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MEMORANDUM 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 understanding and improving the human relations climate in your 

organization.  Your decision to conduct the survey shows that you value your members' input on 

important human readiness issues.  Still, the survey represents the first step in the process; now 

it's time for appropriate follow-up to ensure the DEOCS is optimally employed to help you 

constructively address organizational issues.

We recommend you employ the DEOCS in conjunction with other assessment strategies, 

including focus groups, interviews, observations, reviewing written records and reports, and any 

other method you deem worthwhile to further characterize your organization's climate.  The 

report provided to you by DEOMI is supported by a staff of highly qualified people ready to 

assist you in tailoring training programs, action planning, or problem solving to meet the specific 

needs of your organization.  

If you or your staff requires assistance, do not hesitate to contact the Directorate of 

Research at DSN 854-2675/4217 or commercial (321) 494-2675/4217.  We are looking forward 

to the opportunity to work with your organization. 

Ronald M. Joe

Principal Director
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I. INTERPRETING YOUR DEOCS REPORT
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"The DEOCS

report provides all the

information we believe is

needed to obtain a quick,

thorough, and accurate

view of what the survey

says."

As you examine the results of your DEOCS, you may wonder what 

it all means.  Certainly, there is a lot of information in the report.  

We believe it can be useful at all levels of the organization.  But 

how do you go about interpreting the information?

  1.       Look at the demographic breakdown. 

  2.       Examine perceptions of discrimination and the complaint process. 

  3.       Use subgroup factor comparison to understand the disparities.

  4.       Review the overall unit summary. 

  5.       Review locally developed questions, command specific questions, short-answer  

questions, and written comments, if any.



II.    REPORT FOR SERVICE SPECIFIC TRAINING

a. DEMOGRAPHIC BREAKOUT

LOOK AT THE DEMOGRAPHIC BREAKOUT of who in your organization completed the survey.  

Remember, the data shown in the charts are computer-generated, and based on the inputs received from survey 

respondents. There may be times when respondents will enter inaccurate information, whether by design or 

unintentionally, thus creating inaccurate demographic breakouts on the report. Also, in those cases where 

respondents fail to respond or, when using the paper survey, leave errant pencil marks, the computer will report 

these as missing cases. The report is broken down into categories that we later use to provide subgroup 

comparisons within your organization, e.g., minority/majority, women/men, etc. In those cases where fewer than 

five people in a subgroup complete the survey, you will not receive any comparisons for that subgroup in order 

to maintain the anonymity of each respondent and to provide statistically meaningful results.

Majority

 256

 351

American Indian

Asian

Black

Native Hawaiian

White

 12

 56

 57

 11

 375

 22Two or More

RACE
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Total Cases  607

 18Missing Responses

 533

 92Missing Responses

Total Cases

MINORITY vs MAJORITY

For the majority/minority subgroup categories, the majority category includes all respondents who listed their 

race as “White,” and their ethnicity as “not Hispanic.”  All other respondents are included in the minority 

subgroup.

Minority  42.17

 57.83

 2.25

 10.51

 10.69

 2.06

 70.36

 4.13

100.00

100.00

Frequency Percent

Frequency Percent
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Missing Responses

Total Cases

Not Hispanic

Hispanic  114

 493

 607

 18

HISPANIC DECLARATION

GENDER

OFFICER vs ENLISTED

Missing Respones

Total Cases

Men

Women  75

 550

 625

 0

Missing Responses

Total Cases

Other

Enlisted

Officer/WO  10

 597

 18

 607

 0

 18.78

 81.22

100.00

 12.00

 88.00

100.00

 1.65

 98.35

100.00

Frequency Percent

Frequency Percent

Frequency Percent
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ENLISTED SENIORITY

Missing Responses

Not Enlisted

E7-E9

Total Cases

 565

 32

 28

 597

 0

Missing Responses

Total Cases

Not an Officer

O4 and above

 3

 5

 616

 8

 1

Missing Responses

Total Cases

Civilian

Military  607

 18

 625

 0

OFFICER SENIORITY

MILITARY vs CIVILIAN

E1-E6

O1-O3

 94.64

 5.36

100.00

 37.50

 62.50

100.00

 97.12

 2.88

100.00

Frequency Percent

Frequency Percent

Frequency Percent
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Missing Responses

Total Cases

Not a Civilian

Senior Civilian

 5

 10

 610

 15

 0

OTHER MILITARY vs U.S. MILITARY

Missing Responses

Total Cases

U.S. Military

Other Military  2

 608

 610

 15

OTHER CIVILIAN EMPLOYEE vs FEDERAL CIVILIAN EMPLOYEE

Missing Responses

Total Cases

Federal Employee

Other Employee  3

 12

 15

 610

FEDERAL CIVILIAN SENIORITY

For GS, WG/WL/WS/WB, and SES: Junior = 1 through 8, and Senior = 9 and above.  For Non-Supervisory 

NSPS: Junior = all Pay Band 1, and Pay Band 2 Technician/Support, Fire Protection, Police/Security Guard, and 

Senior = Pay Bands 3 and 4, and Pay Band 2 Professional pay schedules.  For Supervisory NSPS: Junior = Pay 

Band 1, and Senior = Pay Band 2.

Junior Civilian  33.33

 66.67

100.00

 0.33

 99.67

100.00

100.00

 20.00

 80.00

Not Military

 0

Not Civilian

 0

PercentFrequency

PercentFrequency

Frequency Percent
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b. EXPERIENCES OF DISCRIMINATION DURING PAST 12 MONTHS

"YES" RESPONSE TO EXPERIENCED AN INCIDENT OF DISCRIMINATION

 55

 15

 0

 0

 5

 0

 545

 75

 5

 73.33

 20.00

 0.00

 0.00

 6.67

 0.00

 Race/Nat Orig/Color

Gender (Sex)

Age

Disability

Religion

Two or More

"NO" Response

Total Cases

Missing Responses

100.00

EXPERIENCED DISCRIMINATION BASED ON RACE/NATIONAL ORIGIN/COLOR

YES

NO

Total Cases

Missing Responses

100.00

PercentFrequency

PercentFrequency

This section addresses whether members of the organization experienced discrimination, directed from 

members of the organization, during the last 12 months; whether they reported the incident; and their 

satisfaction with how the reported incident was resolved.

MAJORITY

 10

 341

 351

 0

 2.85

 97.15



Defense Equal Opportunity Management Institute

FOR OFFICIAL USE ONLY

042008ADMIN#: 10

YES

NO

Missing Responses

Total Cases 100.00

HISPANIC

YES

NO

Total Cases

Missing Responses

100.00

PercentFrequency

PercentFrequency

EXPERIENCED DISCRIMINATION BASED ON RACE/NATIONAL ORIGIN/COLOR

MINORITY

 45

 256

 301

 0

 14.95

 85.05

 0

 114

 114

 0

 0.00

 100.00
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EXPERIENCED DISCRIMINATION BASED ON GENDER (SEX)

MEN

WOMEN

Frequency Percent

Missing Responses

Total Cases

NO

YES  2

 548

 550

 0

 0.36

 99.64

100.00

PercentFrequency

Missing Responses

Total Cases

NO

YES  13

 62

 75

 0

 17.33

 82.67

100.00
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EXPERIENCED SEXUAL HARASSMENT 

Missing Responses

Total Cases

NO

YES

WOMEN

Missing Responses

Total Cases

NO

YES

100.00

100.00

PercentFrequency

PercentFrequency

MEN

 2

 548

 550

 0

 0.36

 99.64

 18

 57

 75

 0

 24.00

 76.00
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WHAT ACTION DID YOU TAKE FOLLOWING THE INCIDENT OF DISCRIMINATION?

Reported to Supervisor

Reported to EO/EEO

Filed Formal Complaint

Confronted Individual

 5

 10

 0

 20

 35

 40

 0

 14.29

 28.57

 0.00

 57.14

Total Cases

Missing Responses

Did not Report

100.00

"YES" RESPONSE TO REPORTED INCIDENT OF DISCRIMINATION

TO EO/EEO OR SUPERVISOR

Missing Responses

Total Cases

Did Not Report

Reported

100.00

Frequency Percent

Frequency Percent

MAJORITY

 15

 20

 35

 0

 42.86

 57.14
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"YES" RESPONSE TO REPORTED INCIDENT OF DISCRIMINATION

TO EO/EEO OR SUPERVISOR

MINORITY

PercentFrequency

Missing Responses

Total Cases

Did Not Report

Reported  20

 20

 40

 0

 50.00

 50.00

100.00

HISPANIC

PercentFrequency

Missing Responses

Total Cases

Did Not Report

Reported  10

 10

 20

 0

 50.00

 50.00

100.00



"YES" RESPONSE TO REPORTED INCIDENT OF DISCRIMINATION

TO EO/EEO OR SUPERVISOR
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MEN

PercentFrequency

Missing Responses

Total Cases

Did Not Report

Reported

WOMEN

PercentFrequency

Missing Responses

Total Cases

Did Not Report

Reported

 0

 0

 0

 0

 0.00

 0.00

 5

 10

 15

 0

 33.33

 66.67

100.00

100.00
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SATISFACTION WITH ISSUE RESOLUTION: MEMBER WHO FILED FORMAL COMPLAINT, 

