








This report is divided into two main sections that showcase Department-wide progress in
implementing its DEIA Strategic Plan priorities. Section | assesses progress made toward
achieving specific goals and objectives outlined in the DoD inaugural Strategic Plan and
provides a thematic overview of key impact areas.

Section |l assesses progress using the framework defined by the Office of Personnel
Management (OPM) Maturity Model. This model provides a maturity scale to assess the impact
of organizational initiatives. The section is organized to describe the generic model, provide the
DaoD’s initial qualitative assessment at the end of CY 2021, and illustrate progress against the
DoD’s initial qualitative assessment at the end of CY 2022. These summary conclusions are
supported with more details of the DoD priority actions and accomplishments in Appendix A.2

The Office for Diversity, Equity, and Inclusion {ODEI) established an advisory group to support
the development of the 2022 Strategic Plan priorities and initiatives, and subsequently
supported the development of the content for this Annual Report. Participants included
representatives from the DoD and OSD Component offices with policy and operational
responsibilities in one or more areas of DEIA, including ODEI, Diversity Management
Operations Center (DMOC),* Computer/Electronic Accommaodations Program (CAP), Office of
the Chief Information Officer (C1O)), Office of the Deputy Assistant Secretary of Defense for
Civilian Personnel Policy (CPP), Defense Civilian Personnel Advisory Service (DCPAS), Office
of the Under Secretary of Defense for Research and Engineering (R&E), Office of the Under
Secretary of Defense for Acquisition and Sustainment (A&S), and Sexual Assault Prevention
and Response Office (SAPRQ). Additionally, the DoD 2040 Taskforce (D2T) developed a set of
fast-track initiatives (“Sprints”) that this report drew on. The D2T evolved in 2022 by engaging a
wider swath of DoD and OSD Components to build a more diverse, equitable, inclusive, and
accessible institution with capabilities that advance the Department’s mission.

To ensure comprehensive updates, ODEI's approach included information meetings with the
advisory group and D2T, separate meetings with stakeholder groups, and follow-up data calls.
Specific activities included:;

s Periodic meetings with two Executive-level advisory groups.

- ODEI met with Senior Executive Service (SES) and General Officer and Flag Officer
(GO/FO) level advisory groups representing the broad range of the DaD entities with
accountability for people management programs and initiatives.

- Meetings with the D2T Advisory Group, a part of the D2T oversight structure.

o Working group sessions with DaD DEIA Action Officers (GS-15/0-6 program managers)
and HR partners from the range of DoD entities that support DEIA and/or talent
management programs. QDEI held this series of working group sessions to identify the
key accomplishments, milestones, and indicators of progress. Participants included
representatives from the Army, Navy, Air Force, Marine Corps, Defense Contract

2 The tables in Appendix A are organized by goals and objectives to identify the notable results,
outcomes, and indicators of success for the first-year priority initiatives from the roadmap section of the
Strategic Plan.

3 As of the publication of this report, DMOC was dissolved and reintegrated into ODEI. Actions
associated with DMOC throughout this report will be reassigned to ODEI in forthcoming reporls.

LoD DEIA Annual Status Report for CY 2022



Management Agency (DCMA), Defense Logistics Agency (DLA), Department of Defense
Education Activity {(DoDEA), CIO, R&E, A&S, the Defense Human Resources Activity and
the Office of the Under Secretary of Defense for Personnel & Readiness (P&R).

¢ Follow-on meetings, as needed, facilitated by ODEI or D2T with DoD-wide stakeholders.

* Review of leadership briefings and data inventories from D2T 2022 priorities (i.e., Sprints
1, 2, and 3, and supporting initiatives).

These collection efforts resulted in a more comprehensive assessment of DoD DEIA progress
than previously available. Overall, DoD is integrating and leveraging DE|A across the
Department to uncover opportunities and address shared challenges with the goal of
maximizing the effectiveness of the total force.
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General Officer/Flag Officer Pathways: The Department initiated planning efforts via the
D2T to collect and analyze data from the Services on officer development and selection
leading up to GO/FQ levels. The intent is to compare GO/FO racial demographics to the
relevant US population to assess gaps and consider feasible timeframes to achieve parity.
Leadership diversity in the military environment is critical. It is imperative the individuals in
these roles have varied experiences, unique perspectives, and talents, to ensure we are
able to outthink, outmaneuver, and outfight any adversary or threat.

Board Barrier Analysis and Transparency: Promotions for military personnel often require
use of selection boards.’ To ensure equity within the Military Services’ officer promotion
board processes, each Service assessed factors (e.g., early career classification into military
occupational areas) that may introduce inadvertent barriers to promotion among
underrepresented groups. The Service assessment teams used a combination of survey
data and research techniques to define specific steps for remediation.

