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2017 Workplace and Equal Opportunity Survey of Active Duty
Members Executive Report

Introduction

The 2017 Workplace and Equal Opportunity Survey of Active Duty Members (2017 WEOA)
fulfills the Congressional mandate outlined in Title 10 USC 8481 for a quadrennial survey to
assess racial/ethnic relations in the military. The 2017 WEOA was the fourth active duty survey
conducted to meet this statutory requirement. The survey was designed to assess self-reported
experiences of and the climate surrounding racial/ethnic harassment and discrimination in the
military.

The Office for Diversity, Equity, and Inclusion (ODEI; formerly the Office of Diversity
Management and Equal Opportunity [ODMEQ]) enlisted the Office of People Analytics (OPA)
to conduct the 2017 WEOA. OPA conducts both web-based and paper-and-pen surveys to
support the personnel information needs of the Under Secretary of Defense for Personnel and
Readiness (USD[P&RY]). These surveys assess the attitudes and opinions of the entire
Department of Defense (DoD) community on a wide range of personnel issues. The Health and
Resilience (H&R) Research Division? of OPA conducts in-depth studies of topics which impact
the health and well-being of DoD military and civilian populations.

The purpose of this executive report is to explain the statistical and survey methodology
employed on the 2017 WEOA, illustrate how estimates of past year racial/ethnic harassment and
discrimination rates were constructed, and provide topline DoD findings. All uses and
interpretations of the 2017 WEOA data should be made in light of the information contained in
this report.

Statutory Requirement

Per Title 10 USC 8481, the DoD is Congressionally required to field quadrennial Workplace and
Equal Opportunity (WEO) surveys of active and Reserve component members...

*“...s0 as to identify and assess the extent (if any) of activity among such members that
may be seen as so-called ‘hate group’ activity... including issues relating to
harassment and discrimination, and the climate in the armed forces for forming
professional relationships among members of the armed forces of various racial and
ethnic groups. Both such surveys shall be conducted so as to solicit information on
the following:

(1) Indicators of positive and negative trends for professional and personal
relationships among members of all racial and ethnic groups.

2 Prior to Fall 2016, the H&R Research Division resided within the Defense Manpower Data Center (DMDC). In
Fall 2016, the Defense Human Resources Activity (DHRA) reorganized and moved H&R under the newly
established Office of People Analytics (OPA).

2017 Workplace and Equal Opportunity Survey of Active Duty Members Executive Report | 1



OPA | 2017 Workplace and Equal Opportunity Survey of Active Duty Members

(2) The effectiveness of Department of Defense policies designed to improve
relationships among all racial and ethnic groups.

(3) The effectiveness of current processes for complaints on and investigations into
racial and ethnic discrimination.”

Statistical and Survey Methodology

OPA conducts cross-component surveys that provide DoD leadership with assessments of
attitudes, opinions, and experiences of the population of interest using industry standard
scientific methods to ensure validity of results. OPA’s survey methodology meets or exceeds
survey industry standards used by other government statistical agencies (e.g., the Census Bureau,
the U.S. Merit Systems Protection Board, and Bureau of Labor Statistics), private sector survey
organizations, and well-known national polling organizations. OPA’s scientific methods have
been validated by independent organizations (e.g., RAND and the Government Accountability
Office [GAO]). Additionally, OPA adheres to best practices in survey methodology promoted
by the American Association for Public Opinion Research (AAPOR).2 Appendix A contains
frequently asked questions (FAQs) that explain the methods employed by government and
private survey agencies, including OPA.

The 2017 WEOA survey was the fourth in a line of Congressionally-mandated equal opportunity
surveys* conducted by OPA with active duty members. The 2017 WEOA survey methodology is
consistent with previous Workplace and Equal Opportunity (WEQ) surveys administered to
Service members. More details about the statistical and survey methodology can be found
below, including sample design, survey details, survey administration, statistical weighting,
statistical analyses, and interpretation of results.

Sampling Design

The target population for the 2017 WEOA consisted of active duty members from the Army,
Navy, Marine Corps, Air Force, and Coast Guard, excluding National Guard and Reserve
members, who were below flag rank.> Per DoD regulations, military members who had left the
Department after the sample was drawn, but prior to the opening of the survey, were excluded

3 AAPOR’s “Best Practices” state that, “virtually all surveys taken seriously by social scientists, policy makers, and
the informed media use some form of random or probability sampling, the methods of which are well grounded in
statistical theory and the theory of probability” (http://aapor.org/Best_Practices1/4081.htm#best3). OPA has
conducted surveys of the DoD community using these “Best Practices” for over 25 years, tailored as appropriate for
the unique design needs of specific surveys.

4 While the first survey of this nature conducted by OPA (formerly DMDC) was the 1996 Equal Opportunity Survey
(1996 EOS; Scarville, Button, Edwards, Lancaster, & Elig, 1999), the 2005 WEOA was the first conducted to meet
Congressional requirement.

5 Although the law does not require quadrennial assessments of racial/ethnic issues of Coast Guard members, the
Coast Guard requested to participate in this survey administration. Their results, however, are not presented in this
report.
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from the survey administration process as they are considered “members of the public” and
require additional approvals to include in survey efforts.®

Single-stage, nonproportional stratified random sampling procedures’ were used. The DoD
sample consisted of 80,301 active duty members drawn from the sample frame constructed from
DMDC’s Active Duty Master Edit File (ADMF). Members of the sample became ineligible if
they indicated in the survey or by other means (e.g., e-mails or telephone calls to the data
collection contractor) that they were not in a Service as of the first day of the survey, November
16, 2017 (0.07% of sample).