OR INFORMALLY REPORTED TO EO/EEO OR SUPERVISOR 

PercentFrequency

Moderately Dissatisfied

Moderately Satisfied

Very Satisfied

Very Dissatisfied

Total Cases

 15  20.00

 25  33.33

 0  0.00

 35  46.67

 75  100.00

MAJORITY

Total Cases

Dissatisfied

Satisfied

PercentFrequency

100.00

Missing Responses

Missing Responses  0

 5

 10

 0

 15

 33.33

 66.67
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PercentFrequency

Total Cases 0.00

MINORITY

PercentFrequency

Total Cases

Dissatisfied

Satisfied

Satisfied

Dissatisfied

HISPANIC

0.00

SATISFACTION WITH ISSUE RESOLUTION: MEMBER WHO FILED FORMAL COMPLAINT, 

OR INFORMALLY REPORTED TO EO/EEO OR SUPERVISOR 

Missing Responses

 10

 10

 20

 0

 50.00

 50.00

Missing Responses

 5

 5

 10

 0

 50.00

 50.00
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MEN

PercentFrequency

0.00Total Cases

Dissatisfied

Satisfied

WOMEN

PercentFrequency

Total Cases

Dissatisfied

Satisfied

100.00

SATISFACTION WITH ISSUE RESOLUTION: MEMBER WHO FILED FORMAL COMPLAINT, 

OR INFORMALLY REPORTED TO EO/EEO OR SUPERVISOR 

Missing Responses

Missing Responses

 0

 0

 0

 0

 0.00

 0.00

 3

 7

 10

 0

 30.00

 70.00



c. SUBGROUP FACTOR COMPARISONS
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Subgroup factor comparisons will be presented with Equal Opportunity/Equal Employment opportunity 

(EO/EEO) factors, followed by Organizational Effectiveness factors.

The DEOCS report displays your organization's results in two ways.  First, it considers average scores, 

where higher average scores always indicate more positive perceptions.  Second, the degree different 

groups agree in their perceptions is also an important indicator.  The disparity index (DI) is a 

statistically-derived number that reflects how much two groups agree or disagree in their perceptions.  

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 indicates higher averages and levels of agreements.  The YELLOW, ORANGE, and RED 

colored areas reflect progressively greater organizational concerns, indicated by lower averages, higher 

DIs, or both.

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

Quadrant 1 is the most positive, as it reflects higher average scores and lower Disparity Index (i.e., a 

higher level of agreement) between the two groups.  

Quadrant 2 reflects higher average scores, but also a higher Disparity Index (i.e., a lower level of 

agreement) between the two groups.

Quadrant 3 reflects lower average scores, with a lower Disparity Index (i.e., a high level of agreement) 

between the two groups. 

Quadrant 4 reflects lower average scores and a higher Disparity Index (i.e., a lower level of agreement) 

between the two groups.



SEXUAL HARASSMENT / DISCRIMINATION

Red = High Organization Concern

Orange = Moderate Organization Concern

Yellow = Slight Organization Concern

Green = Organization Strength

* You are here.

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Minority

Majority

Average

*

 3.38

 3.92

 0.54

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Women

Men

Average

*

 2.72

 3.30

 0.61
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Report good findings and reinforce behaviors within the command.

Examine potential causes for disparity; further isolate causes - focusing 

on the group with the lower mean - using focus groups/interviews, 

records, reports, observations, etc.

Look for trends and examine comments, higher level policy, or 

leadership style; further isolate causes using focus groups/interviews, 

records, reports, observations, etc.

Examine comments; further isolate causes - focusing on the group with 

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

observations, etc.

Q1 Overall higher scores and group agree.

Q2 Overall higher scores and group disagree.

Q3 Overall lower scores and group agree.

Q4 Overall lower scores and group disagree.



SEXUAL HARASSMENT / DISCRIMINATION

Red = High Organization Concern

Orange = Moderate Organization Concern

Yellow = Slight Organization Concern

Green = Organization Strength

* You are here.

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Officer

Enlisted

Average

*

 3.29

 3.54

 0.25

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Junior Enlisted

Senior Enlisted

Average

*

 3.72

 4.31

 0.73
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Report good findings and reinforce behaviors within the command.

Examine potential causes for disparity; further isolate causes - focusing 

on the group with the lower mean - using focus groups/interviews, 

records, reports, observations, etc.

Look for trends and examine comments, higher level policy, or 

leadership style; further isolate causes using focus groups/interviews, 

records, reports, observations, etc.

Examine comments; further isolate causes - focusing on the group with 

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

observations, etc.

Q1 Overall higher scores and group agree.

Q2 Overall higher scores and group disagree.

Q3 Overall lower scores and group agree.

Q4 Overall lower scores and group disagree.



SEXUAL HARASSMENT / DISCRIMINATION

Red = High Organization Concern

Orange = Moderate Organization Concern

Yellow = Slight Organization Concern

Green = Organization Strength

* You are here.

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Military

Civilian

Average

*

 3.72

 4.31

 0.73

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Junior Civilian

Senior Civilian

Average

*

 3.71

 3.95

 0.64
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Report good findings and reinforce behaviors within the command.

Examine potential causes for disparity; further isolate causes - focusing 

on the group with the lower mean - using focus groups/interviews, 

records, reports, observations, etc.

Look for trends and examine comments, higher level policy, or 

leadership style; further isolate causes using focus groups/interviews, 

records, reports, observations, etc.

Examine comments; further isolate causes - focusing on the group with 

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

observations, etc.

Q1 Overall higher scores and group agree.

Q2 Overall higher scores and group disagree.

Q3 Overall lower scores and group agree.

Q4 Overall lower scores and group disagree.



DIFFERENTIAL COMMAND BEHAVIOR TOWARDS MINORITIES

Red = High Organization Concern

Orange = Moderate Organization Concern

Yellow = Slight Organization Concern

Green = Organization Strength

You are here.*

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Minority

Majority

Average

*

 3.38

 3.92

 0.54

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Women

Men

Average

*

 3.13

 3.31

 0.19
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Report good findings and reinforce behaviors within the command.

Examine potential causes for disparity; further isolate causes - focusing 

on the group with the lower mean - using focus groups/interviews, 

records, reports, observations, etc.

Look for trends and examine comments, higher level policy, or 

leadership style; further isolate causes using focus groups/interviews, 

records, reports, observations, etc.

Examine comments; further isolate causes - focusing on the group with 

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

observations, etc.

Q1 Overall higher scores and group agree.

Q2 Overall higher scores and group disagree.

Q3 Overall lower scores and group agree.

Q4 Overall lower scores and group disagree.



DIFFERENTIAL COMMAND BEHAVIOR TOWARDS MINORITIES

Red = High Organization Concern

Orange = Moderate Organization Concern

Yellow = Slight Organization Concern

Green = Organization Strength

You are here.*

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Officer

Enlisted

Average

*

 3.13

 3.31

 0.19

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Junior Enlisted

Senior Enlisted

Average

*

 3.76

 4.32

 0.64
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Report good findings and reinforce behaviors within the command.

Examine potential causes for disparity; further isolate causes - focusing 

on the group with the lower mean - using focus groups/interviews, 

records, reports, observations, etc.

Look for trends and examine comments, higher level policy, or 

leadership style; further isolate causes using focus groups/interviews, 

records, reports, observations, etc.

Examine comments; further isolate causes - focusing on the group with 

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

observations, etc.

Q1 Overall higher scores and group agree.

Q2 Overall higher scores and group disagree.

Q3 Overall lower scores and group agree.

Q4 Overall lower scores and group disagree.



DIFFERENTIAL COMMAND BEHAVIOR TOWARDS MINORITIES

Red = High Organization Concern

Orange = Moderate Organization Concern

Yellow = Slight Organization Concern

Green = Organization Strength

You are here.*

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Military

Civilian

Average

*

 3.76

 4.32

 0.64

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Junior Civilian

Senior Civilian

Average

*

 3.76

 4.32

 0.64
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Report good findings and reinforce behaviors within the command.

Examine potential causes for disparity; further isolate causes - focusing 

on the group with the lower mean - using focus groups/interviews, 

records, reports, observations, etc.

Look for trends and examine comments, higher level policy, or 

leadership style; further isolate causes using focus groups/interviews, 

records, reports, observations, etc.

Examine comments; further isolate causes - focusing on the group with 

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

observations, etc.

Q1 Overall higher scores and group agree.

Q2 Overall higher scores and group disagree.

Q3 Overall lower scores and group agree.

Q4 Overall lower scores and group disagree.



POSITIVE EO BEHAVIOR

Red = High Organization Concern

Orange = Moderate Organization Concern

Yellow = Slight Organization Concern

Green = Organization Strength

You are here.*

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Minority

Majority

Average

*

 3.35

 3.26

 0.10

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Women

Men

Average

*

 3.38

 3.92

 0.54
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Q1 Overall higher scores and group agree.

Q2 Overall higher scores and group disagree.

Q3 Overall lower scores and group agree.

Q4 Overall lower scores and group disagree.

Report good findings and reinforce behaviors within the command.

Examine potential causes for disparity; further isolate causes - focusing 

on the group with the lower mean - using focus groups/interviews, 

records, reports, observations, etc.

Look for trends and examine comments, higher level policy, or 

leadership style; further isolate causes using focus groups/interviews, 

records, reports, observations, etc.

Examine comments; further isolate causes - focusing on the group with 

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

observations, etc.



