IMMEDIATE
1913047 OCT 12
FM COMMAREXSECRON TWELVE
TO COMNAVREG MIDLANT NORFOLK VA
COMCORIVGRU TWO
COMNECC LITTLE CREEK VA
WPNSTA YORKTOWN VA
INFO NAVFAC MIDLANT NORFOLK VA//EV//
CNO WASHINGTON DC//N45//
CNIC WASHINGTON DC//Nas//
CHINFO WASHINGTON DC//333//
COMNAVSEASYSCOM WASHINGTON DC//00C//
NFESC PORT HUENEME CA//424//
NOLSC DC FT BELVOIR VA//313//
NAVJIAG WASHINGTON DC//11//
NAVSURFWARCENCARDIV PHILADELPHIA PA//923//
COMMAREXSECRON TWELVE
BT
UNCLAS//NO5090//
SUBJ: FUEL SPILL REPORT, 15-20 GALLONS, MAREXSECRON TWELVE
MSGID/GENADMIN/MAREXSECRON TWELVE//
RMKS /
1. LOCAL TIME AND DATE SPILL
A. OCCURRED: 182220L0CT2012
B. ODISCOVERED: 182220L0CT2912
COMMAND ORIGINATING SPILL: MAREXSECRON TWELVE
SPILL LOCATION: NWS YORKTOWN - CHEATHAM ANNEX BLDG 150 COMPOUND
VOLUME SPILLED IN GALLONS: APPROX 15-20 GALLONS
. TYPE OF OIL SPILLED: DIESEL FUEL
. OPERATION UNDER WAY WHEN SPILL
A. OCCURRED: FUEL TRANSFER FROM BULK STORAGE TANK TO PORTABLE TANK
B. DISCOVERED: DURING TRANSFER OPERATION
7. SPILL CAUSE: DURING NORMAL FUEL TRANSFER FROM BULK STORAGE, CAM-LOCK FOR HOSE
SYSTEM WAS NOT APPROPRIATELY CONNECTED AND CAME LOOSE, ALLOWING FOR SPILLAGE OF
FUEL WHILE PUMP WAS IN OPERATION. ONCE DISCOVERED, PUMP WAS SECURED AND
CONTAINMENT OF THE EVENT OCCURRED IMMEDIATELY,
8. SPILL DESCRIPTION AND MOVEMENT:
A, MOST OF THE SPILLAGE WAS CONTAINED IN THE FUEL BERM AS DESIGNED.
REMAINING SPILLAGE OUTSIDE OF BERM CROSSED FENCELINE INTO GRASSY AREA
B. SPILL MOVEMENT: FUEL SETTLED IN AREA ADJACENT TO THE BERM. SPILL DID NOT
PROGRESS BEYONG GRASSY AREA IN WHICH IT LANDED. COVERAGE: APPROX 9 X 6 FOOT AREA,
MODERATE ODOR.
9. SPILL ENVIRONMENT: CLEAR, CALM, 68 DEG (F)
10. AREAS DAMAGED OR THREATENED: GRASSY AREA OUTSIDE OF BERM NEAR FENCELINE
WITHIN BLDG 150 COMPOUND.
11. TELEPHONIC REPORT: EMERGENCY COMMUNICATION CENTER(ECC), BASE ENVIRONMENTAL,
AND FIRE DEPARTMENT CONTACTED.
12. SAMPLES TAXEN: NONE
13, CONTAINMENT METHOD USED: ABSORBENT PADS AND PILLOWS.
14. SPILL REMOVAL METHOD USED: ABSORBENT PADS USED IN GRASSY AREA. GRASS AND TOP
SOIL REMOVED AND ENVIRONMENTALLY FRIENOLY ABSORBENT POWDER PLACED. FUEL IN BERM
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REMOVED BY BILGE PUMP AND PADS. ALL CONTAMINANTS COWTAINERIZED AND REMOVED FOR
DISPOSAL 8Y NAVFAC.

15. VOLUME OF FUEL RECOVERED IN GALLONS: APPROX 18 GALLONS

16. PARTIES PERFORMING SPILL REMOVAL: MAREXSECRON TWELVE

17. FEDERAL, STATE OR LOCAL REGULATORY ACTIVITY DURING THIS INCIDENT: NWS
YORKTOWN ENVIRONMENTAL REPRESENTATIVE MADE APPROPRIATE REPORTS TO STATE/LOCAL
ACTIVITIES.

18. ASSISTANCE REQUIRED/ADDITIONAL COMMENTS: NONE

19. LESSONS LEARNED: STANDARD OPERATIONG PROCEDURES CURRENTLY BEING PUT INTO
PLACE. FITTING HAS BEEN SECURED WITH LANYARD TO PREVENT SPILLAGE.

20. COST OF RECOVERY:

21, ACTIVITY CONTACT FOR ADDITIONAL IN
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ARTICLE 31 RIGHTS

vorc [ ... IR
Activity: MSf2en) 12 iiSU Unit: pgeaw) (2 /CLo
Telephone number:

1 have been advised that | may be suspected of the offense(s) of: Article 92 (Orders Violation) and
Article 133 (Conduct Unbecoming of an Officer) ‘

[ have the right to remain silent.

Any statements | do make may be used as evidence against me in trial by court-
martial.

I have the right to consult with lawyer counsel prior to any questioning. This lawyer
counsel may be a civilian lawyer retained by me.at my own expense, a military
lawyer appointed to act as my counsel without cost to me, or both.

| have the night to have such retained civilian lawyer and/or appointed military
lawyer present during this interview.

I have the right to terminate this interview at any time.

WAIVER OF RIGHTS

(] I further certify and acknowledge that I have read the above statement of my rights
and fully understand them, and that:

[] [ expressly desire to waive my right to remain silent.

(1] I expressly desire to make a statement.

[ ) [ expressly do not desire to consult with either a civilian Jawyer retained by
me or a military lawyer appointed as my counsel without cost to me prior to
questioning.

(] I expressly do not desire to have such a lawyer present with me during this
interview.

[] This acknowledgment and waiver of nights is made freely and voluntarily by
me, and without any promises or threats having been made to me or pressure
or coercion of any kind having been used against me.

2 o Mo T Des, L T2 wWAIVE MY e TS . %"3

ember signature/date)

Understanding my rights under U.C.M.J. Article 3], I wish to make the following statement:

SEE ATTACHED STATEMENT

Enclosure ()
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DEPARTMENT OF THE NAVY
MARITIME EXPEDITIONARY SECURITY SQUADRON TWELVE
113 SANDA AVE
WILLIANMSBURG VA 21185-5830

MPEAY RDER fO0

5354
SerN00/203
4 Aug 12

From: Commanding Cfficer, Maritime Expeditionary Security
Squadron TWELVE

To: Commanding Officer, Navy Expeditionary Combat Command

Via: Commanding Officer, Coastal Riverine Group TWO

Subj: 2012 CLIMATE ASSESSMENT EXECUTIVE SUMMARY FOR
COMMAREXSECRON TWELVE

Ref : (a) OPNAVINST 5354.1F

1. Maritime Expediticnary Security Squadron Twelve completed a
Command Climate Agsessment per reference (a). The purpose of the
climate assessment was to assist in determining the health and
mission readiness of the unit. This was accomplished by utilizing
the triangulation method as defined in enclosure (1) of reference

(a) .
. 2. The Command Managed Equal Opportunity Manager administered a
Defence Equal Opportunity Climate Survey (DEOCS) from February to

March 2012. Additional records review, interviews/observations,
and focus groups were conducted between April and July 2012 by the
Command Assessment Team led by the Deputy Commander. The top

findings included:

a. There is almest no chance that sexual harassment or
discrimination will occur at this command. | (

b. There ig a concern in the lack of coordinated leadership
presented to the junior personnel.

c. The level of training being received and schools obtained
does not meet the requirements for the actual job and exceeds the

| 1 . . .
available training tine.
3. Reason for command assessment. Annual requirement.

4. Command demographics included. 428 total personnel assigned,
221 personnel surveyed, and 16 personnel interviewed. The
breakdown of those surveyed 1s listed below.

Enclosure @3
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Subj: 2012 CLIMATE ASSESSMENT EXECUTIVE SUMMARY FOR
COMMAREXESCRON TWELVE

[ Amexr. | Aasian ”"rhiZEE or | Native | Waite l | Hispanic | otmer

| Indian l kfrican ] Hawaiian/PI l !

| Alaskan | | American ‘ l | '
a i |

.1 S o S TorY IO T S | | e
1% 1.5% | 31.5% | 1% ' _65% J N/AY | 1%

[ \.an\:uy*‘ Majority | #of [ % of Men | # of | & of | #of ‘

| | _MWomen | officers | Enlisted l Civilian |

[ aox | 80v | " isw e [ B L w9 ]

* Chart data taken directly from the DEOCS roll-up of those surveyed. ;
5. Areas of strength identified. ‘The overall unit summary scores

exceeded eight out of ten categories compared to the DEOMI
database for our branch of service and for all other services in
the past six months. The following are cf note.

Tewat vy

a. Positive =0 3ehaviors &High chance of occurring)

b. Woxk Group Cohesion (Vefy positive rating)
el

c. Work Group Effectiveness (VeTy positive rating)
Fow
6. Areas of conc2xn identified. There were no significant areas
of concern identified; however, the areas listed below were
agasessed as havinu slightly lower scores than the overall high

‘ score indicated bv the survey.
Organizat:onal Commitment (moderately satisfied).

a.

b. Trust in the Organization (slight organization concexrn).

c. Leadership Cohesion (slight organization concern) .

7. Summary

a. The consolidated reports and interviews revealed that
there was very little chance of sexual harassment or racial
discrimination occurring within the command and a very high chance
that positive Equal Opporturity (EO) behaviors would be enfoxced.

b. Threough focus groups and perscnal interviews, the Command
Assessment Team (CAT) was able to ldentify specific issues that
may negatively impact the morale of the Sailors within the
command. The majority of the issues seem to stem from
insufficient clear communication.

d. A consistent theme was that communication becween the
headquarters element t> the detachments is deficient and what
quidance 1is offerecd avoeared disorganized.

2
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Supbj: 2012 CLIMATE ASSESSMENT EXSCUTIVE SUMMARY FOR
COMMAREXSECRON TWELVE

e. There were comments which indicated that the clear chain
of command lines of communication were not ags effective as thev
could be and Sailors were often confused as to what was occurring.

f. There was strong feedback that the Sailors ars reqguired to
spend a significant amount of non-drilling hours on reguirements
exceeding the normal two days a month scheduled drill. This
creates a balancing problem between work and personal priorities.

(=4

g. It was acknowledged that there is a planned training
schedule, but it secmed that short fused requests often disrupt
these plans. These short fused taskers place an even greater
strain on the personal lives of Sailors already maintaining a high

operational schecule.

h. There were some comments thar reflected poor plannirg oo
ineffective training that focuses more on “getting that check
the box” rather than quality and efficiency. This was more
focused around ths numerous general military trainings and
administrative rejuirements.

i. As an Expeditionary Unit consisting of a small active

component staff ard a significant number of selected reserves
spread out over several states, effective communication needs to

be improved.
8. Recommendations

a. At my dire~tion, the Training Department Head will
continue ton evaluate the personnel holding required Navy Enlisted
Clagsification Codes and critical skills that are essential and
identify additional personnel to attend the required training and
schoecls according te CRG Two’s Required School listing.

b. With the atheduled mobilization quickly approaching, the
lack of communication and distrust within the unit will be
addressed and corrected by centrally locating the entire unit.
Administrative gquicdelines and a plan of action will be drafted,
distributed and implemented in advance to minimize schedule

confusion.

c. We have recentlv moved to an all inclusive single Plan of
the Week that includes both aztive and reserve specific
information vice having two separate documents. My intent is to
continue to refine this and include detachment specific
information as well.