PME Factors to Promotion: DoD assessed which factors lead to workforce selection to
PME and identified potential barriers for underrepresented workforce members. Since
senior leadership positions within the Department hinge on educational attainment,
disparities in PME opportunities are crucial to understanding diversity trends among higher
paygrades.

Performance Appraisal Study for Civilian Employees: DCPAS conducted the 2022
Defense Performance Management Evaluation Survey of Department of Defense Civilian
Employees to evaluate civilian employee perceptions related to the fairness and
transparency of the DoD Performance Management and Appraisal Program (DPMAP).
Survey responses will be grouped by category, to include pay plan, length of Service,
occupational series, age, gender, and race/ethnicity. The results from the 2022 survey will
be analyzed by demographic categories to identify potential discrepancies warranting
intervention and subsequently compared to 2020 analyses to determine if any trends
warrant intervention.

To evolve DEIA operational and organizational functional support to address current and future
mission challenges more effectively, the Department identified Culture of Organizational
Resiliency as the second strategic goal. The objectives in this area spanned the required
leadership and organizational structures, policies, processes, and {ools, with a focus on
resourcing levels, accountability for action, and use of data and systems to inform decision
making.

Leadership Engagement and Accountability: During 2022, ODEI and D2T began
developing a DEIA governance structure to codify and structure the DoD commitment fo
DEIA which is expected to be coordinated internally and completed by the end of 2023.
Component strategic plans acknowledged leadership engagement as a key principle toward
advancing DEIA which underscores the need for a cohesive governance structure.
Components continue to progress their initiatives to address their readiness requirement

® Military Services’ officer promotion boards are regulated by sections 611-618 (active duty officers); 571-
583 (active duty warrant officers}; and 14101-14112 (reserve officers) of Title 10, U.S.C.
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Planning for civilian employees in DEIA occupations. ODEI serves as the Community of
Practice (CoP) lead to create a uniform framework that articulates the roles, responsibilities,
and training of personnel supporting DEIA related functions. The CoP defined an initial set
of competencies and continues to refine these competencies for the DEIA community.
DCPAS, ODEI, and DEOMI collaborated around training for the DEIA community.

The third Strategic Plan goal focused on providing avenues to expand equity and equality within
internal human relations while also impacting external communities, particularly those
surrounding DoD installations. The Department identified two objectives to support these
efforts: Objective 3.1 increases equitable representation of underserved populations in
underrepresented career fields and at all levels of the military and civilian workforce and
Objective 3.2 utilizes procurement structures, DoD programs, and other mechanisms to
enhance the DEIA inclusivity of the underserved communities surrounding DoD installations.

The DoD continued efforts to provide equitable employment opportunities to all, as reflected by
representation that is on par with national representation for similar career fields (e.g., pilots,
chemical and biomolecular engineers). Initiatives focused on how personnel| enter the force, as
a primary pipeline for diversifying the force. The military is mostly a closed personnel system;
service members enter at the lowest ranks and rise {0 more senior levels over time, whereas the
civilian personnel system enables recruiting and hiring at all levels of seniority.
Accomplishments included task force initiatives to analyze military accessions pipelines, drive
efforts to improve communications outreach to youth, and information sharing about successful
programs between the Military Services.

The DoD approach to connecting with underserved communities included work at the
headquarters level, along with initiatives instituted by DoD Components. Measures included
funding for Historically Black Colleges and Universities (HBCUs), and establishment of Centers
of Excellence (COEs) at North Carolina A&T State University for Biotechnology and Morgan
State University for Materials Science. These initiatives support underrepresented students
pursuing science, technology, engineering, and mathematics (STEM) disciplines of critical
importance to the Department. Additionally, the DoD held two “Taking the Pentagon to The
People” (TTPTTP) events, which included hosting Presidential Round Tables with minority
serving institution Presidents, Chancellors, faculty members, and studenis to discuss and share
strategies to increase student and influencer awareness of DoD opportunities in employment,
contracts, granis, scholarships, and research and development. DoD Components hosted
multiple outreach events in partnership with affinity groups to advance the presence of those
who identify as Hispanic, Black/African American, Asian American and Pacific Islander, and
Alaskan Native and Native American in the DoD talent pipeline.

In addition, the Military Services took a multi-faceted approach to reaching underserved
communities. Recruiting commands shaped and tailored marketing campaigns {o reach
applicants, influential community, and family members in under-served and under-represented
communities. Components also piloted and refined recruiting practices to reach all eligible
populations through targeted leads leveraging tools/applications and technology. In particular,
the Military Services launched niche marketing to enhance market penetration and used artificial
intelligence and big data analytics to improve and tailor messages to targeted audiences.

