious in the 
reality that we are all held to this earth by the same 
gravity. We don’t share blood, but we share the air that 
keeps us alive. I will not blind myself and say that my 
black brother is not different from me. I will not blind 
myself and say that my brown sister is not different 
from me. But my black brother is he as much as I am 
me. But my brown sister is she as much as I am me.” 
Even though our efforts may go unnoticed and our 
purpose may be seemingly mundane, being an equal 
opportunity advisor, like leadership, is not what you 
do for recognition or accolades; we do what we must 
because it is what’s right, not for ourselves but for 
others. 

We are advisors to the commander in maintaining 
an effective organization. We are the professional 
leaders, poised to take a stand in defense of others. We 
are, regardless the feelings of resentment projected 
upon us for revealing the reality that is, the catalyst for 
change. We must persevere.

Staff	Sgt.	Jessica	Tabor,	28th	Bomb	Wing	Equal	Opportunity	Advisor,	
discusses	an	email	with	Tech.	Sgt.	Candice	Compton,	28th	Bomb	Wing	
EO	advisor,	and	Donald	Bell,	28th	Bomb	Wing	EO	Director,	at	Ellsworth	
Air	Force	Base,	S.D.,	Sept.	6,	2012.	The	28th	BW	EO	office	is	responsible	

for	providing	Airmen	with	education	and	recourses	to	keep	their	work	
centers	free	of	sexual	harassment	and	unlawful	discrimination.	U.S.	Air	
Force	photo	by	Airman	1st	Class	Alystria	Maurer	via	DVIDS.
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Lies, conflicts 
and hopes: 
Equal 
Opportunity—
an opportunity 
to be equal
Chief Petty Officer Donald E. Hunt 
Instructor 
External Training Branch 
Defense Equal Opportunity Management Institute

If you have ever been lied to by anyone you love 
or respect, you can empathize with feelings of doubt 
and uncertainty – “Will they cheat on me again, will 
they abuse me again, will they break promises to me, 
again?” 

In order to understand our personal cultural 
relationships today, we need to know the promises that 
were made and the promises that were broken in the 
past. These moments in history influence the doubts, 
fears, and hostilities of our people today. We need to 
know the histories within our culture to understand 
the causes of the conflicts we still experience. “We 
the People” is a phrase that represents a diversity of 
individuals with diverse histories and perspectives. 
We each have unique life experiences and come 
from different places, and we are of different races, 
ethnicities, religions, and genders; consequently, we 
perceive the world differently from other people. 
When all is going well, these differences are ignored, 
but what happens when we have been lied to and we 

have conflicts? 
The United States of America 

was born within a history of lies and 
conflicts. The king of England lied 
to the people in the colonies. The 
people in the colonies repeatedly 
petitioned the king with a series 
of grievances. The king ignored 
and denied these grievances, then 
eventually attacked the colonies with 
more taxes and a stronger military 
presence. The conflicts continued until 
the Declaration of Independence was 
written and the United States declared 
war with England. The Declaration 
of Independence appealed to the 
unalienable rights of individuals to 
justify separating from England 
(independence to America, but treason 
according to England). The motive of 
war was warranted by appealing to a 
fundamental abstract issue: individual 
rights and equality for all – a direct 
link to equal opportunity and equal 
employment opportunity that we enjoy 
today. The principles of individual rights 

were only applied to a select few; therefore, not a 
principle, but a privilege for a limited group of people. 
Yet, these rights were not applied to all the people. 
White women, poor whites, indentured servants, 
Native Americans and Blacks/African Americans who 
were kept as slaves by white males with power. Our 
history shows that each generation has carried this 
conflict. Some generations have advanced the ideas 
of individual rights and equality for all, and some 
generations have not. The war for independence in 
the 1770s, the Civil War in the 1860s, and the Civil 
Rights Movement of the 1960s are all milestones in 
the push toward equality, but the battle against lies 
and conflicts with individual rights continues. We 
have many reasons to be hopeful due to our heritage 
and many reasons to be doubtful due to our past. Only 
by learning about all of the histories that influence 
conflicts within our culture can we begin to build 
the bridges of understanding necessary for honest 
relationships. Understanding and knowledge are 
the keys; as Thomas Jefferson wrote, “A nation that 
expects to be ignorant and free, expects what never 
was and never will be.” 