Enclosure (3)

S




o

COMMAREXEECRON TWELVE

Subj: 2012 CLIMATE ASSESSMENT EXECUTIVE SUMMARY FOR

d. I have cirecced a review of all meetings to ensure that
they are regquired and the correct personnel, both number and
positicn, are in actendance. This ig too assure that there is

“ficient time Zfor supervisors to put the word ocut and lead their
versus being in back to back meetings all day.

e. T will increase my monthly formal individual Sailor
Commanding Officzr c¢alls with Junior Officers and Sailors to a
weekly basis during the mobilization. I have found that these
fermal conversations have been valuable in the past in ensuring
that my guidance anc direction was reaching the deckplates.

f. I have oxdered that my Command Master Chief and Chief
staff Officer also conduct these individual Sailor meetings as
well.
i
g. The CAT members will continue to monitor the J

=

implementation and progress of this plan and make additional
recommendations &s na2cessary.

Once mobilized, T will increase the number of rate

h. r
specific and departmental specific captain calls. During our Unit
Level Training Readiness and Asseasment in April, I held these at
all levels and found that very good tangible suggestions were
presented that I cou’d act on and encourage.
i, During deoloyment, I will be working to emnsure those

personnel who are not deployed understand what those forward
deployed Sailors are doing as well as how their efforts back home

are contributing. I will cevelop a PAO plan to ensure this

oCccurs. e
——~ (>
el .
//” —
D. P. HUNTER =

Copy to:
MSRON-12 ([CMEO)
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DEOMI

Organizational Climate Survey
(DEOCS) Report

Organization: COMMAREXSECRON TWELVE
Commander/Director: CAPT HUNTER

. Admin Number: 1225697
Monday, March 26, 2012

Defense Equal Opportunity Management Institute
Directorate of Research
Patrick AFB, FL |

-
HRTec
RCS: DD-P&R (AR) 2338
EOR-OEFICIAESE-ONEY
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DE® M1

DEFENSE EQUAL OPPORTUNITY MANAGEMENT INSTITUTE

MIEEMORANDUM FOR COMMANDING OFFICER / ORGANIZATIONAL DIRECTOR

SUBJECT: DEOMI Organizational Climate Survey

Congratulations and thank you for using the Defense Equal Opportunity Management
Institute's (DEOMI) Organizational Climate Survey (DEOCS). You have completed an
important step toward undersianding and improving the human relations chimate in your
organization. Your deeision (o conduct the survey shows that you value vour members' input on
impaortant human readiness issucs. Still, the survey represents the first siep in the process: now
it's time for appropriate folfow-up to ¢nsure the DEOCS is optimally employced (o help you
consiructively address organizational issues.

W reccommend you employ the DEOCS in conjunction with other asscssment slrategices,
including focus groups, intervicws, observations, reviewing wrilten records and reports, and any
othicr method you deem worthhwhile to further characterize your organtzation's climate. The
report provided o you by DEOMI is supported by a staff of highly qualilied people ready 10
assist you in tatloring (raining programs, action planning, or problem solving to meclt the specific
nceds of vour organization.

}{ you or your staff rcquires assisiance, do not hesitate 10 comacl the Directorate of
Research at DSN 854-2675/4217 or commercial (321) 494-2675/4217. W¢ are looking forwvard
to the apportunily o work with your organization.

ADMING 1225697 . : itute 2
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. I. INTERPRETING YOUR DEOCS REPORT

"The DEOCS

) As you examine the results of your DEOCS. you may wonder what
report provides all the

it all means. Certainly, there is a Jou of information in the repont.
We bulicve it can be useful ar all levels of the organization. Bul
how do you go aboul inlerpreting the information?

wformation we believe is
needed o obtain ¥ quick,
thorough, and accurate
view of what the survey

savs”

Look:at the demographic breakdown.

Exantine perceptions of discrimination and the complaint process,

Lise subgroup factor compari's_un to understand the disparities.
Review the overall unit summary.

Review: locally developed questions, command specific questions, short-answer
questions, and written comments, if any. '

ADMINYG 1225697 Dcfense Equal Opportunily Managemeni Institule |
. TOR-GFHEATHSEONE-
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1I. REPORT FOR COMMAREXSECRON TWELVE
a. DEMOGRAPHIC BREAKOUT

LOOK AT THFE DEMOGRAPHIC BREAKOUT of who in your organization completed the survey.
Remember, the data shuwn in the charis are compuicr-generated, and based on (he inputs reccived from survey
respondents. There may be limes when respondents will entec inaccurate information, whether by design or
unintentionally, thus creating inaccurate demaoygraphic breakouts on the report. Also. in those cases wherc
respondents fail to respond or. when using the paper survey, leave errant pencil marks, the compoter will repaort
these as missing cases. The report is broken down into calegories that we later use o provide subgroup
compurisons within vour organization. e.g.. minority/majority, swomen/men. ¢tc. In those cases where fewer than
five people in a subproup complete the survey, you will not receive any comparisons for thal subgroup in order
to maintain the anonymity of cach respondent and 1o provide statistically meaningful results.

MINORITY vs MAJORITY

Frequency Percent
m 123 60.39
Total Cases 207 100.00

Missing Responses 14

For the majority/minority subgroup categorics. the majority category includes all respandents who listed their
race as “White,” and their cthnicity as “not Flispanic.” All olher respondents are included in the minorily
subgroup.
RACE
Frequency Percent
TR RS AT 3 1.50
M 63 >1.30
{ | 2 1.00
130 65.00
2 1.00
200 100.00
Missing Responses 21
ADMING 1225697 Defense Equal Opportunily Management institute S
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. HISPANIC DECLARATION

Frequency Percent

Total Cases 22] 100.00
Missing Responses 0
GENDER
Frequency Percent
Women 43 19.46
178 80.54
. Total Cascs 221 100.00
Missing Respones 0
OFFICER vs ENLISTED
Frequency Pereent
g Officer/WO 20 9.09
" Enlisted 200 90.91
Tatal Cases 220 100.00
Other {
Missing Responses 0
ADMINI: 1225697 Defensc Equal Opportunity Management Institule 6
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. ENLISTED SENIORITY

Frequencey Percent
E1-E6 171 85.50
_ E7-E9 29 14.30
Tatal Cases 200 100.00
Not Enlisted 21
Missing Responses 0
OFFICER SENIORITY
Frequeney Percent
| 04 and above 15 75.00
Total Cases 20 100.00
| . Not an Officer 201
Missing Responsces 0
MILITARY vs CIVILIAN
Frequency Percent
Military 220 99.53
Taial Cases 22) 100.00
Missing Responses 0
ADMINE: 1225697 Deflense Equal Opportunity Management [nslilute 7
. ;
Enclosure (3)




. FEDERAL CIVILIAN SENIORITY

Frequency Percent

Total Cases | 100.00
Not a Civilian 220
Missing Responses 0

For GS. WG/WL/WS'WB. and SES: Junior = | through &, and Senior =9 and above. For Non-Supervisory
NSPS: Junior = alt Pay Band ). and Pay Band 2 Technician/Support, Fire Protection, Police/Security Guard, and
Senior = Pav Bands 3 and 4, and Pay Band 2 Professional pay schedules. For Supecvisory NSPS: Junior = Pay
Band 1. and Senior = Pay Band 2.

OTHER MILITARY vs U.S. MILITARY

Frequency Percent
Other Military 0 0.00
| U.S. Military 220 100.00
. Total Cascey 220 100.00
Not Military |
Missing Responsces 0

OTHER CIVILIAN EMPLOYEE vs FEDERAL CIVILIAN EMPLOYEL

Frequency Percent
Other Employee 0 0.00
Federal Em ployee I 100.00
Total Cascs I 100.00
Not Civilian 220
Missing Responses 0
ADMINI 1225697 Defense Equal Opportunity Management Institule 8
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. b. EXPERIENCES OF DISCRIMINATION DURING PAST 12 MONTHS

This sccrion addresses whether members of the organization experienced discrimination. dirccted from
menibers of the organization, during the last 12 months: whether they reported the incident: and their
savislaction with how the reported incident was resolved,

"YES" RESPONSE TO EXPERIENCED AN INCIDENT OF DISCRIMINATION

Frequency Percent
Race/Nat Orig/Color 6 40.00
Gender (Sex) 3 20.00
| Age| 2 13.33
L% Disability| 3 20.00
[ 0 0 00
| 6.67
Total Cases N 100.00

"NO'" Response 06

. Missing Responses 0

NOTE: “Two or More™ rellecis survey respondents who experienced more than one lype of discrintination.
The “frequency™ reflected for »Two or More™ has not been added 10 the “frequency” for individual
discrimination types..

EXPERIENCED DISCRIMINATION BASED ON RACE/NATIONAL ORIGIN/COLOR

MAJORITY
Frequency Pereent
YES 3 2.0
Total Cases 123 100.00
Missing Responses 0
ADMINE: 1225697 Defense Lqual Opportunity Maaagement Instiote 0
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. EXPERIENCED DISCRIMINATION BASED ON RACE/NATIONAL ORIGIN/COLOR

MINORITY
Frequencey Percent
YES 4 -1.88
Total Cascs 82 100.00
Missing Responses 0
HISPANIC
Frequency Pereent
. YES 0 0.00
Toial Cascs 15 100.00
Missing Responses 0
ADMIN 1223697 Defense Equal Opportunity Management luslilute 10
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. FEXPERIENCED DISCRIMINATION BASED ON GENDER (SEX)

MEN
Frequency Percent
Total Cases 178 100 00
Missing Responses 0
WOMEN
Frequency Percent
. S B YES r 2.33
Total Cases 43 100 00
Missing Responses ]
ADMINE: 1225607 Defense Equal Opportunity Management Institute i
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EXPERIENCED SEXUAL HARASSMENT

MEN

WOMERN

ADMIN:

1225697

Total Cases

Missing Responses

Total Cases

Missing Responses

Defense Equal Opportunity Management Institute
—FOR= A Y

Frequeney
2
176

17K

Frequencey

Percent

Percent
2.33
07.67

100.00

Enclosure (3)
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. WHAT ACTION DID YOU TAKE FOLLOWING THE INCIDENT OF DISCRIMINATION?

Frequency Percent

Filed Formal Complaint | 14.29
i Reported to EO/EEQ 0 0.00

F Reported to Supcrvisogrl 3 42.86
F Confronted ]ndividual, 3 42.36
Tatal Cases 7 100.00

Did not Report 10

Missing Responses 0

"YES" RESPONSE TO REPORTED INCIDENT OF DISCRIMINATION
TO EOQO/EEO OR SUPERVISOR
‘ MAJORITY

Frequency Percent

. Did Not Report 9 100.00

Total Cases 9 100.00

Missing Responses 0

ADMINT 1225697 Deiense Equal Opportunity Management Justilule 13
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. "YESY RESPONSE TO REPORTED INCIDENT OF DISCRIMINATION
TO EO/EEQO OR SUPERVISOR

MINORITY

Frequeney Percent
Did Not Report 4 30.00
Total Cases 8 100.00
Missing Responses 0
‘ HISPANIC
Frequency Percent

Reported 0 0.00

Tatal Cases ) 100.00
Missing Responscs 0
ADMING: 1225697 Defense Equal Opportunily Management Institute g
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. "YES” RESPONSE TO REPORTED INCIDENT OF DISCRIMINATION

TO £O/EEOQ OR SUPERVISOR

MEN

Did Not Report

Total Cases

Missing Respanses

. WOMEN

Did Not Report

Total Cascs

Missing Responses

ADMINi. 1225697 Defense Equal Oppariunity Management Institute

‘ EOROFRICHE-HSE-ONEY—

Frequency Perecent
2 16.67
10 83.35
12 100.00

0
Frequencey Percent
2 40.00
3 60.00
S 100.00

0
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SATISFACTION WITH ISSUE RESOLUTION: MEMBFER WHO FILED FORMAL COMPLAINT,
OR INFORMALLY REPORTED TO EO/EEO OR SUPERVISOR

Frequency Percent

. Very Satisficd 0

FOR OFFEintUSE-0h

0.00

i Moderately Satisfied 2 50.00

| Moderately Dissatisfied| 0 0.00
’7 Very Dissatisﬁcﬂ 2 30.00
Total Cases 4
Missing Responses 0
MAJORITY
Frequency Percent
| | Satisfied 0 0.00
" Dissatisfied 0 0.00
Total Cases 0 100.00
Missing Responses 0
ADMINE 1225697 Defense Equal Opportunity Management Institute 16
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SATISFACTION WITH ISSUF, RESOLUTION: MEMBER WHO FILED FORMAL COMPLAINT,
OR INFORMALLY REPORTED TO EO/EEO OR SUPERVISOR

MINORITY
Frequency Percent
Dissatisfied 2 50.00
Total Cases 4 100.00
Missing Responses 0
HISPANIC
|
. Frequency Pereent
i Satisfied 0 0.00
Total Cascs 0 100.00
Missing Responses 0
ADMIN#D 1225607 Deicnse Equal Opportunity Management Institute 17
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SATISFACTION WITH ISSUE RESOLUTION: MEMBER WHO FILED FORMAL COMPLAINT,
. OR INFORMALLY REPORTED TO EO/EEO OR SUPERVISOR
MEN
Frequeney Percent
Total Cases 2 100.00
Missing Responscs 0
WOMEN
I Frequency Percent
Total Cases 2 100.00
Missing Responses 0
ADMIN:- 1225697 Defense Equal Opportunily Management Institule 18
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c. SUBGROUP FACTOR COMPARISONS

Subgroup factor comparisons will be presented with Equal Opportuniry/Equal Employment opportunity
(LO/EEQ) factors. lollowed by Organizational Effcctiveness factors.

