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Dr. José Bolton, Sr. 
Dean of Education 

CMSgt Boston A. Alexander 
Senior Enlisted Advisor 

CDR Yolanda K. Mason 
Chief of Staff 

Dr. José Bolton, Sr. assumed the duties as Dean of Education at the Institute on September 

28, 2015. He holds a Doctorate in Leadership and Human Behavior, and Master’s degrees 

in Guidance and Counseling, Public Administration, Marriage, Family and Child 

Counseling, and Human Resources Development. He is a graduate of Defense Race 

Relations Institute (DRRI) Class 73-1. Dr. Bolton has an eclectic background in the social 

sciences, most recently as the Johnson Space Center (NASA) Human Resource 

Development Specialist. Dr. Bolton retired from the Air Force as a Colonel. 

CMSgt Boson A. Alexander entered the Air Force in 1994. He has held a myriad of leadership 

positions at squadron, group and wing levels and during Joint, Combatant Command and 

Combined assignments. He holds a Bachelor of Arts degree in Organizational Management 

and two Associates of Applied Science degrees in Human Resources Management and 

Information Management. In 2014, he was the first enlisted service member from North 

American Aerospace Defense Command and United States Northern Command selected to 

attend and successfully complete the Harvard University, John F. Kennedy School of 

Government, Leadership in Homeland Security and Crisis Management Course. He joined 

DEOMI on October 7, 2015.  

 

Leadership at DEOMI 

COL Mary L. Martin 
Commandant 

COL Mary L. Martin entered active duty in the enlisted ranks from October 1985 to 

October 1988 as an Administrative Specialist. After receiving a commission from 

Georgia Military College, she completed her degree requirements and entered active 

duty as an officer in 1993. Some of her assignments were as an S1/Adjutant and 

Postal Officer in Sinai, Egypt, the General Officer and Colonel Manager for 

Headquarters U.S. Army Forces Command at Ft. McPherson, Georgia, and 

Battalion Commander 30th AG Battalion (Reception) at Ft. Benning, GA. She 

recently served as the Commander of the U.S. Army Garrison Wiesbaden in 

Wiesbaden, Germany from July 2014 to April 2016 before assuming command of 

DEOMI on June 17, 2016. She holds a Master’s degree in Public Administration, 

Military Operational Art and Science, and Strategic Studies.  

CDR Yolanda K. Mason enlisted in the Navy in  

1990, and was commissioned as an officer four  

years later. Her successful completion of the 

Broadened Opportunity for Officer Selection and Training (BOOST) Program 

ultimately led to a Naval Reserve Officer Training Corps Commission from Norfolk 

State University. She served tours as the Officer in Charge, Personnel Support 

Detachment (PSD) Naval Base San Diego; the Total Force Requirements (N12) U. S. 

Naval Forces Central Command (NAVCENT) Manama, Bahrain; the J1 of Joint Special 

Operations Center, Naval Special Warfare Unit, Manama, Bahrain; the N1, Center for 

Personnel and Professional Readiness; and Chief of Staff of Defense Equal Opportunity 

Management Institute in 2015. She holds Master’s degrees in Business Administration 

and National Security and Strategic Studies.  



 

 

 

 

  

 

 

 

 

   

 

 

 

 

 

 

Dr. Robert Carrigan 
Director of Curriculum and 

Instructional Standards 

 

LTC William Bonilla, Jr.  
Director of Equal Opportunity 

Education and Training 

Ms. Mary B. Cooler 
Director of Equal Employment 
Opportunity Education and Training 

Dr. Daniel P. McDonald 
Director of Research 

Dr. Daniel P. McDonald has worked as a research psychologist and consultant for the 

DOD since 1993, with tenure at the U.S. Army Research Institute, U.S. Naval Aviation 

Enterprise, and lastly the Navy’s Human Performance Center before coming to DEOMI. 

Throughout his career, he has focused on improving individual and organizational 

performance through human-centered methodologies and applied research. He has 

managed large acquisition R&D projects in support of the development of simulation and 

training systems and human systems integration. He has consulted for organizations, such 

as the Office of the Chairman of the Joint Chiefs, the White House Military Office, the 

Under Secretary of Defense of Personnel and Readiness, and the Armed Forces Retirement 

Home. His previous work also focused on development of measurement methodology, 

implementing human factors design and engineering, applying organizational 

development strategies, conducting evaluations/experimentation, and providing 

workshops and consultation on measurement and teamwork for a variety of DOD and non-

DOD agencies. Dr. McDonald was also an adjunct professor at the University of Central 

Florida teaching research and statistical methods in psychology. He has been at DEOMI 

for 11 years.  

Ms. Mary B. Cooler joined the Army after graduating college and her duty assignments 

included various command and staff positions throughout Germany, Fort Huachuca, Ariz.; 

Fort Gordon, Ga; the Federal Republic of Honduras; and Fort Leavenworth, Kan., primarily 

in direct support of JCS tactical and strategic communications missions. Ms. Cooler also 

served as an Equal Opportunity Advisor (EOA) for 5th Signal Command, Worms, 

Germany, where she was responsible for programs throughout the European Theater. As a 

government civilian, Ms. Cooler was an EEO Specialist at Fort Huachuca, Ariz., 

Heidelberg Germany, and EEO Manager for the Military Community of Mannheim. Then, 

Ms. Cooler joined the staff at DEOMI as a trainer, facilitator, and program manager from 

2002-2007, returning to Germany as an EEO Specialist in Heidelberg and then EEO Officer 

in Wiesbaden, culminating her European career as the Director of EEO for the Installation 

Management Command, Europe, supporting all European garrisons. Ms. Cooler returned 

to DEOMI as the Director for Civilian EEO Education and Training in the spring of 2012. 

LTC William Bonilla’s duty positions and assignments include Equal Opportunity Program 

Manager, Training and Doctrine Command (TRADOC), Joint Base Langley-Eustis, VA; 

Equal Opportunity, Equal Opportunity Program Manager and Sexual Harassment/Assault 

Response and Prevention Program Manager with Third Army/Army Central (ARCENT). 

LTC Bonilla received his Bachelor of Arts Degree in Business Economics and Management 

from Bethany College, Lindsborg, Kansas and upon completion of his final class received 

Master’s Degrees in Business Administration and Leadership from Central Michigan 

University. LTC Bonilla’s awards include the Army Achievement Medal (three oak leaf 

clusters), Army Commendation Medal (nine oak leaf clusters), Meritorious Service Medal 

(six oak leaf clusters), Defense Meritorious Service Medal, and the Bronze Star Medal. 

Dr. Robert Carrigan retired from the Air Force after 22 years of active duty service. Dr. 

Carrigan became a civil service employee in 2002 and has worked at the Air Force Institute 

for Advanced Distributed Learning (AFIADL) and currently assigned to the Defense Equal 

Opportunity Management Institute (DEOMI). Dr. Carrigan is a member of the Council on 

Occupational Education, Association for Counseling and Education in Government, 

American Counseling Association, Chief Learning Officer association, and a member of 

the International Vocational Education and Training association. Dr. Carrigan is also a 

graduate of the Air Command and Staff College (ACSC) at Maxwell AFB in Montgomery 

Alabama. He holds a doctorate in Education specializing in Instructional Design and Online 

Learning. He holds a Master’s degree in Adult Education. He has a Bachelor’s degree in 

Professional Aeronautics and has earned two Associate degrees. 
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 DEOMI Collaborative Series 
“Envisioning Tomorrow’s Human Relations Challenges: Training, Research, 

and Best Practices to Advance Total Force Readiness Today!” 

 

 
Agenda as of 16 November 2016 

DEOMI reserves the right to amend, alter, change, delete, or modify this agenda in any manner that DEOMI deems necessary and 

in the best interest of the Collaborative Series. 

 

Day 1: Tuesday, December 6, 2016 – Travel Day 
1200-1700 Registration Check-In Foyer 

Day 2: Wednesday, December 7, 2016 
0700-0745 Breakfast Refreshment 

 

Registration Check-In Continued 

Diversity 

Den 

Foyer 

0745-0800 Assemble in Auditorium  

 

 

 

 

 

 

AUDs 

1&2 

 

0800-0805 Presentation of Colors by the DEOMI Joint Color Guard and National Anthem 

0805-0810 Invocation by Chaplain [TBD], 45th Space Wing, Patrick AFB, FL 

0810-0815 DEOMI Commandant’s Welcome: COL Mary Martin, DEOMI, Commandant 

0815-0825 Welcome to DEOMI: Mr. Clarence “CJ” Johnson,   

Office of Diversity Management and Equal Opportunity, Director 

0825-0830 Opening Remarks: Dr. José Bolton, Sr., DEOMI, Dean of Education  

0830-0835 Keynote Speaker Introduction: Mr. William Bryson, DEOMI, EEO Training & 

Education Directorate 

0835-0905 Keynote Speaker: Dr. Richard Pimentel, Milt Wright & Associates, Inc. 

0905-0910 BREAK #1 and Transition to Training Rooms  

 Training Session #1: Best Practices for Diversity and Inclusion  

 

 

 

 

 

 

 

 

 

0910-1050 

EEO Training Session #1: Employment and Management of 

Individuals with Disabilities 

Dr. Richard Pimentel, Milt Wright & Associates, Inc. 
Overcoming barriers that veterans experience in the workplace when dealing with challenges 

associated with disability and diversity. 

150s 

EO Training Session #1: From Good Practices to Best Practices 

Maj. Gary Richardson, DEOMI, Branch External Manager, Service Liaison Officer, 

Air National Guard and USAF 
For the last decade, organizations have searched for ways to make their diversity initiatives more 

effective. If you belong to one of those organizations, then this is a course for you. Learn how to take 

good practices to the next level. This 90 minute course will illustrate how to analyze surveys, giving 

trainers the information needed for meeting their lesson objectives. Participants will take part in a 

hands on lesson using real time data, which highlights the effectiveness of training. 

AUDs 

1&2 

Paper Session #1: Five papers (15 minutes each including Q&A) 

Moderator: Mr. Shawn Seman, DEOMI, Research, Development, and Strategic 

Initiatives Directorate (RDSI) 

160s 

Paper Session #1A: This is My Story Talks: Using Storytelling to Enhance Inclusion 

in a Mentoring Program  

Ms. Selina Vik, Naval Air Warfare Center Training Systems Division 

160s 

Paper Session #1B: Developing Readiness and Resilience in Teams Using an 

Integrated Training Approach 

 Dr. Joan Johnston, Army Research Laboratory 

160s 

Paper Session #1C: Counting Heads and Heads that Count: 

Diversity and Including in the Department of Defense  

Mrs. Christa Bupp, DEOMI, RDSI 

160s 

Paper Session #1D: The Commander Situational Awareness Assessment  

Dr. Marne Pomerance, DEOMI, RDSI 

160s 



 DEOMI Collaborative Series 
“Envisioning Tomorrow’s Human Relations Challenges: Training, Research, 

and Best Practices to Advance Total Force Readiness Today!” 

 

 
Agenda as of 16 November 2016 

DEOMI reserves the right to amend, alter, change, delete, or modify this agenda in any manner that DEOMI deems necessary and 

in the best interest of the Collaborative Series. 

 

Paper Session #1E: The Dark Side of Leadership in the Military: A Multilevel 

Perspective 

Dr. Albert Zhou, Florida Institute of Technology (FIT) 

160s 

1050-1100 BREAK #2  

1100-1200 Panel Session #1: Best Practices for Diversity and Inclusion AUDs 

1&2 

 Name of Panel #1: Diversity and Inclusion as Reflected in Best Practices:  

Where Ideas and Reality Intersect 

Participants: Dr. Richard Pimentel, Mr. Keith Arachikavitz, and Mr. Norvel “Rock” 

Dillard 

Moderator: Ms. Shirley Raguindin, ODMEO 

 

1200-1330 

 

LUNCH – on your own  

POSTER PRESENTATION SESSION AUDs 

1&2 

 Training Session #2: Lesbian/Gay/Bisexual/Transgender (LBGT)  

 

 

 

 

 

 

 

 

 

1330-1500 

EEO Training Session #2: LGBT in EEO  
1AJ Sharon Alexander, 1Ms. Shelley Kahn, and 2Dr. Nicole Rishel Elias,  

1Office of Federal Operations of the Equal Employment Opportunity Commission  
2City University of New York 

The EEOC will be providing "Practical Guidance and Advice for the Workplace" on the latest information for 

LGBT employees.   

150s 

EO Training Session #2: LGBT in EO  

COL Lee Gearhart, Office of the Secretary of Defense, Personnel, and Readiness 
This presentation will provide an executive-level overview of the key components of DoD’s newest personnel 

policy, “In-Service Transition For Transgender Service Members,” that became effective October 1, 2016, as 

well as the new medical accession standards (effective not later than July 1, 2017).   

AUDs  

1&2 

Paper Session #2: Five papers (15 minutes each including Q&A) 

Moderator: Dr. Charlie Law, Florida Southern College 

160s 

Paper Session #2A: How Research Informs Training and Education Regarding 

Transgender Inclusion 

 Dr. Benjamin Farmer, DEOMI, RDSI 

160s 

Paper Session #2B: Sexual Minorities in the U.S. Military: 

Current Research and Future Directions  

Dr. Charlie Law, Florida Southern College 

160s 

Paper Session #2C: Assessing LGBT Issues in the Department of Defense:  

Past, Present, and Future  

Dr. Paul Rosenfeld, Defense Research, Surveys, and Statistics Center 

(RSSC)/Retention and Readiness Office of People, Director 

160s 

Paper Session #2D: LGBT Family Dynamics and the Workplace  

Dr. Jennifer Sandoval, University of Central Florida 

160s 

Paper Session #2E: The Role of Media in Shaping Our Ideas of Culture and LGBT 

Americans  

Dr. Stacy Tanner, University of Central Florida 

160s 

1500-1515 BREAK #3  

 

 
 

 

 

 



 DEOMI Collaborative Series 
“Envisioning Tomorrow’s Human Relations Challenges: Training, Research, 

and Best Practices to Advance Total Force Readiness Today!” 

 

 
Agenda as of 16 November 2016 

DEOMI reserves the right to amend, alter, change, delete, or modify this agenda in any manner that DEOMI deems necessary and 

in the best interest of the Collaborative Series. 

 

1515-1615 Panel Session #2: LGBT Panel AUDs  

1&2 

 Name of Panel #2: Progress, Existing Challenges, and Solutions for LGBT Service 

Members and the U.S. Military  

Participants: Mr. Gordon Tanner, Mrs. Laila Ireland, and Dr. Nicole Rishel Elias 

Moderator:  Dr. Charlie Law, Florida Southern College 

 

1615-1630 Closing Remarks – COL Mary Martin, DEOMI, Commandant AUDs  

1&2 
 

Day 3, Thursday, December 8, 2016 
0800-0845 Breakfast Refreshment 

 

Registration Check-In Continued 

Diversity 

Den 

Foyer 

0845-0900 Assemble in Auditorium  

 

AUDs  

1&2 

 

0900-0905 Keynote Speaker Introduction 

Ms. Mary Cooler, DEOMI, EEO Training & Education Directorate, Director 

0905- 

0935 

Keynote Speaker  

Dr. George Reed, University of Colorado 

0935-0945 BREAK #1  

 Training Session #3: Leadership/Toxic Leadership  

 

 

 

 

 

 

 

 

 

0945-1115 

EEO Training Session #3: Toxic Leadership  

Dr. George Reed, University of Colorado 
Leadership, Organizational Climate, and Effectiveness: What’s Style Got to do With it? Why do otherwise 

world-class organizations put up with those in positions of authority who exhibit a destructive leadership style? 

In this presentation Dr. Reed examines the phenomenon of toxic leadership including its cost to organizations 

and potential solutions. 