We need to know our heritage and our history: 
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“We the People” formed a government by the people 
and for the people. The people were white males with 
power. The reason for the War of Independence was 
to protect the individual rights—the same rights that 
were being denied to poor whites who were indentured 
servants; Native Americans and Black Americans 
– who were human slaves within the United States. 
The United States has a history of lies that caused 
abuse, abandonment, and attacks on innocent people: 
repeated broken treaties with Native Americans; 
indentured servitude of poor whites; human slavery 
of African/Black Americans; Asian intern-camps and 
Mexican American Brasero programs in World War II. 
These are facts of our history that must be included if 
we are sincere with the phrase, “We the People.”

Each of the groups on DEOMI’s listing of special 
observances has been lied to and had promises broken 
by the United States. The national observances permit 
us to learn about these different honest histories, 
which help us grasp our prejudices, our biases, 
our hatreds, and our fears. National observances 
permit us the unique opportunity to identify specific 
events in order to see our history from different 
perspectives that directly influence our culture today. 

Understanding these true and essential moments in 
our history builds the necessary links of respect and 
dignity to honestly connect with others that have been 
lied to and not treated as equals. 

How do we know we will not be lied to again? 
Long-term relationships are difficult under the best 
circumstances and even more difficult when there 
has been a history of dishonesty and abuse. We must 
cultivate the relationship with understanding, realistic 
expectations, and an objective standard of behavior. 
We have inherited a history of lies and conflicts within 
our culture, and we have continued to demonstrate 
our character by admitting the lies, correcting our 
behaviors, and aligning with the ideal standards—
individual rights. 

“We the People” includes all our histories and 
all the facts. Throughout the year, I hope we will be 
willing to learn about these national observances 
to cultivate our understanding and truly appreciate 
the strength of our diversity in the United States of 
America. As Malcolm X stated, “We cannot teach 
what we don’t know and we cannot lead where we 
won’t go.”

The term “Black History Month” and “Women’s 
History Month” are somewhat misleading; these terms 
may lead some people to believe that these categories 
of American history are not relevant to them.

As an Equal Opportunity Advisor who graduated 
from DEOMI I’ve been approached many times by 
a “jokester” trying to be funny, and asking: “Hey… 
when are we going to have white people day?”  My 
standard response to this question in the past was 
simple: “Hey buddy…every day is white people day!”  

As I have grown in the diversity field, and 
gained more understanding, so has my answer to 
this question.  Now, when I’m presented with this 
question, or questions like it, I usually respond in this 
manner: I say with a light-hearted smile, “Hey, do you 
identify yourself as an American?  Well let me share 
a secret with you. We call it “Black History Month” 
(or Women’s History Month) but it’s simply American 
History; it’s really your history too!  You see, in the 
past historians didn’t write about these important 
parts of American History well, or capture it at all; and 

sometimes this American history was suppressed from 
the history books, so you didn’t get the opportunity to 
learn about it in school. This month isn’t about black 
people (or women); it’s about Americans, whose heroic 
contributions to our nation went unnoticed for many 
years. 

It’s simply American History…relevant to all 
Americans… It’s your history too!

It’s Simply American History—It’s Our History
Master Sergeant Robert S. Bertrand 
Equal Opportunity Advisor/Program Manager 
Military Surface Deployment and Distribution Command

DEOMI’s	2013	Black	History	Month	Poster
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DEOMI Simulation Lab brings cutting-
edge training solutions into DOD initiatives
Cory W. Ryan 
Public Affairs Intern 
Defense Equal Opportunity Management Institute

The Dr. Richard Oliver Hope Human Relations 
Research Center, part of DEOMI’s Research 
Directorate, is evaluating and developing cutting-edge 
training solutions for DOD.