The DEOCS report displavs your organization's results in Lwo ways. Firsl, it considers average scores.
where higher average scores always indicale more positive perceptions. Second. the degree different
groups agree i their perceptions is also an important indicator. The disparity index (D1) is a
statistically-derived number that reflects how wiuch two proups agree or disagree in Iheir pereeptions, |
15 an indication of the magnitude of differences beiween Lwo groups (e.g.. men and women. majority and
minority) that are being compared on a single facel (e.p.. Sexuval Harassment and Discrimination,
Differential Command Behaviors) of the DEOCS. In other words, the DJ indicales the size of the
ditferenees between two groups. Lherefore, a DI allows one 10 determiine whether there are and 1o what
extent there are differences in groups™ perceptions regarding cach facet of Equal Opporiunity (EO)
Climaie and Organizational Effectiveness (OE) as measured by the DEQCS. In siatistical terms, the DI
is also known as an effect size. There are numerous cffect size farmulas. all of which have specialized
applications. The cffect size used 10 calculate the DEOCS DI is known as Cohen’s 4. Colien's ¢ is used
lo indicate the magnitude of the differences between the averages (means) of two groups in relation 1o
the same measure. To calculaie Cohen's d, the comparison ol averages of (wo groups is placed within
the context ol the variability associated with the measure in question for both groups. The following
furmula is used lo caleulate Cohen's ¢

{meang — Mean-)

s@ying — 1) +sd3tn: — L)

ny + -

meany =The mean of group 1 ie.g.. Man)

mean; = The mean of group 21e.z.. YWomen)

- The squarad standard daviation fi.e., variability associated with a measure! for group 1 (2.3, Menj

~
a =R

764 1 = The squarad standard deviation fi.&., variability associated with a measurzifor group 2 (=g,

Waoren)

ity =Thesize of group L ie.g, Menj

Nx=The size of group 2 (2.2, Women)

Typically, an effect size is said 1o be large when it exceeds 0.8, medium when it equals 0,5 and small
when itis 0 2 or less.

ADMINE: 1225697 Delense Equal Opporunity Management Inslilute 19
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Iherefore. for example, ifmen and women dilTer considerably in regard 1o their perceplions of Sexuil
harassment and Discrimination as measured by the DEQCS, the DI between these two groups would be
cyual 1 or exceed .80, Conversely. if men and women do not differ considerably in regard to their
pereeptions of Sexual Vlarassment and Discrimination as measured by the DEQCS. the D) would be
cqual to or less than 20, Together. the average and DI provide substantially more information than
either score alone. Each of these combined data points is plotted, using the lowest average between the
two groups being compared (vertical axis). along with the DI between those two groups (horizontal
axis). GREEN indicales higher averages and levels of agreements. The YELLOW, ORANGLE, and RED
volored arcas reflect progressively greater organizationa) concems, indicared by lower aversges. higher
DIs. or both,

The data point ¢can appear in one of four numbered quadrants:

Quadrant 1 is the most positive, as il reflects higher averape scores and lower Disparity Index (i.¢.. a
higher level of agreement) between the two groups.

Quadrant 2 reflccts higher average scores, but also a higher Disparily Index (i.e.. a lower level of
agreement) between the two groups.

Qudrant 3 reflects lower avera e scores. with a lower Disparity Index (i.c., a high level of agreement)
between the two groups.

Quadrant 4 reflecls lower average scores and a higher Disparity Index (i.c.. a lower level of agreement)
between the two groups,
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SEXUAL HARASSMENT / DISCRIMINATION

|

Green = Organization Strength

L . k-\bﬁ)@&{u A
- Ora rang e:-*

el‘ai""Ol’gﬁn"im

n Concern

Yellow = Slight Organization Concern

¥ Yauare here.

DISPARITY INDEX

Average

0.00-0.30

0.31-0.51

0.52-0.72

0.73-0.99

4.00 -5 00

30-3.99

s

o

.00 -3.49

tos

-2.99

1.00-1.22

>}1.22

DISPARITY INDEX

Averance

0.00-0.30

0.31-0.51

0.52-0.72

0.73-0.99

1.00-1.22

4.00 -5.00

3.50-3.99

3.00 -3.49

2.50-2.99

Y
9
NS

Average
Minority 448
Majority 9.43
DI: 0.08
Average
Women J.42
Men J4.48
Di: 0.09

2.00-249
= 2.00

0} Overall higher seores and group agree. Report goad findings and reinforee behaviors wihin the commimed.

Q2 Overall higher scores and group disagrec. Examine potential causes for disparity; further isolate canses - focusing
on e groap with the lower mean - using locus groups/intenivas,
reconds. reports. observations. cte

03 Oncrall fower scores und group agrece. Look for trends and exumitie comments. higher level policy . or
leadership style: further isolue causes using focus groups/intervicne,
records, reports, observations. cte.

04 Overall lower xcores aml group disagree. Lxamine comments: {urther isolate causes - locusing on the group with

1he lower mean - using focus groups/interviews, records. repors.

obscrvations, cle.
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SEXUAL HARASSMENT / DISCRIMINATION

| Green = Organization Strength ]

I Yellow = Slight Organization Conccrn i

¥ You are here.

DISPARITY INDEX
Average 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 >].22
Average
4.00 -3.00 b ~ Officer 4 56
3.50-3.99 Enlisted 4.45
3.0 -3.49 DI1: 0.19
2580-2.99
200-2.49
<200
DISPARITY INDEX
Average 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 >1.22
i Average
4.00 -5.00 2y e Junior Enlisted 443
3.50-3.99 Scnior Enlisted 446
3.00-3.49 DI 0.01
3.50 -2,99 "
2.00 -2.49
= 2.00
0l Overall higher scores and group agree. Repont goud lindings und reinforee belraviors within the cominiind.
02 Overalf higher scores and group disagree. Lxamine poleniial causes for disparity: further isolate causes - focusing
on the group with the lower mean ~ using focus groups/interviews,
records. reports. observalinns. ele,
O3 Overstl foter seores and group agree Look (or trends and examine conments. higher level policy. or
leadership style; further isolsie causes using focus groups/inwervicws,
records, reports. observations, cle.
04 Overall loner seores imd group disagree. Examine comments;: further isolate causes - locusing on the group with
the Jower mean - using focus groupsfimeniews. records, reports.
observaliony. cle.
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SEXUAL HARASSMENT / DISCRIMINATION

l Green = Organization Strength ] B

L Yellow = Slight Organization Conccern J

H4

Drange = Moderate Organization Concern |

You ure here.

DISPARITY INDEX
Average 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 >1.22
Average
< o . R ““1!3@%
4.00 -5.00 T A AR Junior Officer  4.60
3.80-3.99 Senior OfMices 4.55
3.00-349 DI 010
2.50 -2.99 : NG
W L8
2.00-249
- 2.00
01 Overall bigher seores and gronp agree, Report good findings and reinforee behaviors within the ¢ommand.
02 Overall higher seores and proup disagree, l:xamine potential cavses for dispority: further isolate causes - locusing
on the group with M lower mean - using focus groups/intervicsws,
records. reports. observalions, ete
Qi Oversll Tower seores and group agree. Look for trends and examine comments, higher level policy. or
Icadership style: further isolate causes using focus groups/intervicws,
records. reports. nbservations. ctc.
04 Overall Tower scores and group disagree. Examine comments: further isolate causes - focusing on the group witly
e lower mean - using focus groups/nterviews, records, reports,
observations, cle.
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DIFFERENTIAL COMMAND BEHAVIOR TOWARDS MINORITIES

l Green = Organization Strength I }Pp’ﬁﬂ;@ﬁ%ﬁg .r.';:"‘;'d_ at Orﬁffin"ifaflan(:on}em AT

| Ycllow = Slight Organization Concern I

bt Yoo nrc here.

DISPARITY INDEX

Average | 0.00-0.30 | 0.31-0.51 | 0.52.0.72 | 0.73-0.99 | 1.00-1.22 >1.22

i, Average
4.00 -5.00 & A Minority 4.57
3.50-3.99 Mujority 4.71

3.00-3.49 DI: 0.24
p] e E
2.50-2.99 ¥
2.00-2.49
< 2.00
DISPARITY INDEX
Average 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 >1,22
Average
4.00 -5.00 w3 # Women 4,54
3.50-3.99 Men 4.68
3.00-3.49 DI: 023
2.50-2.99 :
g
2.00-2.49
< 2.00
Q) Overall higher scores and group agree. Report good findings and reinforee behaviors within the command,
02 (herall higher scores wnd group disagree. Examinge potential causes for disparity: further isolale causes - tocusing
on the group with the lower mean - using focus groups/intervicws,
records, reports, obscrvafions, ¢lc.
Qi Oveall bower senres and geoup ngree. Look for trends and eximine counnents. igher level policy, or
leadership style: further isolate causes using locus groups/iniervic\s.
reeords. reports. observations, cle.
0 Overall Jower scores and group disagree. Examine comments: further isolale causes - focusing on the group woh
the lower mean - using focus groups/interiews, records. reports.,
abservations. ele.
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DIFFERENTIAL COMMAND BEHAVIOR TOWARDS MINORITIES

[ Green = Organization Strength I | Orange= Concern
‘ Yellow = Slight Organization Concern |
¥ You atre hiere.
DISPARITY INDEX
Average 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 >(.22
- Average
4.00 -5.00 e -
1 Wi Officer  4.95
3.50-3.99 Enlisted 4.62
3.00-3.49 Di: 0.74
I 5() 22 9C 5
2.50-2.99 p
2.00-2.49
< 2.00
DISPARITY INDEX
Average 0.00-0.30 | 0.31-0.51 0.52-0.72 | 0.73-0.99 1.00-1.22 >1.22
Average
4.00 -3.00 # 23 Junior Entistcd 1.60
3.50-3.99 Serior Enlisted 4,78
3.00-349 DI: 0.35
2.50-2.99
2.00-2.49
2.00
0 Overall togher scores und proup agree, Report good lindings and reinforce behaviors within the command.
02 (herall higher xeores and group disagree. Lxamine potential causes Tor disparity: further isolale vauses - locusing
on the group with the fuwer mean - using {ocus groups/interviews.
records, reports, observations, clc.
03 Onverall lover scores and group agree. l.ook lor trends and examine commients. higher level palicy. or
leadership styvle: further isolate causes using focus roups/inierviews,
records. reparts. observalions, cle.
01 Orverall lower seores and group disapree. Examine comnients: Turther isolate causes - focusing oo the 2roup with
the lower mean - using focus groups/interviews, records, reports.
ohscrvations. clc
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DIFFERENTIAL COMMAND BEHAVIOR TOWARDS MINORITIES

| Green = Organization Strength ‘ ' Orange= |
| Yellow = Slight Organization Cancern —l
% Youarc here.