Survey Details

The WEO surveys have been conducted with military members dating back to 2005 for active
duty members and 2007 for Reserve Component members. The 2017 WEOA was designed to
meet the statutory requirements outlined in Title 10 USC 8481 which requires the Department to
administer a survey that 1) provides indicators of positive and negative trends for professional
and personal relationships among members of all racial/ethnic groups; 2) examines the
effectiveness of policies designed to improve professional relationships among all racial/ethnic
groups; and 3) examines the effectiveness of current processes for complaints and investigations
into racial/ethnic discrimination. The content of the 2017 WEOA generally aligns with the 2013
Workplace and Equal Opportunity Survey of Active Duty Members (2013 WEOA) and the 2015
Workplace and Equal Opportunity Survey of Reserve Component Members (2015 WEOR).

One of the key features of the WEO surveys is the ability to derive estimated past year rates of
racial/ethnic harassment/discrimination. Additional survey content includes effectiveness of
policies and programs to improve relations among different racial/ethnic groups, effectiveness of
reporting processes for complaints, and climate for diversity and inclusion.

Survey Administration

The 2017 WEOA was a confidential web-based survey. All survey procedures used were
reviewed by a DoD Human Subjects Protection Officer as part of the DoD survey approval and
licensing process. The survey used “dynamic text” for questions regarding experiences of
racial/ethnic harassment/discrimination within the past 12 months, which allows OPA to
calculate the estimated past year rates of these behaviors. The prior year’s date was inserted
based on when the respondent started the survey (for example, if the respondent started the
survey on November 16, 2017, the prior year date would be November 16, 2016).

& The sample was drawn from the July 2017 Active Duty Master Edit File (ADMF). Service members had at least 4
months of service at the time of fielding.

" In stratified random sampling, all members of a population are categorized into homogeneous groups. For
example, members might be grouped by race/ethnicity and Service (e.g., all Hispanic Army personnel in one group,
all Asian Army personnel in another). Members are chosen at random within each group. Small groups are
oversampled in comparison to their proportion of the population so there are enough responses from small groups to
analyze. Weights are used so that groups are correctly represented in the analyses.
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Data for active duty members randomly selected to participate in this effort were collected
between November 16, 2017 and February 9, 2018.8 The survey announcement explained the
purpose of the survey, how the survey information would be used, why participation was
important, and opt-out procedures for those who did not wish to participate. Throughout the
administration period, eight additional reminder e-mail communications were sent to sample
members who had not completed nor opted-out of the survey to encourage survey participation.

Completed surveys were defined as answering 50% or more of the survey questions asked of all
participants, including at least one valid response on the critical questions regarding experience
of racial/ethnic harassment (Q29-Q41) or racial/ethnic discrimination (Q43-Q54). Completed
surveys were received from 9,926 DoD eligible respondents. The overall weighted response rate
for DoD eligible members, corrected for nonproportional sampling, was 15.5% (Table 1).

Table 1.
2017 WEOA Counts of Respondents and Weighted Response Rates
Total Population Sample Size R’:g&a%reﬁ:s Response Rate
Total DoD 1,275,736 80,301 9,926 15.5%
Race/Ethnicity
Non-Hispanic White 713,245 20,082 2,999 16.3%
Total Minority 561,399 60,219 6,921 14.3%
Black 186,713 12,403 1,274 13.5%
Hispanic 225,988 11,963 1,497 13.9%
AIAN 9,139 9,291 483 13.3%
Asian 56,935 8,897 1,535 18.2%
NHPI 9,481 8,908 677 14.6%
Two or More Races 73,143 8,757 1,455 15.6%
Service
Army 461,193 25,474 2,383 11.4%
Navy 317,598 25,473 2,763 13.8%
Marine Corps 179,531 17,207 1,868 11.5%
Air Force 317,414 12,147 2,912 25.6%

Note: For the purposes of this table, active duty members without valid data on “race/ethnicity” in administrative
records used to draw the sample were coded as “Non-Hispanic White” in the calculation of response rates. AIAN =
American Indian/Alaskan Native. NHPI = Native Hawaiian/Pacific Islander.

Data Weighting

OPA scientifically weighted the 2017 WEOA respondent data to be generalizable to the entire
DoD active duty member population. After resolving case dispositions based on eligibility for
the survey and completion status, analytical weights were created to account for varying
response rates among population subgroups using the industry standard three-stage process.

8 The data collection effort began on November 13, 2017 through the sending of notifications letters. Sample
members were notified by e-mail on November 20, 2017 that the web site was open. The web site opened on
November 16, 2017, and therefore data were collected from November 16, 2017 to February 8, 2018.
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Within this process, statistical adjustments were made to ensure respondents accurately reflect
the population characteristics and provide a more rigorous accounting to reduce nonresponse bias
in estimates. This ensures that varying response rates of certain population subgroups do not
impact the total force estimates and that population totals, proportions, and means derived (as
well as other statistics) are representative. Unweighted survey data, in contrast, are likely to
produce biased estimates of population statistics because of varying response rates among
population subgroups.