150s 

EO Training Session #3: Leadership  

 

AUDs  

1&2 

Paper Session #3: Five papers (15 minutes each including Q&A) 

Moderator: Dr. Alan Witt, University of Houston 

160s 

Paper Session #3A: The Interaction of Gender in Predicting the Effectiveness of 

Leader Behaviors that Manage Employee’s Emotions  

Ms. Julianna Fischer, FIT 

160s 

Paper Session #3B: Let’s Do This Together:  

The Impact of Shared Leadership in Teams 

Mr. Jesse Caylor, FIT 

160s 

Paper Session #3C: Leadership Challenges for Cultivating a Capable and Diverse 

Force of the Future  

Dr. Taylor Fairley, Joint Advertising Market Research and Studies (JAMRS) 

160s 

Paper Session #3D: How to Reduce Challenges of Multinational Context in NATO 

Operations 

 Dr. Yantsislav V. Yanakiev, North Atlantic Treaty Organization 

160s 

Paper Session #3E: Effects of Toxic Leadership on Emotional Exhaustion and 

Withdrawal  

Dr. Alan Witt, University of Houston 

160s 

1115-1130 BREAK #2  
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and Best Practices to Advance Total Force Readiness Today!” 

 

 
Agenda as of 16 November 2016 

DEOMI reserves the right to amend, alter, change, delete, or modify this agenda in any manner that DEOMI deems necessary and 

in the best interest of the Collaborative Series. 

 

1100-1200 Panel Session #3: Leadership Panel AUDs  

1&2 

 Name of Panel #3: When Leadership Goes Wrong:  

Facing the Challenge of Toxic Leadership  

Participants: Dr. George Reed, and Dr. Barbara Kellerman 

Moderator: Mr. Gordon Tanner, General Counsel of the U.S. Department of the Air 

Force and Chief Legal Officer and Chief Ethics Official for the Air Force  

 

1200-1345 LUNCH – on your own 

 

 

 Training Session #4: The Future of Human Relations Specialists and Programs  

 

 

 

 

 

 

 

 

 

1345-1515 

Training Session #4 (EO and EEO Combined): Diversity and Inclusion  
1Mr. Keith Arachikavitz and 2Maj Gary Richardson 

1Impact Training and Development  
2DEOMI, Branch External Manager, Service Liaison Officer, Air National Guard 

and USAF 
The Diversity & Inclusion lecture is designed to give participants a clear understanding of what diversity is and 

how to effectively use it in the workplace. You will experience what it takes to achieve an inclusive work 

environment, in which the unique talents and abilities of all employees, can become part of the organizations 

DNA. Learn from diversity experts who've traveled the world, helping organizations successfully implement 

their diversity initiatives.       

AUDs  

1&2 

Paper Session #4: Five papers (15 minutes each including Q&A) 

Moderator:  Dr. Daniel McDonald, DEOMI, RDSI, Executive Director  

160s 

Paper Session #4A: The Ideal Role of the Equal Opportunity Professional at the 

Military Service Academies  

Dr. Amanda Lords, U.S. Air Force Academy 

160s 

Paper Session #4B: Culture Change through Military Equal Opportunity  

in the U.S. Navy  

Mr. George Bradshaw, 21st Century Sailor and Marine, Navy Headquarters, Equal 

Opportunity 

160s 

Paper Session #4C: Command Climate Assessment:  Suicide Prevention  

Mr. Rennie Vazquez, Defense Suicide Prevention Office 

160s 

Paper Session #4D: Looking to the Future: A Competency Model for Human 

Relations Specialists  

Ms. Laura Joiner, University of Houston 

160s 

Paper Session #4E: Generational Differences in the Workplace of the 21st Century  

Dr. Gary McGuire, DEOMI, RDSI 

160s 

1515-1530 BREAK #3  

1530-1700 Panel Session #4: The Future of Human Relations Specialists and Programs  AUDs  

1&2 

 

 

Name of Panel #4: What Does the Model Human Relations Specialist Need to Know 

to Move Forward?  

Participants: Dr. Richard Griffith, Mr. Grayland Hilt, Dr. Robert Carrigan,  

COL Mary Martin, and Mr. Mark Metoyer 

Moderator:  Dr. José Bolton, Sr., DEOMI, Dean of Education 

 

 

1700-1715 Closing Remarks and Adjournment – COL Mary Martin, DEOMI, Commandant AUDs  

1&2 
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                Technology Demonstrations 
Schedule 

7 December  
 

1045-1100, Break 1 (All sessions are concurrent) 

DEOMI Computer Lab - Florida Institute of Technology 

(FIT) GoABBY demonstrations 

AUD 3 – Army Research Laboratory Avatar 

demonstrations 

Library - 170-171 DEOMI Research Directorate 

innovations 

Library - 172-173 CISO ADL packages 
 

1500-1515, Break 2 (All sessions are concurrent) 

DEOMI Computer Lab - Florida Institute of Technology 

(FIT) GoABBY demonstrations 

AUD 3 – Army Research Laboratory Avatar 

demonstrations 

Library - 170-171 DEOMI Research Directorate 

innovations 

Library - 172-173 CISO ADL packages 
 

8 December  
 

0935-0945, Break 1 (All sessions are concurrent) 

DEOMI Computer Lab - Florida Institute of Technology 

(FIT) GoABBY demonstrations 

AUD 3 – Army Research Laboratory Avatar 

demonstrations 

Library - 170-171 DEOMI Research Directorate 

innovations 

Library - 172-173 CISO ADL packages 
 

1115-1130, Break 2 (All sessions are concurrent) 

DEOMI Computer Lab - Florida Institute of Technology 

(FIT) GoABBY demonstrations 

AUD 3 – Army Research Laboratory Avatar 

demonstrations 

Library - 170-171 DEOMI Research Directorate 

innovations 

Library - 172-173 CISO ADL packages 
 

1515-1525, Break 3 (tentative) 

DEOMI Computer Lab - Florida Institute of Technology 

(FIT) GoABBY demonstrations 

AUD 3 – Army Research Laboratory Avatar 

demonstrations 

Library - 170-171 DEOMI Research Directorate 

innovations 

Library - 172-173 CISO ADL packages 

Descriptions 
Florida Institute of Technology (FIT) 
This technology demonstration will highlight the capabilities 

of GlobeSmart, a 21st century cultural-competence learning 

platform. GlobeSmart can provide leaders the cultural 

information they need to enhance their effectiveness when 

working with foreign personnel, and help them understand 

how their leadership style will be interpreted in a new cultural 

context. Powered by an artificially intelligent avatar, 

GlobeSmart becomes an agile tool that can put cultural 

knowledge at your fingertips. In addition, when the platform is 

paired with Guided Mindfulness the user can optimize their 

experiential learning to master culture general competencies 

that allow the user to effectively work across many cultures. 

The platform offers capabilities in 23 languages and provides 

valuable insights on all NATO countries. 

Army Research Laboratory (ARL) Orlando 
The Army Research Lab in Orlando, Training and Doctrine 

Command (TRADOC), and DEOMI are funding an 

Avatar/Puppeteering product capable of use conducting 

education and training to individuals or groups to increase 

skills in communications and interventions. This product is 

similar to the “Human in the Loop” design product developed 

by the University of Central Florida and for the Sexual Assault 

Prevention Office three years ago.  The Avatar/Puppet 

currently under development will be demonstrated at the 

December 2016 DEOMI Collaborative Series Conference. The 

purpose of the ARL is to facilitate coordinated planning 

among the United States Army, multi-agency, multi-service 

teams conducting field-level educational development in 

human relations topics as well as multiple disciplines. The 

ARL training model is based on Phase I behavioral research 

indicating that the activities necessary to achieve integrated 

objectives in diverse work groups can be characterized as 

interests-based negotiation or collaborative problem solving. 

The ARL therefore is a distributed collaborative work 

environment featuring individual and collective scenario-

based training exercises designed to enhance collaboration and 

consensus building skills. Exercises are being worked in a 

phased crawl, walk, run progression. In the crawl phase, 

learners are prepared for interaction by participating in a 

scenario presented in one of multiple human relations topics 

and events while working through the problem solving process 

with the Avatar/Puppet when projected into the group room 

for the event. After each scenario, the learner reflects on his or 

her own readiness by reading a brief scenario and providing 

responses. In the walk phase, learners must respond to eight 

text scenarios designed to exercise individual collaboration 

skills, such as building new relationships and dealing with 

strong negative emotions. In the run phase, multiple learners 

participate collaboratively in three planning exercises where 

they must role-play key stakeholders on a multi-agency, multi-

service team and construct an integrated plan. Run phase 



activities supported by the ARL and DEOMI are being worked 

to include scenario development and building, discussing and 

improving through subject matter expert discussions, 

application of scenarios using the Avatar/Puppeteering 

Product as examples.  Advanced artificial intelligence 

technologies such as suit ware and extremity manipulations 

hardware as well as voice recognition headgear are being built 

to enable the entire product to stand alone as instructorless 

training for traditional classrooms or advanced distributed 

learning environments. The ARL and DEOMI are working 

together to build a puppeteering set of scenarios to be used by 

all services equal employment opportunity and equal 

opportunity offices globally. The focus of this developmental 

product is to use at DEOMI over the next 5 years of growth in 

artificial intelligence and robotics.  Phase I and II are funded 

by the Army and DEOMI. 

 

DEOMI E-Learning 
DEOMI E-Learning program is a robust distance learning and 

computer-based training program that involves the blended 

learning approach for accredited courses, Assessments to 

Solutions for DEOCS clients, and outreach for the public. 

 There are currently 24 courses open to the public on 

www.deomi.org   

 There are 23 pre-requisite lessons and 4 block exams 

for the EOARCC 

 There are six pre-requisite lessons for the EEOCC 

 There are six Race & Ethnic studies lessons 

completed as CBT while in-residence for the EOAC 

 There are nine pre-requisite lessons for the SEPM 

course 

 Navy Bureau of Medicine (BUMED) also hosts 12 of 

our e-learning courses for their personnel for 

command-directed and ancillary training 

 

 

 

 

 

 

 

 

 

 

 

DEOMIs E-Learning program will increase substantially in 2017 

with the addition of 38 online lessons (Modules). These new 

lessons are associated with three new training courses for the EEO 

Professional. These new prerequisite online lessons will be 

distributed between the Entry Course (13 Lessons), Intermediate 

Course (15 Lessons), and Advanced Course (10 Lessons). 

Following current prerequisite learning methodology, students are 

expected to complete these online lessons prior to attending the 

associated DEOMI resident training. All courses are created 

following the DoD Instructional Systems Design (ISD) process and 

meet all accreditation/college credit standards. The Public central 

helpdesk email is elearning@deomi.org.  Each accredited program 

has an assigned admin to resolve student management issues.  Our 

goal is to resolve all helpdesk tickets with 24 hours. The accredited 

tracks (EOARCC, EOAC, EEOCC, and SEPM) meet the training 

requirements set by DoD stakeholders and constituents without 

requiring extra time of instructors or the use of facilitators.  This 

also saves our students and their organizations time and money. 

Note: Under accredited learning tracks, students receive college 

credit for online learning. The public and BUMED courses are 

meant to introduce the topics involved in Equal Opportunity to the 

broadest possible audience.  Whether they are directed to take the 

lessons or find us on their own, the lessons we offer to the public 

are an informative tool that can be used to prevent or respond to 

equal opportunity issues in all workplaces.  Having an 

understanding of the fundamental issues and concepts surrounding 

EO may result in a process of self-evaluation in our learners.  That 

process of self-evaluation is one of the first steps to their acting in 

a way that is insistent on an environment of tolerance for others 

and an appreciation for the many benefits of diversity and 

inclusion. The Assessments to Solutions (ATS) courses are 

designed to support leaders and equal opportunity professionals by 

providing tools and products designed to address the mission-

impacting issues that were identified during the climate assessment 

process.    

 

 

 

  

Technology Demonstration Feedback 

 
 

1. Was adequate time allocated for the technology demonstrations?  
 

2. Did the products presented improve your knowledge of services DEOMI provides? 
 

3. Which technology demonstration would you be most interested using?  
 

4. Is there anything you would change about the format of each demonstration for future Collaborative Series 

events? 
 

Additional Comments: 
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This Is My Story Talks: Using Storytelling to Enhance Inclusion in a Mentoring Program 

*Selina G. Vik, MA, Sandra C. Hughes, M.S. 

Naval Air Warfare Center Training Systems Division (NAWCTSD), Orlando, FL 
 

 
 

Oftentimes as diverse military members and civilian employees, we walk through the halls of our 

workplaces and except for exchanging pleasantries, know nothing about who we really are. To change that 

paradigm, we embraced Stephen Covey’s 4 Disciplines of Execution methodology and selected mentoring as a 

Wildly Important Goal (WIG) in 2010. We realized that mentoring each other was wildly important to us because 

66% of our workforce was retirement eligible. If we did not achieve this goal, nothing else we accomplished 

really mattered. Our goal was to dramatically increase employee registration in the on-line iMentor matching tool 

as a mentor, protégé or both, and we increased participation from 6% to 56% over six years.  

It was a starting point for learning about the culture and diversity of our employees and teaching them to 

work well in a team environment. The creation of a NAWCTSD Mentoring Team (composed diverse employees 

from the military and civilian ranks) who are passionate about the initiative would ultimately define the success 

of the program. Focusing on mentoring activities during cultural awareness monthly special observances has 

ensured that mentoring events are full of diverse participants. Further, the creation of a civilian Buddy Mentor 

Program in 2014 unites new employees with Buddy Mentors of different career disciplines and ethnicity.  

          Our signature mentoring event, This Is My Story (TSD) Talks was created in 2012 to utilize face-to-face 

storytelling as a form of mentoring. We have panels of mentors/storytellers tell their personal stories within 20 

minute timeframes. The mentoring team provides some basic guidance on how to tell a story.  However, the 

stories told range from dealing with difficult career dilemmas to heart-wrenching accounts of triumphing over 

severe adversity. These events provide a platform for people to share their stories in ways that help bring to light 

their personal and professional struggles and how they resolved them, often with the help of a mentor. It also 

promotes a profound sense of connection amongst the members of our diverse workforce. Further, storytelling 

provides a memorable emotionally engaging way to transfer wisdom. 

 

Best Practice 1: NAWCTSD Buddy Mentor Program – To support the mentoring initiative, the NAWCTSD 

Mentoring Team created the Buddy Mentor Program to welcome all new employees to our organization. Its focus 

is to provide one-on-one assistance, jump start networking opportunities, provide knowledge on how things really 

get done and in general acclimate new employees to the people and culture of our organization.   

 

Best Practice 2: TSD Talks: This Is My Story Mentoring Event – Utilizing the TED Talks framework  and 

storytelling as an informal type of mentoring, we created a quarterly TSD Talks: This Is My Story mentoring 

event to provide a platform for employees of all races and cultures to share their personal and professional stories 

as they relate to mentoring. Hearing those stories inspires us to understand and accept others for who they really 

are and is changing the inclusive nature of our organization.  

 

The benefits of employing storytelling as a form of mentoring are the promotion of cross cultural learning, sharing 

of lessons learned and inclusivity of all employees in the mentoring program.  
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Developing Readiness and Resilience in Teams Using an Integrated Training Approach 

Joan H. Johnston, PhD 

Army Research Laboratory Human Research Engineering Directorate, Orlando, FL 

 
 

 

In 2012, to guide the U.S. Army’s efforts to improve the readiness and resilience of Soldiers, the Army 

launched the Ready and Resilient Campaign and established the Comprehensive Soldier Fitness Program. As a 

result, preventative resilience training became a key priority of the U.S. Army Study Board, and starting in 2013, 

they sponsored the Squad Overmatch (SOvM) For Readiness and Resilience Program. The SOvM team, in 

collaboration with the Army Maneuver Center of Excellence (MCoE) conducted integrated team training 

demonstrations using classroom, simulation-based training, and live training exercises. Lessons learned were then 

developed for improving existing training methods and technologies with combat realistic exercises and 

experiences. Following this, the Defense Medical Research and Development Program through the Joint Program 

Committee 1: Medical Training and Health Information Services sponsored the SOvM team to focus on the 

problem of Tactical Combat Casualty Care (TC3). Continuing its collaboration with MCoE and including U.S. 

Marine Corps participation, the study team conducted a demonstration study in 2015 and then an experiment in 

2016 to test the effects of the integrated training approach on building skills in TC3, situational awareness, stress 

management, teamwork, and integrated after action reviews. This invited presentation describes the integrated 

training concept, the study approach, lessons learned, and training recommendations. 