POSITIVE EO BEHAVIOR

Red = High Organization Concern

Orange = Moderate Organization Concern

Yellow = Slight Organization Concern

Green = Organization Strength

You are here.*

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Officer

Enlisted

Average

*

 3.38

 3.92

 0.54

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Junior Enlisted

Senior Enlisted

Average

*

 3.46

 3.97

 0.54

Defense Equal Opportunity Management InstituteADMIN#: 042008  27

Q1 Overall higher scores and group agree.

Q2 Overall higher scores and group disagree.

Q3 Overall lower scores and group agree.

Q4 Overall lower scores and group disagree.

Report good findings and reinforce behaviors within the command.

Examine potential causes for disparity; further isolate causes - focusing 

on the group with the lower mean - using focus groups/interviews, 

records, reports, observations, etc.

Look for trends and examine comments, higher level policy, or 

leadership style; further isolate causes using focus groups/interviews, 

records, reports, observations, etc.

Examine comments; further isolate causes - focusing on the group with 

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

observations, etc.



POSITIVE EO BEHAVIOR

Red = High Organization Concern

Orange = Moderate Organization Concern

Yellow = Slight Organization Concern

Green = Organization Strength

You are here.*

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Military

Civilian

Average

*

 3.46

 3.97

 0.54

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Junior Civilian

Senior Civilian

Average

*

 3.98

 4.49

 0.64

Defense Equal Opportunity Management InstituteADMIN#: 042008  28

Q1 Overall higher scores and group agree.

Q2 Overall higher scores and group disagree.

Q3 Overall lower scores and group agree.

Q4 Overall lower scores and group disagree.

Report good findings and reinforce behaviors within the command.

Examine potential causes for disparity; further isolate causes - focusing 

on the group with the lower mean - using focus groups/interviews, 

records, reports, observations, etc.

Look for trends and examine comments, higher level policy, or 

leadership style; further isolate causes using focus groups/interviews, 

records, reports, observations, etc.

Examine comments; further isolate causes - focusing on the group with 

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

observations, etc.



RACIST BEHAVIORS

Red = High Organization Concern

Orange = Moderate Organization Concern

Yellow = Slight Organization Concern

Green = Organization Strength

* You are here.

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Minority

Majority

Average

*

 2.89

 3.36

 0.47

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Women

Men

Average

*

 3.13

 3.31

 0.19

Defense Equal Opportunity Management InstituteADMIN#: 042008  29

Q1 Overall higher scores and group agree.

Q2 Overall higher scores and group disagree.

Q3 Overall lower scores and group agree.

Q4 Overall lower scores and group disagree.

Report good findings and reinforce behaviors within the command.

Examine potential causes for disparity; further isolate causes - focusing 

on the group with the lower mean - using focus groups/interviews, 

records, reports, observations, etc.

Look for trends and examine comments, higher level policy, or 

leadership style; further isolate causes using focus groups/interviews, 

records, reports, observations, etc.

Examine comments; further isolate causes - focusing on the group with 

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

observations, etc.



RACIST BEHAVIORS

Red = High Organization Concern

Orange = Moderate Organization Concern

Yellow = Slight Organization Concern

Green = Organization Strength

* You are here.

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Officer

Enlisted

Average

*

 3.13

 3.31

 0.19

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Junior Enlisted

Senior Enlisted

Average

*

 3.46

 3.97

 0.54

Defense Equal Opportunity Management InstituteADMIN#: 042008  30

Q1 Overall higher scores and group agree.

Q2 Overall higher scores and group disagree.

Q3 Overall lower scores and group agree.

Q4 Overall lower scores and group disagree.

Report good findings and reinforce behaviors within the command.

Examine potential causes for disparity; further isolate causes - focusing 

on the group with the lower mean - using focus groups/interviews, 

records, reports, observations, etc.

Look for trends and examine comments, higher level policy, or 

leadership style; further isolate causes using focus groups/interviews, 

records, reports, observations, etc.

Examine comments; further isolate causes - focusing on the group with 

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

observations, etc.



RACIST BEHAVIORS

Red = High Organization Concern

Orange = Moderate Organization Concern

Yellow = Slight Organization Concern

Green = Organization Strength

* You are here.

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Military

Civilian

Average

*

 3.46

 3.97

 0.54

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Junior Civilian

Senior Civilian

Average

*

 3.46

 3.97

 0.54

Defense Equal Opportunity Management InstituteADMIN#: 042008  31

Q1 Overall higher scores and group agree.

Q2 Overall higher scores and group disagree.

Q3 Overall lower scores and group agree.

Q4 Overall lower scores and group disagree.

Report good findings and reinforce behaviors within the command.

Examine potential causes for disparity; further isolate causes - focusing 

on the group with the lower mean - using focus groups/interviews, 

records, reports, observations, etc.

Look for trends and examine comments, higher level policy, or 

leadership style; further isolate causes using focus groups/interviews, 

records, reports, observations, etc.

Examine comments; further isolate causes - focusing on the group with 

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

observations, etc.



AGE DISCRIMINATION

Red = High Organization Concern

Orange = Moderate Organization Concern

Yellow = Slight Organization Concern

Green = Organization Strength

You are here.*

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Minority

Majority

Average

*  4.09

 4.23

 0.16

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Women

Men

Average

*  4.10

 4.19

 0.10

Defense Equal Opportunity Management InstituteADMIN#: 042008  32

Q1 Overall higher scores and group agree.

Q2 Overall higher scores and group disagree.

Q3 Overall lower scores and group agree.

Q4 Overall lower scores and group disagree.

Report good findings and reinforce behaviors within the command.

Examine potential causes for disparity; further isolate causes - focusing 

on the group with the lower mean - using focus groups/interviews, 

records, reports, observations, etc.

Look for trends and examine comments, higher level policy, or 

leadership style; further isolate causes using focus groups/interviews, 

records, reports, observations, etc.

Examine comments; further isolate causes - focusing on the group with 

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

observations, etc.



AGE DISCRIMINATION

Red = High Organization Concern

Orange = Moderate Organization Concern

Yellow = Slight Organization Concern

Green = Organization Strength

You are here.*

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Officer

Enlisted

Average

*  4.10

 4.19

 0.10

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Junior Enlisted

Senior Enlisted

Average

*  4.14

 4.69

 0.70

Defense Equal Opportunity Management InstituteADMIN#: 042008  33

Q1 Overall higher scores and group agree.

Q2 Overall higher scores and group disagree.

Q3 Overall lower scores and group agree.

Q4 Overall lower scores and group disagree.

Report good findings and reinforce behaviors within the command.

Examine potential causes for disparity; further isolate causes - focusing 

on the group with the lower mean - using focus groups/interviews, 

records, reports, observations, etc.

Look for trends and examine comments, higher level policy, or 

leadership style; further isolate causes using focus groups/interviews, 

records, reports, observations, etc.

Examine comments; further isolate causes - focusing on the group with 

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

observations, etc.



AGE DISCRIMINATION

Red = High Organization Concern

Orange = Moderate Organization Concern

Yellow = Slight Organization Concern

Green = Organization Strength

You are here.*

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Military

Civilian

Average

*  4.14

 4.69

 0.70

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Junior Civilian

Senior Civilian

Average

*  4.14

 4.69

 0.70

Defense Equal Opportunity Management InstituteADMIN#: 042008  34

Q1 Overall higher scores and group agree.

Q2 Overall higher scores and group disagree.

Q3 Overall lower scores and group agree.

Q4 Overall lower scores and group disagree.

Report good findings and reinforce behaviors within the command.

Examine potential causes for disparity; further isolate causes - focusing 

on the group with the lower mean - using focus groups/interviews, 

records, reports, observations, etc.

Look for trends and examine comments, higher level policy, or 

leadership style; further isolate causes using focus groups/interviews, 

records, reports, observations, etc.

Examine comments; further isolate causes - focusing on the group with 

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

observations, etc.



RELIGIOUS DISCRIMINATION

Red = High Organization Concern

Orange = Moderate Organization Concern

Yellow = Slight Organization Concern

Green = Organization Strength

You are here.*

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Minority

Majority

Average

*  4.34

 4.47

 0.17

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Women

Men

Average

*  4.53

 4.41

 0.17

Defense Equal Opportunity Management InstituteADMIN#: 042008  35

Report good findings and reinforce behaviors within the command.

Examine potential causes for disparity; further isolate causes - focusing 

on the group with the lower mean - using focus groups/interviews, 

records, reports, observations, etc.

Look for trends and examine comments, higher level policy, or 

leadership style; further isolate causes using focus groups/interviews, 

records, reports, observations, etc.

Examine comments; further isolate causes - focusing on the group with 

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

observations, etc.

Q1 Overall higher scores and group agree.

Q2 Overall higher scores and group disagree.

Q3 Overall lower scores and group agree.

Q4 Overall lower scores and group disagree.



RELIGIOUS DISCRIMINATION

Red = High Organization Concern

Orange = Moderate Organization Concern

Yellow = Slight Organization Concern

Green = Organization Strength

You are here.*

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Officer

Enlisted

Average

*  4.53

 4.41

 0.17

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Junior Enlisted

Senior Enlisted

Average

*  4.40

 4.81

 0.67

Defense Equal Opportunity Management InstituteADMIN#: 042008  36

Report good findings and reinforce behaviors within the command.

Examine potential causes for disparity; further isolate causes - focusing 

on the group with the lower mean - using focus groups/interviews, 

records, reports, observations, etc.

Look for trends and examine comments, higher level policy, or 

leadership style; further isolate causes using focus groups/interviews, 

records, reports, observations, etc.

Examine comments; further isolate causes - focusing on the group with 

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

observations, etc.