DISPARITY INDEX

Average | 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 >1.22

Average

4.00 -5.00 A w Junior Officer 5.00

3.50-3.99 Senior Officer 493

3.00 -3.49 DI: 0.64
2.50-2.99 3 SAEA
+ Sy
2.00-2.49
- 2.00
Ol Overall higher scorex and group agree, Report poad findings und reinforce hehaviors within the commumd.
Q2 Overall higher scores and grovp disagree. Examine polential causes for disparity: further isolate causcs - focusing
on the group with the fower mean - using focus groupsfinterviews,
records., reports. observations, cle.
Q= Overall fower scores and group agree. Look for trends and examine comments. higher fev el policy, or
leadership style; further isolate causes using locus groups/inlervicws,
records, reports, observations. ¢ic.
o1 Overall lower scores and group disagree. I:xaminc comments: Turther isolate causes - focusing on the zroup with
the lower meipt - using focus groups/interviews, records, reports.
ohceervatiors. elc.
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POSITIVE EO BEHAVIOR

Green = Organization Strength —l

Moderate Organization Concern

Yellow = Slight Organization Concern ]

L
L

e

You are here.

DISPARITY INDEX

Average | 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-099 | 1.00-1.22 >1.22
Average
4.00 -5.00 1 Minority 382
1.50-3.99 e Majority 4.05
3.00-3.49 DI: 033
230299 o ;
200-2.49
< 2.00

DISPARITY INDEX
Average 0.00-0.30 | 0.31-0.51 | ©.52-0.72 | 0.73-0.99 | 1.00-1.22 >1.22 Average
4.00 -5.00 1 Women RIS
3.50-3.99 | % Men 397
3.00 -3.49 oI 0.0l
2.50 2.0

Od

Ox erall higher seorcs and group ngree.

Oheeald higher seores and group divagree

Overabl fower xeares and group agree.

Overall lower scores and group disagree.

Report goed findings and reinforee behisviors within the commam)

E:xamine potential causes for disparity: furthee isolate causes - focusing
on the group with the fower mean - using focus groups/inten iews,
records. reports, observations. e,

Look for trends and examme comments. hipher fev el policy, or
leadership style: Turther isolate causes using Tocus groups/imen icws,
reconds. reports, observations. ¢te.

Examine comments; Further isolate causes - focusing on the group with
the lower mean - using locus groups/intenviews. records. reports,
ohservations. cte.
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POSITIVE EO BEHAV]IOR

| Green = Organization Strength , l‘%ﬁﬁdﬁ#ﬁ;‘a’ﬂig&?ﬁtﬁ}rﬁﬁﬁ;ﬂ6n~C0fli:ern ]

| Yellow = Slight Organization Concern |

¥  You ure here.

DISPARITY INDEX

Average 0.00-0.30 | 0.31-0.51 | 1.52-0.72 | 0.73-0.99 | 1.00-i.22 >1.22

4,00 -5.00 ‘1

Average

Olficer 4.30

5.50-3.99 - Enlisted 3.94
3.00-3.49 DI: 0.39
2.50 -2.99 g
2.00-2.49

< 2.00

DISPARITY INDEX

Average | 0.00-030 | 031-0.51 | 0.52-0.72 | 0.73-099 | 1.00-122 | >] 22 Averngs
.00 -5.00 1 Junior Enlisted 3.93
3.50-3.99 W Senior Enlisted 3.99

DI: 0.05

3.00 -3.49

230299

2.00-2.49

< 2.00

Ol Overal! higher scores and group agree. Report good findings and reinforce behaviars withio the commund.

02 Orerall higher scores and group disagree., Examine polential causes for disparity: furdwer isolate causes - locusing
on the group wit the Tower mean - psing Toeus groupsiinicrvicia,
records, reports, observations, vle

5X Overdl lower xeores aud group agree. Look Jor trends and examine comments. higher level poliey. or
{cadership sevde: (urther isolate causes using focus groups/inierviews,
reeords. repans, observations, ete.

Od Oscrall Tower scores and group disagree. lzxamine comments: turther isolate causes - [oveusing on the group with
the lower nican - using (ocus graups/inienicwy, records, repors.
observations. ete.
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POSITIVE EO BEHAVIOR
| Green = Organization Strength | e Organization Concern
| Yellow = Slight Organization Concern |
You are here.
DISPARITY INDEX
Averuge 0.00-0.30 | 0.31-0.51 0.52-0.72 | 0.73-0.99 1.00-1.22 >).22
Average
(-5 e .
4.00 -5.00 fﬂ Junior Officer 4.00
3.50-3.99 Senjor Officer 440
3.00-3.49 DI: 0.50
250 -2.0¢ T
230299 P
2.00-2.49
2.00
01 Onerall higher seores and group agree Repont good findings and reinluree behaviors within the command.
02 Owerall higher scores and group disagree. Lixamine polential causes for disparity: further isolate causes - tocusing
on the group with the lower mean - using focus groups/inierviews,
records, reports. observations. clc.
03 Overall lower seores and group apree. ook lor trends and exantine connents. higher level poliey. or
teadership styvle: further isolate causes using locus groups interviews.,
records. eeports. observations. ete,
O Overall lower scores and group disngrec. L xamine comments: further isolate causes - locusing on the group with
the lower mean - using focus groups/interyiews, records. reports,
observations, e,
ADMINH: 1225697 Defense Equal Opportunity Management Institule 29
Enclosure (3)




RACIST BEHAVIORS

Green = Organization Strength J Lﬁr ;

Yellow = Slight Organization Concern ]

You arc here.

DISPARITY INDEX
Average | 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 >1.22
Average
-5 3 , . .
4.00 -5.00 e 1 Minority 431
3.50 -3.99 y Majority 432
3.00-3.49 DL 0.02
2.50-2.99
2.00 -2.49
- 2.00
DISPARITY INDEX
Average [ 0.00-030 | 0.31-0.5) | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 >1.22
- _ Average
4.00 -5.00 ko 1 Woincen 4.17
3.50-3.99 Vien 137
3.00 -3.49 DI: 0.24
2.50-2.99
2.00-2.49
< 2,00
01 Overall higher scores amd groap agree. Report good findings and reinforee dehavioes within the cnmand.
0N Onverall higher scores imd proup disagree. Ixamine potential causes for disparity: Turther isolate causes - focusing
on the group with the lower mean - using [ocus group/inienicws,
records. reports, obscrvations, cle.
02 Overall loswer scores imd group ngree. ook for trends and examine comments, higher level policy | or
Jeadership style: further isolate causes using focus groups/intervicas,
records. reports. observations, cle.
04 Overall lower scores and group disagree. I*xaming comments: further isolate causes - locusing on the group with
(he lower mean - using focus groups/interviews, records. reports,
obscrvations, cic.
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RACIST BEHAVIORS

[ Green = Organization Strength ] _Orange = Moderate Organization Concern
‘ Ycltow = Slight Organization Concern | San; i

You arc here.

DISPARITY INDEX

Average 0.00-0.30 | 0.31-0.3) | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 >1.22

4.00 -5.00 fi *
3

Average

Officer 4.537

3.50-3.99 Falisted 451
3.00 -346 bl 0.37
2.50.22.90
200249
< 2.00
DISPARITY INDEX
Averape 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99
Average
| < )
4.00 -5.00 % p!i Juniar Enlisted 4.20
3.50-3.99 Senior Fntisted 3.
3.00-349 DI: 0.17
2.50-2.,99
2.00-2.49
< 2.00
[ Overall higher scores and group agree, Repon good Mindings and reinforee behaviars within the command.
02 Overall higher scores and group disageee. Fxamine polential causes for disparity: further isolate causes - locasing
on the group with the ‘ower mean - using focus groups/inter icws,
records, reports. observations, ele.
03 Overall lower scores and group agree. Look lor trends and examine conmtmenls, higher level policy. or
leadership style: further isolate causes using focus groups/intervicws.,
records. reponts, ohservations, ele.
0l Overall lower scores and group disagrec. Ixamine comments: further isolate causes - focusing on the zroup with
the lower mea - using focus groupsinten iews, reeands, reports,
observations. elc.
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RACIST BEHAVIORS

L » ¥ L i T T Ty B e et
l Green = Organization Strength I drange = Moderate Organization Concern
| Yellow = Slight Organization Concern I :
“ You are here.
DISPARITY INDEX
Average 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 =>1.22
Average
4.00-5.0 % . - -
0 1 Junior Officer 4.73
N L300 , .
3.50-3.99 Senior Officer 451
3.00-349 DI: N.40
2350 -2.00 5
2.50 -2, "y
2.00-2.49
~2.00
0l Overall higher scores and group agrec. Report good findings acd reinforee behaviors within the command.
32 Overall higher scores und group disagrec Lxamine potential causcs for disparity: further isolate causes - focusing
on the group with the fower mcan - using focus groups/interviews,
records, reports, observirions, vle.
QX Overall fower scores and group dgrec. Look for trends and exanine comments, higher level policy. or
leadership style: Furher isolate causes using [ocus groups/intarvicws,
records. reports. observatians. ¢lc.
(92 Overall lower scores and group disagree. Iixamine comments: (urther isotaie causes - [ocusing on the group with
the lower mean - using rocus groups/interviews. records. reporis,
nbscrvations, ele.
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AGE DISCRIMINATION

[ Green = Organization Strength —I

|

| Ycllow = Slight Organization Concern ‘

R Yau arc heve,

DISPARITY INDEX
Average | 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 >1.22
Average
4.00 -53.00 x . -
rﬁ Minoritcy  d.54
3 .3.0¢ A -
3.50-3.99 Majorily 4.52
3.00 -3.49 DI1: 0.01
250-2.99
2.00-2.49
<= 2.00
DISPARITY INDEX
Average 0.00-050 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 >1.22
Average
4.00 -5.00 kS 1 Women 4,36
3.50 -3.99 Men 4.55
300349 DI: 0.14
2,50 -2.99
2.00-2.49
< 2.00
(6]} Ouerall higher scorex and group agree. Report good findings and reinlbree behaviors within the command
02 Overall higher scones and group disagree Lxanvine potential ¢causas for disparity: Turther isolate causes - (ocusing
on the group with the {ower mcan - using focus groupsintervicws,
records, reports. abservations. cle.
03 Onerall ower scores ind group agree. Look for trends and examine comments. higher level policy. or
leadership style: further isolate causes using {ocus groups/interviews,
records, reporly, ahservations. eic.
(0t Onverall lower scores and group disagree. Examine comments: funther isolate causes - focusing on the group with
the lower meas - using Jocus groups/interviews. records, reports,
ohscrvolions. elc.
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AGE DISCRIMINATION

I Green = Organization Strength l J
[ Yecllow = Slight Organization Concern —I
¥ Youuare here.

DISPARITY INDEX

Average 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 >}.22

Average

Officer 177

4.00 -3.00 1 ¥

3.30-3.99

Enlisted 4.51

2.00-3.49 DI:  0.4S
2.50-2.99
2,00 -2.49 -
< 2.00
DISPARITY INDEX
Average | 0.00-0.30 [ 031-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 | >1.22
Average

Junior Enlisted 4.51

4.00 -5.00 n ’i

5.50 -3.99

Senior Enbisted 4.46

3.00 -39

2.50-2.99 m 8

2.00-2,49

DI: 0.07

< 2.00

Ol Overal] higher seores und group agree. Report good findings ind reinforce beliaviors within the connand,

Q2 Overall higher scores and group disagree. lixamine potential causes for disparity; (urther isolate causes - fogusing
on the group with Ifie lower nican - uxing focus groups/intenvicws.
rceords, reporty, observislions, cle.

03} Overdl lower seores and group wgree. 1 ook Tor trends and exantine comuments, higher level policy. or
leadership style: further isolate causes using focus groups intervicws,
records, reports. vbservations, cie.

O Dverall lower scores and group disagrec, Examine comments; further isolate causes - [ocusing on the group with

ihe lower mean - using focus groups/intervicws, necords, reports.,
ubseralions. ete.
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AGEL DISCRIMINATION

l Green = Organization Strength J

| Yellow = Slight Organization Concern

¥ Youure here.