 

Best Practice 1: Team leaders/instructors must have valid, intuitive assessment tools (e.g., tablet- based) that 

enables them to quickly conduct the after action review. This will enable them to effectively solicit self-corrective 

behavior from the team, provide appropriate and immediate feedback to team members, and utilize this 

information to set new training performance goals.  

 

Best Practice 2: While it is tempting to assume that simulators will solve the problem of developing resilience, 

the importance of having qualified instructors and team leaders for implementing the integrated training approach 

cannot be overemphasized. Developing resilience in team members requires a “train the trainer” curriculum 

designed for instructors and team leaders. It should include learning how to use assessment tools and after action 

report methods that will accelerate squad performance and ensure overall training effectiveness.  
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Counting Heads and Heads that Count: Diversity and Inclusion in the Department of Defense 

*Christa P. Bupp, PhD(c), Katrina A. Piccone, PhD, M. Margaret Sudduth, PhD, and Marne H. Pomerance, PhD 

HRT Research Analysts, Defense Equal Opportunity Management Institute, Patrick Air Force Base, FL 

 

 

 
 

In 2011, the Department of Defense (DoD) published the Government-wide Diversity and Inclusion 

Strategic Plan that established a Government-wide initiative to promote Diversity and Inclusion. Since then, there 

have been continued efforts to reinforce the importance of Diversity and Inclusion in the DoD (see Government-

wide Inclusive Diversity Strategic Plan, 2016).  In the 2016 strategic plan, Inclusion is defined as “a set of 

behaviors (culture) that encourages employees to feel valued for their unique qualities and experience a sense of 

belonging.” While the military is a diverse organization, it is unclear if it is an inclusive organization; therefore, 

it is necessary to understand the military’s climate for inclusion. To do so, the Defense Equal Opportunity 

Management Institute (DEOMI) is developing a measure of inclusion to place on the DEOMI Organizational 

Climate Survey (DEOCS) to help Commanders understand their units’ climate for inclusion. Therefore, due to 

the importance of Inclusion to the present DoD initiatives, including the DEOCS, this presentation will focus on 

relevant research surrounding inclusion and actions that can be taken to foster an inclusive climate. More 

specifically, there are three main goals of this presentation, which are described below. 

First, we present the concept of Inclusion by drawing on several prominent models. There are many well 

established models of inclusion within the literature that informed our conceptualization of inclusion. Specifically, 

these models suggest that inclusion is comprised of several dimensions: uniqueness, belongingness, opportunity 

to contribute, and fairness (see Shore et al., 2011; Nishii, 2013; Ferdman & Deane, 2014). Each of these 

dimensions will be further described in terms of their meaning and relationship to a military context. 
Second, the theoretical linkages between Inclusion and other important organizational variables are 

discussed. Research has recently illustrated support for diversity leading to positive outcomes (e.g., higher job 

satisfaction, lower conflict and turnover, better performance) when inclusive organizational environments are 

fostered (e.g., Mor-Barak & Cherin, 1998; Nishii, 2013; Sabharwal, 2014). Indeed, inclusion is concerned with 

removing obstacles to ensure the full participation and contribution of employees in the organization (Roberson, 

2006). Thus, we will further detail why inclusive organizational environments (or, climates) may be a necessary 

organizational condition for successful diversity management.  

Third, we suggest ways in which Commanders can monitor and improve their unit’s climate of Inclusion. 

Commanders are in a unique position to ensure that inclusive climates are fostered from the top down. While 

inclusion is important at all levels, leadership modeling of inclusive behaviors will ensure unit members 

understand that inclusion is a priority. Some inclusive strategies include: confronting subtle discrimination, 

leveraging diversity to increase performance, utilizing accountability systems (i.e., DEOCS), training, and using 

peer-to-peer influence. Ultimately, engaging in active inclusion strategies will help to promote a healthy command 

climate and further details regarding best management practices for creating an inclusive climate will be 

discussed.  

 

Best Practice 1: Commanders should monitor their units’ climate for Inclusion by administering the DEOCS on 

an annual basis.  

 

Best Practice 2: Commanders should ensure inclusion starts at the top through various practices, such as modeling 

inclusive behaviors.  
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The Commander Situational Awareness Assessment 

*Marne H. Pomerance, PhD, M. Margaret Sudduth, PhD, Katrina A. Piccone, PhD, Leah J. Ellison, M.S., Ché 

L. Albowicz, M.S., Elizabeth F. Steinhauser, PhD  

HRT Research Analysts, Defense Equal Opportunity Management Institute, Patrick Air Force Base, FL 

 
 

 

The Defense Equal Opportunity Management Institute (DEOMI) Organizational Climate Survey 

(DEOCS) is a tool for commanders to use in developing healthy organizational climates. Although the DEOCS 

is delivered annually within units, change management is a 365 day process that includes, but is not limited to, 

climate assessment. DEOMI addresses the role of leadership in shaping the climate by outlining the process 

leading up to and following the distribution of the DEOCS. In particular, DEOMI is developing the Commander 

Situational Awareness (CSA) Assessment. The CSA is a self-evaluation tool that asks Commanders about their 

unit’s perceptions of the organizational climate. The purpose of the CSA is twofold: (a) commander development 

and (b) command excellence.  

The first purpose of the CSA is to reduce the knowledge gaps between the Commander and the unit. Often 

the Commander is unaware of factor areas that are concerning to the unit. Reducing these knowledge gaps will 

help fulfill the goal of mindfulness, defined as “a receptive attention to and awareness of present events and 

experiences, without evaluation, judgment, and cognitive filters” (Glomb, Duffy, Bono, & Yang, 2011, p. 119). 

The second purpose of the CSA is to initiate change in the environment. In response to comparing CSA 

results to DEOCS results, the Commander takes action to improve the factor areas that are low within the 

environment. Taking these steps will help fulfill the goal of change management, defined as an eight-stage process 

to create major change (Kotter, 1996). 

Overall, the CSA is a tool to track discrepancies within the goals of mindfulness and change management, 

wherein the commander will complete the CSA before reviewing DEOCS results. Additional products will assist 

the Commander in action planning and goal revision. The action plan will be provided to Commanders to assist 

them in comparing their CSA results to DEOCS results, aiding them in identifying the top and bottom-rated 

factors within their unit. In addition, the action plan will facilitate with goal revision in order to better align them 

towards improving the goals of mindfulness and initiating change management.  

 

Best Practice 1: Commanders should develop an active awareness of their units’ climates through practicing being 

mindful. 

 

Best Practice 2: Commanders should enact strategies to actively manage climate change. 

 

*indicates presenter 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Author Contact Information 

marne.pomerance.ctr@us.af.mil 



 
Opinions expressed in this report are those of the authors and should not be construed to represent the official position 

of DEOMI, the U.S. military services, or the Department of Defense. 

The Dark Side of Leadership: Overview and Practical Implications 

*Zhiqing E. Zhou, Xinxuan Che 

Florida Institute of Technology, Melbourne, FL 

 

 

 

 

 The role of leadership in civilian and military settings has been extensively examined, with the majority 

of them focusing on the positive forms of leadership, such as transformational leadership, ethical leadership, 

servant leadership, and constructive leadership. They were found to positively affect many aspects of followers, 

such as their performance, team cohesion, safety climate, trust in leaders, and well-being. Recently, researchers 

suggest that destructive leadership -the dark side of leadership- can be harmful in both civilian and military 

settings by having detrimental effects on followers’ trust in leaders, emotions, attitudes, performance, and 

personal well-being outcomes. Destructive leadership can take shape in both the active forms (e.g., abusive 

supervision) and the passive forms (e.g., laissez-faire leadership). On one side, we have learnt much about effects 

of abusive supervision, and the proposed presentation will provide an overview of the literature by discussing 

antecedents of abusive supervision and the mechanisms through which abusive supervision affects follower 

outcomes. Recommendations based on the literature will be presented to prevent the occurrence of abusive 

supervision and help employees better cope with the experiences of abusive supervision. On the other hand, we 

know relatively less about passive leadership and its effects. We will present one study of ours that filled the gap 

and found that passive leadership can negatively predict employees’ psychological and physical wellbeing 

through increased workload and work-family conflict. Combining our findings with the existing literature on 

passive leadership, we will also present potential practices to address passive leadership in the workplace.  

 

Best Practice 1: Organizational norms are important factors in preventing occurrence of abusive supervision. A 

norm of mutual respect, safety, and caring needs to be established. Organizations need to set up clear guidelines 

and polices on how leaders should behave, implement procedures to ensure the execution of the policies, and have 

appropriate feedback mechanisms to review whether leaders follow through the policies and procedures in their 

practices.  

 

Best Practice 2: While allowing subordinates to have certain amount of autonomy and flexibility can potentially 

have beneficial consequences, leaders need to be aware that their behaviors might be perceived as passive 

leadership. Organizations need to train leaders to understand the differences and find a balance in between to 

better facilitate subordinate outcomes.   

 

*indicates presenter 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Author Contact Information 

zzhou@fit.edu 



 
Opinions expressed in this report are those of the authors and should not be construed to represent the official position 

of DEOMI, the U.S. military services, or the Department of Defense. 

LGBT 

 
How Research Informs Training and Education Regarding Transgender Inclusion  

*Benjamin Farmer, PhD 

JHT Research Contractor, Defense Equal Opportunity Management Institute 

LT Erica Harris, PhD, MPH 

Defense Equal Opportunity Management Institute 

Charlie Law, PhD 

Florida Southern College 

 

 

 

In 1974, the first transgender military personnel were allowed to serve openly in The Netherlands. The fight for 

equal protections to serve in the military has been long and difficult around the world; however, 42 years later, the United 

States (June, 2016) is now the 19th country to permit Trans-Service Members to openly serve in its military. In the United 

States, the transgender community has faced policy hurdles to both enlisting and continuing service for decades. These 

regulations included both physical hurdles, such as regulations regarding “abnormalities of defects of the genitalia” 

(Department of Defense [DoD] Medical Standards of Enlistment, 2011) to psychological policy such as the American 

Psychological Association’s (APA) disqualifying scarlet letter of Gender Identity Disorder (GID; APA, 2012). Even “Don’t 

Ask Don’t Tell” (DADT), prior to its repeal in 2011, was used as grounds to dismiss transgender Service Members. With 

these barriers to serve largely removed from the Trans-military community, it is vitally important for the United States DoD 

to understand transgender Service Members and recruits in order to work towards workplace inclusion.  

It is estimated that there are currently 15,500 transgender active duty Service Members with some 134,300 Veterans 

and Retired Guard/Reserve who served (Gates & Herman, 2014). Policy now permits Service Members to transition gender 

while serving, provides medical guidance for transition, and delineates responsibility of the military services and leaders to 

set policy and training for the present and the future, with policy implementation to occur by July 1, 2017. Whereas policy 

now dictates medical care for transgender Service Members, studies show transgender workplace discrimination is 

widespread in the private sector (Budge, Tebbe, & Howard, 2010; Grant et al., 2010) with studies on military discrimination 

revealing similarly serious hardships. These studies largely stem from small qualitative studies, however, often focusing on 

‘serving in silence’ (e.g., Dietert & Dentice, 2015) and revealing less about the current and future lives of Trans-Service 

Members or their hurdles. Many transgender Service Members joined for the same reasons as those who identify as 

heterosexual – patriotism and a sense of duty. And yet, suicide (Haas, Rodgers, & Herman, 2014), depression (Budge, 

Adelson, & Howard, 2013), and even drug addiction (Hunt, 2012) rates are reported as substantially higher within the 

transgender community, often cited as stemming from societal pressures and stressors, indicating a potential threat to Trans-

Service Member well-being and performance. Researchers will need to tackle these issues, providing a better understanding 

of what it means to serve while transgender in order to inform policy, training, education, and best practices to foster healthy 

and welcoming inclusion for current and incoming transgender Service Members.  

 

Best Practice 1: Initial qualitative research (e.g., interviews, open ended surveys, open calls for information from currently 

service Trans-Service Members) may help guide larger scale survey studies that will provide data to inform policy, training, 

education, best practices for inclusion of transgender Service Members. 

 

Best Practice 2: Collaborating with the 18 existing militaries who have incorporated Trans-Service Members may illuminate 

unrealized hurdles while incorporating proven policy and procedures. Learning from other services may help provide a 

smoother transition for both Trans- and Cis-gender Service Members.   
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Sexual Minorities in the U.S. Military: Current Research and Future Directions 

*Charlie Law, PhD, and Katie Brown 

Florida Southern College, Lakeland, FL 
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 Research on sexual minorities (e.g., Lesbians, Gay men, Bisexuals, and Transgender [LGBT] individuals) 

indicates that a substantial portion of the U.S. working population faces both institutional and interpersonal 

discrimination. Indeed, a significant percentage (4-17%) of employees in the U.S. identify as a sexual minority 

(Gonsiorek & Weinrich, 1991; Powers, 1996). While the Civil Rights Act of 1964 and a handful of additional 

laws (e.g., Americans with Disabilities Act and Pregnancy Discrimination Act) provide protection from 

workplace discrimination for many Americans, sexual minorities remain vulnerable to discriminatory actions. In 

fact, research shows that discrimination may be rampant in the U.S. workforce for sexual minorities. Croteau 

(1996) reported that between 25-66% of sexual minorities experienced discrimination in the workplace due to 

their sexual orientation. More recently, Herek (2009) found that over 50% of sexual minorities report experiencing 

verbal abuse while 11% report experiencing housing or employment discrimination. However, research also 

shows that attitudes toward sexual minorities might be getting less negative (Steffens & Wagner, 2002). For 

example, prior to the repeal of Don’t Ask, Don’t Tell (DADT), the majority of Americans believed LGB military 

members should be able to serve openly in the U.S. military (Pew Center for the People and the Press, 2010). 

This relaxing of negative attitudes toward sexual minorities has been mirrored in the U.S. military. While research 

in the 1990s showed military members were overwhelmingly against open service for LGB military members 

(see Estrada & Weiss, 1999), more recent research suggests that the tables have turned and more military members 

support open service than oppose it (See Estrada, Dirosa, & DeCostanz, 2013). While it is clear that a turning 

point has been reached regarding attitudes toward sexual minorities in the military, it is possible that those 

attitudes have been institutionalized in U.S. military culture. Although DADT was repealed nearly six years ago, 

researchers have not yet investigated a) attitudes of military members toward sexual minorities or b) the 

experiences of sexual minorities since the repeal. While ample research has investigated these issues in a civilian 

context, there remains a great deal of ambiguity on the effects of open service for military members. While 

important questions regarding the health of the overall military should be addressed (e.g., unit cohesion, combat 

readiness), the current research argues that of equal importance are the questions regarding the health and attitudes 

of individual service members. What effect does open service have on job satisfaction and organizational 

commitment for LGBT service members? What are the physical and psychological effects of experienced 

discrimination for sexual minorities serving in the military? What types of policies and procedures should be in 

place to ensure equal treatment of sexual minorities in the military? How should military leaders address conflicts 

between acceptance of sexual minorities and sincerely held religious beliefs that condemn homosexuality? These 

questions, among others, must be addressed through careful and thorough empirical research.   

Best Practice 1: An organizational Needs Assessment should be done to identify topics of concern for both 

heterosexual and LGBT military members so that those concerns can be addressed and research-based solutions 

implemented. 