Q1 Overall higher scores and group agree.

Q2 Overall higher scores and group disagree.

Q3 Overall lower scores and group agree.

Q4 Overall lower scores and group disagree.



RELIGIOUS DISCRIMINATION

Red = High Organization Concern

Orange = Moderate Organization Concern

Yellow = Slight Organization Concern

Green = Organization Strength

You are here.*

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Military

Civilian

Average

*  4.40

 4.81

 0.67

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Junior Civilian

Senior Civilian

Average

*  4.40

 4.81

 0.67

Defense Equal Opportunity Management InstituteADMIN#: 042008  37

Report good findings and reinforce behaviors within the command.

Examine potential causes for disparity; further isolate causes - focusing 

on the group with the lower mean - using focus groups/interviews, 

records, reports, observations, etc.

Look for trends and examine comments, higher level policy, or 

leadership style; further isolate causes using focus groups/interviews, 

records, reports, observations, etc.

Examine comments; further isolate causes - focusing on the group with 

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

observations, etc.

Q1 Overall higher scores and group agree.

Q2 Overall higher scores and group disagree.

Q3 Overall lower scores and group agree.

Q4 Overall lower scores and group disagree.



DISABILITY DISCRIMINATION

Red = High Organization Concern

Orange = Moderate Organization Concern

Yellow = Slight Organization Concern

Green = Organization Strength

* You are here.

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Minority

Majority

Average

*  4.19

 4.33

 0.17

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Women

Men

Average

*  4.36

 4.27

 0.11

Defense Equal Opportunity Management InstituteADMIN#: 042008  38

Report good findings and reinforce behaviors within the command.

Examine potential causes for disparity; further isolate causes - focusing 

on the group with the lower mean - using focus groups/interviews, 

records, reports, observations, etc.

Look for trends and examine comments, higher level policy, or 

leadership style; further isolate causes using focus groups/interviews, 

records, reports, observations, etc.

Examine comments; further isolate causes - focusing on the group with 

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

observations, etc.

Q1 Overall higher scores and group agree.

Q2 Overall higher scores and group disagree.

Q3 Overall lower scores and group agree.

Q4 Overall lower scores and group disagree.



DISABILITY DISCRIMINATION

Red = High Organization Concern

Orange = Moderate Organization Concern

Yellow = Slight Organization Concern

Green = Organization Strength

* You are here.

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Officer

Enlisted

Average

*  4.36

 4.27

 0.11

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Junior Enlisted

Senior Enlisted

Average

*  4.25

 4.67

 0.56

Defense Equal Opportunity Management InstituteADMIN#: 042008  39

Report good findings and reinforce behaviors within the command.

Examine potential causes for disparity; further isolate causes - focusing 

on the group with the lower mean - using focus groups/interviews, 

records, reports, observations, etc.

Look for trends and examine comments, higher level policy, or 

leadership style; further isolate causes using focus groups/interviews, 

records, reports, observations, etc.

Examine comments; further isolate causes - focusing on the group with 

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

observations, etc.

Q1 Overall higher scores and group agree.

Q2 Overall higher scores and group disagree.

Q3 Overall lower scores and group agree.

Q4 Overall lower scores and group disagree.



DISABILITY DISCRIMINATION

Red = High Organization Concern

Orange = Moderate Organization Concern

Yellow = Slight Organization Concern

Green = Organization Strength

* You are here.

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Military

Civilian

Average

*  4.25

 4.67

 0.56

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Junior Civilian

Senior Civilian

Average

*  4.25

 4.67

 0.56

Defense Equal Opportunity Management InstituteADMIN#: 042008  40

Report good findings and reinforce behaviors within the command.

Examine potential causes for disparity; further isolate causes - focusing 

on the group with the lower mean - using focus groups/interviews, 

records, reports, observations, etc.

Look for trends and examine comments, higher level policy, or 

leadership style; further isolate causes using focus groups/interviews, 

records, reports, observations, etc.

Examine comments; further isolate causes - focusing on the group with 

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

observations, etc.

Q1 Overall higher scores and group agree.

Q2 Overall higher scores and group disagree.

Q3 Overall lower scores and group agree.

Q4 Overall lower scores and group disagree.



ORGANIZATIONAL COMMITMENT

Red = High Organization Concern

Orange = Moderate Organization Concern

Yellow = Slight Organization Concern

Green = Organization Strength

You are here.*

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Minority

Majority

Average

*

 3.35

 3.26

 0.10

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Women

Men

Average

*

 3.13

 3.31

 0.19

Defense Equal Opportunity Management InstituteADMIN#: 042008  41

Q1 Overall higher scores and group agree.

Q2 Overall higher scores and group disagree.

Q3 Overall lower scores and group agree.

Q4 Overall lower scores and group disagree.

Report good findings and reinforce behaviors within the command.

Examine potential causes for disparity; further isolate causes - focusing 

on the group with the lower mean - using focus groups/interviews, 

records, reports, observations, etc.

Look for trends and examine comments, higher level policy, or 

leadership style; further isolate causes using focus groups/interviews, 

records, reports, observations, etc.

Examine comments; further isolate causes - focusing on the group with 

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

observations, etc.



ORGANIZATIONAL COMMITMENT

Red = High Organization Concern

Orange = Moderate Organization Concern

Yellow = Slight Organization Concern

Green = Organization Strength

You are here.*

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Officer

Enlisted

Average

*

 3.13

 3.31

 0.19

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Junior Enlisted

Senior Enlisted

Average

*

 3.98

 4.49

 0.64

Defense Equal Opportunity Management InstituteADMIN#: 042008  42

Q1 Overall higher scores and group agree.

Q2 Overall higher scores and group disagree.

Q3 Overall lower scores and group agree.

Q4 Overall lower scores and group disagree.

Report good findings and reinforce behaviors within the command.

Examine potential causes for disparity; further isolate causes - focusing 

on the group with the lower mean - using focus groups/interviews, 

records, reports, observations, etc.

Look for trends and examine comments, higher level policy, or 

leadership style; further isolate causes using focus groups/interviews, 

records, reports, observations, etc.

Examine comments; further isolate causes - focusing on the group with 

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

observations, etc.



ORGANIZATIONAL COMMITMENT

Red = High Organization Concern

Orange = Moderate Organization Concern

Yellow = Slight Organization Concern

Green = Organization Strength

You are here.*

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Military

Civilian

Average

*

 3.98

 4.49

 0.64

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Junior Civilian

Senior Civilian

Average

*

 3.98

 4.49

 0.64

Defense Equal Opportunity Management InstituteADMIN#: 042008  43

Q1 Overall higher scores and group agree.

Q2 Overall higher scores and group disagree.

Q3 Overall lower scores and group agree.

Q4 Overall lower scores and group disagree.

Report good findings and reinforce behaviors within the command.

Examine potential causes for disparity; further isolate causes - focusing 

on the group with the lower mean - using focus groups/interviews, 

records, reports, observations, etc.

Look for trends and examine comments, higher level policy, or 

leadership style; further isolate causes using focus groups/interviews, 

records, reports, observations, etc.

Examine comments; further isolate causes - focusing on the group with 

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

observations, etc.



TRUST IN ORGANIZATION

Red = High Organization Concern

Orange = Moderate Organization Concern

Yellow = Slight Organization Concern

Green = Organization Strength

* You are here.

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Minority

Majority

Average

*

 2.89

 3.36

 0.47

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Women

Men

Average

*

 3.21

 3.35

 0.15

Defense Equal Opportunity Management InstituteADMIN#: 042008  44

Report good findings and reinforce behaviors within the command.

Examine potential causes for disparity; further isolate causes - focusing 

on the group with the lower mean - using focus groups/interviews, 

records, reports, observations, etc.

Look for trends and examine comments, higher level policy, or 

leadership style; further isolate causes using focus groups/interviews, 

records, reports, observations, etc.

Examine comments; further isolate causes - focusing on the group with 

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

observations, etc.

Q1 Overall higher scores and group agree.

Q2 Overall higher scores and group disagree.

Q3 Overall lower scores and group agree.

Q4 Overall lower scores and group disagree.



TRUST IN ORGANIZATION

Red = High Organization Concern

Orange = Moderate Organization Concern

Yellow = Slight Organization Concern

Green = Organization Strength

* You are here.

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Officer

Enlisted

Average

*

 3.21

 3.35

 0.15

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Junior Enlisted

Senior Enlisted

Average

*

 3.23

 3.95

 0.79

Defense Equal Opportunity Management InstituteADMIN#: 042008  45

Report good findings and reinforce behaviors within the command.

Examine potential causes for disparity; further isolate causes - focusing 

on the group with the lower mean - using focus groups/interviews, 

records, reports, observations, etc.

Look for trends and examine comments, higher level policy, or 

leadership style; further isolate causes using focus groups/interviews, 

records, reports, observations, etc.

Examine comments; further isolate causes - focusing on the group with 

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

observations, etc.

Q1 Overall higher scores and group agree.

Q2 Overall higher scores and group disagree.

Q3 Overall lower scores and group agree.

Q4 Overall lower scores and group disagree.



TRUST IN ORGANIZATION

Red = High Organization Concern

Orange = Moderate Organization Concern

Yellow = Slight Organization Concern

Green = Organization Strength

* You are here.

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Military

Civilian

Average

*

 3.23

 3.95

 0.79

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Junior Civilian

Senior Civilian

Average

*

 3.46

 3.97

 0.54

Defense Equal Opportunity Management InstituteADMIN#: 042008  46

Report good findings and reinforce behaviors within the command.