The three stage process of weighting consisted of the following steps:

Adjustment for selection probability. Probability samples such as the sample for this
survey are selected from lists and each member of the list has a known nonzero
probability of selection. For example, if a list contained 10,000 members in a
demographic subgroup and the desired sample size for the subgroup was 1,000, one
in every tenth member of the list would be selected. During weighting, this selection
probability (1/10) is taken into account. The base, or first weight, used to adjust the
sample is the reciprocal of the selection probability. In this example, the adjustment
for selection probability (base weight) is 10 for members of this subgroup.

Adjustment for nonresponse. Some sampled members do not respond to the survey,
which must also be accounted for through weighting. Continuing the previous
example, suppose only half of sample members, 500, completed and returned a
survey. Because the unweighted sample size would only be 500, weights are needed
to project the sample up to the subgroup population total (10,000). In this case, the
base-weighted respondents would sum to only 5,000 weighted respondents. To adjust
for nonresponse, the base weights are multiplied by the reciprocal of the nonresponse
rate. In this example, the base weight (10) is multiplied by the reciprocal of the
nonresponse rate (2) to create a new weight of 20. The weighted sample sums to the
subgroup population total of 10,000.

Adjustment to known population values. The first of the two previous weighting
adjustments are applied according to the demographic groupings used in designing
the subgroups for the sample. The second is based on population characteristics that
are known to be related to whether a sampled person responds to the survey. Because
the sample design and adjustments for nonresponse cannot take into account all
demographic differences related to who responds to a survey and how they respond,
auxiliary information is used to increase the precision of survey estimates. For this
reason, a final weighting adjustment is computed that reproduces population totals for
important demographic groupings related to who responds to a survey and how they
might answer the survey. Suppose in our example the population for the subgroup
was 8,500 White (non-Hispanic) members and 1,500 Total Minority members, but the
nonresponse-adjusted weighted estimates from the respondents was 7,000 White
(non-Hispanic) members and 3,000 Total Minority members. To reduce this possible
bias and reproduce known population totals for race/ethnicity, the weights would be
adjusted by 1.21 for White (non-Hispanic) members and 0.5 for Total Minority
members so that the final weights for White (non-Hispanic) members and Total
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Minority members would be 24.3 and 10, which would give unbiased estimates of
both the total and of racial/ethnic subgroups.

Statistical Analyses

The 2017 WEOA survey results were analyzed by race/ethnicity for the DoD overall (Appendix
B) and separately by Service (Army, Navy, Marine Corps, and Air Force; Appendices C — F,
respectively). Trend year tests were conducted between 2017 estimates and estimates from
2013, 2009, and 2005 where available. For race/ethnicity, the respondents were classified based
on self-reported categories consistent with requirements of the Standards for Maintaining,
Collecting, and Presenting Federal Data on Race and Ethnicity (1997) primarily using self-
report data on the survey. When self-report data were missing, administrative data from the
ADMF were used to impute racial/ethnic categories. The definitions for racial/ethnic categories
are describe below.

e White: Members who identify as only White and not Spanish/Hispanic/Latino.

e Total Minority: Members who identify as one (other than White) or more of the
races and/or identify as Spanish/Hispanic/Latino.

e Black: Members who identify as only Black with regards to race and who do not
identify as Spanish/Hispanic/Latino.

e Hispanic: Members who identify as Spanish/Hispanic/Latino regardless of what
racial group they may also identify as.

e AIAN: Members who identify as only American Indicate/Alaska Native (AIAN)
with regards to race and who do not identify as Spanish/Hispanic/Latino.

e Asian: Members who identify as only Asian with regards to race and who do not
identify as Spanish/Hispanic/Latino.

e NHPI: Members who identify as Native Hawaiian/Pacific Islander (NHPI) with
regards to race and who do not identify as Spanish/Hispanic/Latino.

e Two or More Races: Members who identify as more than one race and who do not
identify as Spanish/Hispanic/Latino.’

Interpretation of Results

All results provided should be interpreted as estimates of perceptions or experiences of the
overall population. By definition, all survey results are subject to error which should be

% For Service breakouts, the category Other Race/Ethnicity was created by combining members who identify as
AIAN, NHPI, or as being of Two or More Races into one category. This was done to increase the probability of
generating reportable results due to low representation of these groups in our survey responses as well as the overall
DoD population as a whole. Thus, for Service level breakouts, racial/ethnic categories include White, Total
Minority, Black, Hispanic, Asian, and Other Race/Ethnicity.

6 | 2017 Workplace and Equal Opportunity Survey of Active Duty Members Executive Report
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considered when interpreting data. Using Figure 1 below, this section describes the individual
elements of tables compiled in this report and explains how to interpret the tables.