Best Practice 2: Research shows that diversity training is not effective if done incorrectly. This training should 

address those issues raised from the Needs Assessment and should address both explicit and implicit biases. 
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Assessing LGBT Issues in the Department of Defense: Past, Present, Future    
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While it has been over 5 years since the law known as “Don’t Ask Don’t Tell” (DADT) has been 

overturned, the assessment of Lesbian/Gay/Bisexual/Transgender (LGBT) issues on Department of Defense 

(DoD) surveys and focus groups remains challenging. Furthermore, the approval process to assess these issues is 

not widely understood by many researchers and practitioners. To date, just two large-scale DoD surveys – the 

2016 Health Related Behaviors Survey and the 2016 Workplace and Gender Relations Survey – have obtained 

the necessary approvals to ask sexual orientation and gender identity questions of military members. On the DoD 

civilian side, sexual orientation and gender identity have been asked on the government-wide Federal Employee 

Viewpoint Survey for a number of years. Except for these large surveys, the assessment of LGBT issues has 

generally not occurred on approved DoD surveys and focus groups since DADT was repealed. Most researchers 

and practitioners understand the requirement for the Protection of Human Subjects review by an Institutional 

Review Board or Exemption Determination Official. Less well-known are the requirements for survey review 

and approval at both the DoD and Service levels and the additional high-level approvals needed to assess LGBT 

issues on any research study, survey, or focus group. This presentation will describe the processes and regulations 

involved in assessing LGBT issues in the DoD, how they have changed post DADT, and where the Department 

may be going as the need to assess these issues on surveys, focus groups, and other assessments increases in the 

future. Best practices, such as the two below, are needed to gain approval for studies, surveys, and focus groups 

of LGBT issues will be presented. 

 

Best Practice 1: Seek a high-level (Flag/General Officer, Senior Executive Service) sponsor who will endorse the 

collection and will indicate an intention to use the results to meet a military program or policy requirement. 

 

Best Practice 2: The approval process can take several months or longer to complete. Develop project timelines 

that allow for a lengthy approval process. 
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LGBT Family Dynamics and the Workplace 
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Identity is multi-layered; it is at once seen and unseen, historical and contemporary, lived and represented 

and it is communication practices that frame identities. Identity is a dialogic site of both power structures and 

resistance (Martin & Nakyama, 2000). The Lesbian, Gay, Bisexual and Transgender (LGBT) community has 

been working towards equality for decades through three defined movements. From the 1920s-1969, there was a 

fight for a clear definition of sexual orientation, the de-criminalization of homosexuality, and recognition as 

members of a whole society. In the summer of 1969 after years of marginalization and discrimination, the 

Stonewall Uprising took place during a raid at the Stonewall Inn in New York. Raids like this one were common 

as legislation made it illegal to serve gays and lesbians at bars. The iconic stand became a symbol of gay liberation 

and influenced the gay civil rights movements of the coming years.  The next several decades saw the rise of HIV 

and a number of policies that continued to encourage the discriminatory status quo in the workplace and in civil 

rights issues for the LGBT community. Today, while there are more protections than ever for LGBT individuals, 

there are still many things that contribute to a unique and often unequal lived experience.   

The structure of the American family is changing and there is a need to re-orient away from the 

heterocentric bias that remains. While marriage equality has been a great victory in the last few years, there remain 

many contemporary issues for LGBT individuals and families. Family creation is a long and expensive process 

for gay and lesbian couples. They face the challenges of the adoption system or the stress and cost of Assisted 

Reproductive Technology. Currently, the Employment Non-Discrimination Act is proposed so that workplace 

discrimination cannot be enacted based on one’s sexual orientation or gender identity. While many states already 

offer this protection, Florida is not among them. Additionally, LGBT individuals experience high rates of violence 

and hate crime. They are twice as likely to be targeted as African-Americans, making up nearly a fifth of single 

bias hate crimes reported to the FBI in 2014. Violence disproportionately falls on transgender women of color. 

These crimes are also underreported or not accurately classified as hate crimes by local jurisdictions. This 

presentation will provide a general survey of these issues and how they affect the lived experiences of LGBT 

individuals serving our communities and our country.  

 

Best Practice 1: Use gender neutral and inclusive language in everyday talk as well as official documents and 

polices (e.g., partner, spouse, they, family unit).  

 

Best Practice 2: Gay and lesbian parents often find aspects of their private lives (e.g., how they have started their 

children) to be under more public inquiry and scrutiny. Check your own assumptions and privilege when engaging 

these topics and avoid overly personal questions you would not ask of family units with heterosexual parents.  
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The Role of Media in Shaping Our Ideas of Culture and LGBT Americans 
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Our values are largely shaped by the world around us, i.e., our families, schools, churches, and 

government.  Frequently, we place less attention to just how much the media’s language and use of visual texts 

impacts our perceptions and definitions of American culture. Throughout this presentation, I will highlight the 

role of media in shaping our view of minority populations, in particular, Lesbian, Gay, Bisexual, and Transgender 

(LGBT) Americans. I employ Louis Althusser’s (1970) ideas about ideology and ideological state apparatuses, 

Stuart Hall’s ideas about the fluidity of language from Representation, Meaning, and Language, (1997), James 

Branham’s ideas about the contestation of the definitions of America and patriotic acts within “Of Thee I Sing” 

(1996), Matthew Meuleners’ (2001) ideas about the opposition of diversity and a multicultural America, Gayle 

Ruebens’ discussion of the perception of sex negativity in “Thinking Sex” (1984), and Cheshire Calhoun’s 

discussion of members of the LGBT community as outlaw in Feminism, the Family, and the Politics of the Closet 

(2000). In this presentation, I emphasize the need to expand and encourage an expansion of the definition of the 

American, and likewise, the American Service Member.   

Best Practice 1: Be mindful that the language of media to include visual media significantly impacts our 

conception of American culture.  

Best Practice 2: We must be mindful of the language we prioritize and likewise subordinate in regard to any 

population of Americans, particularly, on our focus, LGBT Americans and the LGBT Service Members. 
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Leader Management of Subordinates’ Emotions: Cultural Differences 

*Julianna J. Fischer, Erin M. Richard, PhD 
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A key aspect of successful leadership is the management of subordinates’ affective states, which include 

mood and emotion (Leavitt & Bahrami, 1988). This form of management can be reflected in a number of 

behaviors, such as demonstrating consideration and support for employees, providing frequent “uplifts,” and 

managing interactions and relationships among coworkers (Kaplan, Cortina, Ruark, LaPort, & Nicolaides, 2014). 

Emotion-related skills and abilities have been supported as critical assets in both corporate and military settings 

(e.g., George, 2000; Pescosolido, 2002; Kaplan et al., 2014; Trejo, Richard, van Driel & McDonald, 2015). 

However, most of the theory and research supporting the significance of managing subordinates’ emotions has 

been developed and tested in Western societies. Although emotions are universal and common across the human 

race, the perception of emotions and norms for the expression of emotions are contingent on cultural background 

(Matsumoto, 1989). Further, expectations regarding leader behavior also differ across cultures (Bono & Barron, 

2008; House et al., 2004). It follows logically that the value for and effectiveness of leader emotion management 

behavior will depend on cultural context. This presentation will review the relative effectiveness of leader emotion 

management behaviors across several countries and discuss potential explanations for these cultural differences.  

 

Best Practice 1: Do not underestimate the potential outcomes of effectively managing subordinates’ emotions. 

 

Best Practice 2: Take cultural differences into consideration during interactions in which emotion management 

plays a role.  

 

*indicates presenter 
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Let’s Do This Together: The Impact of Shared Leadership in Teams 

Hairong Jiang, MS, Trevor Fry, MS, *Jesse Caylor, and Jessica Wildman, PhD 

Florida Institute of Technology, Melbourne, FL 

 

 

Teams in modern organizations face challenges and targets that are constantly changing. Accordingly, it is 

essential that these teams are equipped to learn and shift focus quickly in order to remain relevant in the current 

climate. Research shows that leaders play an integral role in the rate at which teams are able to learn. From 

modeling behavior, to creating a collaborative environment, leaders must be prepared to facilitate team learning 

in many ways. 

One possible resource for developing team learning lies in shared leadership within teams. Shared leadership 

can be defined as an emergent form of leadership in which two or more team members exert influence over one 

another. In other words, shared leadership refers to the extent to which leadership influences is distributed across 

multiple team members, and is often measured using social-network- style items asking how much each team 

member relied upon the leadership of each other team member. Shared leadership improves a variety of processes 

and outcomes within teams, as it encourages knowledge sharing and creation, as well as raises team member 

autonomy and decision making, while reducing hierarchy and enhancing dynamic relationships. Shared 

leadership may also be one method for mitigating some of the disadvantages faced by larger or more diverse 

teams.  

In an effort to better understand the impact of shared leadership on team learning, research was conducted by 

the Relationship Interaction Optimization in Teams (RIOT) Lab at the Florida Institute of Technology. The studies 

examined 52 student project teams made up of 240 individuals which worked together on complex capstone 

projects over the course of an entire semester. The study also considered the relationship between shared 

leadership and the cultural variable known as individualism versus collectivism. Collectivism is characterized by 

a tightly integrated team structure and a focus on team or collective goals, whereas individualism is characterized 

by an increased emphasis on putting individual goals ahead of those of the team. 

Preliminary results suggest that teams with higher initial levels of shared leadership early on during a team’s 

lifespan demonstrated higher levels of team learning, team trust, and team viability (i.e., the desire to continue 

working together as a team). Additionally, results suggest that an individual difference known as socialized power 

motivation predicts the natural emergence of shared leadership structures within teams. Individuals high in 

socialized power motivation exhibit a desire to use influence to advance their organization, placing an emphasis 

on interpersonal interaction and trust building. Furthermore, the beneficial impact of shared leadership was found 

to be greatest for culturally individualistic teams. This would suggest that shared leadership causes members of 

more individualistic teams to take greater ownership of team goals and increase motivation and behavior 

accordingly. 

 

Best Practice #1: Teams should implement a shared leadership structure in order to increase team learning and 

team viability, especially if those teams are composed of individualistic members. 

 

Best Practice #2: Organizations looking to encourage shared leadership within teams should compose teams with 

individuals that hold high socialized power motivation. 

 

*indicates presenter 
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Bridging the Disconnect and Cultivating a Capable and Diverse Force of the Future 

Taylor P. Fairley, PhD 
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Resources Activity / Office of the Under Secretary of Defense for Personnel & Readiness / Alexandria, VA 

 

 
The future of the Military’s skills, abilities, and leadership lies in the hands of the youth we bring in and 

groom today. Furthermore, as noted in the Secretary’s recent Force of the Future initiatives, the skills and talents 

the Military needs are growing progressively more complex. From increasingly complex engineering, computer 

systems, and cyber warfare to greater cultural awareness and smaller, faster, more agile teams – the demand for 

high quality and diverse personnel has never been greater. At the same time, there is evidence of a disconnect 

between the Military and today’s youth population. For most youth, the Military is becoming less personally 

relevant, not relatable, and the perceived benefits of Service have declined (JAMRS Youth Polls). In the most 

basic ways, today’s markets lack knowledge about what it means to serve in the Military. They are removed from 

the personal familiarity of military life necessary to be able to identify with those who serve and appreciate the 

intrinsic motivators that are integral to the service experience.  As a result, they are not equipped to truly consider 

whether the Military is in line with their aspirations. Instead, for most youth and influencers, the Military is 

presumed to offer a lesser quality of life and serves as a fallback option for those who have fallen off track or 

need direction. Furthermore, not only is it becoming harder to compete for the youth the Military needs, but not 

enough is being done to increase the number of youth in the United States with the qualifications the Military 

needs and their connection with the Military. This paper will outline some of the key challenges in the youth 

market as they relate to cultivating and recruiting the force of the future and the initiatives that today’s Military 

leaders can champion for the long-term benefit of our military. 

 

Best Practice 1: Be a brand ambassador. Get involved in your community and be willing to talk about your life in 

the Military. This includes not only the opportunities, personal fulfillment, and successes service has afforded 

you, but also the day to day quality of life for you and your family.  

 

Best Practice 2: Be an advocate for middle and high school educational programs, especially those in Science, 

Technology, Engineering, and Mathematics (STEM)-related fields, which foster interaction between youth and 

Service members. These programs not only increase interest and efficacy in STEM fields in the American youth 

population, but it also creates relatability and connections between military service members and the future of the 

population they serve and represent. 
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How to Reduce the Challenges of a Multinational Context in NATO Operations  
Yantsislav V. Yanakiev, PhD 
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This paper presents an analysis of a number of cultural barriers to working collaboratively in NATO 

multinational operations, summarizing lessons identified as well as best practices for reducing challenges in a 

multinational context.  

The conclusions and recommendations are based on a 4-year project completed by a multinational research 

team under the auspices of the NATO Science and Technology Organization (STO) Human Factors and Medicine 

(HFM) Panel Task Group 163, titled “Improving Organizational Effectiveness of Coalition Operations”. The 

paper also utilizes some data from a Bulgarian - U.S. collaborative study on “Understanding Factors that Influence 

Coalition Teamwork” that was conducted at the Joint Bulgarian – U.S. Military Installation in Novo Selo, 

Bulgaria. The entire report from these studies was published by NATO STO and it is available online for 

interested colleagues (Yanakiev & Horton, 2012). 

Based upon the results, the most important cultural barriers identified to working collaboratively in NATO 

are the following: (1) Task orientation vs. the need to spend time building and maintaining relationships; (2) 

Overcoming Uncertainty (cognitive, culturally based biases in the need for information to make a decision); (3) 

A culture of fear for making an incorrect decision; (4) Different leadership styles (e.g., direct vs. indirect); (5) 

The quality of English language during communication; (6) Different organizational cultures and divergences in 

decision-making processes; (7) Lack of common definition and procedures/standards regarding how to manage 

diverse teams; (8) Lack of cultural awareness training and programs for cross-cultural competence building; (9) 

War-fighting vs. peacekeeping mindset; and (10) Different perception of time.  

A total of two best practices were gleaned from this study. They are summarized below.  

Best Practice 1: Conduct Professional Military Education and Training (PME&T) for those employed in 

multinational NATO operations and missions; including: 

• Develop cohesion and a common understanding by joint, multinational, pre-deployment training when 

possible for all members of the organization to include leadership; 

• In addition to traditional military education, provide broader-scale education for the military leaders 

that develop their social competencies;  

• Promote understanding among the military professionals to help them identify many actors 

(diplomatic, military, NGOs, media, etc.) in modern military operations; 

• Make training and developing of cross-cultural competence an imminent part of the PME&T;  

• Integrate cultural adaptability training as a necessary pre-requisite to take a NATO assignment;  

• Enhance cultural adaptability across NATO-member states via development of an Allied Joint 

Publication on Cross-Cultural E&T; 

• Standardize the leadership training in NATO to enhance leaders’ preparation for coalition operations.  

 

Best Practice 2: Enhancement of Specialized English Language Training:  

• Focus on both, general language training as well as culturally differentiated attitudes when working in a 

multinational environment; 

• Focus on the specialized language training to improve the knowledge and skills in using military 

terminology. 
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Effects of Toxic Leadership on Emotional Exhaustion and Withdrawal 

*L. A. Witt, PhD, and Ricardo Obasare 
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Expanding on former Chief of Naval Operations Vern Clark’s focus on “alignment,” we argue that the 

level of leadership cohesion in military units provides not only clear tactical direction but also important 

socioemotional resources that buffer troops from strains stemming from the immediate supervisor’s toxic 

leadership. In a study of 1,007 uniformed, active duty Department of Defense (DoD) personnel (19% women, 

40% minorities, and 76% junior enlisted), we applied social exchange and resource-based stress theories to 

examine a psychological process in which the effects of toxic leadership on withdrawal behavior (measured by 

such items as “I took a longer break than allowed” and “I came to work late without permission”) through 

emotional exhaustion are moderated by leadership cohesion in the unit. To do so, we tested a conditional indirect 

process model using SPSS.  