These efforts expanded upon recruiting best practices with augmented reality (AR) and virtual
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reality (VR) experiences o engage youth to increase Service awareness and used diverse
influencers and modern technology to better attract historically underrepresented and
underserved populations.

The Military Services shared best practices developed within each Service to address shared
DoD mission challenges that are impacted by lack of career field exposure. Notably, to address
a shortfall in military pilot pipelines, the Department launched several initiatives, to include
expanding the You Can Fly (YCF) flight education scholarship program which provides early
exposure, education, and flight experience to Reserve Officer Training Corps (ROTC) cadets,
including those at Minority Serving Institutions.

To support operational excellence and arm leadership with more effective analysis to make
decisions, the DoD continued to grow its system and data capabilities to advance equitable
recruitment and hiring. The Department established the DAWG Civilian Recruitment and Hiring
subgroup to inform and help build the Civilian Recruitment and Hiring module in Advana. The
DaoD also developed and published the Applicant Flow Dashboard to provide visualizations of
demographic trends in the application and selection process for civilian DoD positions through
USA Jobs. The Department also refined demographic projections within the Total Force
Dashboard to initiate its predictive analytics capability, enabling estimates of future workforce
demographics based on historical workforce changes to be briefed out to senior officials and
other stakeholders. Finally, the Army, Navy, and Air Force worked together to develop the
Uniform Military Service Academy Nomination Portal. This portal will provide Congress with a
single tool to submit nominations for military service academy positions and allows the DoD to
produce demographic reports with historical data, providing insight into the applicant pool and
nomination history.

Accomplishments related to external equity reflect DoD's prioritization of its Equity Action Plan
(EAP) in response to E.Q. 13985, "Advancing Racial Equity and Support for Underserved
Communities Through the Federal Government.” The DoD developed its first-ever Department-
wide EAP plan to increase equity among external stakeholders, finalized the related
implementation plan, and initiated actions in 2022’s EAP. For example, the DoD finalized its
Small Business Strategy and Implementation Plan, which included the transition and rebranding
of Procurement Technical Assistance function to the DoD Office of Small Business Programs.
This change better supports small businesses in pursuing government contracts. Notably, the
Department exceeded its FY 2022 year-end goal for Small Disadvantaged Businesses.® In
addition, the DoD pledged a goal to the Office of Federal Procurement Policy to increase
business with the AbilityOne Program from 0.55% to 1.00% of DoD contract spending over the
next 5 years. DoD AbilityOne contracts create jobs for approximately 35,000 veterans and
individuals who are blind or have other significant disabilities.

The DoD defined its fourth goal around the desire for the Department to be known as having a
culture that promotes inclusivity. Three objectives supported the implementation of this goal:
Objective 4.1 enhances the structure of Employee Resource Groups (ERGs) and Councils to
enable their support for the achievement of mission-oriented DEIA objectives; Objective 4.2

B The firm must be 51% or more owned and controlled by one or more disadvantaged persons; the
disadvantaged person or persons must be socially disadvantaged and economically disadvantaged:; the
firm must be small, according to SBA's size standards.
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expands data collection and analytic frameworks to solicit military and civilian workfarce
feedback with a mixed-methods approaches; and Objective 4.3 develops a culture of inclusivity
within the DoD to ensure the work environment actively meets the needs of its people. By
targeting mechanisms that impact its workplace environment and climate, the DoD can promote
a culture where all employees and personnel feel included and have opportunities to contribute
1o their fullest abilities.

A few initiatives, programs and events formulated the center of activities to increase workforce
inclusivity throughout the Department. In January 2023, OSD P&R hosted a senior leader
forum to leverage ERGs to support mission priorities. Chief Diversity Officers (CDOs) and
senior executives from agencies, industry, and academia, gathered to exchange solutions and
best practices to enable ERGs to reach their full potential. DMOC is develaping operational
guidance for Component ERGs/Employee Councils. Additionally, several Military Departments
and other DoD Components launched DEI (Diversity, Equity, and I[nclusion) working groups and
Councils with the focus of executing initiatives and leveraging areas such as STEM. Further,
the Army formalized the Army’'s Women Initiative Team (WIT).