Figure 1.
Example Table
Table 1.
Table Title
KEY: g
Within Year Group Differences ’ 2
® Higher Response ,g‘ v
2 Lower Response a ° S
Trend Year Differences & . é ) ‘é _ 'E_
4 Higher Than 2017 3 £ 3 z E &l 4| A E a
. L - -s
¥ Lower Than 2017 SlEl Sl a|ld|d|3]|8| &
0062 | 6064 | 60 63 54 63 585
P 013 614 | 65 | 108 65 744 68  NR | 114 18 66
g 2000 674 65 | 04| 6 B 6 6 | 6 1 | 6
205 NA| NA NA| NA NA NA NA | NA NA  NA
% 2017 13 12 14 12 12 14 14 16 14 17
Neither agree 2013 11 10 15 10 10 13 NR I 10 15
4 | Item text nordisagree [200 12 | 11 13 | 11 1 13 14 15 18 16 6
2000 NAL NA NAI N\ NA NA NA | NA NA  NA
01725 2 1 22 |[NR|21 10 25
i 03 22 0 25 18, 25 16 18 | NR |15¢ 13 20
Disagree 20 2 24 18, 24 16 18| 2 |18 10 2
2005 NA! NA NA| NA NA NA|NA|NA NA MA
7 Margins of error range from =1% to =16% 9
8  Percent of all active duty members

Table Elements

Figure 1 above shows a sample data table from the 2017 WEOA that presents weighted estimates
for the DoD by race/ethnicity below for a sample item from the survey. This table contains
information about both within year and trend analyses. Details on how to read the tables are
provided below:

1. Table Title: Describes the results for the question/item presented in the table.

2. Key: Describes the statistical comparisons being made within the tables. Statistical
comparisons are generally made along a single dimension (e.g., race/ethnicity) at a
time using studentized independent samples t-tests. In this type of comparison, the
responses for one group are compared to the weighted average of the responses of all
other groups in that dimension or reporting category. For this table, within survey
year comparisons are made between racial/ethnic groups, where responses for one
race/ethnicity are compared to the weighted average of the responses of all other
race/ethnicities in that dimension (e.g., white members are compared to members in
the other racial/ethnic groups). When comparing results across survey years (e.g.,
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2017 compared to 2013), statistical tests for differences between weighted averages
along a single dimension are used for trend analyses. Results are determined
significant at an alpha () level of 0.01 for within and trend year analyses.

3. Reporting Categories: Denotes the demographic categories displayed in the table.
The wide gray lines separate the comparison groups. In this table, comparisons are
being made between White and Total Minority, and then among each racial/ethnic
group compared to the weighted average of the responses of all other racial/ethnic
groups.

4. Question/Item Text and Response Options: This text identifies what the survey
question or item measured is along with their associated labels for the response
options. In most cases, these represent the weighted percent of responses for each
option on the survey for each reporting category or a collapsed version of the
response options for ease of analysis (e.g., “likely” includes survey responses for
members who indicated “very likely” and “likely”). Within a set of response options,
percentages may not add to 100% due to rounding. Where this is a simple binomial
response, such as “Yes” and “No,” only the “Yes” percentage is presented and the
text of the item respondents have indicated “Yes” is provided. In these instances, and
in instances where respondents were able to select more than one response option, the
percentage who marked each item does not sum to 100% across the set. Composite
scores are presented as well (for example, Estimated Past Year Racial/Ethnic
Harassment/Discrimination Rates).

5. Within Year Differences: Statistically significant comparisons within the current
survey year are colorized in the 2017 cells. Significance for within year analyses are
annotated using colors to denote which reporting category is significantly higher
(purple) or lower (yellow). No color indicates the weighted percent for that
comparison group did not differ significantly from the weighted average of all other
comparison groups along the same dimension.

6. Trend Year Differences: Statistically significant comparisons between survey years
are denoted in the trend year cells. Results for trend year analyses are annotated with
arrows on the trend year estimate to denote whether the trend year estimate is
significantly higher (1) or lower (]) than the current year estimate. No arrow
indicates the weighted percent for that trend year did not differ significantly from the
current year results. For this table, trend year data were available for 2013 and 20009,
but not 2006.

7. Margins of Error: When data are weighted to represent population estimates,
margins of error should be calculated to convey the uncertainty or error surrounding
the population estimate presented. The margin of error represents the precision of the
estimate, and the confidence interval coincides with how confident we are that the
interval contains the true population value being estimated 95% of the time. For
example, if it is estimated that 55% of respondents selected an answer and the margin
of error was 3, we are 95% confident that the interval 52% to 58% contains the
unknown “true” population value being estimated. Due to the weighting strategy
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employed, conventional formulas for calculating the margin of error may overstate
the reliability of the estimate. For the 2017 WEOA, variance estimates were
calculated using SUDAAN® PROC DESCRIPT (Research Triangle Institute, Inc.,
2013).10

8. Percent Responding: Because the results of the 2017 WEOA are based on weighted
data, the reader can assume the results generalize to the entire DoD active duty
population within the margin of error. All tables and figures should be interpreted in
light of the population of respondents who were eligible to answer the question and
responded, which is referred to as the percent responding. For example, when a table
footnote indicates “percent of all active duty members,” that means all respondents
were eligible to answer the question and estimates presented represent the total
population of DoD active duty members. Similarly, when a table footnote indicates
“Percent of active duty members who indicated experiencing racial/ethnic
harassment/ discrimination in the past 12 months,” this means only respondents who
endorsed past year experiences of racial/ethnic harassment/discrimination on earlier
questions were eligible to respond to this question so estimates presented only
represent the population of active duty members who experienced racial/ethnic
harassment/discrimination in the past 12 months.

9. Special Notations: Not all tables will contain trend data, so these rows may not be
available or, in instances where trend data are not available for a specific trend year,
may contain “NA” instead of a percent to note trend results are “not available” for
that year. Additionally, it is possible that a specific result is “not reportable” due to
low reliability, which is annotated as “NR.” Unstable estimates usually occur when
only a small number of respondents contribute to the estimate or the estimate is
associated with a large amount of error. An “NR” designation protects the
Department, and the reader, from drawing incorrect conclusions or potentially
presenting inaccurate findings due to instability of the estimate.