The first model calculated the first stage of the mediation in which emotional exhaustion was the criterion 

variable. The second model calculated the second stage with withdrawal behavior as the criterion variable. We 

also estimated the conditional direct and indirect effects at high, medium, and low levels of leadership cohesion 

via 10,000 bootstrap sample means. After controlling for respondents’ gender, age, rank, and minority status: (a) 

toxic leadership was a significant predictor of both emotional exhaustion and withdrawal behavior and (b) 

emotional exhaustion predicted withdrawal behavior. These findings indicate that the effect of toxic leadership 

on withdrawal behavior is both direct and indirect through emotional exhaustion. Tests of moderation revealed 

that the toxic leadership x leadership cohesion cross-product term approached significance in the dependent 

variable model but was significant in the mediator variable model; the emotional exhaustion x leadership cohesion 

cross-product term was significant in the dependent variable model. Examination of the significant interactions 

revealed that the inclusion of the interaction term explained incremental variance beyond that explained by the 

main effects and control variables: (a) toxic leadership x leadership cohesion predicting emotional exhaustion and 

(b) emotional exhaustion x leadership cohesion predicting withdrawal behavior. The slopes were steeper among 

personnel reporting higher than lower levels of leadership cohesion: (a) toxic leadership x leadership cohesion 

(low-leadership cohesion gradient; high-leadership cohesion gradient); and (b) emotional exhaustion x leadership 

cohesion (low-leadership cohesion gradient; high-leadership cohesion gradient). These findings suggest that: (a) 

toxic leadership yields withdrawal behavior directly (via social exchange processes) and indirectly through 

emotional exhaustion (via stress processes), and (b) leadership cohesion provides important socioemotional 

resources that function to buffer both the stressor (toxic leadership) and strain (emotional exhaustion). 

 

Best Practice 1: Commanders are likely to minimize the strain-related effects of supervisory toxic leadership 

through efforts to align value and operational priorities among the leadership team.  

 

Best Practice 2: Human relations specialists might apply assessments of supervisory toxic leadership (i.e., toxic 

leadership among the first-line supervisors in the unit) and leadership cohesion (i.e., cohesion among the 

leadership team in the command) as indicators that predict strain and subsequent withdrawal behavior – two non-

trivial threats to mission readiness. 

 

*indicates presenter 
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The Future of EOA 

 

The Ideal Role of the Equal Opportunity Professional at the MSAs 

Amanda Lords, PhD 
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The Military Service Academies (MSAs) provide a 4-year military and college experience and are a 

significant accession source for the services. Because of 4-year experience, MSAs offer Equal Opportunity (EO) 

professionals a unique avenue to influence the next generations of leaders. Defense Manpower Data Center 

Service Academy Gender Relations (DMDC SAGR) historical data show that the MSA students report 

experiencing behaviors associated with varying forms of harassment at generally higher rates than their similar-

aged military counterparts. Furthermore, the oftentimes dichotomous relationship between the academic and 

military environments, tight quarters, years of togetherness, and inexperience of students can contribute to a 

sustained culture that seemingly tolerates behaviors associated with harassment, as evidenced by the minimal 

changes of the DMDC SAGR data over the years. The DMDC SAGR trend data should be used to help leadership 

construct plans of action for applying DEOCS results.  Additionally, because of the long-term sustained 

experience, it is imperative that EO professionals are empowered to work with permanent party and 

cadets/midshipmen at all levels and across the functional areas of the MSAs. A variety of ways that EO 

professionals can be included and offer insights to cadet/midshipmen clubs and teams, faculty, coaches, military 

trainers and leaders at all levels will be discussed. EO can and should be more than a reporting mechanism, EO 

must be woven into the midshipman/cadet 4-year experience to facilitate culture change and prepare our future 

leaders to lead a diverse force. 

 

Best Practice 1: Utilize DMDC SAGR trend data to help with interpretation and application of DEOCS results.  

 

Best Practice 2: Use multiple methods to imbed EO principles into the 4-year curricular and co-curricular MSA 

experience. 
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Culture Change through Military Equal Opportunity in the U.S. Navy 

George Bradshaw  
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The Navy strives to integrate its core values of Honor, Courage, and Commitment into official policies to 

mandate professional relationships and standards of behavior and continually reviews these policies to ensure 

they apply to the ever-changing Naval Force. The Sailor’s Creed posits “I am committed to excellence and the 

fair treatment of all.”   

Equal opportunity (EO) has played a significant role in an ongoing cultural change within the Navy, but 

this has not been a fast or facile process. The Navy initially focused on improving race relations in the 1970s after 

the Chief of Naval Operations (CNO), then Admiral Zumwalt, directed commanders of ships, bases, and aircraft 

squadrons to appoint a minority member as a Special Assistant for Minority Affairs. These individuals were 

afforded direct access to the Commanding Officer and were consulted on all matters involving minority personnel. 

“There is no black Navy, no white Navy – just one Navy – the United States Navy,” Admiral Zumwalt declared.    

The race relations problem existed among all services. In June 1971, the Defense Race Relations Institute 

(DRRI) was created to provide race relations and human relations training. In the 1970s, we had an environment 

in the military where minorities were not being treated with dignity and respect. We had to change the 

environment. There was a tremendous amount of training on equal opportunity, racism, and discrimination. In 

1979, the DRRI became the Defense Equal Opportunity Management Institute.   

Fast forward 20 years in the Navy and it is 1991. The behaviors exhibited during the 35th Annual Tailhook 

Association Symposium demonstrated that women were not being treated with dignity and respect, and what 

followed was a tremendous amount of training on sexual harassment awareness and prevention. In 2011, we had 

the repeal of “Don’t Ask, Don’t Tell”; sexual orientation was added as a basis for discrimination in 2015, and in 

2016 gender discrimination was added as a form of sex discrimination for Military Equal Opportunity. 

History has shown us that it takes time and effort to change a culture. However, we can no longer afford 

to wait 20 years; change has to occur now. In 2012, the CNO, Admiral Greenert, stood up an executive 

subcommittee to examine the continuum of harm, which covers the gamut from sexist comments to sexual 

harassment to sexual assault. The findings indicated the critical importance of command climate, and that 

leadership’s approach to harassment, sexist behaviors, and sexual harassment cannot be overstated.   

Effective prevention efforts – and a command environment in which these behaviors are not tolerated – 

must begin with the Commanding Officer. Still, even strong commitment from top leadership of a diverse, 

inclusive, and respectful work environment is not enough. The Navy must establish a posture encompassing 

comprehensive set of policies and procedures that holds military personnel to a consistently high level of 

professional behavior, ensures those who engage in harassing or discriminatory behavior are held accountable, 

and rewards those who engender a positive command climate by actively preventing and assertively responding 

to these behaviors. This is the future of EO Programs for the U.S. Navy. 

 

Best Practice 1: Following Navy guidance, provide enhanced Commander Accountability for the command 

climate. 

 

Best Practice 2: Ensure every Sailor is accountable for improving the command climate. This can be accomplished 

through Sailor evaluations of and contributions to Command or Organizational Climate/Equal Opportunity and 

Military Bearing/Character.   

 

 
 

 

Author Contact Information 

george.e.bradshaw@navy.mil 



 
Opinions expressed in this report are those of the authors and should not be construed to represent the official position 

of DEOMI, the U.S. military services, or the Department of Defense. 

The Development and Validation of a Suicide Scale for the U.S. Military Organizational Climate Survey 
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The need to assess and understand military and civilian members’ perspectives on organizational climate 

dimensions is critical for organizational readiness and effectiveness. The Defense Suicide Prevention Office 

(DSPO) worked jointly with Defense Equal Opportunity Management Institute (DEOMI) to develop a brief, valid 

scale that can be used by unit Commanders to obtain a snapshot of key indicators that may signal increased 

vulnerability of suicide in their unit. The 2016 survey will provide key findings on inter-personal behaviors of 

suicide, including: belongingness, burdensomeness, well-being, thoughts about the future and social support; 

knowledge of someone in their unit thinking of, attempting, or dying by suicide; and, demonstrate a high 

correlation between interpersonal connectedness and suicide. An effort was made to develop a measureable 

construct of suicide vulnerability (connectedness) that does not directly query about suicide or suicide related 

behaviors. Unit level connectedness is defined as a frame of mind that reflects a member's outlook on life and 

perceptions of belongingness, well-being, and social support. It reflects a member's viewpoint that they are 

relevant, contributing, and have relationships upon which they can confidently depend in times of need. Thwarted 

belongingness, perceived burdensomeness, and a negative perception of the future are strongly associated with 

military suicide risk (Rudd, 2015; Anestis, 2015). Scale development procedures were employed to obtain the 

most valid, reliable and parsimonious scale of unit-level vulnerability to suicide. Current DEOCS items were first 

evaluated and tested to determine if existing DEOCS items could be used to evaluate vulnerability for suicide. 

The results of multiple exploratory factor analyses (EFA) suggested that the existing DEOCS items did not tap 

suicide vulnerability. Hence, several reliable and valid scales of suicide vulnerability were examined for 

reliability, validity and parsimony. The Interpersonal Needs Questionnaire (INQ) and the Beck Hopelessness 

Scale (BHS) are two of the most widely used and valid scales of suicide vulnerability in the suicide prevention 

scientific literature (Van Orden, 2009; Beck, 1981). Multiple EFA’s were conducted on the combined items from 

the INQ and the BHS. It was determined that not all of the items were necessary to capture the construct of 

connectedness and a positive view of the future. DSPO conducted a pre-test on the DEOCS suicide scale on 3,424 

Service members. The final EFA model consisted of four items: “These days I think I am a burden on people in 

my life”; “These days I feel like I belong”; “These days, I feel that there are people I can turn to in times of 

need”; and, “My future seems dark to me.” The scale exhibited good validity, reliability (α = .75), and 

unidimensionality, and explained approximately 60% of the variance. The data gathered from the DEOCS suicide 

scale will provide military leaders insights on military units regarding burdensomeness, belongingness, and 

perception of future. Equipped with these insights, unit leaders can provide training and other activities that can 

increase unit belongingness and decrease burdensomeness, which in turn will increase readiness and overall well-

being among service members. 

 

Best Practice 1: This presentation will demonstrate the high correlation between connectedness and suicide; and 

explore how the suicide scale can serve to inform existing suicide event and prevention data.   

 

Best Practice 2: At the conclusion of this presentation, the participant should be able to discuss how a 

connectedness scale of suicide vulnerability can be developed to minimize stigma and can be used as an efficient 

tool to inform leaders about suicide risk. 

 

*Mr. Rennie Vazquez, Defense Suicide Prevention Office, is presenting on behalf of Dr. Walsh. 
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Looking to the Future: A Competency Model for Human Relations Specialists 
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In the next decade, a large percent of the forces shall be composed of members of Generations Y and Z. 

Considering not only the substantial differences in social and cultural norms but also the technology-influenced 

rapidly changing modes of communication, the Defense Equal Opportunity Management Institute (DEOMI) faces 

a non-trivial challenge in its efforts to identify emerging trends and maintain the state-of-the-art nature of its 

training of Human Relations Specialists (HRSs). We look to the future and offer a competency model for HRSs. 

In so doing, we offer seven global competencies:  

(a) communication (i.e., expressing information clearly and understanding information being delivered; 

using different methods or approaches to communicate and acquire information), with eleven competencies – (1) 

active listening, (2) speaking, (3) writing, (4) delivering feedback, (5) communication technology and social 

media, (6) persuading, (7) influencing, (8) presenting, (9) counseling, (10) advising, and (11) training and 

coaching;  

(b) analysis (i.e., analyzing and investigating information from various sources and in various formats; 

using relevant information to draw conclusions and identify cause and effect relationships to support decisions, 

make recommendations, or resolve issues), with eleven competencies – (1) active learning, (2) learning strategies, 

(3) situational and social perceptiveness, (4) information processing, (5) data analysis, (6) problem sensitivity, (7) 

monitoring, (8) judgment and decision making, (9) critical thinking, (10) problem solving, and (11) organizational 

assessment;  

(c) relationship management (i.e., demonstrating sensitivity and consideration towards others and gaining 

the trust of others in a variety of situations; effectively developing and maintaining positive relationships with 

multiple stakeholders), with six competencies – (1) collaboration, (2) interpersonal sensitivity, (3) customer 

centricity, (4) conflict management, (5) negotiation, and (6) mediation;  

(d) professionalism (i.e., displaying integrity and dependability in a variety of situations; maintaining a 

positive attitude even under the most trying circumstances; being proactive and making sure all responsibilities 

are fulfilled as promised), with six competencies – (1) integrity and ethics, (2) dependability, (3) stress tolerance 

and emotional stability, (4) courage and confidence, (5) organizational politics, and (6) attention to detail;  

(e) diversity and inclusion – valuing and considering the diverse perspectives and backgrounds of others; 

breaking down barriers to equal opportunity; promoting equality and fairness in the work environment), with five 

competencies – (1) inclusion, (2) empathy, (3) diversity and cultural sensitivity, (4) respect, and (5) diversity 

management;  

(f) technology (i.e., using technology to perform role responsibilities; seeking out new technology and 

new ways to use technology to maximize efficiency and effectiveness), with six competencies – (1) social media, 

(2) computers, (3) software, (4) multimedia tools and devices, (5) adaptability and flexibility, and (6) willingness 

to learn;  

(g) planning and organizing (i.e., planning and scheduling tasks to ensure work is completed on time; 

keeping track of multiple pieces of information; estimating and allocating the appropriate resources needed to 

complete a task or project; anticipating obstacles and developing contingency plans), with five competencies – 

(1) time management, (2) multitasking, (3) scheduling, (4) coordination, and (5) organization.  

This proposed competency model is intended to both reinforce the existing training model and expand it 

to capture changes in the culture and characteristics of Service Members.  
 

Best Practice 1: Trainers and course designers might apply the competency model to the existing training model 

for Human Relations Specialists to revisit basic assumptions and plan for changes over the next decade. 
 

Best Practice 2: Human Relations Specialists might apply the competency model in developing their ongoing 

individual development plans. 
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The workplace and workforce comprises a diverse group of employees in an organization.  One of the 

diversity dimensions not discussed significantly is that of “Generational Differences.” Are there significant 

differences in the generational groups holding the top-most jobs in organizations to include the United States 

Military, Federal Government, and Business and Industry? Can any differences be noted across the employee 

workforce of an organization as it relates to a particular generation? What do the generational groups bring to the 

workforce to help sustain and have the organization prosper while balancing the growth and prosperity of the 

organization? How do leaders and managers cope with having four or five generational groups in their 

organizations and can they be “herded” towards being successful and longtime members of an organization? One 

of the first bits of information any leader might tend to naturally overlook in their organizational climate survey 

is the way people respond to survey questions based on age group which includes ‘generational groups.’ To define 

the generational groups in an organization is not to be perceived as discriminating based on age differences. 

Leaders and managers should strive to know the number of Traditionalists, Baby Boomers, Generation Xers, 

Millennials (or Generation Yers), and Nexters or Syntex (or Generation Zers) they have in the organization as 

well as the personality types within each generational group.  Any leader or manager could benefit in knowing as 

much about their employees (as well as their leadership) as they can learn during an assignment. On the other 

hand, not learning sufficient information about the employees and leadership could be a catalyst for stifling morale 

or motivation in the organization with respect to taking care of its people.  

 

Best Practice 1: Provide data on impact effect of technology on generational groups in the workplace.  

 

Best Practice 2: Though generational groups do not have a central personality type, discovering the overarching 

personality type of any group could help in resolving/managing conflict to allow different generational groups to 

accomplish mission tasks in the organization. 
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Panel Session Abstracts 

Best Practices for Diversity and Inclusion 

Diversity and Inclusion as Reflected in Best Practices: Where Ideas and Reality Intersect 
 

Dr. Richard Pimentel 

Expert on Disability Management, Job Recruitment, and the ADA 

Milt Wright & Associates 

Mr. Keith Arachikavitz 

Owner, Impact Training & Development 

Expert on Diversity & Inclusion, Communication & Conflict Resolution 

Mr. Norvel ‘Rock’ Dillard 

Director, Diversity and Inclusion Management, Department of Defense 

Office of Diversity Management and Equal Opportunity 

Moderator: Shirley Raguindin, DEOMI Liaison, Department of Defense Office of 

Diversity Management and Equal Opportunity 
 

Executive Order 13583 was signed in August 2011 to establish a coordinated government-wide initiative 

to promote diversity and inclusion in the federal workforce. Additionally, all branches of military service have 

some form of diversity program in place. However, with many varying definitions and interpretations, there has 

been very little uniformity in how federal government diversity and inclusion initiatives have been planned, 

implemented, and tracked and very little data to measure the efficacy of the initiatives. The panel will discuss the 

implementation of diversity and inclusion initiatives and try to identify best practices that can better demonstrate 

and measure the importance, value and impact of diversity and inclusion initiatives. 