As with other efforts in the plan execution, elements of the Defense Human Resources Activity
worked to provide operational support to program execution. For example, DCPAS reviewed
communication approaches across print and media to ensure a broad range of the population
could relate to its content and understand the language used. As a result, the Department
leveraged social networks with diverse written and visual content to reach potential DoD civilian
candidates across multiple platforms. Both the Department's followers across social media and
the traffic on the Civilian Careers website increased. To advance strategic communications,
DMOQOC established an internal quarterly newsletter for the D&l community that aligns with the
D&l Directorates goal, titled “Speak in One Voice.” DMOC distributed the newsletter o HR,
EEQ, D&l practitioners, senior DEIA leaders, and supervisors.

The combination of Component program execution and OSD level Department-wide support
accelerated the Department’s ability to improve its culture of inclusivity, value, and respect for
the fotal force.

To enhance accessibility by expanding opportunities for all individuals, including those with
disabilities, the DoD defined this as the last strategic goal. The DoD developed two objectives:
To: 1) define its organizational accessibility framework and 2) provide enhanced support for
qualified individuals with disabilities (IWD). The accessibility framework aims to coordinate,
integrate, and resource DoD functions that support accessibility and provide relevant offices and
practitioners with needed resources, commaon guidelines, and shared tools and services. The
focused support for IWD enhances disability programs, policies, and processes {o attract,
accommodate, advance, and retain qualified IWD more effectively, including Veterans and
individuals with targeted disabilities (IWTD).

The DDPMWG, a collaborative working group of DoD Component representatives, convened
monthly to identify and discuss opportunities and issues related to disability programs and
accessibility. The working group addressed and developed shared solutions, training, and best
practices in 2022 around the areas of EEOC compliance, document accessibility, Veteran
affirmative action programs, and sustaining the DoD’s status as a model employer of people
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the Department’s mission, policies, and practices. The DoD’s initial maturity assessment
resides in Appendix C.

While driving change through an organization of the DoD's size and complexity can be a lengthy
process, the DoD's DEIA organizational maturity grew from efforts undertaken in 2022. The
chart below shows the Department’s assessment of its current DEIA maturity level."?

2 OPM shared a revised draft version of the DEIA Maturity Model during the DEIA office hours meeting
on March 30, 2023,
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DEIA at the Department level. These efforts provided DoD Components with enhanced data
capture capability, analytic tools, and dashboarding. [Goal 2]

However, challenges remain, and the DoD faces a continued lack of funding and resources to
meet statutory requirements let alone fully support our ambitious goals for the DEIA journey
forward.

DoD efforts throughout the year expanded its maturity level further along the advancing
outcomes continuum for select sub-areas. In particular, the D2T targeted efforts in 2022
consisted of three primary “sprints"— Career Progression and Retention, Accessions and
Hiring, and the Path to Senior Leadership. Resources and initiatives focused on recruitment
and hiring to mitigate the effects of a difficult national labor market.

In the area of Policies, the DoD is pursuing updates to DoD! 1020.05, Diversity and Inclusion
Management Program, to provide DoD Components with parameters for the collection of
relevant DEIA data, including demographic data. The strengthened data collection procedures
help mitigate persistent gaps that inhibit trend analysis and comparisons between DoD
Components. [Goal 2] Gains were achieved through updated Departmental disability
employment and accessibility policies. As the primary user of the WRP, the DoD continued
to expand the impact of this program in the recruitment, hiring, professional development, and
retention of individuals with disabilities. Additionally, the Department leveraged the DDPMWG
to facilitate cross-organizational training, such as Department-wide 508 compliance training for
Component DPMs. [Goal 5]

In the sub-areas of Career Progression and Retention and Path to Senior Leadership
accomplishments included initiating planning efforts to define metrics that can inform policy
concerning GO/FO selection; establishing policies to report PME selection data and use of
diverse board membership composition for PME selection; and defined procedures for Board
member selections and updated guidance on board transparency. [Goal 1] In the sub-areas of
Accessions and Hiring, gains were achieved through continued sharing and adoption of best
practices in the areas of recruitment and hiring. This included leveraging Component
programmatic practices and expanding Department-wide programs. f[Goal 3] The Department
reviewed its workplace communication approaches, practices, and language used in print
and media as described previously and enhanced language to be more inclusive. The DoD
continued to publish a quarterly D&l newsletter to communicate with HR, EEO, senior DEIA
leaders, and D&l practitioners. [Goal 4]

Safe Workplace and the Prevention of Harassment is reported separately in the last section
of this Annual Report. The DoD progressed in its phased implementation of the Integrated
Primary Prevention (IPP} approach as part of its Primary Prevention Plan of Action (PPoA 2.0).
The Department’s plan and framework represents a rigorous implementation of leading industry
practices utilizing a public health approach to prevent and mitigate harmful behaviors. During
2022, the DoD reached milestones to fund and establish key members of the prevention
workforce. The Department will move on to hiring and training the prevention workforce in the
following year,