“The concept of the Hope Center started a little 
more than three years ago and has taken off. The idea 
is to have a laboratory with which we can begin to 
infuse new technologies and methodologies into our 
current way of training. We wanted to create a center 
where we focused specifically on our constituency 
while also supporting the greater DOD,” said Dr. 
Daniel McDonald, DEOMI’s Director of Research. 

The Center has provided a cost-effective Research 
and Development (R&D) environment for DOD 
simulation and training efforts aimed at improving 
training effectiveness through enhanced solutions and 
transition of technologies. 

In a partnership with the Defense Language and 

National Security Education Office, the Center has 
evaluated and improved the training effectiveness of 
the 3CT, a cross-cultural competence (3C) training 
program for military and DOD personnel. This online, 
multimedia training system utilizes avatars, video, 
and interactive content to deliver engaging cross-
cultural training, hosted on Joint Knowledge Online.  
Researchers at the Center conducted multiple phases 
of evaluation of the 3CT, including expert reviews and 
in-lab testing to measure current training results and 
user (trainee) opinions, and to make recommendations 
for improvements to training system design.

“Our in-house simulation lab, expertise with 
training system design & evaluation, and access to 
active military personnel as research participants 
provide the essential resources for rapid research and 
development of emerging simulation solutions for 
DOD initiatives. The 3CT evaluation by Hope Center 
researchers demonstrated the positive synergies of 
a multi-disciplinary and collaborative approach to 
training system development across multiple DOD 
organizations and resources,” stated Dr. Mike Guest, 

Chief Research Scientist 
at the Hope Center.

Commenting on the 
collaborative approach 
across multiple DOD 
organizations and 
resources the Center 
is using, Dr. Elizabeth 
Culhane, a Research 
Scientist at the Hope 
Center, said, “The 
Research Center is 
currently collaborating 
with the Army Research 
Lab to further leverage 
current ongoing projects 
within the DOD. The 
projects will encompass 
3C, EO/EEO and 
diversity topics and will 
be a huge benefit not only 

Lt.	Col.	Gregory	Smith	from	Weisbaden,	Germany	participates	in	a	simulation	evaluation	as	part	of	Equal	
Opportunity	Advisor	Course	Class	12-3.	EOAC	students	are	able	to	volunteer	to	test	research	simulation	software	
while	calling	upon	their	own	personal	experiences	to	help	them	make	choices	during	the	simulations	provided	
to	them.	DEOMI	photo	by	Cory	W.	Ryan.
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to the students at DEOMI, but the community at large.
Dr. McDonald explains other partnerships, 

“Other agencies such as the Army Research Institute, 
Office of Naval Research, and DARPA (Defense 
Advanced Research Projects Agency) see DEOMI as 
a potential transition sponsor for the products they are 
developing. Their expensive game-based simulations 
and technologies are not specific to equal opportunity 
and diversity, but are developed to help train human 
interactions of various types.  One of our main visions 
is to grow our collaboration efforts with these agencies 
and to support their efforts as we leverage their 
technology for our purposes.”

An example of this collaboration is the current 
effort to enhance cross-cultural competency (3C) 
among military personnel by using avatar-based game 
environments.  Working in cooperation with the Office 
of Naval Research, the SimLab is using focus group-
like methods to develop a rapport-building training 
exercise. The exercise uses scenarios from South 
America and Central Asia with a focus on Provincial 
Reconstruction Teams and Civil Affairs. There are 
also lessons on Counterinsurgency Operations and 
Humanitarian Assistance and Disaster Relief.

These types of partnerships work best when 
they are mutually beneficial.  Dr. McDonald noted 

that, “We have seasoned NCOs and officers who 
can provide realistic feedback and a realistic set of 
performance criteria. At the same time, we have 
scientific expertise here, (people) who can perform 
independent evaluations as well as advise on cross-
cultural competence and diversity. So they (the other 
agencies) get an honest assessment of their equipment 
and we can help to mature that technology further 
down the road.”  Dr. McDonald explains additional 
benefits for the Hope Center, saying “We have been 
able to leverage close to $3 million (by utilizing) 
DOD-owned software that is under development and 
from (contracts awarded through) the government’s 
Small Business Innovation Research Program, at little 
to no cost to DEOMI. So our return on investment is 
huge.”