DISPARITY INDEX

Average 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 >1.22

Average

00 -3, 3
4.00 -5.00 x ,_;g Junior Offcer 4.67

3.50-3.99

Scnior Officer 3.80

3.00-3.49 .: DI 0.30
250299 ﬂ}
2.00-249
200
) Overall higher scores and group agree. Report good findings and reinforce behaviors within the command,
Q2 Overall higher scores and proup disagrev. Lxamine potential causcs for disparity: further isolate cavses - (ocusing
on the group with the lower nreun - using focus groups/intervicws,
records. reports. observations<. o
03 Orerall Joneer scores and group agree. Look Yor trends and examine comments, higher level polies, or
leadership style: further isolale causes using focus groupsintery icus
records. reporis. observations, cic.
Q4 Overall lower scares and group disagrec, Examine comments: further isolate causes - focusing on the group with
(he tower nican - using focus groups/imlerviews, records, reports,
ohiservalions. ¢le.
ADMINE 1225697 Delense Equal Opportunity Management Institule 35
Enclosure (3)

Y =
——



RELIGIOUS DISCRIMINATION

[ Green = Organization Strength
\' Yellow = S)ight Organization Concern

You are here.

DISPARITY INDEX

Average 0.00-0.30 } 0.31-0.51 } 0.52-0.72 | 0.73-0.99 | 1.00-1.22 >1.22

4.00 -5.00 ¥ 1

50 -3.99

Average

Minority 4.67

s

Majority 4.69

3.00-3.49

DI: 0.03
2.50-2.99
.
2.00-2.49
< 2.00
DISPARITY INDEX
Average | 0.00-0.30 | 0.51-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 >(.22
Average
e e e I
-3 5 S
4.00 -5.00 b3 & Waonten 4.58
3.50-3.99 Men 4.71
3.00-3.49 DI: 0.21
2.50-2.99
2.00-2.49
< 2.00
) Overal! higher scores and gronp apree Report good (indings and reinforce behaviors within tw commaind
02 Overall higher scores and group disagree. Fxamine potential canses for disparity: Fanher isolate viuses - focusing
on the group with the lower mean - using focus groups/interviews.,
records, reports. observations. ete
> Overall Iower scores and group agree. Look for trends and examine conments. higher level policy. or
{eadership style: further isolate causes using locus groups/ilen fvws.
records. reponts. ohscrvations, cle.
04 Uverall ower seores and group disagree Examine comments: further isolaie causes - Yocusing on he group with
the Jower mean - using focus groups/inlerviews, records, repoils,
obscrvations. etc.
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RELIGIOUS DISCRIMINATION

[ Green = Organization Strength | % W{Orﬁhs& ‘Moderate Organization Concern
I Ycllow = Slight Organization Concern | 15

You arc here.

DISPARITY INDEX

Average 0.00-0.30 | 0.31-0.51 { 0.52-0.72 | 0.73-0.99

.00 -5.00 W 1

Avernge

Officer 4.78

3.50-31.99 5 Enlixted 4.68
3.00-3.49 DI: 0.21
2.50-2.99 Ve f
200-249 |
=200
DISPARITY INDEX
Averapge | 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0,99 | 1.00-1.22 >|.22
Average
.00 -5 00 u 1 Junior Enlisted 4.67
3.50-3.99 Senior Enlisted 471

3,00 -349 DI: 0.09

2.502.49 "

2,00 -2.49

2.00

8] Overall higher scores and group agree, Report good findings and reinforce behaviorns withia the comimand.

)2 Overall Bigher seores #nd group disagree. xamine potential causes Tor disparity: further isolate cauxex - locusing
on the group with the loser mean - using focus groups/finteny iews,
records, reports, observations, e,

Q3 Overall tosser scores and group agree. Look Tor trends and examine comments, higher level poliey. or
lcadership style: further isolate causes using locus groups/imterviess,
records. reports. observations, e,

[3X] Overall lower scores and group disagree. [xamine comments: further isolste causes - focusing on the zroup with
Lhe Jower mean - using focus groups/intery iews, records, repons.,
ohservations. ete.
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RELIGIOUS DISCRIMINATION

A

nge = Moderate Organization Concern

[ Green = Organization Strength ]

| “,}.Q

‘ Ycllow = Slight Organization Concern I

You are here.

DISPARITY INDEX

Average 0.00-0.30 | 0.31-6.51 | 052-0.72 | 0.73-0.99 | (.00-1.22 >1.22

4.00 -5.00 - @

Average

Junior Officer 4.80

3.50 - . ) i
3.50-399 Scnior Officer 4,78
3.00-3.49 Di1; 0.05
2.50 -2.99 -
2.00-2.49
<= 2.00
[$]] Overall higher seores und group yyree. Report good lindings and reinforee behaviors within the command.
02 Overall Bigher scores and group dhsagrec. L.xamine polential causes for disparity: Turther isolate causes - focusing
on the group with the lower mican - using Jocus groups/intery icws,
records, reports, obscervations, ete.
03 Overall lower scores and group agree. Look for trends and examine comments. higher level policy. or
leadership styvle: further isolate causes using focus groups/imervicws,
reconds. repors. observations, ctc.
O On erall lower scores and group disagree. Examine comments: Turther isolate causes - focusing on the group with
the lower meon - using focus groups/interviews, records. reporis,
nbscrvations, clc.
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DISABILITY DISCRIMINATION

| Green = Organization Strength —I

range = Moderate Organization Cancern |

i You are bere,

DISPARITY INDEX

Average 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 >1.22

Average
.00 -5, W L -
0-5.00 1 Minarity 138

3.50-3.99

Mujority 4.68

3.00-3.49 DI: 0.16

2,50 -2.99 RELA

DISPARITY INDEX

Average | 0.00-0.30 | 0.31-0.31 | 0.52-0.72 | 0.73-0.99 ([ 1.00-1.22 >1.22

4.00-5.00 * ’i

3.50-3.99

Average

Wonicn 433

Men 4.67
3.00 -3.49 (B1H 0.22
250299 "'3
2.00-249
= 2.00
Ol Overall higher scores and group agree. Report good findings and reinforee behaviors within the command.
Q2 Onerath hipher seores and group disageed. Cxamine potential causes for disparity: Turther isolaw causes - focusing
on the group with the lower mean - using focus groups/intervicws,
rccords. repors. observations. ele.
0l Overal! lower scores and group asree. Look for trends and examine comments. higher level poliey, or
leadership style: further isolale causes using focus groups/inlerviews,
records, repors, ohservations. ete.
(3N Overall Jower scores and group disagree. Examine comments: [urther isolaie causes - tocusing on Ihe group with
the lower mean - using locus groups/micrviews, records, reports.
observations, ete,
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DISABILITY DISCRIMINATION

ey

- rQI'.allgé. 3

| Green = Organization Strength ‘

Moderate Organization Concern

‘ Yellow = Slight Orpanization Concern ‘

Heh Ureaplization Co,

W You ure here.

DISPARITY INDEX

Average 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 >1.22

4,00 -5.00 1 *

3.50-3.99

Average

Officer 4.83

Enlisted 4.62

300349 B 040
250 -2.99 ]
2.00-2.49
- 2.00
DISPARITY INDEX
Average | 0.00-0.30 | 0.31-0.5) | 0.52-0.72 | 0.73-099 | 1.00-1.22 | >122 averase

)
1S

Junior Enlisicd 4.60

4.00-5.00 3 1

3.50-3.99

Senior Enlistcd 4.73

3.00-3,49 DI: 0.27
230 -2.99
2.00 -2.49
2.00
i Overall higher scores and group agree Report pood findmgs and reinforce bubtay ion withi the comptnl,
02 Overall higher scores and group disagree, :xamine potential causes for disparity: further isolate causes - focusing
on the group with the lower mcan - using focus proupsvinieryicws,
records, repons, observations, elc.
[ax Overall loser seores and group ugree Look for trends and examine cominents. higher fevel policy. or
leadership style: Further isolate causes using focus groups/interviews,
records. reporis, abservations. cle.
2] Overall lower scores and group disagree. Cxamine conmments: further isolate causes - focusing on the group with
the loveer mean = using focus groups/interviews, reeiwds. reports,
observations, el
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DISABILITY DISCRIMINATION

| Green = Organization Strength I ‘Moderate Organization Concern

‘ Ycllow = Slight Organization Concern —‘

R You arc here.

DISPARITY INDEX

Averape 0.00-0.30 | 0.31-0.51 [ 0.52-0.72 | 0.73-0.99 | 1.00-1.22 >1.22

4.00 -5.00 w 1

Average

Junior Officer 4 80

A 2} .3 0 . -
3.50-3.99 Semior Officer 1.8
3.00-349 DI: 0.10
2.50-2.99 ,}
2.00 -2.49 \
2.00
0t Overall higher scores and group agree. Report good findings and reinloree belavian within the command.
2 Overall higher scores and group disagree. Examine potential causes for disparity: further isolaie causes - focusing
on the group with the lower mean - using focus groups/interyvicws,
records. reports. observations. cle.
(X On cradl fswer seores and group agree. l.aok for trends and examine comments, higher fevel policy, or
leadership style: further isolate ¢auses using focus groups/intervicws.,
records. reports. observations. cle
0 Ov el Tower scores and group disagree. Examine comments: [urther isolate causes - focusing on the group wilh
the tower mean - using (ocus groupsfintenvicws, records. repans,
obscrvations. cl¢.
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ORGANIZATIONAL COMMITMENT

| Green = Organization Strength

‘ Yellow = Slight Organization Concern

= You are here,
DISPARITY INDEX
Average 0.00-0.30 [ 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 >1.22
— Average
4.00 -5.00 1 Minority 3.6%
5.50-3.99 R Muojority 3.96
3.00-349 DI: 0.13
2.50-2.99
2.00-2.49
= 2.00
DISPARITY INDEX
Average | 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-099 | 1.00-1.22 >(.22 Average

Women 349

4.00 -5.00 1

3.50-3.99 Men 396
3.00 -3.49 = DI): 0.3)
2.50-2.99 ~y ot
2.00-2.49
<200
0l Overall higher scores and proup agree, Report good findiags and reinforee beloviors within the command.
Q2 Onverall higher scores and group disagree. [ aamine potential causes for disparity: horther isvlale causes - focusing
on the group with the lower mean - using focus groups interviews,
records. reports, observations. ete.
)3 Overadl fower seores and group agree. Look for trends and examine comments, higher level policy, br
leadership style: (urther isolate causes using focus groups/intervicws,
records, reports. observations. Cte.
O Onerall Tosver scores and group disagrec, Lxamine comments; further isolate cuuses - focusing on the Lroup with
the {ower mean - using focus groupainterviews, records, reports,
observations, cle.
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ORGANIZATIONAL COMMITMENT

r Green = Organization Strength | '1*5’*”?{:;"6

r Yellow = Slight Organization Concern I

Red ='Hieh Oreani

A You are here.

DISPARITY INDEX

Average | 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 >].22

4.00 -3.00 ’H

Average

Officer 3.9d

3.30-3.99 * Enlixted 3.68
3.00 -3.49 i DI: 033
2.50-2.99

2.00-2.49

~2.00
DISPARITY INDEX

Average | 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 >1.22 Average
.00 -5.00 1 L Junior Enlisted 3.69
3.50-3.99 AR Scnior Enlisted 3.50

3.00 -3.49 DI: 0.11
2.50-2.99 B A Y
2.00-2.49
= 2,00
0] O erall higher <eores ind group agnee. Report goad findings and reinforee behay jors within the commuand.
02 Overall mpher scores and group disagree. l.xamine potential causes for Gisparity ; Tunher isolate couses - Tocusing
on the group with the lower menn - nsing focus groups/intenvicws,
records, reporty, observations. ele.
0 Onverall tower seorex and group agree Look for treads and examine comments, higher level poliey. or
leadership style. Turther ssolate causes using focus groups/interviews,
reoards. reports. obscrvations, ele.
(H Overall Tower seores and group disagree. Examine comments: further isolate causes - foeusing on the group with
the Inscer mcan - using locus groups/inlervicaa, yeeords. reports.
vbrenalions. ete.
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ORGANIZATIONAL COMMITMENT

E Green = Organization Strength J r Orange = Moderate Organization Concern J

I Yellow = Slight Organization Concern j

s You ure hicre.

DISPARITY INDEX
Average 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 1.00-1.22 >1.22
Averause
—
4.00 -5, .