Example Table Interpretation

The example table at Figure 1 shows Black (68%) and NHPI (76%) members were significantly
more likely to indicate they “agree” with the item in 2017 than all other racial/ethnic groups as
indicated by the purple highlight on their results for the response option “agree” in the table on
the 2017 results line. Additionally, Black (19%), and NHPI (10%) members were significantly
less likely to indicate they “disagree” with the item in 2017 than all other racial/ethnic groups as
indicated by the yellow highlight on their results for the response option “disagree” in the table
on the 2017 results line. Total Minority (21%) members were also significantly less likely to
indicate they “disagree” with the item in 2017 than White members as indicated by the yellow
highlight on their results for the response option “disagree” in the table on the 2017 results line.
In 2017, White (27%) members were significantly more likely to indicate they “disagree” with

® Registered 2013 by Research Triangle Institute, P.O. Box 12194, Research Triangle Park, NC 27709-2194.
10 As a result of differential weighting, only certain statistical software procedures, such as SUDAAN® PROC
DESCRIPT, correctly calculate standard errors, variances, or tests of statistical significance for stratified samples.
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the item than all other racial/ethnic groups as indicated by the purple highlight on their results for
the response option “disagree” in the table on the 2017 results line.

In regards to trend results, Total DoD (67%), Total Minority (70%), Black (74%), and Asian
(71%) members were more likely to indicate they “agree” with the item in 2013 than in 2017 as
indicated by 1 on their results in the table for the 2013 results line. Total DoD (67%) and Total
Minority (70%) members were also more likely to indicate they “agree” with the item in 2009
than in 2017 as well as indicated by 1 on their results in the table for the 2009 results line. And
finally, Asian (15%) members were less likely to endorse “disagree” in 2013 than in 2017 as
indicated by | on their results in the table for the 2013 results line.

Construction of Estimated Past Year Racial/Ethnic Harassment and
Discrimination Rates

All WEO surveys are designed to solicit information on racial/ethnic relations (10 USC 8§481),
which includes the climate for racial/ethnic relations and estimated past year rates of
racial/ethnic harassment and discrimination. OPA recommended in 2014 that DoD redesign the
measure of racial/ethnic harassment/discrimination to better align with military EO policy. As
agreed, the RAND Corporation was contracted by ODEI and OPA to construct a new measure of
racial/ethnic harassment and/or racial/ethnic discrimination by modifying the current
congressionally approved measure of gender discrimination and harassment used in the 2014
RAND Military Workplace Survey to apply to experiences based on race/ethnicity. Beginning
with 2015 WEOR, the prior measure of racial/ethnic harassment and racial/ethnic discrimination
was replaced with this new metric. Thus, comparisons to prior year rates of racial/ethnic
harassment and discrimination are not possible since the 2017 WEOA is the first administration
of this metric to active duty military members.

This section describes the metrics and methods used to construct past year estimates of
racial/ethnic harassment and discrimination in the DoD active duty military member population.
References to “racial/ethnic harassment,” “racial/ethnic discrimination,” and “racial/ethnic
harassment/discrimination” in the metrics do not necessarily imply meeting legal definitions.
Instead, the rates constructed provide DoD and its policy offices with an overall estimate of
active duty members who experienced behaviors aligned with racial/ethnic harassment and/or
discrimination rather than serving as an official “crime index.” Similarly, references to
“retaliation” in questions do not necessarily imply meeting legal definitions and are based on
respondent perceptions of their experiences. Only proper investigations can adjudicate cases of
misconduct.

Construction of Estimated Past Year Racial/Ethnic Harassment Rate

Building from DoD’s definition for sexual harassment and the Equal Employment Opportunity
Commission’s (EEOC) definition of harassment, we operationalized racial/ethnic harassment as
behaviors that create a workplace environment that is intimidating, hostile, offensive, or
unreasonably intrusive for those in protected categories. These behaviors may include the use of
slurs, other insulting statements and behaviors, and threatening physical conduct due to a
member’s race/ethnicity.
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Members were given the following specific definitions and directions when answering each item:

e Race/Ethnicity refers to such terms for people as American Indian/Alaska Native,
Asian, Black/African American, Hispanic, Native Hawaiian/Pacific Islander, and
White. A person can belong to one or more racial/ethnic groups.

e When a question mentions “someone from work,” please include any person you
have contact with as part of your military duties. “Someone from work” could be a
supervisor, civilian employee, contractor, or military personnel at any rank. They
could be in your unit or in other units.

e These things might have occurred on duty or off duty, on base or off base. Please
include them as long as the person who did them was someone from work.

To be included in the Estimated Past Year Racial/Ethnic Harassment Rate, members had to
indicate that in the past 12 months they perceived experiencing at least one of the 12 racial/ethnic
workplace behaviors (i.e., the respondent indicated being “uncomfortable, angry or upset” by a
behavior) by someone from their military workplace prohibited by EO policy. Figure 2 depicts
the steps for constructing the Estimated Past Year Racial/Ethnic Harassment Rate.
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Figure 2.
Estimated Past Year Racial/Ethnic Harassment Rate Construction

:11 Racial/Ethnic Harassment Behaviors

In the past 12 months, has someone from work...