While the specifics differ, every project at the 
Hope Center has the same goal: Mission Readiness.  
For more than 42 years, DEOMI has strived to assist 
its customers in enhancing their mission readiness 
and capabilities through education and research.  The 
simulation R&D programs at the Hope Center do 
this by enhancing equity, diversity, and cross-cultural 
competency training.

Sgt.	1st	Class	Michael	Miller	from	Fort	Myer,	Va.	participates	in	a	
simulation	evaluation	as	part	of	the	Equal	Opportunity	Advisor	Course	

Class	12-3.	All	EOAC	students	are	afforded	the	opportunity	to	volunteer	
for	simulation	software	testing.	DEOMI	Photo	by	Cory	W.	Ryan.

16(321) 494-6208



The Myers-Briggs 
Type Indicator 
(MBTI)
Dr. Gary McGuire 
Senior Research Analyst and Clinical Psychologist 
Defense Equal Opportunity Management Institute

An Introduction to Type

The early 1900s in the United States was not a 
good time for social scientists, other than the scientists 
conducting varied experiments used to learn more 
details about the functioning of the human body 
and mind. The names of those early scientists will 
not be mentioned other than such names as Carl 
Yung, Katherine Cook Briggs, and Isabel Briggs-
Myers. Though all three had significant studies in 
theories about human behavior and the functioning 
of the mind, the mother and daughter team of Briggs 
and Briggs-Myers began the extension of Yung’s 
personality tendencies to establish the personality 
type indicator known today as the Myers-Briggs 
Type Indicator (also called “the instrument” by most 
certified practitioners, or simply “the MBTI”). 

Jung theorized that there are four principal 
psychological functions by which we experience the 
world: sensation, intuition, feeling, and thinking. The 
original developers of the personality inventory were 
Briggs and Briggs-Myers; these two, having studied 
extensively the work of Jung, turned their interest in 
human behavior into a devotion to putting the theory 
of psychological types to practical use. They began 
creating the indicator during World War II, believing 

that knowledge of personality preferences would help 
women who were entering the industrial workforce 
for the first time to identify the sort of wartime jobs 
that would be “most comfortable and effective.” The 
initial questionnaire grew into the Myers-Briggs Type 
Indicator, which was first published in 1962.

The MBTI focuses on normal populations 
and emphasizes the value of naturally occurring 
differences. Robert Kaplan and Dennis Saccuzzo 
believe “the underlying assumption of the MBTI 
is that we all have specific preferences in the way 
we construe our experiences, and these preferences 

Special Points of Interest

•	 Introduction	to	Type

•	 The	Purpose	of	the	MBTI

•	 Labels	and	Mislabels

•	 Knowing	the	16	
Personality	Types

•	When	and	Where	to	Use	
Type

•	 Understanding	What	They	
are Saying

•	 Organizational	Success

Editor’s Note:	Dr.	William	Gary	McGuire	is	a	senior	
research	analyst	and	clinical	psychologist	at	DEOMI.	He	
has	been	a	certified	practitioner	in	the	use	of	the	MBTI	
for	more	than	30	years.	He	completed	the	Master	Prac-
titioner	Certification	Program	in	2005.
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underlie our interests, needs, values, and motivation 
(Kaplan, 2009).” 

Individuals and organizations can take the MBTI, 
and the results of sorting members into one of the 16 
possible four-letter types helps us to understand their 
level of effort or energy, ability to take in information, 
how they make decisions, and where they are focused 
in our outer world. The use of a Preference Clarity 
Index helps us to sort each type using a bar graph with 
a word and numerical picture to solidify the strength 
of a person’s preference toward a particular four-letter 
type. The 16 personality types will be discussed in a 
little more detail later. The purpose of this article is to 
provide you with a baseline or foundation for the types 
you might find in most organizations. 