 

Questions for consideration:  

 

Question #1: What distinctions can be drawn between diversity, inclusion, and already existing Equal 

Opportunity/Equal Employment Opportunity programs? 

Question #2: What do effective diversity and inclusion initiatives look like? 

Question #3: How can progress, success and failure be measured in regard to diversity and inclusion 

initiatives? 

Question #4: What kind of results can show a return on investment for diversity and inclusion initiatives? 

What is the timeline for such results? 

Question #5: What best practices can have a more immediate impact on organizations to reflect the value 

of diversity and inclusion initiatives and programs? 
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LGBT  

Progress, Existing Challenges, and Solutions for Lesbian/Gay/Bisexual/Transgender 

Service Members and the U.S. Military 
 

Mr. Gordon Tanner  

 General Counsel of the U.S. Department of the Air Force and Chief Legal Officer and 

Chief Ethics Official for the Air Force in Washington, D.C. 

Mrs. Laila Ireland 

Chair, Service Members, Partners, Allies for Respect and Tolerance for All, Membership 

Committee 

Dr. Nicole Rishel Elias 

Assistant Professor, John Jay College of Criminal Justice, City University of New York, 

Department of Public Management 

Moderator: Dr. Charlie Law, Florida Southern College 
 

September 20, 2016, marked the fifth anniversary of the repeal of “Don’t Ask, Don’t Tell”. Since this 

time, there has been some progress integrating and accepting those from the Lesbian/Gay/Bisexual/Transgender 

(LGBT) communities yet challenges still remain as the U.S. military attempts to move forward on its path of 

equality, diversity, and inclusion for all. Challenges that still remain to be waged include the following: 

discrimination and harassment within the workplace, Congress passing the Charlie Morgan Military Spouses 

Equal Employment Act, which offers the same federal benefits to same-sex couples that are extended to 

heterosexual couples, and revisiting medical regulations such as extending medical benefits to family members 

of veterans who identify as LGBT and the care of those veterans, and the medical care that comes with transgender 

Service Members transitioning.  

Such issues have led military and federal government leaders to examine through a different lens their 

equal opportunity and equal employment opportunity climates regarding the treatment of LGBT Service Members 

to promote equality, diversity, and inclusion. While a focus on overt discrimination is called for, commanders 

and researchers need to look to more subtle forms of discrimination that may manifest outside the traditional 

definition of discrimination. For example, military members may understand that they should not overtly 

discriminate against their LGBT colleagues but still feel uncomfortable working with sexual minorities. That 

uncomfortable feeling may lead to subtle, yet pernicious, social cues that could harm unit cohesion (e.g., 

decreased eye-contact, avoidance, negative body language).  

Experts from both inside and outside the military come together to discuss their collective insights and 

lessons learned to consider future strategies as acceptance towards LGBT Service Members is achieved. 

 

Questions for consideration:  

 

Progress 

 

Question #1: What types of controversy do you still see surrounding LGBT military members? 

Question #2: What laws have been passed by Congress concerning LGBT discrimination/civil rights?  

How do those laws differ for civilian individuals versus military members? 

Question #3: What current efforts are being made to support the LGBT community in the military?  

What types of support services are available for sexual minorities? Is there any standardization across 

components on support services? 

Question #4: How do LGBT issues fit into the broader framework of gender and gender relations, 

including such aspects as gendered patterns of behavior, gender stereotypes, gender equality, feminism, 

etc.?  

Question #5: What type of training is currently available regarding treatment of LGBT military 

members (e.g., is it part of basic training?)?  Where do you think the most pressing training needs lie? 



 
Opinions expressed in this report are those of the authors and should not be construed to represent the official position 

of DEOMI, the U.S. military services, or the Department of Defense. 

Question #6: How do you think most military members have handled the repeal of DADT and the 

lifting of the ban on Transgender Service Members? Have there been any systematic or isolated issues 

that have required intervention? 

Question #7: What do you think are the most pressing issue is for LGBT military members? For non-

LGBT military members? 

 

Challenges 

 

Question #8: What are issues and concerns that continue to plague the LGB and T communities in the 

military? 

Question #9: How does military equal opportunity move forward with LGBT in the absence of an 

official policy?  

Question #10: How do you think stereotypes of LGBT military members affects treatment of those 

sexual minorities in the workplace? 

Question #11: Privacy issues: can gay service members share quarters with same-sex roommates?  

What do we do with Transgender individuals (e.g., bathroom)? 

Question #12: How do you deal with military members who believe their personal faith prohibits them 

from working with sexual minorities?  

Question #13: What kind of religious accommodation should be given to those who have a sincerely 

held belief that homosexuality is immoral? 

Question #14: How can the military solve issues that arise between sincerely held religious beliefs and 

the rights of LGBT military members 

Question #15: How can (or even should) commanders deal with problems of implicit bias toward 

LGBT service members?  

Question #16:  What are the unique challenges you see for training military members on LGB versus T 

issues? 

Question #17:  How has the UCMJ changed/addressed issues of homosexual behavior (e.g., sodomy) 

since the repeal of DADT?  

 

Solutions 

 

Question #18: What kind of training/education in this "bigger picture" do you think might be necessary 

to ensure a smooth LGB and T integration throughout the military? 

Question #19: How do you think training should be conducted? Who should receive training? What are 

the most pressing training needs? 
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Leadership 

When leaders do wrong: facing the challenge of toxic leadership 

 

Dr. Barbara Kellerman 

James MacGregor Burns Lecturer in Public Leadership at the Harvard Kennedy School 

Dr. George Reed 

Dean of the University of Colorado at Colorado Springs (UCCS) Schools of Public Affairs 

Moderator: Mr. Gordon O. Tanner, General Counsel of the U.S. Department of the Air Force 

and Chief Legal Officer and Chief Ethics Official for the Air Force in Washington, D.C. 

 

Over the last several years, toxic leadership has emerged as a topic of urgent interest in the military and 

federal government, while drawing renewed attention from the field of leadership studies and the corporate sector. 

Self-aggrandizing, arrogant, and abusive on one end of the spectrum and withdrawing, passive-aggressive, and 

absenteeist on the other—with numerous other maladaptive and destructive ways in-between—toxic leadership 

is suspected of being linked to a number of threats to the optimal command climate, unit and organizational 

morale, performance, and readiness—from suicide to sexual assault and harassment. In an interview with NPR 

in January 2014 Lt. Gen. David Perkins, who lead the first troops into downtown Iraq in 2003, said that toxic 

leadership could have “life or death consequences.” At the same time, it is becoming increasingly obvious that 

equal opportunity (EO) and equal employment opportunity (EEO) as well as the atmosphere of true inclusion, 

require committed leaders consistently acting to sustain and promote these values. The experts on this panel are 

challenged to provide insight, initiate dialogue, and stimulate the audience’s thinking about the varieties of toxic 

leadership and the possible ways of mitigating, reversing, and preventing it. 

 

Questions for consideration: 

 

Question #1: Are there essential features common across all varieties of toxic leadership? Can we arrive 

at a comprehensive definition of toxic leadership? If not, what is the minimal definition that would 

allow us to focus our efforts in dealing with this phenomenon? 

Question #2: What are the relative contributions of personal versus structural/institutional factors in the 

phenomenon of toxic leadership? 

Question #3: Is toxic leadership essentially the same across the civilian world and the military? Are 

there specific features of military culture that exacerbate, or, conversely, may be particularly helpful in 

countering toxic leadership? 

Question #4: What is the road ahead both in research on the toxic leadership and the actions the 

organizations should take to minimize toxic leadership’s occurrence and impact? 

Question #5: Should toxic leadership be a discreet subject in leadership education and training? What 

are some of the educational strategies that could be useful in raising awareness and preparing people to 

recognize and deal with instances of toxic leadership in themselves and others? 
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Future of Human Relations Programs and Specialists 
 

What does the model human relations specialist need to know to move forward? 
 

Dr. Richard Griffith 

Professor, Industrial Organizational Psychology Program and Director, Institute for Cross Cultural Management, Florida 

Institute of Technology  

Mr. Grayland Hilt 

45th Wing EO/EEO Manager, Patrick Air Force Base 

Dr. Robert Carrigan 

Director, Curriculum and Instructional Standards Office,  

Defense Equal Opportunity Management Institute 

COL Mary Martin 

Commandant, Defense Equal Opportunity Management Institute 

Mr. Mark Metoyer 

Diversity and Inclusion Consultant 

Moderator: Dr. José Bolton, Sr., Dean of Equal Opportunity, Equal Employment Opportunity, and 

Curriculum, Defense Equal Opportunity Management Institute 
 

Issues of Military Equal Opportunity (MEO)/Equal Employment Opportunity (EEO), affirmative action, 

Diversity and Inclusion, and the leadership of such topics have grown in importance to all parties associated with 

the Department of Defense (DoD) and Coast Guard since the 1970s.  Concerns about racial-ethnic discrimination, 

sexual harassment, and greater numbers of women in combat roles have been evident in the media, as well as in 

internal military reports and published articles. Such concerns have led members of the Office of Diversity and 

Military Equal Opportunity (ODMEO) and Defense Equal Opportunity Management Institute (DEOMI) to 

develop programs and tools to monitor the environment and prepare professionals supporting Commanders as 

they seek to lead an ever dynamic and diverse workforce. These readiness experts are addressing the critical 

mission impacting nuances of their organizations – their people.   

These driving factors, and the two offices that have addressed them since the early 70s, have and will 

continue to face major challenges in formulating policy and developing appropriate education and training 

programs assets that prepare practitioners to facilitate the organizational change.   

Join our “Hardball” panel of top equity experts as they interact, debate, explore, discuss and discover areas 

of critical and bold steps that will make a difference in the expertise of tomorrow’s MEO/EEO/Diversity advisors.  

In doing so, they will share their collective insights and lessons learned from “best” practices in the last 45 years.  

Most importantly, they will highlight future strategies and developmental needs of MEO/EEO specialists and 

organizational leaders. 
 
 

Questions for consideration:

Question #1: What should be the key requirements or 

competencies of these positions? 

Question #2: What attributes and experiences are 

critical to perform those requirements? 

Question #3: What would DoD need to do to develop 

future human relations/diversity leaders? 

Question #4: What role should DEOMI play? 

Question #5: How can formal policy processes keep up 

with the pace of change? 

Question #6: How can Commanders best use their 

equity SMEs? 

Question #7: Change is the objective to DoD?  If so 

what would that take? 

Question #8: What would the DoD look like? 

Question #9: Are there national values or influences that 

dictate what the DoD is and can do? 

Question #10: Charts with data over time, complaints 

numbers of generals, size of MEO offices, training of       

MEOs, DEOMI? 

Question #11: Have we hit a point of no return?  

Question #12: If not, what must be done? 

Question #13: How do we take the message if inclusion 

to all? 

Question #14: What is holding us back? 

Question #15: Does DEOMI have the right stuff? 

Question #16: What are the concerns? 

Question #17: Why have we not made more progress? 

Question #18: Have we made progress? 

Question #19: What does that progress look like? 

Question #20: What are private companies doing?
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Poster Session Abstracts  

Connectedness: Helping to Ensure that our Members Perceive Belongingness, Well-Being and Social 

Support 

Elizabeth Culhane, PhD, Paul Merlini, M.S., Marne Pomerance PhD & Leah Ellison, M.S. 

HRT Research Analysts, Defense Equal Opportunity Management Institute, Patrick Air Force Base, FL 

 

 
 

 

The Defense Equal Opportunity Organizational Climate Survey (DEOCS) is a management tool that 

allows Commanders to assess critical organizational climate dimensions that can impact the organization’s 

effectiveness as well as meet policy requirements. We propose that “connectedness” be a factor that be placed on 

the DEOCS for the commanders to utilize.  Connectedness can be defined as: “A frame of mind that reflects a 

member’s outlook on life and perceptions of belongingness, well-being, and social support. Reflects a member’s 

viewpoint that they are relevant, contributing, and have relationships upon which they can confidently depend on 

in times of need.” 

The current project utilized the DEOCS to complete two studies to examine the factor “connectedness”. 

Study 1 looked at the frequencies for the proposed items if a “select all that applies” response scale was used. 

Study 2 took this one step further and had different response scales for each of the items. Additional analyses, 

such as exploratory factor analyses, were performed to further examine this scale. Suggestions for the way forward 

with the items were provided, along with a summary of the previous studies completed to finalize the items. 

 

Best practice 1: Provide commanders with the ability to get a pulse on how their unit’s connectedness health is. 

 

Best practice 2: Ensure that the DEOCS is effectively measuring this construct by providing the proper response 

scale. 

 

 

 

Hazing, Bullying, and Cyberbullying: Elucidating the Differences 

Abirami Dandapani 

2016 Defense Equal Opportunity Management Institute STEM Intern, Patrick Air Force Base, FL, Holy Trinity 

Episcopal Academy,  Melbourne, FL 

Katelyn Stiller, MS 

JHT Research Intern, Defense Equal Opportunity Management Institute, Patrick Air Force Base, FL 

 LT Erica Harris, PhD, MPH 

Defense Equal Opportunity Management Institute, Patrick Air Force Base, FL 

 

 

 
 

The identification and differentiation between hazing and bullying behaviors can be problematic for some 

U.S. Military Service Members despite efforts from the Department of Defense (DoD) to distinguish and prevent 

these behaviors (Stiller & Harris, in review). In recent years with the advent of technology, a relatively new form 

of bullying has emerged called cyberbullying. The effects of these three behaviors, individually and collectively, 

can lead to severe health problems or even death for those who fall victim to them (Copeland, Wolke, Angold, & 

Costello, 2013). This study pinpointed current knowledge Service Members have regarding these behaviors 

through the identification of differences in behavior (e.g., inclusion vs. exclusion) as well as identifying elements 

and attitude towards those behaviors. Results indicate that few participants identified hazing as an inclusive act 

while no participants identified bullying as an exclusive act. Additionally, more participants were able to identify 

elements of hazing compared to elements of bullying. Eighty-five percent of participants identified bullying as a 
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negative act whereas almost half (43%) of participants identified hazing as a negative act. Taken together, the 

results of this study suggest that knowledge surrounding the differences between hazing and bullying is not 

widespread and more efforts need to be made across the military to distinguish and implement proper safety 

measures to prevent these aforementioned behaviors.  

 

Best Practice 1: Provide instruction regarding the detailed differences between hazing and bullying as both of 

these behaviors are equally harmful. 

 

Best Practice 2: Model behaviors that do not promote hazing and bullying activities; promote cyber safety to 

enforce environments free from hazing and bullying. 
 

 

100 Challenges in the Workplace: 5 are the Generations? 

August DeBickes 

2016 Defense Equal Opportunity Management Institute STEM Intern, Patrick Air Force Base, FL, Viera High 

School, Rockledge, FL 

Katelyn Stiller, MS, Lydia Pagan, and LT Erica Harris, PhD, MPH 

Defense Equal Opportunity Management Institute, Patrick Air Force Base, FL 

 

 

 
 

The workplace is more diverse than ever, with five generations working side-by-side. With such an array 

of different viewpoints and perspectives, the chances of conflict are high. This study sought to examine those 

differences and how they affect workplace cohesion, communication, and teamwork among baby-boomers, Gen 

Xers, Gen Yers, and Gen Zers. This was tested through an online survey that assessed generation identification, 

desirable traits, communication preferences, and experiences with the five generations. Results indicate that the 

majority of participants (N=22) could correctly identify the generation they belong to with one exception: a Baby 

Boomer identified as being in the Generation Xer group. Across all generations, honesty, integrity, and 

intelligence were the most desirable traits in a person. Sixty-two percent of Baby Boomers and 67% of Generation 

Xers preferred in-person communication. Generation Yers tied in preference with both texting and in-person 

communication, both receiving 33% of responses. Participants had the greatest number of positive experiences 

with Generation Yers and the greatest number of negative experiences with Generation Xers and Baby Boomers. 