~ Made you uncomfortable, angry, or upset by telling racial/ethnic jokes?

~ Used an offensive racial/ethnic term that made you uncomfortable, angry, or upset?

» Made you uncomfortable, angry, or upset by claimingthat their race/ethnicity is better than others?

» Made you uncomfortable, angry, or upset by displaying something that threatens or insults a racial/ethnic group? This
includes tattoos, e-mails, pictures, flags, or anything that insults racial/ethnic groups or refers to racial supremacy groups.

~» Made you uncomfortable, angry, or upset by insulting your racial/ethnic group?

~ Made you uncomfortable, angry, or upset by using a stereotype about your racial/ethnic group? Stereotypes are beliefs
about the characteristics of group members—for example, that they tend to be cheap, aggressive, or shy.

~ Made you uncomfortable, angry, or upset by making a comment about a physical characteristic of your racial/ethnic group?
This might be, for example, a comment about your skin color, height, hair, or eye shape.

» Made you uncomfortable, angry, or upset by makinga commentabout the way people in your racial/ethnic group talk?

» Made you uncomfortable, angry, or upset by showing you a lack of respect because of your race/ethnicity?

~ Made you uncomfortable, angry, or upset by excluding you from an activity because of your race/ethnicity?

~ Threatened or physically assaulted you because of your race/ethnicity?

~ Directed an offensive action or comment at another person because of their race/ethnicity?*

p Estimated Past Year Racial/Ethnic Harassment Rate

~» Endorsementof any of the 12 inappropriate workplace behaviors causes inclusion in the Estimated Past Year Racial/Ethnic
Harassment Rate.

*Endorsement of “Directed an offensive action or comment at another person because of their race/ethnicity?”’
required secondary endorsement of the follow-up question, “Did the offensive action or comment at another person
because of their race/ethnicity make you uncomfortable, angry, or upset?”’

Construction of Estimated Past Year Racial/Ethnic Discrimination Prevalence
Rate

Per EEOC definition, discrimination refers to differential treatment due to a protected class that
negatively impacts selection, compensation, promotions, and other personnel actions in the
employment setting. With this definition in mind, members were asked if they experienced
differential treatment in personnel actions or benefits/services received in the past 12 months
because of their race/ethnicity. To be included in the Estimated Past Year Racial/Ethnic
Discrimination Rate, members had to indicate that they perceived experiencing at least one type
of differential treatment as a result of their race/ethnicity in the past 12 months. Figure 3 depicts
the steps for constructing the Estimated Past Year Racial/Ethnic Discrimination Rate.
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Figure 3.
Estimated Past Year Racial/Ethnic Discrimination Rate Construction

:i Racial/Ethnic Discrimination Behaviors

In the past 12 months, did someone...

~ Give you a lower military performance evaluation because of your race/ethnicity?

~ Make it harder for you to get a military award because of your race/ethnicity? This includes ribbons, medals, coins, quarterly
or annual awards, decorations, and commendations.

~ Make it harder for you to get a military promotion because of your race/ethnicity?

~ From the military make it difficult or impossible for you to go into your preferred military occupation because of your
race/ethnicity? For example, your preferred Military Occupational Specialty (MOS), career field, Air Force Specialty Code
(AFSC), or rating.

~ Assign you to an undesirable military unit, installation, or country because of your race/ethnicity?

» Assign you to either an undesirable or unimportant military task because of your race/ethnicity?

» Make it difficult or impossible for you to get a military training opportunity because of your race/ethnicity?
~ Give you an unfair military training evaluation or grade because of your race/ethnicity?

~ Deny your military leave, pass, or liberty request because of your racefethnicity?

» From the military punish you unfairly because of your race/ethnicity? For example, you were disciplined more harshly for
misconductthan someone of another race/ethnicity?

~ In one of these jobs provide worse service or fewer benefits to you because of your race/ethnicity?*
~ From the military restrict your options for scheduling your military requirements because of your race/ethnicity? For example,
scheduling drill days or military training.

E Estimated Past Year Racial/Ethnic Discrimination Rate

~ Endorsement of any of the 12 work-related harms experienced as a result of their race/ethnicity causes inclusionin the Past
Year Racial/Ethnic Discrimination Rate.

*The introductory text, ““The military provides many types of services and benefits to military members, such as
health care, military housing, recreation centers, commissaries, military law enforcement, and other services” was
provided to members before presenting the behavior ““Did someone in one of these jobs provide worse service or
fewer benefits to you because of your race/ethnicity.”

Construction of the Estimated Past Year Racial/Ethnic Harassment/Discrimination
Prevalence Rate

Experiences of harassment and/or discrimination are contrary to good order and discipline. Any
mistreatment of military members based on their race/ethnicity is against MEO policy. We
created a combined Estimated Past Year Racial/Ethnic Harassment/Discrimination Rate to
capture any form of mistreatment based on race/ethnicity to serve as an additional indicator of
positive and negative trends of racial/ethnic relations in the military.

Inclusion in the Estimated Past Year Racial/ Ethnic Harassment/Discrimination Rate requires
that members perceived experiencing at least one of the inappropriate racial/ethnic-related
workplace behaviors (Harassment behaviors) and/or differential treatment in personnel actions
and/or benefits/services (Discrimination behaviors) based on their race/ethnicity in the past 12
months.
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Topline DoD Findings

The topline findings in this executive report are organized and presented in accordance to the
three Congressional requirements outlined in Title 10 USC 8481. Overall DoD estimates are
reported in this section. Only significant differences among racial/ethnic groups are discussed
where applicable. Additionally, results from trend testing are noted where applicable. All
results by race/ethnicity and trend years, however, are provided in the data tables in Appendix B.