MBTI is not unique to any particular organization 
in the Department of Defense or even in the federal 
government. Type crosses all boundaries and identities 
in people as well as organizations. An individual’s 
personality type in the Army (regardless of his or 
her unit or position of assignment) is no different 
from that person’s type if he or she is assigned to the 
Navy, Air Force, Marine Corps, or Coast Guard. Type 
doesn’t typically change that much and will remain 
pretty consistent throughout a person’s life experience 
(McCaulley, 2009).

  The purpose of     
       the MBTI 
 
What would make 
leaders want to de-
termine the person-
ality preference of 
employees, manag-
ers, other leaders, 
and military mem-
bers in their orga-
nization? If they 
know anything 
about personality 
type and human 
behavior, they might conclude that having the best per-
sonality type in the right job can improve performance 
in the organization. In my experience, leaders using 
the MBTI and the data coming from it to increase the 
performance level in an organization are taking their 
organization and members into the 21st Century. The 
use of robotics and other types of electronic capabili-
ties are already changing the shape of the battlefield. 
Many of these changes require a human dimension to 
happen. One human dimension that seems to stand out 
as a significant contributor to the electronic and cyber 

Dr.	Gary	McGuire
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The	image	depicts	four	different	colors	or	
shades	of	colors	that	correlate	directly	to	the	
four	letter	types	to	the	left	and	right	of	each	
square	of	colors.	There	is	no	particular	color	or	
shade	to	specify	any	of	the	four	letter	Types.	
The	shades	express	the	middle	two	letters	(NF,	
NT,	SF,	ST)	more	so	than	the	outer	two	(EJ,	EP,	
IJ,	IP).	The	image	expresses	how	“we	are	all	
different	like	others.”



the boss in the organization. To know the self and as 
many facets as possible about the self will definitely 
lead you to a better way of getting the job done while 
maintaining good morale and discipline as well as 
helping you to earn the respect of others. As you 
continue to develop and learn more about the self, it 
is important to know that when you are talking about 
personality type and the MBTI, there are 15 other 
types different like you, the 16th type.

There are 16 MBTI personality types reported on 
the instrument as noted on the chart on the previous 
page along with the traits indicated by the letters 
of each type. There is not a particular type that is 
better or worse than another type. However, there are 
types tending to be more prevalent on teams and in 
groups. As an example, in the United States military, 
there tend to be larger groups and percentages of 
the ISTJ and ESTJ personality type throughout 
the organization regardless of the skill sets of the 
organization. When I assess an Army infantry unit, I 
will more than likely find that most of the followers 
tend to be ISTJs, while most of the leaders will tend 
to be ESTJs (Meyers, 1985).

According to Briggs and Briggs-Meyers, “what 
tends to be of most importance with respect to 
knowing the 16 MBTI types is to know ‘the sorting or 
dichotomies’ and how they help to better understand 
the four letters in type.” The four dichotomies are 
E/I, S/N, T/F, and J/P. The E and I are about how 

changes is an individual’s personality. A frequently 
asked question is, “what does personality type have to 
do with the electronic and cyber changes we are seeing 
today and for the last five or more years?” The answer 
tends to lean toward the functioning of the human mind. 
The MBTI helps us to map the mind’s functioning.

Labels and Mislabels

People tend to label others who are not like them 
as being different from them. It might be better for 
everyone if we were to label people as “different like 
us” to get a better understanding of the MBTI. We 
often refer to people around us as being like us or not. 
There are some exceptions to this rule for labeling 
others. Exception one is people who are in our 
immediate social circle and are like us, such as family, 
friends, peers, and in some cases, coworkers; another 
exception is people who are not like us because 
they are different from us in their way of identifying 
themselves, such as race, gender, religion, etc. What 
is not so clear to most of us in these two statements 
is, “like these different others, we are all different 
‘like’ them and not so much ‘from’ them.” So, MBTI 
personality types will use labels that tend to make all 
of us alike in some ways. Some common labels are 
quiet, talkative, structured, flexible, and sensitive. 
These labels are not necessarily bad or wrong. 
However, they are often not understood, especially 
when we are talking about personality types. On the 
other hand, mislabels tend to have people believe there 
is a right or wrong/good or bad connotation to these 
mislabels we put on others. Mislabels can hurt people 
when such things as softy, weak, crying or bleeding 
heart, touchy/feely, loud, and senseless are expressed 
to belittle or harass people. The person employing the 
mislabel might not intend to hurt someone by using 
such simplistic words or phrases, but the reality is in 
the impact on the person being hurt. 