Examine potential causes for disparity; further isolate causes - focusing 

on the group with the lower mean - using focus groups/interviews, 

records, reports, observations, etc.

Look for trends and examine comments, higher level policy, or 

leadership style; further isolate causes using focus groups/interviews, 

records, reports, observations, etc.

Examine comments; further isolate causes - focusing on the group with 

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

observations, etc.

Q1 Overall higher scores and group agree.

Q2 Overall higher scores and group disagree.

Q3 Overall lower scores and group agree.

Q4 Overall lower scores and group disagree.



WORK GROUP EFFECTIVENESS

Red = High Organization Concern

Orange = Moderate Organization Concern

Yellow = Slight Organization Concern

Green = Organization Strength

You are here.*

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Minority

Majority

Average

*

 3.35

 3.26

 0.10

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Women

Men

Average

*

 3.13

 3.31

 0.19

Defense Equal Opportunity Management InstituteADMIN#: 042008  47

Q1 Overall higher scores and group agree.

Q2 Overall higher scores and group disagree.

Q3 Overall lower scores and group agree.

Q4 Overall lower scores and group disagree.

Report good findings and reinforce behaviors within the command.

Examine potential causes for disparity; further isolate causes - focusing 

on the group with the lower mean - using focus groups/interviews, 

records, reports, observations, etc.

Look for trends and examine comments, higher level policy, or 

leadership style; further isolate causes using focus groups/interviews, 

records, reports, observations, etc.

Examine comments; further isolate causes - focusing on the group with 

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

observations, etc.



WORK GROUP EFFECTIVENESS

Red = High Organization Concern

Orange = Moderate Organization Concern

Yellow = Slight Organization Concern

Green = Organization Strength

You are here.*

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Officer

Enlisted

Average

*

 3.13

 3.31

 0.19

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Junior Enlisted

Senior Enlisted

Average

*

 3.72

 4.31

 0.73

Defense Equal Opportunity Management InstituteADMIN#: 042008  48

Q1 Overall higher scores and group agree.

Q2 Overall higher scores and group disagree.

Q3 Overall lower scores and group agree.

Q4 Overall lower scores and group disagree.

Report good findings and reinforce behaviors within the command.

Examine potential causes for disparity; further isolate causes - focusing 

on the group with the lower mean - using focus groups/interviews, 

records, reports, observations, etc.

Look for trends and examine comments, higher level policy, or 

leadership style; further isolate causes using focus groups/interviews, 

records, reports, observations, etc.

Examine comments; further isolate causes - focusing on the group with 

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

observations, etc.



WORK GROUP EFFECTIVENESS

Red = High Organization Concern

Orange = Moderate Organization Concern

Yellow = Slight Organization Concern

Green = Organization Strength

You are here.*

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Military

Civilian

Average

*

 3.72

 4.31

 0.73

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Junior Civilian

Senior Civilian

Average

*

 3.71

 3.95

 0.64

Defense Equal Opportunity Management InstituteADMIN#: 042008  49

Q1 Overall higher scores and group agree.

Q2 Overall higher scores and group disagree.

Q3 Overall lower scores and group agree.

Q4 Overall lower scores and group disagree.

Report good findings and reinforce behaviors within the command.

Examine potential causes for disparity; further isolate causes - focusing 

on the group with the lower mean - using focus groups/interviews, 

records, reports, observations, etc.

Look for trends and examine comments, higher level policy, or 

leadership style; further isolate causes using focus groups/interviews, 

records, reports, observations, etc.

Examine comments; further isolate causes - focusing on the group with 

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

observations, etc.



WORK GROUP COHESION

Red = High Organization Concern

Orange = Moderate Organization Concern

Yellow = Slight Organization Concern

Green = Organization Strength

* You are here.

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Minority

Majority

Average

*

 3.41

 3.30

 0.11

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Women

Men

Average

*

 3.29

 3.54

 0.25

Defense Equal Opportunity Management InstituteADMIN#: 042008  50

Report good findings and reinforce behaviors within the command.

Examine potential causes for disparity; further isolate causes - focusing 

on the group with the lower mean - using focus groups/interviews, 

records, reports, observations, etc.

Look for trends and examine comments, higher level policy, or 

leadership style; further isolate causes using focus groups/interviews, 

records, reports, observations, etc.

Examine comments; further isolate causes - focusing on the group with 

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

observations, etc.

Q1 Overall higher scores and group agree.

Q2 Overall higher scores and group disagree.

Q3 Overall lower scores and group agree.

Q4 Overall lower scores and group disagree.



WORK GROUP COHESION

Red = High Organization Concern

Orange = Moderate Organization Concern

Yellow = Slight Organization Concern

Green = Organization Strength

* You are here.

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Officer

Enlisted

Average

*

 3.29

 3.54

 0.25

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Junior Enlisted

Senior Enlisted

Average

*

 3.23

 3.95

 0.79

Defense Equal Opportunity Management InstituteADMIN#: 042008  51

Report good findings and reinforce behaviors within the command.

Examine potential causes for disparity; further isolate causes - focusing 

on the group with the lower mean - using focus groups/interviews, 

records, reports, observations, etc.

Look for trends and examine comments, higher level policy, or 

leadership style; further isolate causes using focus groups/interviews, 

records, reports, observations, etc.

Examine comments; further isolate causes - focusing on the group with 

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

observations, etc.

Q1 Overall higher scores and group agree.

Q2 Overall higher scores and group disagree.

Q3 Overall lower scores and group agree.

Q4 Overall lower scores and group disagree.



WORK GROUP COHESION

Red = High Organization Concern

Orange = Moderate Organization Concern

Yellow = Slight Organization Concern

Green = Organization Strength

* You are here.

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Military

Civilian

Average

*

 3.23

 3.95

 0.79

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Junior Civilian

Senior Civilian

Average

*

 3.71

 3.95

 0.64

Defense Equal Opportunity Management InstituteADMIN#: 042008  52

Report good findings and reinforce behaviors within the command.

Examine potential causes for disparity; further isolate causes - focusing 

on the group with the lower mean - using focus groups/interviews, 

records, reports, observations, etc.

Look for trends and examine comments, higher level policy, or 

leadership style; further isolate causes using focus groups/interviews, 

records, reports, observations, etc.

Examine comments; further isolate causes - focusing on the group with 

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

observations, etc.

Q1 Overall higher scores and group agree.

Q2 Overall higher scores and group disagree.

Q3 Overall lower scores and group agree.

Q4 Overall lower scores and group disagree.



LEADERSHIP COHESION

Red = High Organization Concern

Orange = Moderate Organization Concern

Yellow = Slight Organization Concern

Green = Organization Strength

You are here.*

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Minority

Majority

Average

*

 3.41

 3.30

 0.11

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Women

Men

Average

*

 3.29

 3.54

 0.25

Defense Equal Opportunity Management InstituteADMIN#: 042008  53

Q1 Overall higher scores and group agree.

Q2 Overall higher scores and group disagree.

Q3 Overall lower scores and group agree.

Q4 Overall lower scores and group disagree.

Report good findings and reinforce behaviors within the command.

Examine potential causes for disparity; further isolate causes - focusing 

on the group with the lower mean - using focus groups/interviews, 

records, reports, observations, etc.

Look for trends and examine comments, higher level policy, or 

leadership style; further isolate causes using focus groups/interviews, 

records, reports, observations, etc.

Examine comments; further isolate causes - focusing on the group with 

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

observations, etc.



LEADERSHIP COHESION

Red = High Organization Concern

Orange = Moderate Organization Concern

Yellow = Slight Organization Concern

Green = Organization Strength

You are here.*

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Officer

Enlisted

Average

*

 3.29

 3.54

 0.25

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Junior Enlisted

Senior Enlisted

Average

*

 3.46

 3.97

 0.54

Defense Equal Opportunity Management InstituteADMIN#: 042008  54

Q1 Overall higher scores and group agree.

Q2 Overall higher scores and group disagree.

Q3 Overall lower scores and group agree.

Q4 Overall lower scores and group disagree.

Report good findings and reinforce behaviors within the command.

Examine potential causes for disparity; further isolate causes - focusing 

on the group with the lower mean - using focus groups/interviews, 

records, reports, observations, etc.

Look for trends and examine comments, higher level policy, or 

leadership style; further isolate causes using focus groups/interviews, 

records, reports, observations, etc.

Examine comments; further isolate causes - focusing on the group with 

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

observations, etc.



LEADERSHIP COHESION

Red = High Organization Concern

Orange = Moderate Organization Concern

Yellow = Slight Organization Concern

Green = Organization Strength

You are here.*

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Military

Civilian

Average

*

 3.46

 3.97

 0.54

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Junior Civilian

Senior Civilian

Average

*

 3.46

 3.97

 0.54

Defense Equal Opportunity Management InstituteADMIN#: 042008  55

Q1 Overall higher scores and group agree.

Q2 Overall higher scores and group disagree.

Q3 Overall lower scores and group agree.

Q4 Overall lower scores and group disagree.

Report good findings and reinforce behaviors within the command.

Examine potential causes for disparity; further isolate causes - focusing 

on the group with the lower mean - using focus groups/interviews, 

records, reports, observations, etc.

Look for trends and examine comments, higher level policy, or 

leadership style; further isolate causes using focus groups/interviews, 

records, reports, observations, etc.