Though a small sample, this research showed there were not as many differences among the generations as people 

may believe. Future research would investigate what additional differences in communication preferences exist 

among the generations. Prior research suggests that the younger generations prefer technology-based 

communications, yet this research contradicts this belief. Future research would also include ways to create 

strategies for managing and working with the generations. These would include ways to increase communication, 

teamwork, and overall workplace harmony to result in an increase in company morale, productivity, and 

participation.  

 

Best Practice 1: Leaders and employees need to be aware of the differences between the generations and respect 

them to limit the chance of conflict and to improve team cohesion. 

 

Best Practice 2: Avoid focusing on generational differences and stereotypes – not everyone maintains the 

characteristics of the generations they belong to.  
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Development of a Bystander Intervention Scale for Religious Discrimination 

Benjamin Farmer, PhD  

JHT Research Scientist, Defense Equal Opportunity Management Institute, Patrick Air Force Base, FL 

 

 

 
 

 Religious discrimination claims in the workplace have more than doubled over the past 20 years (EEOC, 

2015), rising at a rate multiple times that of race, gender, or national origin claims. This study aims to provide 

and test a new set of scenarios to measure indicators of potential bias towards religious groups. Additionally, the 

study uses Item Response Theory (IRT), a practice rarely used in either religious or discrimination literature. 

Using a military sample (N = 565), findings reveal that parallel scenarios for four religious groups (Christianity, 

Judaism, Islam, and Atheism) provide different “information” regarding the reported offense and willingness to 

help of Service Members who witness religious discrimination, while revealing good model fit. Results indicate 

that parallel religious scenarios with identical questions do not necessarily have the same ability to measure 

religious biases along different points of the latent traits “willingness to intervene.” These findings illuminate a 

need to apply statistical approaches to the measurement of religious and other forms of discrimination that are 

currently underutilized. Additionally, multiple regression analysis found statistically significant relationships 

between participant offense to the scenario and past interventions in the face of religious discrimination with 

likelihood to intervene in the religious discrimination scenario. However, participant religious affiliation 

similarity with the religion of victim in scenario and past exposure to religious discrimination did not have a 

statistically significant relationship with likelihood to intervene.  

Best Practice 1: Religious awareness training may help combat the behaviors leading to this rise in claims.  

 

Best Practice 2: Leaders must recognize religious protections apply to all and avoid focusing on accommodating 

any particular religious groups instead learning how they can accommodate the religious needs of their entire unit 

through open communication and education of the potentially diverse religious needs of their unit.  

  
 

 

Sexist Behaviors and Sex Discrimination as Predictors of Trust in Leadership:  

The Effect of Gender 

Sebastian Hernandez 

2016 Defense Equal Opportunity Management Institute STEM Intern, Patrick Air Force Base, FL, University of 

Central Florida, Orlando, FL, 

LT Erica Harris, PhD, MPH 

Defense Equal Opportunity Management Institute, Patrick Air Force Base, FL 

 Richard Harris, PhD 

University of Texas at San Antonio, San Antonio, TX 

Benjamin Farmer, PhD 

JHT Research Scientist, Defense Equal Opportunity Management Institute, Patrick Air Force Base, FL 

 

 
 

 

Sexism refers to an individual’s attitudes, beliefs, and behaviors that stereotype or discriminate men and 

women on the basis of sex (Swim & Hyers, 2009). Sex discrimination is the unequal treatment of men and women 

in organizations and institutions in regards to equal opportunity and equal employment opportunity (Swim & 

Hyers, 2009). If these behaviors are perceived in the workplace and are not addressed by leadership, this could 

create a lack of trust. The current study examined perceptions of sexism and sex discrimination and how gender 
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moderates trust in leadership by using archival data from the Defense Equal Opportunity Management Institute 

(DEOMI) Organizational Climate Survey (DEOCS). A total of 37,957 active duty male and female Service 

Members from across all four Services completed this survey. Results indicate perceptions of sexist behaviors 

and sex discrimination negatively impacted trust in leadership, but gender did not play a role in this relationship. 

Future research should replicate this study while accounting for other variables such as rank and intentions to stay 

in the military. Additionally, research which analyzes comparisons between perceptions and actual prevalence of 

these behaviors would be useful in evaluating and building upon existing prevention strategies and how these 

behaviors can lead to abuse along the continuum of harm. 

 

Best Practice 1: Implications for practice include fostering an environment that discourages these behaviors such 

as implementation of gender diversity training (Ehrke et al., 2014) and other related programs as well as 

recognizing this relationship is not gender specific.  

 

Best Practice 2: More men should advocate on behalf of women since they are less likely to experience any costs 

as a result of confrontation of these types of behaviors (Drury et al., 2014). 
 

 

Social Exclusion and Post Traumatic Stress Disorder for Military Members 

Kelsey Bacharz, Charlie Law, PhD 

Florida Southern College, Lakeland, FL 

 

 

 
 

Although many managers believe that diversity will bring organizational benefits (e.g., increased 

performance) it is well established that diversity itself does not produce the valued results for organizations 

(Roberson, 2005; van Knippenberg & Schippers, 2007). Instead, diverse employees and their experiences and 

perspectives must be effectively integrated into an organization for those gains in organizational effectiveness to 

be realized (Stewart, Crary, & Humberd, 2008). This concept of “inclusion” is a result of a growing call for a 

broader set of initiatives that emphasize the removal of barriers that prohibit employees from full participation in 

their organization (Wentling & Palma-Rivas, 2000) and engendering a climate of inclusion for all employees 

(Mehta, 2000). Research shows that individuals from diverse cultural and social groups are often excluded from 

certain information and opportunities in organizations (Ibarra, 1993; Pettigrew & Martin, 1989), which may lead 

to increased turnover (Mor Barak & Cherin, 1998). 

The current research investigates the possibility that social exclusion has a negative impact on military 

personnel. Specifically, we investigate the role of exposure to danger in a combat situation, and social exclusion 

in the workplace in predicting PTSD. Participants (n = 76) completed a short survey that measured their 

experiences in the military, PTSD symptoms, and self-esteem. We found that while exposure to dangerous combat 

situations predicted PTSD symptoms, social exclusion was actually a stronger predictor. The current research 

used a convenience sampling techniques with Veteran organizations (e.g., Operation Iraqi Freedom Facebook 

page). We strongly recommend future research investigate the experiences of active duty personnel to see if these 

trends occur while military members are still actively working in the military or if these issues emerge after their 

service is complete. 

 

Best Practice 1: An inclusive environment should be encouraged for all military member regardless of their 

race, gender, religious beliefs, sexual orientation, or ability status. Efforts should be made to affirm all cultural 

traditions, including those of majority members. 

 

Best Practice 2: Psychologists should understand that PTSD may manifest from a variety of sources, not just 

traumatic experiences such as exposure to dangerous combat situations.  
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Effects of Unit Cohesion and Soldier Personality on Mission Readiness 

Alec Nordan 

University of Houston, Houston, TX 

 

 
 

 

Conservation of resources (COR; Hobfoll, 1989) theory states that employees are in a constant struggle 

to collect and maintain personal resources. When employees perceive low levels of personal resources, they are 

prone to experiencing negative outcomes such as emotional exhaustion which diminish their ability to perform at 

maximum levels. One notable positive environmental resource for military personnel to draw upon is having a 

cohesive work unit, whereby the group provides one another with both professional and personal support. Further, 

individual personality may be a valuable source of personal resources. Emotional stability in particular has been 

operationalized as a personal resource, as well as a tool to maintain resources (e.g. positive coping mechanisms). 

However persons who have low emotional stability are prone to increased negative interpretations of events, such 

that the effects of positive environmental resources are diminished by employees’ low levels of emotional 

stability. I suggest that when employees’ emotional stability falls below a particular level that they lack the ability 

to recognize and profit from traditionally beneficial external influences.  

Data were collected from 195 uniformed military personnel in the combat zones outside of the Continental 

United States. Group cohesion and emotional stability were negatively related to emotional exhaustion. The 

group cohesion x emotional stability cross-product term added unique variance to the prediction of emotional 

exhaustion over-and-above the variance accounted for by the main effects. I found that the relationship between 

cohesion and emotional exhaustion was non-existent among personnel low in emotional stability but moderate 

among persons high in emotional stability. These findings suggest that: (a) personal resources such as unit 

cohesion and emotional stability help buffer against feelings of emotional exhaustion; however (b) low levels of 

emotional stability cause unit cohesion to have little to no meaningful effect on personnel emotional exhaustion. 

This study adds both to current literature in stress and strain as well as provides new insight and areas for 

exploration in resource based research. Future studies may benefit from further exploration of the moderating 

influence of employee emotional stability on employee outcomes when explaining the poor influence of certain 

situational influences on employee well-being and related outcomes.   

 

Best Practice 1: Commanders are likely to minimize the negative effects of stress associated with active duty 

service by facilitating high levels of unit cohesion. 

 

Best Practice 2: Human relation specialists might apply assessments of emotional stability in the selection of 

active duty personnel to further avoid the selection of those who remain prone to burnout despite other supportive 

influences.  

 

 
 

Impact of Leader Cross-Cultural Competence on Job Satisfaction and Commitment 

Alec Nordan, Allison Tringale, and Nikola Fedorowicz 

University of Houston 

 

 

 
 

The military is a unique population that faces intense stressors not often found in a corporate setting, 

contributing to 30 to 35% of enlistees not extending their first term of service. Therefore, we have an opportunity 

to understand how to best manage these individuals in order to prevent dissatisfaction and turnover. Leader cross-

cultural competence refers to a leader’s effectiveness in utilizing a set of knowledge, skills, and personal attributes 

that allows one to successfully manage and interact with people from different cultural backgrounds, both at home 
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and overseas. In a study of 2,472 uniformed Department of Defense personnel, we apply Conservation of 

Resources (COR; Hobfoll, 1989) theory to understand how having a cross-culturally competent leader serves as 

a resource to facilitate subordinate job satisfaction and commitment. Further, we argue that highly conscientious 

employees are more likely to notice the cross-cultural competence in their leaders and are more likely to receive 

the tools the cross-culturally competent leaders provide, such as the ability to work closely with persons of other 

cultures without crossing cultural norms and having a clearer line of communication when recognizing cultural 

differences in communication style. 

We tested two moderation models using the Proc Mixed procedure in SAS to allow testing in a multilevel 

context. Leader cross-cultural competence was positively related to job satisfaction and organizational 

commitment. The relationships between leader cross-cultural competence and both job attitudes were stronger 

among subordinates higher in conscientiousness, as indicated by statistically significant interactions. Our findings 

support the argument that leader cross-cultural competence promotes job satisfaction and organizational 

commitment in their subordinates. Consistent with personality theory, these relationships are stronger among 

those subordinates who are sufficiently sensitive to recognize and motivated to care about the resources provided. 

These findings highlight the importance of supervisors being adequately equipped with cross-cultural 

competencies. We found that conscientiousness was related to job satisfaction. We also found that all level 2 

aggregates were significant predictors of both commitment and satisfaction. These unexpected findings may 

indicate that the extent to which a military unit is conscientious as a whole has an important influence on how 

committed and how satisfied individuals are within the group. These findings appear to indicate that the extent to 

which the group feels its leader is cross-culturally competent has a meaningful influence on satisfaction and 

commitment beyond the perceptions of the individual. 

 

Best Practice 1: Commanders are likely to minimize the low morale associated with stress through leadership 

practices which help subordinate’s manage and interact with people from different cultural backgrounds. 

 

Best Practice 2: Human relation specialists might apply assessments of cross-cultural competencies for those who 

may be placed into supervisory positions. 

 

 
 

Leading Your Organization Better:  

The Importance of Recognizing Toxic Leadership and Acting on It  

Allyson Pagan, M.S.  

JHT Research Intern, Defense Equal Opportunity Management Institute, Patrick Air Force Base, FL 

LT Erica Harris, PhD, MPH 

Defense Equal Opportunity Management Institute, Patrick Air Force Base, FL 

 

 

 

Good leadership can be easy to recognize; however, there is a gradient from good to bad leadership which 

makes it difficult to identify bad leadership behaviors. Individuals view harmful leadership differently based upon 

various factors such as experiences, education, norms, and the like. After allegations of unethical and even 

criminal activities have arisen amongst military leaders, attention has turned to toxic leadership in the Armed 

Services. Toxic leadership, in particular in the military, can be defined as a collection of behaviors that has 

negative consequences at the individual, group, and organizational levels. A vignette study was designed to 

investigate the role toxic leadership plays in the military and how different experiences change how one reacts to 

situations involving toxic leadership.  
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Data collected from 229 SMs reveal that perceptions of the degree of toxicity are related to the likelihood 

they would be an active bystander. When asked to indicate how they would respond, many SMs stated they would 

confront the leader directly or pull the leader aside to discuss the toxic behaviors. Results also show that there is 

a relationship between an individual’s sensitivity to discrimination and their perceptions of toxic leadership. Toxic 

leadership seems to be perceived differently between demographic groups and “witnesses” versus “victims”, or 

“experiencers”, of toxic leadership. This study is one of the first to the authors’ knowledge that examines 

participants’ identification with the victim as a source of variance to the perception of toxic leadership. Future 

research should closely examine (1) the current leadership trainings offered to SMs across all Services, (2) the 

private sector to inform best practices in approaching destructive forms of leadership and other talent management 

initiatives that combat bad employees and bad leaders, and (3) the hierarchical nature and strong culture of respect 

within the military to understand how to empower followers to speak up in potentially toxic situations. 

 

Best Practice 1: Leadership development activities, such as training and mentorship, need to begin earlier in the 

careers of all Service Members, regardless of rank. 

 

Best Practice 2: Awareness of toxic leadership and its long-term consequences should be promoted via training 

and education throughout Service Members’ careers. 

 

 

College Rape Myth Acceptance: Does Sexual Assault Training Help? 

Tabitha Powell, Brittany Smith, Charlie Law, PhD, and Leilani Goodmon, PhD 

Florida Southern College, Lakeland, FL 

 

 

 
Rape Myth Acceptance (RMA) is the tendency for individuals to accept common myths about rape (Hinck 

& Thomas, 1999). Past research reveals that rates of RMA vary as a function of several demographic 

characteristics. For example, men tend to exhibit higher rates of RMA compared to women (Aronowitz, 2012; 

Carroll, Rosenstein, Foubert, Clark, & Korenman, 2016; Davies, Gilston, & Rogers, 2012; McMahon, 2012; 

Hinck & Thomas, 1999). Furthermore, the acceptance of male rape myths (when a man is the victim) is positively 

correlated with the acceptance of female rape myths (Davies, Gilston, & Rogers, 2012). However, those who have 

been exposed to sexual assault and prevention classes exhibit lower rates of RMA (McMahon, 2012; Hinck & 

Thomas, 1999). To date, there is very little research on RMA in a military population. 

The purpose of the current study is to better understand RMA within a military cohort. Approximately 

120 Reserve Officers Training Corps (ROTC) cadets will complete several questionnaires to assess their levels 

of RMA. We predict that ROTC males will exhibit higher levels of RMA than ROTC females for both male and 

female targets. We also predict that Sexual Harassment and Assault Response and Prevention (SHARP) training 

will remediate RMA but only when the target is female. If these hypotheses are confirmed, it will provide support 

for the importance of sexual harassment education and the effectiveness of the Army SHARP Program in reducing 

levels of RMA and help guide direction for future sexual assault training programs. 

 

Best Practice 1: If Sexual Harassment and Assault Response and Prevention (SHARP) training decreases rape 

myth acceptance, then the training should continue in earnest. If our research shows that it does not address this 

critical issue, then we recommend training be amended to better address rape myth acceptance. 
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Best Practice 2: If, as expected, SHARP training decreases rape myth acceptance for female victims, but not male 

victims, then training should be amended to better address the fact that men can be victims of sexual harassment 

and assault just as women can be victims.  