Knowing the 16 Personality Types

To find the best fit for your organization, you must 
start with yourself. It is important to know your MBTI 
type and how you prefer to operate on a team or as 

“It might be better for everyone if we 
were to label people as ‘different like 
us’ to get a better understanding of 

the MBTI.” --Dr. Gary McGuire

The 16 MBTI Personality Types

ISTJ ISFJ INFJ INTJ ISTP ISFP 
INFP INTP ESTP ESFP ENFP ENTP 
ESTJ ESFJ ENFJ ENTJ

The traits indicated by these 
letters are as follows: 

E – extroversion I – introversion

S – sensing  N – intuition

T – thinking  F – feeling

J – judging  P – perceiving
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we get our energy. The E gets energy from “people, 
places, and things/events.” The I gets energy from 
inside him/herself and solitude. The S and N are 
about “how we take in information.” The S takes in 
information by the use of the five senses (hearing, 
seeing, smelling, tasting, and touching), while the N 
takes in information by “looking for the possibilities in 
and beyond the information.” The T and F are about 
“how we make decisions.” The T will make decisions 
by using “what is most logical to them,” while the F 
will make decisions based on the “human elements of 
caring and understanding what is happening to others 

(the people side).” The J and P are about our outer-
world experience and orientation. The J is structured 
and requires schedules and plans to complete daily 
tasks, while the P is more spontaneous and flexible 
about getting the job completed.

When and where to use type

Personality type with the MBTI can be used at any 
time and place for individuals or for an organization 
having several hundred members. It might not get the 
best results when a unit is deployed to an area of war or 

U.S.	Army	Lt.	Col.	Kevin	Admiral	with	the	1st	Battalion	36th	Infantry	
Regiment,	welcomed	the	Army	Chief	of	Staff	Gen.	Raymond	T.	Odierno	
to	Kandahar	Airfield,	Kandahar	province,	Afghanistan,	Aug.	7,	2013.		
What	would	make	leaders	want	to	determine	the	personality	preference	
of	employees,	managers,	other	leaders,	and	military	members	in	their	

organization?	If	they	know	anything	about	personality	type	and	human	
behavior,	they	might	conclude	that	having	the	best	personality	type	in	
the	right	job	can	improve	performance	in	the	organization.	U.S.	Army	
photo	by	Staff	Sgt.	Ashley	Bell/Released)
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other turmoil. The MBTI will be most functional when 
used during the non-deployed times (McGuire, 2013).

A very effective way to use the MBTI is to start 
with the leaders, starting with the senior-most leaders 
and going down to the small-team leader. After the 
leadership team has discussed and processed the 
instrument, the MBTI should be given to the rest 
of the organization. This will be more effective if 
facilitated by a seasoned MBTI practitioner certified 
by the Consulting Psychology Press (CPP) and the 
Center for Applied Psychological Type (CAPT).

When conducting any MBTI education and training, 
it is very important to have a quiet classroom environment 
for the privacy of information discussed. The use of this 
instrument falls under the protection of the human subjects 
requirement to not disclose any information about the 
personal privacy and interpretation of the MBTI. 

Understanding what they are saying

As the lead-in for this discussion when I mention 
the statement “what they are saying,” it is important 
to understand what might be causing members of the 
organization to be saying or not saying something in 
their verbalization process. The MBTI has been used 
for more than 70 years to help people understand 
their individual personality type and preference for 
a particular type. It is not that difficult to understand 
what people are saying (or not) when you understand 
how people behave around you. If we go back to the 
discussion on the dichotomies, we can see that people 
who are labeled as talkative (E) are more than likely 
people needing higher energy. Many times, this type 
of person will talk “just to talk” and can be labeled 
as “less than” others because they talk more than 
they work, or so some people will say if the type is 
misunderstood. The E type will get the job done but 
needs to maintain the image of a social butterfly to 