Examine comments; further isolate causes - focusing on the group with 

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

observations, etc.



JOB SATISFACTION

Red = High Organization Concern

Orange = Moderate Organization Concern

Yellow = Slight Organization Concern

Green = Organization Strength

* You are here.

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Minority

Majority

Average

*

 3.80

 3.73

 0.08

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Women

Men

Average

*

 3.13

 3.31

 0.19

Defense Equal Opportunity Management InstituteADMIN#: 042008  56

Report good findings and reinforce behaviors within the command.

Examine potential causes for disparity; further isolate causes - focusing 

on the group with the lower mean - using focus groups/interviews, 

records, reports, observations, etc.

Look for trends and examine comments, higher level policy, or 

leadership style; further isolate causes using focus groups/interviews, 

records, reports, observations, etc.

Examine comments; further isolate causes - focusing on the group with 

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

observations, etc.

Q1 Overall higher scores and group agree.

Q2 Overall higher scores and group disagree.

Q3 Overall lower scores and group agree.

Q4 Overall lower scores and group disagree.



JOB SATISFACTION

Red = High Organization Concern

Orange = Moderate Organization Concern

Yellow = Slight Organization Concern

Green = Organization Strength

* You are here.

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Officer

Enlisted

Average

*

 3.13

 3.31

 0.19

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Junior Enlisted

Senior Enlisted

Average

*

 3.71

 4.19

 0.64

Defense Equal Opportunity Management InstituteADMIN#: 042008  57

Report good findings and reinforce behaviors within the command.

Examine potential causes for disparity; further isolate causes - focusing 

on the group with the lower mean - using focus groups/interviews, 

records, reports, observations, etc.

Look for trends and examine comments, higher level policy, or 

leadership style; further isolate causes using focus groups/interviews, 

records, reports, observations, etc.

Examine comments; further isolate causes - focusing on the group with 

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

observations, etc.

Q1 Overall higher scores and group agree.

Q2 Overall higher scores and group disagree.

Q3 Overall lower scores and group agree.

Q4 Overall lower scores and group disagree.



JOB SATISFACTION

Red = High Organization Concern

Orange = Moderate Organization Concern

Yellow = Slight Organization Concern

Green = Organization Strength

* You are here.

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Military

Civilian

Average

*

 3.71

 4.19

 0.64

3 4

DI:

DISPARITY INDEX

Average

4.00 -5.00

3.50 -3.99

3.00 -3.49

2.50 -2.99

2.00 -2.49

< 2.00

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

1 2
Junior Civilian

Senior Civilian

Average

*

 3.71

 3.95

 0.64
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Report good findings and reinforce behaviors within the command.

Examine potential causes for disparity; further isolate causes - focusing 

on the group with the lower mean - using focus groups/interviews, 

records, reports, observations, etc.

Look for trends and examine comments, higher level policy, or 

leadership style; further isolate causes using focus groups/interviews, 

records, reports, observations, etc.

Examine comments; further isolate causes - focusing on the group with 

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

observations, etc.

Q1 Overall higher scores and group agree.

Q2 Overall higher scores and group disagree.

Q3 Overall lower scores and group agree.

Q4 Overall lower scores and group disagree.



d. OVERALL UNIT SUMMARY

Below you will find the overall unit summary information based on your unit's scores using the actual 

survey response scales.  Your unit's information is compared to the DEOMI database for your service and 

for all services in last 6 months.  The information will be presented with Equal Opportunity/Equal 

Employment Opportunity (EO/EEO) factors followed by Organizational Effectiveness (OE) factors.

Sexual Harassment / Discrimination

ALL SERVICES

DOD/JOINT

Service Specific Training

Your units score implies:

Average

 4.13

 4.16

 4.01

Small chance of occurring

Differential Command Behavior toward Minorities

ALL SERVICES

DOD/JOINT

Service Specific Training

Your units score implies:

Average

 4.48

 4.49

 4.44

Very little chance of occurring

Positive EO Behaviors

ALL SERVICES

DOD/JOINT

Service Specific Training

Your units score implies:

Average

 4.04

 4.03

 3.94

Fairly high chance of occurring

Racist Behaviors

ALL SERVICES

DOD/JOINT

Service Specific Training

Your units score implies:

Average

 3.88

 3.97

 3.80

Small chance of occurring

Defense Equal Opportunity Management Institute
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Age Discrimination

ALL SERVICES

DOD/JOINT

Service Specific Training

Your units score implies:

Average

 3.90

 4.16

 4.18

Small chance of occurring

Religious Discrimination

ALL SERVICES

DOD/JOINT

Service Specific Training

Your units score implies:

Average

 4.42

 4.45

 4.42

Very little chance of occurring

Disability Discrimination

ALL SERVICES

DOD/JOINT

Service Specific Training

Your units score implies:

Average

 4.24

 4.42

 4.28

Very little chance of occurring

Organizational Commitment

ALL SERVICES

DOD/JOINT

Service Specific Training

Your units score implies:

Average

 3.50

 3.49

 3.29

Somewhat positive rating

Trust in the Organization

ALL SERVICES

DOD/JOINT

Service Specific Training

Your units score implies:

Average

 3.46

 3.48

 3.33

Somewhat positive rating
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Work Group Effectiveness

ALL SERVICES

DOD/JOINT

Service Specific Training

Your units score implies:

Average

 4.18

 4.19

 3.77

Fairly positive rating

Work Group Cohesion

ALL SERVICES

DOD/JOINT

Service Specific Training

Your units score implies:

Average

 3.99

 4.02

 3.70

Somewhat positive rating

Leadership Cohesion

ALL SERVICES

DOD/JOINT

Service Specific Training

Your units score implies:

Average

 3.57

 3.57

 3.51

Somewhat positive rating

Job Satisfaction

ALL SERVICES

DOD/JOINT

Service Specific Training

Your units score implies:

Average

 3.88

 3.89

 3.75

Moderate to small satisfaction
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III. MAKING DEOCS RESULTS WORK FOR YOU

Four Steps in Using DEOCS

  1. Share the results with your organization

  2. Validate the results through other sources

  3. Establish an action team

  4. Conduct a follow-up DEOCS in 6-12 months

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

results: 

Share the results with the members of your organization.  They provided the 

information and you can expect them to be curious.  If you don't share the results (through 

briefings, summaries, etc.) they will not be motivated to provide future feedback and will 

probably assume the 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 to provide their 

insights on why the results came out the way they did.

Validate the results of the survey using other sources.  The survey provides a good 

overview of the organizational climate, but it is a "broad-brush" approach.  The survey 

may raise 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 problem with 

sexual harassment, you may need to conduct random interviews to see what form the 

problem takes and where it occurs in the organization.  Perhaps you have reports of 

incidents,  or there are other documents that bear on the problem. Maybe there are 

inspection results that can shed some light on the issue.  What do the other leaders in the 

organization have to say?  Perhaps "town hall" meetings or sensing sessions are needed to 

allow people to express their views in an open, nonthreatening setting (these could be 

conducted at various levels in the  organization and a summary of findings passed up the 

chain of command).  By exploring these sources, either directly or by using staff members 

as your eyes and ears, you'll be able to validate the results of the survey and acquire useful 

information for action plans. 

Establish an action team to develop and implement a 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 to be proactive 

and prevent big problems by dealing with small problems before they escalate.  Taking 

action shows your organization you are serious about matters of equal opportunity, 

organizational effectiveness, and readiness.  Put your best people on it and give them the 

power they need to get the job done.

1.  

2.  

3.  
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4.  

Thank you for using the DEOCS!

In conclusion, we hope these guidelines for interpretation are useful to you.  DEOMI believes the DEOCS 

can help commanders who want to improve the readiness within their commands, but it is just one tool.  To 

make best use of the tool, it should be used to help design the action plan that leads to true improvement in 

the organizational climate.  Check out our DEOMI web age at www.deomi.org.  From the website select 

"Climate Survey" to access additional information that may assist you in understanding your survey results 

along with suggestions on how to use them.

At the DEOMI, we are currently analyzing thousands of surveys per year.  Consequently, we cannot provide 

all the individual attention we would like to each commander.  DEOMI has tried to design a feedback 

process that provides quick turnaround with the information you need to formulate action plans.  DEOMI 

would like to know how you think we are doing.  Please take the time to provide feedback.

If you have comments or suggestions, please call the Directorate of Research (DR) [DSN: 854-2675/4217; 

Commercial: (321) 494-2675/4217] or email us a support@deocs.net.

Do another DEOCS survey in about 6-12 months to see if the actions have been  

effective.  It is important to evaluate the effectiveness of your action plan by seeing 

whether any changes occur in the organizational climate.  If there is no change in the 

climate, maybe a different approach is needed.  A second DEOCS can give you a snapshot 

of your organization after your intervention.  When compared with the "before" picture, 

this "after" picture can be quite revealing.  
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Appendix A: Written Comments from Your Organization 
 
NOTE: The comments appear exactly as they were written on the survey: 
 
 
I see a lot of people who deserve awards or at least recognition of a job well done, that 
get nothing.  I just think top leaders in our organization should make more of an effort to 
recognize the outstanding workers individually. 
 
Friends’ joking with each other is not discriminatory. 
 
This command is too much a part of the good old boy network.  If someone likes you 
they will help you if they do not like you they will do what they can to hurt you. 
 
Leadership needs to improve and must realize that people need to take time off when 
necessary to take care of personal issues before they become an issue for both the 
command and the individual. 
 