00-3.00 e Junjor Officer 4.12
3.50-3.99 % Senior Officer 3.8
3.00-3.49 DI O3
2.50-2.99
2.00 -2.49

2.00

(8] Overall higher scores and group agree. Report good Gndings and reinforce behaviors within the command

o2 Overal) higher seores and group disagrec. Iixamine potential causcs tor disparity. further isolile causes - [ocusing
on the group with the lower mean - using focus groups/intenicws,
records. reponts, abservations, ¢tc.

O3 Overall lower seores und group aeree. Look for trends and examine comvments, bigher level policy. or
Jeadership style: further isolate causes using focns groups/imiervicws,
records, reports, observations. cle.

04 (hverall Tower scores and group disagree, Lxsine comiments: furthier isolate causes - fecusing on the group with
the fowwer mean - ysing fucos groupsnterviews, records, reporis,
observations. cle.
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TRUST IN ORGANIZATION

Green = Organization Strength

SR A R S F
| | Orange

rate

ganization Concern

Ycllow = Slight Organization Concern

You :re here,

DISPARITY INDEX

Avevage 0.00-0.30 { 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 >|.22
Average
.00 -3.00 1 Minority 3.0
3.50-3.99 o8 Majority 3.61
3.00 -3.49 Dt: 0.18
2.50-:299
2,00 -2.49
- 2.00
DISPARITY INDEX
Average 0.00-0.30 | 0.31-0.531 | 0.52-0.72 | 0.73-0.99 1.00-).22 >1.22
Average
4.00 -3.00 Women 330
3.50-3.00 Men 3.72
3.00-3.49 = Di: 0.32
2.30-2.99
2.00-2409
2 2.00

[9]] Overall higher scores and group agree. Report good findings und reinforce behaviors wwahin the contmuand.
om Overall higher scores and group disagree. Examine potential causes for disparity: further isolate causes - focusing

on the group with the lower mean - using (oens groups/intenvicws,

reeords, reports. obsenations., ele.
[BX Orerall lower scores and group agree., Look for trends and examine comments. ngher tevel policy. or

leadeeship style: further isolate causes using focus groups/inten jews,

records., reports, observations, ele,
Ol Ov erall lower scores and group disagree, Examine comments: further isolate causes - focusing on the group with

the lower mean - using focus groups/interviews. records, reports.

ohservations, clc.
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TRUST IN ORGANIZATION
‘ Green = Organization Strength J
‘ Ycllow = Slight Organization Concern j 1ed = Hioh
*  Youare here.
DISPARITY INDEX
Average 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 >).22
Average
4.00-5.00 1 Officer 3.78
3.50-3.99 % Enlisted  3.63
3.00-3.49 DI: 0.10
2,50 -2.99 "
2.00-2.49
< 2.00
DISPARITY INDEX
Averape 0.00-0.30 | 0.31-0.5} | 0.52-0.72 | 0.73-0.99 | }.00-1.22 >1.22
Average
4.00 -3.00 ;!E Junior Enlisted .08
3.50-3.99 Scnior Enldisicd 340
3.00-3.49 % DI 020
2,50 -2.90 .
2.00 -2.49
- 2.00
ol Overall higher scares and graup agree. Report good findings and reinforee behaviors within the command.
(BN Overall higher scores and group disagree, Iixamine potential causes for disparity: Turther isolate causes - focusiog
on the group with the Iower mean - ushig focus groupsinienicws,
records, reports. observalions, clc.
(BN Onergl dower seores nd groop apree, Look for trends and examine comments, higher level policy. or
leadership style: further isolate causes using [beus groups/interyicws,
records. reports. observiations., e(c.
O Os el lower scores and group disagree, Fxamine comments: further isofale causes - focusing on the group with
the loveer nican = using focos proups/interviews. records. repans,
nbscrvations. cle.
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TRUST IN ORGANIZATION

| Green = Organization Strength l

| Yellow = Slight Organization Concern |

¥ You are heve,

DISPARITY INDEX
Average 0.00-0.30 | 0.31-0.51 § 0.52-0.72 | 0.75-0.99 | 1.00-1.22 >1.22
Average
4.00 -3.00 .
.00 -3.0 -ig Junior Officer 4.07
3.50 -3.99 o Scnior Officer 3.6
3.00 -3.49 Dl: 0.50
2.50-2.99
2.00-2.49
- 2.00
()} Overall higher scores and gronp agree. Report good findings and reinforce hehaviors within the commiud.
)2 Onerall higher seores and group disagree, Lxamine potential causes for dispartty: further isolale causes - focusing
on the group with the Yewer mean - using focus groupsinlervicws,
records. reports, ohservations, ete,
(S Overall lower scores and group agree. ook tor trends aud exyimine contptents, higher level policy, or
feadership stvle: furthes isolate causes using focus groups/interviews,
records, reports. observations. etc.
O Overall lower scores and group disagree. I xamine comments; further isolate causes - focusing on the group with
the lower mean - using focus groups/interviews. records. repurts,
observations. eic.
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WORK GROUP EFFECTIVENESS

| Green = Organization Strength | I'".lb Jérﬁ:g?%"m‘de}a Or:g;iﬂmﬁun'(:oﬁee'm ' ]
[ Yellow = Slight Organication Concern | igh Organiz: ';:;‘.--'-" Concer

v You are here.

DISPARITY INDEX

Average 0.00-0.30 | 0.51-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 >1.22

4,00 -3.00 o 1

3.50-1.99

Average

Minority 4.10

Majority 4.8

3.00-3.49 DI: 0.08
250299
2.00-2.49
2.00
DISPARITY INDEX
Average 0 00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 [ 1.00-1.22 >(.22 Average

Women 391

4.00 -5.00 1

3.50 -3.99 L Men 12
3.00-3.49 Dl: 0.34
250299
2.00-2.49
< 2.00
0l Onerall higher scores and group agrec. Repon gand (indings wd reinforee behaviors within the command.
02 Overall higher scores and group disagree, Examine potential causes for disparity: further isolate causes - Tocusing
on the group with the lower mean = using focus groupsintervicws,
records. reports. observations, ele.
O3 Orveeall Towee seores and gronp apree., I.vok Jor trends and examine comments. higher level policy, or
leadership style: further isolate causes using focus groups/intervicws,
records. reports. obsen ations, ete,
1l Onerall tower scores and group disagree. Examine comments: lurther isolate causes - focusing on the group wilh
the lower mean - using focus groups/interviews, records, reports,
observations. eic.
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WORK GROUP EFFECTIVENESS

Green = Organization Strength

rganization Concern |

Yellow = Slight Organization Concern

¥ You are bere.

DISPARITY INDEX

Average | 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22
’ Average
4.00 -5.00 % 1 ; Officer 130
o
3.50 -3.99 9 Enlisted 4.4
3.00 -3.49 DI: 0.2t
2.50-2.99
2.00 -2.49
< 2,00
DISPARITY INDEX
I
Average | 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-}.22 | >],
: . | Average
4.00 -5.00 P Juniar Enlisted 4.13
3.50-3.99 b Senior Enlisted 4.16
3.00 -3.49 DI: 0.02
2.50-2.99
2.00-249
2.00
(3] Overatl higher seores and group agree. Repont good findings and reintoree belaviors within the command.
Q2 Overall higher scores and group disagree. lixamine potential causes for disparin : further isolate causes - focusing
on the group with (he lewer mean - using focus groups/intenicws,
records. reports, observiations, cle.
(8K Overall lower scores und group agree. Look for trends and exainine comyments, higher fevel policy., or
leadership style: furiier 1solate vauses using focus groups/interyicws,
records. reports. shservilions, e,
tH Overall lower scores and group disagree. Examine comments: further isolate causes - focusing on the group with
ific lower mean - using focus groups/interviews. records, repors.
observations. ¢lc.
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WORK GROUP EFFECTIVENESS

Green = Organization Strength

Yellow = Slight Organization Concern

_]

Yau are here.

DISPARITY INDEX

Average 0.00-0.30 | 0.31-0.51 | 0.52-0.72

0.73-0.96 | 1.00-1.22 >1.22

[o¥]

Average

e Junior Officer 400

4.00 -5.00 1 %

.50 -3.99

3.00-3.49

2.30-2.00 R A

Senior Officer 4.40

DI: 038

Enclosure (3)

2.00 -2.49
< 2.00

QI Overall higher scores and group agree, Report good findings and reinforee behaviors within the command,

Q2 Overnll ugher scores and group disagree. Examine potential causes lor disparity: further isolate causes - focusing
on the group with the lower mean - using focus groups/iniervievs,
records. reports. observadions, clc.

[OX Overall lower seorcs and group agrec. Look for irends und exumine comments, higher level policy. or
leadership style: further isolale canscs using focus groups/inlervicus.
records. reports. observations. ele.

04 Overall lower scores und group disagree. Examine comments: further isolate causes - focusing on the group with
the lower mean - using focus groups/interviews. records, reports
observalions. ¢le.
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WORK GROUP COHESION
| Green = Organization Strength J “ nmg_o ﬁ Jaf‘ff%:ﬁﬁﬁtﬁnféﬁh n |
% You are here.
DISPARITY INDEX
Average | 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 >1.22
_ Average
4.00 -5.00 1 P Minority 3.99
3.50-3.99 % Majority 4.13
3.00 -5.49 Dl: 0.13
2.50-2.99
2.00-2.49
2.00
DISPARITY INDEX
Average | 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 [ 1.00-1.22 >1.22
i Average
Egh SRR
4.00 -5.00 1 e Wamen 3.81
3.50-3.99 & s Men 4.13
3.00-3.49 DI1: 0.34
2.50-2.99 Al e
2.00 -2.49
< 2.00
0l Overall higher xeores ind group agree. Report good findings uad reinforce behaviors within the command.
02 Or cradt liigher scores and group disagree Examine potentia) causes Tor dispanity: turiher isolate causes - focusing
ont the group with the lower mean - using focus groups/interviews,
records. reports. observations, cle.
Q3 Overall lower searex wnd group agree, Look for trends and examine commients, higher level policy . or
Icadership style: further isolate causes using focus groups/intervicws,
records, repons. observations, ele.
)1 Overall lower seores and group disagree. Examine comments: further isolate causes - Tocusing on the group with
the lower mean - using focus groupsfiterviews, reeards, reporis,
. observations, ctc.
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WORK GROUP COHESION

— A . T Sl AP U T T N L) W, G Wiy e &
| Green = Organization Strength —l I%ﬁ?@%ﬁ%\mﬁéﬁleﬁf@hﬁaﬁpncoﬁem ]
% Yovu are here,
DISPARITY INDEX
Averuge 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 >1.22
i Average
4.00 -5.00 ; " '
1 ¥ o Officer 440
3.50 -3.99 ig,‘:&; e Enlisted .04
3.00-3.49 | DI: 0.48
250299
2.00-2.49
< 2.00
DISPARITY INDEX
Average | 0.00-0.30 | 0.31-0.5) | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 >1.22
i Average
i ETTRERALS
4.00 -5.00 g Junior Enfizted 410
3.50 -3.99 Senijor Fnlisted 3.69
3.00 -3.49 DI: 038
2.50-2.99
2.00 -2.49
< 2.00
Ql Overall higher scores and groop ageee. Report good lindings and reinforce behaviors within the conimand.
)2 Overall higher seores and group disagree. Examine polential cavses for disparity: lurther isolate causes - focusing
on the group with (he lower mean - usmg focus groups/intervicws,
records. reports. observations. clc.
)3 Overall lower seores and gronps agree, Look for trends und examine cominenls, higher level policy, or
leadership style: further isolate causes using focus groups/interviews,
records. reports, observations, ete,
Od Overdl lower scores and prowp disapree. Examine comments; further isolate causes - focusing on the group with
the lower menn - using focus groups/intervicws, records, reports,
’ observations, elc,
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WORK GROUP COHESION

= N 3 e R R o -
[ Green = Organization Strength ization Concern
‘ Yellow = Slight Organization Concern
Ynu are here.
DISPARITY INDEX
Average 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 >1.22
_ Average
4.00 -5.00 ¥ .
1 Junior Officer 4.35
- ¢ .
3.30-3.99 Seniar Officer 4.42
3.00 -3.49 DI: 0.15
25029 ]
2.00-249
~2.00
Ul Overali higher scores and group agrec. Report good findings and reinforee behaviors within the command.
02 Overall higher scores and group disagree. Lixanving potential causes for disparity: further isolale causes - focusing
vn the group with the lower mean - using focus groups/intervicws,
rccords, reports, abscrvalions, uic.
| 03 Ovuerall lower seares and group agree, Loak for (rends and examine comments, higher level policy, or
leadership style: furthier isolale canses using focus groups/inierviews.,
records. repurts. observalions, cle.
04 Overnll lower seores and group disagree. Examine comments: further isolate catses « tocusing on the group with
e lower mean - using focus groups/intenviews. secords, reports,
observations, cte.
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LEADERSHIP COHESION

I Green = Organization Strength l
| Yellow = Slight Organization Concern |
¥ Youarce here.