Indicators of Positive and Negative Trends for Professional and Personal
Relationships Among Members of All Racial and Ethnic Groups

The 2017 WEOA contains several content blocks geared towards understanding trends for
professional and personal relationships among military members of all racial/ethnic groups,
including estimated past year racial/ethnic harassment and discrimination rates, details about the
one situation of racial/ethnic harassment/discrimination with the greatest effect, and the overall
diversity and inclusion climate for race/ethnicity.

Estimated Past Year Racial/Ethnic Harassment and Discrimination Rates

Overall, about one in five active duty members (17.9%) indicated experiencing racial/ethnic
harassment and/or discrimination in the 12 months prior to taking the survey. Black (31.2%) and
Asian (23.3%) members were more likely to indicate experiencing Racial/Ethnic Harassment/
Discrimination than other active duty members, whereas White members (12.7%) were less
likely. Overall, Total Minority (24.4%) members were more likely to indicate experiencing
Racial/Ethnic Harassment/Discrimination, whereas White members (12.7%) were less likely.
Because this metric was new to active duty members in 2017, trend year comparisons were not
possible.
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Figure 4.
Estimated Past Year Racial/Ethnic Harassment/Discrimination Rates

Collectively, 17.9% of active duty members (12.7% Whitet and 24.4% Total Minorityt)
experienced racial/ethnic harassment and/or discrimination in the past 12 months
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As shown in Figure 4, 16.5% of members indicated experiencing Racial/Ethnic Harassment in
the past 12 months prior to taking the survey. Black (29.3%) and Asian (21.6%) members were
more likely to indicate experiencing Racial/Ethnic Harassment than other active duty members,
whereas White (11.8%) and AIAN (10.5%) members were less likely. Overall, Total Minority
(22.5%) members were more likely to indicate experiencing Racial/Ethnic Harassment whereas
White members (11.8%) were less likely. The top three behaviors endorsed were someone from
work used a stereotype about their racial/ethnic group (8.3%), told racial/ethnic jokes (7.9%),
and used an offensive racial/ethnic term (7.7%). Again, Black and Total Minority members
were more likely to endorse these experiences, whereas White members were less likely.

Overall, 5.6% of members indicated experiencing Racial/Ethnic Discrimination in the 12 months
prior to taking the survey. Black (11.5%) and Asian (9.0%) members were more likely to
indicate experiencing Racial/Ethnic Discrimination than other active duty members, whereas
White (3.4%) members were less likely. Overall, Total Minority (8.4%) were more likely to
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indicate experiencing Racial/Ethnic Discrimination than other active duty members, whereas
White members (3.4%) were less likely. The top two behaviors endorsed were someone from
work made it harder for them to get a military promotion (2.5%) and to get a military award
(2.3%). Again, Black and Total Minority members were more likely to endorse these
experiences, whereas White members were less likely.

Collectively, experiences of racial/ethnic harassment are much more prominent than experiences
of racial/ethnic discrimination in the active duty regardless of race/ethnicity. Such behaviors
may be seen as benign, but have the ability to erode unit cohesion and readiness. Moreover,
racial/ethnic experiences vary substantively by race/ethnicity, suggesting that certain active duty
members inhabit different worlds within the military. In particular, Black members are the most
likely to endorse these experiences, whereas White members are the least likely. An additional
nuanced understanding of climate factors that may foster or prevent racial/ethnic harassment and
discrimination is warranted to identify and target root causes of this misconduct as well as
identify which factors promote a climate of dignity and respect.

One Situation of Racial/Ethnic Harassment/Discrimination With the Greatest
Effect

Because members often experience more than one incident or behavior, those who indicated that
they experienced racial/ethnic harassment/discrimination in the past 12 months were asked to
consider the “One Situation” or set of related events or behaviors that was the most offensive or
egregious to them (i.e., had the greatest effect). With that “One Situation” in mind, the 18% of
members who indicated experiencing racial/ethnic harassment/discrimination the past 12 months
described the circumstances surrounding that experience. This included information about
characteristics of the one situation, characteristics of the alleged offender(s), and the outcomes of
their experiences. Figure 5 below summarizes the key findings of the one situation.
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Figure 5.
Key Findings of the One Situation of Racial/Ethnic Harassment/Discrimination With the

Greatest Effect
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Of members who indicated experiencing racial/ethnic harassment/discrimination within the past
12 months, 72% were referring to racial/ethnic harassment only when providing details about
the one situation. As such, when interpreting the information within the one situation, the data
primarily represent racial/ethnic harassment as experiences of racial/ethnic discrimination rarely
occurred without harassment and were unable to be analyzed separately.

Overall, 68% of members indicated the behavior occurred more than one time. In particular,
32% indicated that the behavior occurred once, 47% indicated it occurred occasionally, 12%
indicated it occurred frequently, and 9% indicated that the behavior was still occurring.

The top contexts in which the behavior occurred include at a military installation (93%), in a
military context (88%), during duty hours (83%), and at their place of work (79%) White
members (88%) where more likely to indicate the behavior occurred during duty hours, whereas
Total Minority (81%) were less likely.