The morale is very low.  Senior enlisted leaders show a preference towards certain ethnic 
groups.  There is a lack of pride and leadership.  The Senior NCOs use scare tactics to 
motivate the troops while micromanaging the work centers.  After arriving to this 
command I have no desire to retire from the military.  I will complete my current 
enlistment and get the hell out. 
 
I would say this command as a whole is just like any other command with a lot of 
different personalities and hard to please everyone.  The climate at times can be hard due 
to the extended work hours, but I understand that this is necessary to get the job done.   
 
This organization takes as much as they can from the workers and does nothing for us in 
return. 
 
It is obvious that the leaders in this organization do not work together resulting in poor 
decision making and low morale for the junior personnel. 
 
Hard work must be rewarded by acts and not just words.  As the old saying goes, 
“Actions speak louder than words.” 
 
Morale is low because senior leadership runs over their people.  There is no trust between 
the senior and junior troops.  If you’re not part of the group you are labeled a dirt bag.   
 
I would really love to see our top leaders interact more with the enlisted ranks.  
 
I feel the leaders above my pay grade have lost the key thing that a junior enlisted troop is 
looking for from them.  Guidance and leadership.  I have heard many unprofessional 
comments. 
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As for this command I think the morale is very low.  In this command it is damned if you 
do and damned if you don’t.   
 
It is everyone for them out here.  It seems like you have to be a buddy to someone to get 
anything done. 
 
I am depressed.   
 
This command does not give equal opportunities to the white race. 
 
The command does not back up those who are in trouble and need guidance.  This is not 
the military that my father talked about being in.  The Senior NCOs sit on information 
and waits until they have enough to burn you.  What kind of crap is that?  They forgot 
how it was to be junior in rank. 
 
I wish this place would evaporate into a pile of dung, because that is all it is. 
 
Overall the command has a good climate. 
 
I feel this command has a stronger equal opportunity program than most, I do feel we 
have issues (sexual harassment) that come up from time to time. 
 
There are too many people in this command that worry about things that they have 
nothing to do with.  Mind your own damn business. 
 
Evaluations, promotions, and job opportunities in this command are not based on skills, 
knowledge, or performance but rather who you know and the time you spend drinking 
and golfing with management. 
 
Unfortunately my tour has not been a rewarding one.  To break out of this command you 
have to make a deal with the devil. 
 
The equal opportunity climate here is so bad. 
 
In my work center there is wallpaper on desktop computers that are offensive.  A group 
of the men gather around the computer and view porn or offensive pictures that are close 
to porn. 
 
How is this survey supposed to be anonymous when you have to use an ID code?  I am 
sure you have my name next to the code you gave me. 
 
The morale is getting lower.  Higher authority needs to ask, would they do until 
themselves as they do to us? 
 
There have been instances where someone has asked for help and go punished for doing 
so.  I know of someone who stated they had a drinking problem and were told they no 
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longer could socialize or participate in activities within the division where alcohol was 
present. 
 
I have witnessed discrimination based on upper managements dislike for an individual.  
This has been displayed through the uneven distribution of punishment.  Same crime, 
different outcome!! 
 
The E6 and above personnel need to start agreeing on key issues instead of fighting each 
other for positions in the department. 
 
The equality between men and women is not equal. 
 
Blatant discrimination each and every day and there is no one to talk to because those in 
charge do not care or stick together.   
 
In our command if a female becomes pregnant the command treats them bad and no 
longer talks to you like you are a valuable member of the command. 
 
Why is it that some people do things and get into trouble yet a female does it and gets 
away with it? 
 
Always room for improvement, but by in large we are ready for combat at any time. 
 
I hate surveys. 
 
I think the command climate is excellent. 
 
As a whole this command looks good on paper and that is all that seems to count. 
 
I believe everyone in the command has the opportunity to excel. 
 
This command is top heavy and senior personnel take it out on junior personnel. 
 
The atmosphere is like that of a day care center for children with the leaders being about 
the age of seven.  Start treating us like adults and start acting that way. 
 
This survey will not change anything so why provide comments. 
 
Some people come across as insensitive and make rude jokes or comments not really 
caring what other people might think.   
 
I think people need to stop doubting my love for this country.  I may not have been born 
and raised here but I am willing to die for the U.S.A. 
 
Fraternization and adultery occurred in my workplace and nothing was done about it. 
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This organization has a hard time keeping their word.  Several instances happened where 
they have promised benefits for hard work and at the last minute management defaulted 
on their promises.   
 
I feel the EO in this command is average with the rest of the service. 
 
Too many black and white jokes on the job! 
 
If this survey is anonymous than I should not have to sign and return a copy of my access 
code letter.  Give me a break. 
 
If you are a minority, to avoid possible discrimination, you have to laugh and take part in 
the jokes and comments. 
 
Too many people are worried about someone getting their feelings hurt.  People need to 
quit their crybaby attitudes and realize there will be times when things are said that they 
don’t agree with. 
 
I believe this shop is running well and we like to joke but not in a discriminatory way. 
 
Upper management needs to decide where they want this to be a military or business 
atmosphere.  Trying to mix the two does not work.  We exist to protect this country and 
this should be our main focus. 
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DEFENSE EQUAL OPPORTUNITY MANAGEMENT INSTITUTE

ORGANIZATIONAL CLIMATE SURVEY

(DEOCS)

The DEOCS questionnaire is intended for organizations of any size, and is suitable for military and/or civilian 

personnel.  The questionnaire measures climate factors associated with the military equal opportunity (EO) 

program, civilian equal employment opportunity (EEO) program, and organizational effectiveness (OE) issues.  

The race-ethnic classification system used on DEOCS is consistent with recent Office of Management and 

Budget (OMB) guidelines for classification of racial groups and multi-racial designations.  Approximately half 

of the questionnaire items address EO/EEO issues, the remainder address organizational and demographic areas.  

The DEOCS is a climate assessment instrument designed to assess the “shared perceptions” of respondents 

about formal or informal policies, practices, and procedures likely to occur in the organization.  This survey 

does not collect or use personally identifiable information and is not retrieved by personal identifier.  Therefore, 

the information collected is not subject to the Privacy Act of 1974.

For the purposes of this survey, the following ethnicity and race definitions are provided (using standard 

Federal definitions).

Per OMB guidance, 1 January 2003, Spanish/Hispanic/Latino is an ethnic category, not a race category.  

All race and ethnicity responses are rolled up into minority or majority categories for the final report.

Spanish/Hispanic/Latino.  A person of Cuban, Mexican, Puerto Rican, South or Central American, or other 

Spanish culture or origin, regardless of race.  The term, “Spanish origin,” can be used in addition to “Hispanic 

or Latino.”

American Indian or Alaska Native.  A person having origins in any of the original peoples of North and South 

America (including Central America), and who maintains tribal affiliation or community attachment.

Asian.  A person having origins in any of the original peoples of the Far East, Southeast Asia, or the Indian 

subcontinent including, for example, Cambodia, China, India, Japan, Korea, Malaysia, Pakistan, the Philippine 

Islands, Thailand, and Vietnam.

Black or African American.  A person having origins in any of the black racial groups of Africa.  Terms such 

as “Haitian” or “Negro” can be used in addition to “Black or African American.”

Native Hawaiian or Other Pacific Islander.  A person having origins in any of the original peoples of Hawaii, 

Guam, Samoa, or other Pacific Islands.

White.  A person having origins in any of the original peoples of Europe, the Middle East, or North Africa.

General Description

MORE INSTRUCTIONS ON NEXT PAGE

Please Continue  69



PART I

The information provided below WILL NOT be used to identify you.  It is used by a computer to identify groups of people 

(e.g., Male, Female, Officer, Enlisted, Civilian, etc.).  If fewer than five responses are given for a particular group, those 

responses are not reported for that group.

YOUR ACCURACY IS IMPORTANT IN GETTING AN HONEST ASSESSMENT OF YOUR ORGANIZATION.

1.  I am

1 = Male       2 = Female

2.  Are you Spanish/Hispanic/Latino?

1 = No

2 = Yes

3.  What is your race?  Mark one or more races to indicate what you consider yourself to be.

1 = American Indian or Alaska Native

2 = Asian (e.g., Asian Indian, Chinese, Filipino, Japanese, Korean, Vietnamese)

3 = Black or African American

4 = Native Hawaiian or other Pacific Islander (e.g., Samoan, Guamanian, or Chamorro)

5 = White

6 = N/A

4.  My age is

1 = 18 - 21

  2 = 22 - 30

 3 = 31 - 40

  4 = 41 - 50

  5 = 51 or over

 

5.  Are you currently deployed?

1 = No, it has been more than 6 months since my last deployment, or I have never deployed

  2 = No, but I returned from combat zone deployment within the past 6 months

 3 = No, but I returned from non-combat zone deployment within the past 6 months

  4 = Yes (CONUS)

  5 = Yes (OCONUS, in a combat zone)

6 = Yes (OCONUS, in a non-combat zone)

6.  I am a(n):

1 = Military officer

2 = Warrant officer

3 = Enlisted member

4 = Federal DoD civilian employee

5 = Federal non-DoD civilian employee

6 = Other (e.g., contractor, private civilian, State employee)  --> GO TO QUESTION 14

Please Continue 

IMPORTANT!  Before beginning the survey:

IN THE AREA MARKED “ADMIN NO.” AT THE TOP OF YOUR ANSWER SHEET, WRITE IN THE 

FOLLOWING NUMBER: 042008
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7. If you are a federal civilian employee, in which category are you a member?