 

 

The Shift from Acceptance to Prevention: Hazing Behaviors in the U.S. Military 

Katelyn Stiller, MS, JHT Research Intern,  

Defense Equal Opportunity Management Institute, Patrick Air Force Base, FL 

LT Erica Harris, PhD,  

Defense Equal Opportunity Management Institute, Patrick Air Force Base, FL 

 

 

 
 

Hazing has become a predominant topic across the U.S. Military, prompting the development of a unified 

definition for all Services. However, there has been a lack of research revealing what Service Members know 

about hazing. Previous research indicates Service Members struggle with differentiating the behaviors of bullying 

(exclusive) and hazing (inclusive) (Svec, 2014). Additionally, certain demographics such as race, age, and sex, 

influence involvement in hazing activities (Parks et al., 2014). Therefore, the purpose of this study was to 

determine if Service Members could identify whether hazing was occurring in transformed real-life scenarios. 

Participants were students training as human relations specialists (n = 148). They were presented with three real-

life scenarios involving hazing behaviors and one real-life scenario that was neutral to identify whether each 

scenario did or did not consist of hazing elements. Results indicate that the majority of participants (65%) were 

able to identify when hazing was occurring and there were no significant differences in the identification of 

scenarios based upon demographics. Thirty-five percent of Service Members were still unable to correctly identify 

hazing in a scenario. Future research should investigate factors influencing the identification of hazing.  

 

Best Practice 1: Provide enhanced, interactive hazing education to all Service Members to recognize hazing 

behaviors.  

 

Best Practice 2: Change the mentality that “hazing is a tradition” to “hazing is a crime.” Traditions can still be 

maintained as long as proper safeguards are in place to not lead to hazing.  

 

 

 

Effects of Diversity Management and Ethical Leadership on Troop Well-Being 

Allison Tringale, Alec Nordan, Michael Olson, Laura Joiner 

University of Houston, Houston, TX 

 

 
 

Recognizing diversity as a competitive advantage (e.g., Cox & Blake, 1991), organizations are recruiting 

and hiring more women and minorities to create a workforce that reflects changing demographics. As workplace 

dynamics shift, organizations often dedicate significant resources to promote and develop diversity management 

initiatives, spending approximately $8 million annually on diversity training alone (Hansen, 2003). With the 

present study, we apply Conservation of Resources (COR) theory (Hobfoll, 1989) to describe and test a 

psychological process in which diversity management practices enhance team/unit cohesion, which decreases 

emotional exhaustion. However, we also argue that the ethical leadership of the immediate supervisor affects this 

psychological process. Using a sample of 537 Department of Defense personnel (41% women and 43% 
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minorities), we tested how diversity management is related to emotional exhaustion both directly and indirectly 

through cohesion. Furthermore, we examined how ethical leadership influences the aforementioned relationships 

between diversity management, emotional exhaustion, and cohesion. 

We tested our proposed moderated mediation model using "Model 59" of the SPSS add on PROCESS 

(Hayes, 2008). Diversity management was related to emotional exhaustion and cohesion. However, cohesion did 

not predict emotional exhaustion. The diversity management by ethical leadership cross-product terms were non-

significant for both the direct and mediation effects. Therefore, ethical leadership did not significantly moderate 

the relationships between diversity management and a) emotional exhaustion and b) cohesion. Yet, the cohesion 

by ethical leadership cross-product term was significant in the dependent variable model. For all values of ethical 

leadership, diversity management had a negative direct effect on emotional exhaustion, but the indirect effect of 

diversity management on emotional exhaustion through cohesion was not significant. Using a hierarchical linear 

regression, we determined the inclusion of the interaction term (cohesion x ethical leadership) explained 

incremental variance beyond that explained by the main effects alone. Examination of simple slopes revealed that 

the moderation was only significant for values of ethical leadership greater than 3.59, which comprises the top 

62% of observations. Ultimately, we found that effective diversity management influences cohesion and 

emotional exhaustion through separate processes. We also found that unit cohesion reduces emotional exhaustion 

only among personnel who see the immediate supervisor as an ethical leader. Future research may benefit from 

examining a number of potential moderators which may have contributed to the non-significant relationship 

between cohesion and emotional exhaustion. It may also be beneficial for future studies to address the proposed 

relationships using multi-level data analyses to account for group differences amongst units. 

 

Best Practices 1: Emphasize diversity management practices, such as promoting equality through diversity 

training, family-friendly policies, or other initiatives, to reduce subordinate emotional exhaustion and enhance 

unit cohesion. 

 

Best Practice 2: Human resource specialists should encourage supervisor leadership training that focuses on 

ethicality to boost subordinate outcomes. 

 

 

 

The Effects of Leadership and Cohesion on Mission Readiness  

Among OCONUS Personnel 

Allison Tringale 

University of Houston, Houston, TX 

 

 

 
 

Workplace discrimination and strain reduce mission readiness and job performance. Surprisingly, little is 

known about how the two constructs are related. Whereas research suggests that individuals who directly 

experience harassment are prone to some forms of strain (e.g., Goldman et al., 2006), there is a paucity of 

empirical investigations examining the impact of workplace discrimination on burnout among individuals who 

simply work in environments where harassment is present. With the present study, I position two interpersonal 

aspects of the work environment, leader equal opportunity behaviors (LEOB) and unit cohesion, as moderators 

of the relationship between goal focused leadership (GFL) and emotional exhaustion. Using a sample of 256 

uniformed United States Department of Defense personnel deployed in units outside the continental United States 

in non-combat zones (77% male, 58% non-minority), I tested how GFL (e.g., "this leader follows up to make sure 

the job gets done" (Colbert & Witt, 2009)) influenced emotional exhaustion. I also examined how LEOB (e.g., "a 

leader did not select a qualified subordinate for promotion because of his or her race/ethnicity" (Landis et al., 
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1988)) and cohesion were related to emotional exhaustion and GFL. Conscientiousness, emotional stability, sex, 

age, and rank were included as controls in all analyses.  

Employing a step-wise OLS regression method I found that GFL, LEOB, unit cohesion, emotional 

stability, a GFL x LEOB cross-product term, GFL x unit cohesion cross-product term, LEOB x unit cohesion 

cross-product term, and GFL x LEOB x unit cohesion three way cross-product term were significantly related to 

emotional exhaustion, whereas the remaining control variables were not. The relationship between GFL and 

emotional exhaustion was robustly negative among personnel who reported favorable levels of both LEOB and 

unit cohesion. The GFL-emotional exhaustion relationship was moderate and negative among personnel who 

reported favorable levels of LEOB but low levels of unit cohesion, but essentially non-existent among personnel 

who reported low LEOB. Among personnel reporting high levels of GFL, those also reporting low levels of both 

LEOB and unit cohesion expressed the highest levels of emotional exhaustion. Ultimately, aspects of leadership 

style and unit cohesion independently predict emotional exhaustion. However, the key finding is that being a 

“good” leader in terms of simply focusing on mission accomplishment is insufficient to prevent emotional 

exhaustion. Future studies may benefit from examining how additional leadership styles, such as ethical or 

abusive supervision influence the aforementioned relationships. Furthermore, due to the cross sectional nature of 

the data, it would also be beneficial for researchers to address the proposed interactions in a longitudinal study to 

draw stronger conclusions regarding the relationships between the variables. 

 

Best Practice 1: Enhance training of first-line leaders regarding how to manifest behaviors that yield and retain a 

favorable equal climate in the unit. 

   

Best Practice 2: Leaders should not only focus on mission goals, but also foster cooperation and cohesion to 

enhance mission readiness. 

 

 

 

Effects of a Hostile Work Environment on Unit Sexual Harassment 

L. A. Witt, PhD 
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The issue of sexual assault in the Department of Defense (DoD) has received increasing attention in the 

press, and policy makers have continued to explore approaches by which to reduce the occurrences of sexual 

assault. Grenny (2013) argued the way to reduce sexual assault in the DoD is to establish a work culture that is 

intolerant of more subtle forms of sexual harassment. The present study investigated the moderating effect of 

unit-level organizational tolerance of sexual harassment/assault on the relationship between unit-level hostile 

work environment and unit-level sexual harassment experiences. Data were collected from 4,036 uniformed 

personnel (18.63% female; 38.5% were minorities; 54.3% mid-level enlisted; 71.7% on active duty; 45.1% 20-

25 years old; 64.2% in the Army) in 304 different work units across the services and aggregated at the unit level.  

Applying LeBreton and Senter’s (2008) standards for interpreting agreement estimates, assessment of the 

rWG(J) values varied from moderate agreement to strong agreement, providing adequate justification for 

aggregation. Results of hierarchical moderated multiple regression analysis revealed that unit-level hostile work 

environment was unrelated to unit-level sexual harassment experiences among units with an intolerance of sexual 

harassment/assault. In these units, the levels of unit-level sexual harassment experiences were relatively low. In 

contrast, unit-level hostile work environment was strongly related to unit-level sexual harassment experiences 

among units with a tolerance of sexual harassment/assault. Moreover, the highest levels of sexual harassment 

experiences were in units with hostile climates (i.e., norms of various forms of discrimination and harassment) 
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that did not sanction sexual harassment/assault behaviors (i.e., units in which perpetrators are likely to get away 

with such behavior). Considering the joint effects of a hostile work environment and organizational tolerance for 

sexual harassment/assault provides a clearer picture of how climate factors likely affect sexual harassment 

experiences. Personnel in units with both a high-hostile work environment and high organizational tolerance for 

sexual harassment/assault likely see limited threats for engaging in sexually inappropriate behavior. Indeed, 

would-be perpetrators may even feel somewhat safe to engage in sexually inappropriate behavior because they 

essentially blend in with others in a discriminatory and harassing culture. Of equal importance, they probably do 

not have to worry about facing sanctions because of their behavior. In units reporting high-hostile work 

environment perceptions but low organizational tolerance for sexual harassment/assault, personnel are unlikely 

to engage in sexually inappropriate behavior for fear of formal sanction. Low-hostile work environments are 

likely to dissuade discriminatory and harassing behavior and therefore yield relatively low levels of sexual 

harassment experiences, regardless of the perceived levels of organizational tolerance for sexual 

harassment/assault in the unit.  

 

Best Practice 1: Reinforce efforts to assess and strengthen messaging regarding the command-level intolerance 

of sexual harassment. 

 

Best Practice 2: Reinforce efforts to assess and address hostile work climates in each unit. 
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Military service members are at high risk for burnout due to the substantial levels of occupational stress 

they endure (Ballenger-Browning et al., 2011). With this study we followed research indicating that minority 

members possess enhanced resiliency due to increased experiences of adverse life events. Using DEOCS data 

from 786 Service Members, we employed a moderated-mediation frame work where racial discrimination was 

examined as a source of occupational stress and an antecedent of burnout. Similar to Bakker and Xanthopoulou 

(2013) we treated perceptions of organizational performance as a personal resource that can help prevent burnout. 

We examined perceptions of organizational performance as a mediator between perceived racial equality and 

burnout with race as a moderator of this relationship, specifically on the b-path. Hypothesizing that race and 

related experiences act as a protective factor that buffers racially discriminated minority members from burnout, 

we found that perceptions of organizational performance mediated the relationship between racial discrimination 

and burnout for racial majority members, but the same relationship did not hold for minority members. As such, 

majority members who perceive discrimination may be more at risk of burnout as a function of their perceptions 

of the organization’s performance in resolving their racial discrimination complaints, perhaps due to less concern 

given to racial discrimination against majority members. Overall, this research highlights and addresses the 

impact of racial discrimination as a function of majority-minority membership. 

Author Contact Information 

hryoung@knights.ucf.edu 



 
Opinions expressed in this report are those of the authors and should not be construed to represent the official position 

of DEOMI, the U.S. military services, or the Department of Defense. 

 

Best Practice 1: Give full consideration to complaints of racial discrimination against majority members as the 

discrimination-burnout relationship is stronger for majority members than for minority members.  

 

Best Practice 2: Implement interventions against discrimination towards not only minority members but also 

majority members (especially as racial discrimination complaints from majority members exceeded complaints 

from minority members).  
 

The Effects of Bullying on Military Retention and Performance 
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 Recent surveys have revealed that even with widespread implementation of zero-tolerance bullying 

policies, the act still occurs with regularity in the military. Despite bullying being viewed as an unacceptable 

behavior and should not be tolerated, little research has observed the impact bullying has on the military and how 

it can best be eradicated. Using DEOMI DEOCS data (N = 33,556), this study seeks to both examine the direct 

relationship bullying has on performance and turnover intentions and identify the processes through which 

bullying has its effect. Survey data from the Defense Equal Opportunity Management Institute (DEOMI) 

Organizational Climate Survey (DEOCS) were analyzed. Bullying was found to be negatively related to both 

turnover and performance. An examination of a serial mediation model revealed that bullying decreases the trust 

military members have in their leaders. This perception of trust military members have in their leaders encourages 

commitment to the military, however the opposite is true with this trust is low. Finally, their low levels of 

commitment influences Service Members to want to leave the military and negatively impacts the effectiveness 

of their performance. These findings help to both establish the negative impact bullying has on the military and 

identifies the process through which bullying may increase turnover intentions while harming performance. 

 

Best Practice 1: Inspire Service Members to develop a high level of trust in their leaders so that if they are bullied 

or witness bullying, they will retain enough trust in their leadership to report the incident and trust that leadership 

will take the appropriate steps.  

 

Best Practice 2: Monitor decreases in organizational commitment and/or trust in leadership for a potential warning 

sign that bullying is occurring in your organization. 
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DCS 2016 Overall Feedback 

DEOMI COLLABORATIVE SERIES 2016 OVERALL FEEDBACK__________________________ 

 

1. What was your reason for attending the DEOMI Collaborative Series (DCS)?  

____________________________________________________________________________        

____________________________________________________________________________ 

2. Have you attended any previous Research Symposium events hosted by DEOMI?   Yes     No 

Please rate your agreement with each of 

the following objectives: 

Strongly 

Agree 

Somewhat 

Agree 
Neutral 

Somewhat 

Disagree 

Strongly 

Disagree N/A 

1. The DCS fulfilled your reason for 

attending 
     

2. The topics presented were of interest 

to you 
     

3. The DCS inspired you to conduct 

more EO/EEO research 
     

4. The DCS provided you with best 

practices and training that are practical 

back in the Field, Fleet, or Wing 

     

 

Please indicate your overall 

satisfaction with each of the following: 
Very 

Satisfied 

Somewhat 

Satisfied 
Neutral Somewhat 

Unsatisfied 

Very 

Unsatisfied 
N/A 

1. Registration process       

2. Venue (DEOMI)      

3. Service of DCS staff      

4. Sound and visual systems      

5. Food and beverages      

6. Accommodations (e.g., Space Coast 

Inn) 
     

7. Keynote speakers      



DCS 2016 Overall Feedback 

DEOMI COLLABORATIVE SERIES 2016 FEEDBACK____________________________________ 

 

1. What general aspects of the DCS were most valuable to you and why? 

_______________________________________________________________________________________

_______________________________________________________________________________________ 

2. What general aspects of the DCS were least valuable to you and why? 

_______________________________________________________________________________________

_______________________________________________________________________________________ 

3. Which specific topic (e.g., Best Practices/Diversity/Inclusion, LGBT, Leadership, and Future of Human 

Relations Specialists and Programs) did you find most valuable and why? 

_______________________________________________________________________________________

_______________________________________________________________________________________ 

4. Which specific topic (e.g., Best Practices/Diversity/Inclusion, LGBT, Leadership, and Future of Human 

Relations Specialists and Programs) did you find least valuable and why? 

_______________________________________________________________________________________

_______________________________________________________________________________________ 

5. Do you have any other ideas or suggestions for how to improve future DCS? 

_______________________________________________________________________________________

_______________________________________________________________________________________ 

6. What is your current military affiliation (circle one): 

a. Active duty/AGR/FTS 

b. Reserve (National Guard/weekend drillers) 

c. Retired military 

d. GS/Civilian 

e. DoD Contractor 

f. Non-DoD Contractor 

g. Other (Please specify) _________________________ 

  

THANK YOU FOR YOUR TIME, ATTENDANCE, AND VALUABLE FEEDBACK! 

Please rate the extent to which you 

agree with the following statements: 

Strongly 

Agree 

Somewhat 

Agree 
Neutral 

Somewhat 

Disagree 

Strongly 

Disagree N/A 

1. I would recommend attending the 

DCS to someone else 
      

2. The DCS content adhered to the 

symposium theme 
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