Airmen	from	the	380th	Air	Expeditionary	Wing	stand	with	their	fellow	
Airmen	from	a	variety	of	career	fields	and	ranks.	The	diversity	of	the	
380th	AEW	shows	that	even	though	members	come	from	all	corners	of	
the	earth,	with	different	backgrounds,	origins	and	cultures	they	can	still	
come	together	and	complete	the	mission.	People	tend	to	label	others	

who	are	not	like	them	as	being	different	from	them.	It	might	be	better	
for	everyone	if	we	were	to	label	people	as	“different	like	us”	to	get	a	
better	understanding	of	the	MBTI.	(U.S.	Air	Force	photo	illustration	by	
Staff	Sgt.	Joshua	J.	Garcia)
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talk with others about the task at hand or to just get the 
energy they need from the others they associate with 
to help them in getting the job done. 

If you understand what the E is saying in their 
need for socializing (or energy), you will also 
understand what makes people misunderstand what is 
meant when the I is said to be the most efficient and 
timely when a task needs to be accomplished. This 
label of “the quiet (I) person” being more productive 
due to his or her silence leads normal people to think I 
types are quicker and better at completing a particular 
task or tasks. Though both examples are in fact very 
real, they are also misunderstood by many people in 
the organization, especially the leaders and managers. 
Some E types will prosper better with accomplishing 
tasks than I types.

The misunderstanding of a personality type can 
take you down a rocky road if you mislabel the type 
during your discovery process. It’s always important 
to have a trained and certified practitioner within your 
training and development team to help in facilitating 
the use of type in your organization.

Organizational Success

It is important to be successful as a leader in any 
organization. The way an organization is being led 
can be a direct reflection on the leader’s personality 
type and leadership style. When the people in the 

organization are not happy, they tend to make more 
negative comments about the leadership at the highest 
level of the organization than the mid-level down to 
the small-team leaders. This tends to make the senior-
most leaders more active to change the climate of 
the organization, as they see failure and not success. 
To make the MBTI strengthen the success of the 
organization, it must start with understanding this 
instrument before it is used. It will not help to have 
a smaller section of the organization working in type 
while the majority of members are just going along 
to get along. Assigning people to positions based 
on their personality type can be a problem for your 
organization if you don’t know how type is identified.

If you have an organization needing to exhibit 
higher energy levels and work together through 
interactive participation, you might seek lots of E type 
people. If you are in an organization needing lots of 
research and individual work efforts, you might look 
for I type people to get the job done. In both cases, 
the organization’s success will not be based on the 
individual type as much as it will be determined by 
the senior leadership’s understanding of the MBTI 
and how the 16 personality types impact every 
organization. It starts with knowing yourself first and 
then knowing others even as different as they are, like 
you.
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U.S.	Marines	with	13th	Marine	Expeditionary	Unit	conduct	live	fire	training	aboard	
the	USS	New	Orleans	(LPD	18)	Sept.	10,	2013.	The	Marines	and	Sailors	with	the	
13th	MEU	will	deploy	for	several	months	in	support	of	theater	requirements	of	the	
Geographic	Combatant	Commander.	It	is	important	to	be	successful	as	a	leader	in	any	
organization.	The	way	an	organization	is	being	led	can	be	a	direct	reflection	on	the	
leader’s	personality	type	and	leadership	style.		(U.S.	Marine	Corps	photo	by	Cpl.	David	
Gonzalez,	13th	Marine	Expeditionary	Unit	Combat	Camera/Released)



An	illustration	depicting	the	beautiful	DEOMI	campus	on	Patrick	Air	Force	Base,	Fla.	In	the	past	42	
years,	DEOMI	and	its	predecessor,	the	Defense	Race	Relations	Institute	(DRRI)	has	provided	training,	
education,	and	research	services	to	more	than	42,000	students	from	across	the	Department	of	
Defense	and	other	federal	government	agencies.	DEOMI	Illustration	by	Mr.	Peter	Hemmer.
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