1 = GS

2 = GM

3 = WG/WL/WS/WB

4 = SES

5 = NSPS --> GO TO QUESTION 9

6 = N/A
 

8. What is your pay grade (for example; an E3 or O3 would select 1; an E5 or O5 would select 2)?  FOR NSPS CIVILIANS 

ONLY:  Leave #8 BLANK on the bubble sheet.

1 = 1 - 3

2 = 4 - 6

3 = 7 - 8

4 = 9 - 10

5 = 11 - 13

6 = 14 - 15

9.  If you are a Federal civilian employee under NSPS, what is your Career Group?

1 = Medical

  2 = Investigative/Protective

 3 = Scientific/Engineering

  4 = Standard

  5 = N/A          

10.  If you are a Federal civilian employee under NSPS, what is your Pay Schedule?  FOR MILITARY AND NON-NSPS 

EMPLOYEE:  Leave #10 BLANK on the bubble sheet.

1 = Professional or Investigative

  2 = Technician/Support

 3 = Supervisor/Manager

  4 = Fire Protection or Police/Security Guard

  5 = Physician/Dentist

6 = Student

11.  If you are a Federal civilian employee under NSPS, what is your Pay Band?  FOR MILITARY AND NON-NSPS 

EMPLOYEE:  Leave #11 BLANK on the bubble sheet.

1 = 1

  2 = 2

 3 = 3

  4 = 4

12.  MILITARY ONLY: My branch of service is:  FOR CIVILIAN EMPLOYEES: Leave #12 BLANK on the bubble sheet.

1 = Air Force

  2 = Army

 3 = Coast Guard

  4 = Marine Corps

  5 = Navy

6 = Non U.S. Military Service

13.  MILITARY ONLY: I am a (n): FOR CIVILIAN EMPLOYEES: Leave #13 BLANK on the bubble sheet.

       1 = Active component member (including Coast Guard)

       2 = Traditional guardsman (Drilling)

       3 = Guardsman on active duty

       4 = Traditional reservist (Drilling)

       5 = Reservist on active duty

       6 = N/A
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14.  A person told several jokes about a particular 

race/ethnicity.

15.  Supervisors of different racial or ethnic 

backgrounds were seen having lunch together.

16.  Personnel of different racial or ethnic backgrounds 

were seen having lunch together.  

17.  A supervisor did not select a qualified subordinate 

for promotion because of their race/ethnicity.

18.  A member was assigned less desirable office space 

because of their race/ethnicity.

19.  The person in charge of the organization changed 

the duty assignments when it was discovered that two 

people of the same race/ethnicity were assigned to the 

same sensitive area on the same shift.

         

20.  While speaking to a group, the person in charge of 

the organization took more time to answer questions 

from one race/ethnic group than from another group.

21.  Members from different racial or ethnic groups 

were seen socializing together. 

22.  Members joined friends of a different racial or 

ethnic group at the same table in the cafeteria or 

designated eating area.

23.  When a person complained of sexual harassment, 

the supervisor said, "You're being too sensitive."

24. Offensive racial/ethnic names were frequently heard.

25.  Racial/ethnic jokes were frequently heard.

26.  A supervisor referred to subordinates of one gender 

by their first names in public while using titles for 

subordinates of the other gender.

27. Sexist jokes were frequently heard. 

28.  Someone made sexually suggestive remarks about 

another person.

29.  A well-qualified person was denied a job because 

the supervisor did not like the religious beliefs of the 

person.

30.  A demeaning comment was made about a certain 

religious group.

31.  A supervisor favored a worker who had the same 

religious beliefs as the supervisor.

32. A younger person was selected for a prestigious 

assignment over an older person who was equally, if not 

slightly better qualified.

33.  An older individual did not get the same career 

opportunities as did a younger individual.

34.  A worker with a disability was not given the same 

opportunities as other workers.

35.  A young supervisor did not recommend promotion 

for a qualified older worker.

36.  A career opportunity presentation to a worker with a 

disability focused on the lack of opportunity elsewhere; 

to others, it emphasized promotion.

37.  A supervisor did not appoint a qualified worker 

with a disability to a new position, but instead appointed 

another, less qualified worker.

CHECKPOINT: ENSURE YOU ARE AT #14 ON YOUR BUBBLE SHEET BEFORE PROCEEDING.

1 = There is a very high chance that the action occurred.

2 = There is a reasonably high chance that the action occurred.

3 = There is a moderate chance that the action occurred.

4 = There is a small chance that the action occurred.

5 = There is almost no chance that the action occurred.

YOU NEED NOT HAVE PERSONALLY  SEEN OR EXPERIENCED THE ACTIONS BELOW.

Use the following scale to rate the LIKELIHOOD that the actions listed below COULD have happened, even if you have 

not personally observed or experienced it.  If you are a member of a Reserve or National Guard unit or are a part time 

employee, "your last 30 work days" refers to the last 30 days you spent at your unit (not necessarily the past consecutive 

30 workdays).

Part II

During your last 30 workdays at your duty location:
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Part III

In this part of the survey, answer the following questions 

regarding how you feel about your organization, that is 

the organization led by the individual who requested you 

complete this survey.

    

1 = Totally agree with the statement

 2 = Moderately agree with the statement

 3 = Neither agree nor disagree with the statement

  4 = Moderately disagree with the statement

  5 = Totally disagree with the statement

38.  I find that my values and the organization's values 

are very similar.

39.  I am proud to tell others that I am part of this 

organization.

40.  Assuming I could stay until eligible for retirement, I 

do not see many reasons to do so.

41. Often, I find it difficult to agree with the policies of 

this organization on important matters relating to its 

people.

42.  Becoming a part of this organization was definitely 

not in my best interests.

43.  The values of this organization reflect the values of 

its members.

44.  This organization is loyal to its members.

45.  This organization is proud of its people.

Part IV

Respond to the following items regarding the 

effectiveness of your work group (all persons who report 

to the same supervisor that you do), and top leaders, 

using the scale below:

    

1 = Totally agree with the statement

 2 = Moderately agree with the statement

 3 = Neither agree nor disagree with the statement

  4 = Moderately disagree with the statement

  5 = Totally disagree with the statement

46.  The amount of output of my work group is very 

high.

47.  The quality of output of my work group is very 

high.

48.  When high priority work arises, such as short 

deadlines, crash programs, and schedule changes, the 

people in my work group do an outstanding job in 

handling these situations.

49.  My work group's performance in comparison to 

similar work groups is very high.

50.  My work group works well together as a team.

51.  Members of my work group pull together to get the 

job done.

52.  Members of my work group really care about each 

other.

53.  Members of my work group trust each other.

54.  Top leaders in my organization work well together 

as a team.

55.  Top leaders in my organization pull together to get 

the job done.

56.  Top leaders in my organization really care about 

each other.

57.  Top leaders in my organization trust each other.
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Part V

The questions in this section are used to determine how 

satisfied you are with job-related issues.  Indicate your 

degree of satisfaction or dissatisfaction by choosing the 

most appropriate phrase:

    

 1 = Very satisfied

 2 = Moderately satisfied

 3 = Neither satisfied nor dissatisfied

 4 = Moderately dissatisfied

 5 = Very dissatisfied

How satisfied are you with:

58.  The chance to help people and improve their 

welfare through the performance of my job.

59.  My amount of effort compared to the efforts of my 

co-workers.

60.  The recognition and pride my family has in the 

work I do.

61.  The chance to acquire valuable skills in my job that 

prepare me for future opportunities.

         

62.  My job as a whole.

Part VI

63.  Within the past 12 months, I have personally 

experienced an incident of discrimination within my 

current organization. (Mark all that apply.)

1 = YES, racial/national origin/color

     2 = YES, gender (sex)

     3 = YES, age

     4 = YES, disability

     5 = YES, religion

     6 = No

64.  Within the past 12 months, I have personally 

experienced an incident of sexual harassment within my 

current organization. 

1 = YES     2 = NO
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65.  Did you report any of the above incidents of 

discrimination or sexual harassment to someone in your 

organization?

1 = I filed a formal complaint through my 

organization’s EO/EEO representative.

     2 = I reported the incident through my 

organization’s EO/EEO representative without filing 

a formal complaint .

     3 = I reported the incident to my supervisor/superior 

without filing a formal complaint.

4 = I confronted the individual who committed the 

act without filing a formal complaint.

5 = I did not report the incident to anyone.

     6 = N/A.  I did not experience an incident of 

discrimination or sexual harassment in the past 12 

months.

If you did not report the incident to anyone, please 

explain why.

66.  How satisfied are you with how your issue was (or 

is being) resolved?

1 = Very satisfied

2 = Moderately satisfied

3 = Moderately dissatisfied

4 = Very dissatisfied

5 = N/A

If you were moderately or very dissatisfied with how the 

issue was (or is being) resolved, please explain why.



Thank you for your responses.  Please provide your answer sheet and this survey to your survey administrator.

You may send comments regarding this survey directly to:

Directorate of Research

Defense Equal Opportunity Management Institute

366 Tuskegee Airman Drive   Building 352

Patrick Air Force Base, Florida  32925-3399

Email:  support@deocs.net

Please provide any written comments in the space below.  Use additional paper if needed.

ALL COMMENTS WILL BE PROVIDED TO YOUR COMMAND EXACTLY AS THEY ARE WRITTEN.
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