DISPARITY INDEX

Avernge 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 >}.22

4.00 -5.00 1

Averuape

Minority 5.32

3.50-3.99 Majority 3.4
3.00-3.49 ) DI: 0.36
250 -2.99
2.00-2.49

2.00

DISPARITY INDEX

Average | 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 >1.22

4.00-5.00 i“ﬂ*

Lo Women 3.27

Average

3.30-2.99 Men 3.64

3.00-3.49 DI: 0.35

2.50-2.99

2.00-2.4Y

< 2.00

[$]] Ogerall igher scores and proup aprece. Repon good findings and reinforce hehaviors wilhin the command.

02 Overall higher scores and group disagree. Lxamine potential causes for disparity: further isolate causes ~ focusing
on the group with the lover mean - using focus groups/intervicws,
records. reporis, ohservations. vle.

ok Overall Tower scores and group spree. L.ooK lor (rends and ¢xamine commieniy, higher level policy, or
lcadership style; Turther isolate causes using focus groups/intervicews,
records. reports, observalions. clc.

() Overall lower scores and group disagree, Exaniine comments: further isolate causes - focusing on the group with
the toveer meun - using focus graups/interviews. records. reports.
observations. ete.
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LEADERSHIP COHESION

I Green = Organization Strength

Yellow = Slight Organization Concern

g Yow are here.

DISPARITY INDEX

k)
‘.0 _-
.‘

Avcrage 0.00-0.30 | 0.31-0.5) | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 >1.22
— Average
4.00 -3.00
00 -3.0( 1 Officer 349
3.50 -3.99 Enlisted 357
3.00-3.49 e DL: 0.07
.‘. 3 -‘:‘_-:il.{'\:
2.50-2.99 4! Eafigdt
s e NN e
2.00-2.49
| < 2.00
DISPARITY INDEX
Average | 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 >1.22
Average
4.00 -5.00 1 Junior Enlisted 3.63
3.50 -3.99 Senior Enlisted 3.22
3.00-3.49 e DI: 0.36
2.50-2.99 o
2.00-249
+22.00
1 Overabl higher seores und group agree. Report good lindings and reinforce belaviors within the command,
02 Orenll higher scores and group disagree. I xamine polential causes Tor disparity: furiher isolate causes - focusing
on the group with the {ewer mean - using locus groups/inlerviews.,
reconds. repons. obscrvalions. elc.,
[} Ovceull lower scores and growp apree. Laok for Irends and examine conments, higher fevel policy, or
leadership sty te: further isolate causes using focus groups/interview s,
records, reponts, observations, cle.
[OF] Overall lower scores and group dicagrec. L.xamine comments; Turther isolite causes - locusing on the group sith
the lower mean - using focus groups/interviews, records. reports,
observations. cic.
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LEADERSHIP COHESION

| Green = Organization Strength 1 anization Concern J
l Ycllaw = Slight Organization Concern —l
*  Younre here.

DISPARITY INDEX

Average 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 >1.22

4.00 -5.00 1

Averupe

Junior Officer 385

3.50-3.99 Senior Officer  3.37
3.00-3.49 o) DI: 0.43
2.50-2.99 :
2.00 -2.49
-~ 2.00
ol Oxerall higher scores snd gronp agree. Report goad findings and reinforce bebaviors within the commiund.
02 Overall higher scores and group disagree. Examine potential causcs for disparity: further isolate causes - focusing
on the group with the lower niean - using (ocus groups/intervicivs,
records. repons. vhservalions. cle.
03 On erall lower seores and Broup agree. Loak for trends and examine commients. higher level policy, or
leadership siyle: Turther isolate causes using focus groups/interviews.
records, repons. observations. ete
04 Overall lower scores and group disagree. Lxamine comments: {urther isolate causes - Tocusing on the group with
e lower mean - using focus groups/intervicws, records. repoats,
obsenvations. cle.
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JOB SATISFACTION

|

Green = Organization Strength

Uy T

__ Orange = Moderate Organization Concern

r

Yellow = Slight Organization Concern

¥ You ure here,
DISPARITY INDEX
Average 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 >]1.22
Average
-5 . .
4.00 -3.00 1 Minority 4.07
3.50-3.99 % Majority 3.98
3.00-3.49 D]: 0.11
2.50-2.99
2.00 -2.49
< 2.00
DISPARITY INDEX
Averspe 0.00-0.30 | 0.31-0.31 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 >1.22
Average
4.00 -5.00 1 Women 3.78
3.50-3.99 s Men 4.04
3.00-3.49 DI 0.33
2.50 200
2.00 -2.49
2.00
0l Overall higher scores and group agree. Report good findings aad reaforce behaviors sonhin the command,
02 Overall higher scores and group disagree I:xamine potential causes for disparity; further isolate causes - tocusing
ou the group with the towes tmean ~ using focus grogprinierviews,
records, repons. obsenations. etc.
03 Overalf lower scores and group agree. Look for 1cends and exgmine comments. higher level policy. or
leadership style: further isolate causes using focus groups/interviews,
recards, reponts, observations, etc.
04 Ovenl lower scores and group disagree. Lxamine comments: {urther isolale cavses - focusing on the group with
(e {ower mean - using facus groups/inleryicws, records, reports.
‘ obscrvations. cie.
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JOB SATISFACTION

n Concern

| Green = Organization Strength |

‘ Yellow = Slight Organization Coucern W

#  Youarc here.

DISPARITY INDEX

Average

Average | 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 >1.22

AT
4.00 -5.00 1 4

£

Officer 4.07

3.50-3.99 e Fnlixted 3.08
3.00-3.49 Dl: 0.12
2.50-2.99
2,00 -2.49
22.00
DISPARITY INDEX
Average 0.00-0.30 | 0.31-0.5) | 0.52-0,72 | 0.73-0.99 1.00-1.22 >1.22
i Average
4.00-5.00 Junior Enlisted 4.04
3.50-3.99 Senior Enlixted 3.60
3.00 -3.49 DI1: 0.52
2.50-2.99
2.00-240
< 2.00
ol Overall higher scores and group agree. Report good Nindings and reinforee behaviors within the command.
()2 Cverall higher scores and group disagree. Lxamine potential causes for disparity: further isolate causes - focusing
on the group with the lower mean - using focus groups/intervicivs,
records. repons. abscrvitlions. ete.
[OX] Orverall fower scores and group agree Look for irends and examine comments. higher level policy. or
leadership style: turthier isolate cuuses using (ocus groups/intervivas,
records, reports, obsen ations, cle.
%) Overall lower scores and gronp disagiee. Lxamine comments: further isolate causes - focusing on the group with
he lower mean - using focus groups/interviews, records, reports,
obscrvations. cte.
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JOB SATISFACTION

| Green = Organization Strength —l r _ée;'ﬁoﬁe&teo;gaﬁlion(}unurn :

Yellow = Slight Organization Concern l

You arc here.

DISPARITY INDEX

Average 0.00-0.30 | 0.31-0.51 | 0.52-0.72 | 0.73-0.99 | 1.00-1.22 >1.22
Average
TR
.00 -3. % G .
4.00 -3.00 L Junior Officer 424
'il‘%fl'.l.?hg
3.50-3.99 oS Scnior Officer 4,01
3.00-3.49 D]: 030
2.50-2.99
2.00-2.49
= 2.00
Ol Overall higher scores and group agree, Report gaod findings and rawloree behaviors withiin the conwmimd.
Q2 Overadl higher scores and group disugree. :xamine potential causes for disparity: further isolate causes - focusing
on the group with the lower mean - using locus groups/interviews,
records, reports. obscrvations. ¢lc.
03 Orverafl lower scores and gronp apree. Look for ends and exuming comments. ligher Jevel policy. vr
Icadership sivle: further isolate couses using focus groupsinterviens,
records, reports, observations, cte.
04 Overall lower seores and group disagree Examine comments: further isolate causes - Tocusing on the group with
the lower mean - using focus groups/interviews. records, reports,
observations, cle.
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d. OVERALL UNIT SUMMARY

Relaw vou will find the overall unit summary information based on your unit's scores using the aclual

survey response sciles. Your unit's information is compared 1o the DEOMI database (or your service and

for all services in last 6 months, The information will be presented with Cqual Opportunity/Equal
Employment Opportunity (EO/EEO) factors followed by Organizational Effectiveness (OE) factars.

Sexual Hayvrassment / Diserimination

ALL SERVICIS
NAVY

COMMARIXSECRON TWELV §

Your units score implies:  Very little chance of occurring,

Differentinl Command Behavior townrd Minorities
ALL SERVICIEES

NAVY

COMMAREXSECRON TWELY I

Your units score implics:  Very linle chance of occurring

Positive EO Bebuviors

ALL SERVICES

NAVY

COMMAREXSECRON TWELV

Your units score implies:  Fairly high chance of cccurring

Racist Behavioes
ALL SERVICES

NAVY

COMMAREXSECRON TWELY B

Your units score implies:  Very little chance of occurring

. ADMIN;L 1223697 Defense Equal Opportunity Managemeant Instilule
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4.46

Average
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41.01
4.07

3.98

Average
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3.96
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Age Dixerimination
. Averuge
ALL SERVICIEES A R T A A A P BN R 4.32

NAVY

4.30
COMMAREXSECRON TWELV S 4.53
Your units score implies:  Very litlle chance of occurring
Religious Discrimination
i Average
ALL SERVICES 4.47
NAVY 4.49
COMMAREXSECRON TWELV | 58 J.09
Your units score implies;  Very litlle chance of occurring
Disnbility Discrimination Avernge
ALL SERVICIEES 4.43
NAVY 148
. COMMAREXSECRON TWELV 4,69
Your units score implies:  Very litle chance of occurring
Oreanizational Commitment Average
ALl SERVICES 347
NAVY 3.56
COMMARIEXSECRON TWELV 3.70
Your units scare imphies:  Somewhat positive raling
Trust in the Organization Average
Al SFRVICES 347
NAVY 348
COMMAREXSECRON TWELV B 3.66
Your units score implics:  Somewhat positive rating
. ADMIN:: 1225697 Defense Equal Opportunity Management Institute 6l
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Work Group F.lTectiveness
. Average
ALL SERVICES i S il ) s S L e S S R U J41
NAVY 4.21
COMMAREXSECRON TWELYV | EEESs 1.5
Your unils score implies:  Fairly positive raling
Work G hesi
ork Group Cohesion Average
ALL SERVICLS 3.96
NAVY 3.99
COMMAREXSECRON TWELYV FESSEEE 1.07
Your units score implies:  Fairly positive rating
L.eadership Cohesion Averane
ALL SLERVICES 3.55
NAVY T e T e (G A T e S p i | 3.56
| ‘ COMMAREXSECRON TWELY EREEaE S e e 3.57
Your units score implics:  Somewhat positive raling
Job Satisfaction
Average
ALY, SERVICIES 3.56
NAVY 3.94
COMMARIEXSECRON TWELV E 3.99
Your units score implics:  Moderately satisfied
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. MAKING DEOCS RESULTS WORK FOR YOU

Four Steps in Using DEOCS

Share the results with your organization
Yalidate the results through other sources

Establish an action team

Conduct a follow-up DEOCS in 6-12 months

We believe there are at least four steps to consider if you wanl to get the best use out of your DEOCS
resalts:

1. Sharc the results with the members of your organization. They provided the
mformation and vou can expect hem to be curious. I you don't share the results (through
briefings. summarics, ¢te.) they will not be motivated 1o provide future fecdback and will
probably assume (he worst about the results {i.e.. “They don't want us to know because the
results were so bad."). You also will not be giving them the opportunity (o provide their
msights on why the results eame out the way they did.