DoD efforts throughout the year maintained its maturity at the advancing outcomes level for
this signal area. The DoD internal and external climate goals continued to foster a culture of
inclusion. Internally, the DoD continued efforts to sustain a foundation of a fair and equitable
workplace and culture where all individuals can contribute. Externally, the DoD continued
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implementation of its EAP which promotes equity for underserved external communities,
particularly those surrounding DoD installations. Strategies included a refinement of outreach
and engagement efforts to key underserved populations as described previously to strengthen
key mission capability areas such as STEM occupations. Research informed the adoption of
recent developments in methods to welcome and engage the new generations entering the
workforce. For example, a reframed marketing approach to attract populations expanded the
acquisition process to focus on the youth market, invest in community outreach programs and
niche markets, and develop tailored messages across multiple platforms {e.g., digital streaming,
and social media). [Goal 3}

The DoD expanded communication, engagement, and feedback mechanisms to assess
workforce perceptions of DoD’'s employment or Military Service climates. DMOC facilitated
senior leader forums focused on leveraging and standardizing ERGs and Councils. In addition,
several Military Departments and other DoD Components launched DEI working groups and
Councils to establish assessment and feedback loops for planned actions. [Goal 4]

The Department sustained its commitment to support all aspects of accessibility and provide
inclusive opportunities to individuals with disabilities. The DoD facilitated broader
conversations with supporting offices beyond personnel, including the CIO and facilities teams,
regarding accessibility. The Department collaborated with the DOL to develop
recommendations to expand the WRP to enhance inclusion of students with disabilities. The
DoD addressed and initiated solutions in accessibility and accommodations for a range of
populations as described previously, such as caretakers requiring childcare, female service
members in need of modified equipment or uniform standards, and service member populations
needing inclusive grooming/dress standards or access to diverse grooming services, particularly
when deployed. [Goal 5]

DoD efforts throughout the year built upon the first year's DEIA Strategic Planning efforts to
push its maturity to the advancing outcomes level. Departmental efforts emphasized
integration to leverage capacities and share best practices across the organization. The DoD
facilitated more frequent collaboration between DEIA stakeholders including those serving in
DEIA practitioner roles, partner functions {e.g., human resources), information technology, and
facilities management.

Additionally, DEIA leadership advisors revisited DoD’s DEIA Vision, Mission, Goals, and
Objectives to align them in support of Department strategies as articulated through DoD’s
National Defense Strategy (ND3) and the Strategic Management Plan (SMP). These changes
will be supported by a purposeful branding campaign to highlight the benefits of DEIA to the
DoD’s overall mission. [Goal 2}

Further, the DoD’s explicit identification of a standalone Accessibility Goal with supporting
objectives and priorities in its DEIA Strategic Plan further emphasized the need to expand the
D&l function to include Accessibility. [Goal 5]

To date, the DoD used a qualitative approach to map iis levels of maturity to the government
wide DEIA Maturity Model’s signal areas. The areas of continued maturity related to 2022
efforts are reflected by the green bars in Figure 2 and are centered in the Sustainability and
Workplace Policies, Practices, and Procedures (PPPs) signal areas. For Sustainability, the
DoD's focus on creating explicit organizational structures and roles related to DEIA, processes
to support Department-wide integration of strategies and actions and expanded engagement of
SES and GO/FO leadership, sets a stronger foundation upon which the Department is
advancing outcomes. In the area of Workplace PPPs, the DoD continued to expand its
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approach to Reasonable Accommodations beyond the traditional disability program
management lens, particularly in addressing issues unique to the military in areas such as
uniform and equipment design and requirements, grooming standards, and supports based on
religious affiliation or family status. Additionally, the DoD’s response to workplace safety is
based on health industry best practices for prevention of harmful behaviors; in 2022 DoD’s
efforts moved beyond research and planning into implementation and resourcing of effarts.
During FY 2024, the DaoD plans to develop a more deliberate model to gauge maturity through
specific initiatives and actions that align with identified DoD signals.

The purpose of this repart is to provide a “living” document of achievements in the DEIA arena
within the DoD. The key findings of the report are outlined in detail in the introduction, but in
summary c¢an be defined in three areas: (1) there is a lot of activity throughout the DoD to
provide the infrastructure and processes necessary to support DEIA efforts, (2) the Department
continues to progress when actions and initiatives are compared to the Government Wide
Maturity Model, and (3) analytic systems and analyses are a key factor in informing senior
leadership decision making.
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