2. Validate the results of the survey vsing other sources. The survey provides a good
overview of Ihe organizational climate, but it is a “broad-brush” approach. [he survey
may raisc as many questions as it answers, and for many of these questions you may need
to dig further to find the answers. For example. if DEOCS highlights a probleny with
sexual harassment, you may need to conduct random intervicws to sec what form the
problem takes and where it occurs in the organization. Perhaps vou have repons of
incidents, or there are other documents that bear on the problem. Maybe there arc
mspection resulis that can shed some light on the issue. Whal do the other leaders in the
organization have to say? Perhaps “town hall” mectings or sensing sessions are needed Lo
allow people 10 express their views in an open, nonthreatening sefting (these could be
conducled at various levels in the organization and a summary of findings passed up the
¢hain of command). By exploring these sources, either directly or by using staff members
as vour gyes and cars. vou'll be able 10 validate the resulis of the survey and acquire usctul
informaiion far action plans.

Estahlish un action tecam (o develop and implement & plan for organizational
improvement. Unless you use the DEOCS results as a springboard for action. the effort is
wasted. After all. you probably conducted the survey because you want 1o be proactive
and prevent big problems by dealing with small problems before they escalare. Taking
action shows vour organization you are serious abou( natters of equal opporunity.
organizational effectiveness, and readiness. Put your best people on il and give them the
power they need to get 1he job done.
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4. Do another DEOCS survey in about 6-12 months to see if the actions have been
effective. IUis unportant to evaluate the effectiveness of your action plan by seeing
whether any changes oceur in the organizational climale. [f there s no change in the
climatu. maybe a different approach is needed. A second DEOCS can give you a snapshol
of your organizaiion after your intervention, When compared with the “belore” picture.
this "after” picture can be quile revealing.

In conclusion, we hope these guidclines for interpretalion arc useful to you. DEOMI believes the DEOCS
can help commanders who want (0 improve the readiness wilhin their commands. but it is just one (ool To
make best use of the ol it should be used to help design the action plan that leads 10 true improvement in
the organizational climate. Check oul our DEOMI web age al www.deomi.org. From the websitc select
“Climate Survey"” 1o access additional information that may assist vou in undersianding your survey restdis
along with suggestions on how (0 use them.

Atthe DEOMI. we are currently analyzing thousands of surveys per year. Consequently, we cannol provide
all the individual attention we would like 10 each commander. DEOMI has tried 1o design a feedback
process that provides quick turnacound with the information you need to formulate action plans. DEOMI
would like ta know how vou think we are doing. Please take the time to provide feedback.

IT vou have comments or supgeslions, please call the Directorate of Research (DR) [DSN: 854-2675/4217,
Commercial: (321)494-2675/4217) or email us a support{@deocs.net.

Thunk you for using the DEOCS!
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. Appendix A: Your Locally Developed Questions

I someone tnled 1o respond 10 a question, or if for any other reason the computer could not interpret the
response. it was not counled.

). lam afforded opportunitics to take lcave,

== Frequency Percent
Totally Agree 82 371
Moderalely Agree 40 18.1
Neither Agree nor Disagree ] 80
Moderately Disagree 7 3.2
lolly Disagree 8 3.6
lF'otal 221 100.0
2. Additional dutics arc assigned fairly.
Frequency Percent
Totly Agree 70 3.7
Muoderalely Agree 67 0.3
. Neither Agree nor Disagree 33 240
Moderately Disagree 14 6.3
l'otally Disagree 17 17
Tolal 221 100.0
3. 1am given adequate time to maintain my physicul conditioning.
o T o - Frequency Percent
Totally Agree 0% 43.0
Moderately Agree 48 21.7
Nuither Agree nor Disagree S0 22.6
Moderately Disagree 13 5.9
Totally Disagree I3 0.8
Fotal 221 100.0
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4. My chuin of command cncourages sexval assault victimy to report scxual assaults,

Frequency Percent
Tolally Agree 150 67.9
Muderately Agreu 34 15,4
Neither Agree nor Disagree 35 15.8
Maoderately Disagree | 0.3
Tolally Disagree | 0.3
Total 221 100.0
5. lLam encouraged to participate in unit functions,

[ T - - Frequency IPeveemt

Towlly Apree 136 570
Maderately Agree 3 24
Neither Agree nor Disagree M 154
Moderately Disagree 5 23
Totally Disagree 5 73
Fotal 22) 100.0
6. T am satixtied with the communication flow tn my unit.

Frequeney Percent
Totally Agree 18 21.7
Moderately Agree 67 M3
Neither Agree nor Disagree 36 16.5
Modcrately Disagree 35 158
Totally Disagree 35 1838
Total 221 100.0

7. Differences among individvals (e.g., gender, race, religion, age, disability) arc respected and valued in
this organization.

Frequency Percent
Totally Agrec 108 48.9
Moderately Agree 58 26.2
Neither Agree nor Disagree 42 19.0
Moderately Disagree 6 2.7
Tomlly Disagree 7 32
1 otal 221 100.0
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8. Inmy command, special observances are conducted 10 enbance cross cultural awareness among al
service members, civilians employees, and families.

Frequeney Pereent
Towally Agree 63 285
Maodcrutely Agree 53 24.0
Neither Agree nor Disagree 80 36.2
Moderately Disagree 10 4.5
Totally Disagrec 5 6.8
Total 221 100.0
Y. Rules, regulations and policies are ¢nforced in this command.
\ - - - Frequency Percent
Torally Agree 109 493
Moderately Agree 60 27.1
Neither Agree nor Disagree 39 17.6
Moderaicly Disagree 7 3.2
Torally Disagree 6 2.7
Total 22] 100.0
10. L:am ¢ncouraged to think of new ways to accomplish my unit's mission.
- ) - Frequency Percent
Totlally Agree 82 374
Moderately Agree 64 29.0
Neither Agree nor Disagree 48 21.7
Moderaicly Disagree 17 7.7
Towlly Disagrex 10 4.5
Total 223 100.0
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Appendix B: Your Short-Answer Questions

NOTL: The answers appear exactly as they were wrillen on the survey:

l. How does the balance between work and liberty hours affect vaur quality of life?

Pour plunning leads 1o poor quality of ife for all hands.

the balance allowws me time 10 take care of personnal and family needs,

There is no Balance! Irresponsible fiscal decisions have been made that effect quality of Life between work
and liberty Hours. The command has chosen to work aut of one location instead of supporting its local Dets
o mainiain training and Maintenance and maximize time between work and liberty. By having all the asscis
in onc place und requiring the Reservist 1o travel. it cost a great deal of money and takes away time from
actual Training. Maintenance and Family in a pre Mab environment.

Vhe are not afleeied by 0,

Drilf weekends are ohviously annoving. Bul | fook at it as the days | would lose i we had regular 2dhr duty
davs like o ship. So | don‘t complain. Work days provide enough time to get work done withoul needing 1o
siay late. | prefer starting the day early and ending at 1500 to siarting Jater anc going to 1600 like many
places.

@ 'he majority of my navy work is perlormed at home during non drill weekends duc to lack of work space
and time taken up by meetings.

Duc 10 the working hours, | can nol assist my (amily as much as | woald like. This is in part Lo my choice ol
tocation of living. Bul regardless of the distance belween my house and work, the days thut we work.
sometimes 12 days in a row. imake it tough to fecl ... "Fun” ... to come (o work.

I have very little time for “home™ life as the requirements placed on the active component ace imuch oo
excessive for the amount of personnel available 10 spread these requirements 1o Although | ¢ar lcave when

necessary, | do so at the risk of getting behind on multiple projecis.

WE NEED COMPENSATION FROM WORKING DRILL WEEKENDS! With the heavy work load and
management expectations of the Active Siafl here, it is VERY RARD (o manage a houschold. children. off’
duty education, collateral duties. elc. Request the Manday off following a Drill Wechend to play cateh vp
with eivilain dutics.

o be more involved with my children. a starting day of 0700 would enable ine 1o 1ake my children to
daycare and balance family responsibilites. Maybe making the work day from 0700 - 1530.
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My quality of life is nol very high because | amy exhausted. | am exhausicd because | have a family at home
10 lake care of, along with a full time job which includes weekends once a month (somenmes more). That is
what | signed vp for. BUT there has to be a degree of down-time to allow staff 10 unwind and take care of
HOME. ftakes a week to cateh up on home and work afier drill weekend because | am worn out.
Productivity sucks after drilt at home AND a1 work, We arc not robots.

There is no balance, We are working monday thru friday and then do drill weekends (he usually the first of
the month. then go right back into a work week. Then il something comes up on that following weckend if
vou have duty or if vour division is envolved you have 1a be here and you don't get anyviime off unless vou
request it or ask can i 1ake a day. The chain of command needs 10 sct a day off when we come off Jrill
weekends. because we are here at work 1o much. Can't get personal things done,

Being in MSRON can be overwhelming at times.

I am a reservist, don't act like you care.

Absolutely has no eliect on my quahy life,

Qualuy vl my work alfects my qualiry of life both positively and negatively. When ) feel as though |
contribute to the success of the unit and the mission | possess a sensc of pride. When ) fecl my work has no
value then my quality of life suffers accordingly.

I am in the Reserve. Navy work routinely is done outside normial working hours. and usually without pay.
As reservists rise in rank. (he work that must be donc between duty weekends becomes substantial. This is a
source of stress in my family lite, and | suspect mosl reservists wilh leadership positions in deployable unils,

I leel that afer dritl weckend there should be some sort of break in the work week rather it be half the crew
right before drill and the other hall afler 1o break vp the extended work week with drill weekend. The week
following dril weekend | am exhausted and | feel that effects my output level.

(1 enhances .

As a reservist, liberty hours are not applicable. We show up to work and expeet 1o work {ong hours and for
the entire weekend. 1t is what we signed on (or.
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s well balanced,

When | am at {1Q fer a DWI, 1 usually pul in longer hours than if ! was working during the week al a
traditional Navy commmand.

Given our requirements as service men and women, it aficets our quality of tife iremendously

Jn a very positive manner. 1 any definitely satisfied with my alloted time off and the batance between the nwo.

Do noi care aboul this survey. With any job you have 1o balance or become a bum and siay at home, Oh and
I can not work more then the the normal workday with out permission.

As a senior officer, | lend 1o work more hours than my subordinates. The batance beiween work and liberty.
work und family. is very importani 10 the CO and 1o me. | domy best to ensure that subordinates maintain
that batance and understand that they sire supported in maintaining their quality of life.

Ihis is a high tempo unil. We (ypically spend 10 hours a day during drill when all of my other units spent 8
hours, I'm so tired when | get ofTof work that all I can do is go 0 sleep to get ready for the next day. It is as
though | ger no time 1o myselt due 10 our work schedule. | don't understand why our recsrve unit is expected
o meet the same standards as an active duty unit when the active duty unit has 10 times more working
davs/month to accomplish tasks? Shouldn't we have 10x less tasks

GREAT!

No alfect,

A part time joh has become a full ime job.

There is no balance in liberty time. Hardesl reserve job I've done wilhout any social support in the evenings.
The CO is good about stressing scheduling my time better, but the work loads is just overloaded with high
cxpectalions,

balunced
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I Teel is though there is not enough time in the day for ine 10 concentrate on personal aclivities aller work.
Mainly the commule plays a big role that affects my quality of life.

[Fair!

[0 a posilive way.

in the navy resreve

i wag active duty for almost five ycars. i've grown used 1o the Lransition.

[ am having a hard ame balancing my civilian fife with smatl children, an Active Duty husband. Callege,
and the shifting of Drill wecekends. I fecl. as a female Sailor. my malc counterparts do not nnderstand.

It is very balanced in my view, and what | have obscrved.

1 have no experience with any difficulties myscll, however | heard of a leave chit turned down withoul
coough researeh into (he timing of the leave request.

not that much altect

it does nov alfect my qualily of life 1o much.

no cffeet ilove my navy and i will sacrifice anything for my navy.

I don't understand the question.

very little
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