The majority (84%) indicated that at least one alleged offender was a member of the DoD
workforce and 53% identified at least one alleged offender as someone in a leadership position.
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NHPI (30%) members were less likely to identify at least one alleged offender as leadership than
other active duty members. The top employment status of the alleged offender(s) were coworker
(57%), in their chain of command (37%), and other person(s) not in their chain of command of
higher rank/grade (35%).

In regards to the race/ethnicity of the alleged offender(s), 50% indicated at least one alleged
offender was of a different race/ethnicity than them, 27% indicated a mix of same and different
race/ethnicities, 8% indicated the same as them, and 15% indicated they did not know the
alleged offender(s) race/ethnicity. The top two race/ethnicities of the alleged offender(s) were
White (59%) and Black or African American (45%). Black (68%) members were more likely to
identify at least one alleged offender as White, whereas White (47%) members were less likely.
Further, Total Minority (67%) members were more likely to identify at least one alleged offender
as White when compared to White members. Next, White (60%) members were more likely to
identify at least one alleged offender as Black or African American, whereas Black (32%) and
Hispanic (35%) members were less likely. Total Minority (34%) members were less likely to
identify at least one alleged offender as Black or African American than White members.
Collectively, results show that most of the negative experiences are happening among those with
different racial/ethnic backgrounds though a sizeable portion, especially among White members,
implicate someone of their racial/ethnic background in these behaviors as well. Additionally, the
racial/ethnic relations among White and Black members appears to be most problematic.

In regards to the outcome of the one situation, 34% of members indicated they thought about
getting out of their Service and 7% indicated they requested a transfer. Black (14%) members
were more likely to indicate they requested a transfer than other active duty members, whereas
White (3%) members were less likely. Overall Total Minority (10%) members were also more
likely to indicate they requested a transfer than White members. Additionally, 10% indicated
experiencing professional retaliation and 14% indicated experiencing social retaliation as a
result of the one situation. Collectively, 18% indicated experiencing at least one type of
retaliation as a result of the one situation. Finally, 42% indicated the one situation was
corrected regardless of whether or not they reported it. Details about experiences of reporting
the one situation are presented later in this report.

Collectively, these results suggest negative racial/ethnic experiences among active duty members
are primarily comprised of racial/ethnic harassment, occur more than once, are done by someone
of a different race/ethnicity, and often go uncorrected. They also happen primarily in the work
environment involving those with whom they regularly come into contact, and may often trust
due to their leadership status. Such negative racial/ethnic experiences are often ongoing and
present an enduring threat to those who experience them. Thus, these members are operating in
a work environment they may perceive as hostile and feel powerless to act in order to preserve
unit cohesion.

Diversity and Inclusion Climate for Race/Ethnicity

The DoD’s goal is to ensure all military members work in environments comprised of dignity
and respect in order to afford them the ability to achieve at the highest levels warranted by their
talents. Promoting diversity and inclusion are foundational to this goal and are directly related to
the readiness of the all-volunteer fighting force. Indeed, workplaces that measure high on
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diversity and inclusion reap many tangible benefits to include increased employee trust and
engagement (Downey, van der Werff, Thomas, & Plaut, 2015), openness in workgroup
communication (Hofhuis, van der Rijt, & Vlug, 2016), creativity and innovation (Daya, Ozer, &
Almazrouei, 2017; Diaz-Garcia, Gonzalez-Moreno, Saez-Martinez, 2013), and organizational
performance (Herring, 2009; Holmes, 2016; Slater, Weigand, & Zwirlein, 2008). Because of
this, it is important to assess how the military is doing in promoting diversity and inclusion as a
way to improve relations among racial and ethnic groups in order to support military readiness.

In order to assess diversity and inclusion
climate, members completed several content
blocks about their support for diversity
initiatives, comfort with forming
relationships with diverse personnel,
perceptions of their unit climate, and
perceptions of the racial/ethnic climate in and
outside of the military. The questions include
direct focus on race/ethnicity in addition to
factors tangential to race/ethnicity such as
religion.

The majority of members endorsed support
diversity within their Service. Specifically,
most members indicated diversity is
important to building a quality force (82%),
benefits everyone (80%), and will unify
personnel (75%). Additionally, 83% agreed
they support their Service’s diversity efforts
and that diversity initiatives positively affect
their Service (75%). Moreover, 56%
indicated they were actively involved in their
Service’s diversity efforts and were

Diversity and Inclusion Climate Key Findings

 The majority of members endorsed support for
diversity in their Service

» Most members feel comfortable forming
relationships with others from diverse
backgrounds

* The majority of members endorse positive
views of their supervisors and coworkers

* Most members rated their climate as inclusive

 The majority of members denied experiencing
workplace hostility in the past 12 months

» Most members denied issues with
racist/extremist organizations, hate crimes, and
gangs at their duty station and the local
community surrounding it

* Despite the above positive climate indicators, a
sizeable minority indicated overall race relations
are getting worse in the military and nation as a
whole

personally committed to diversity (75%). However, only about half indicated diversity will not
lower their Service’s standards (51%). In general, Total Minority, Black, Hispanic, and Asian
members endorsed greater support for diversity in their Services, whereas White members

endorsed lower support.

In terms of forming relationships with diverse personnel, most members indicated to a large
extent they feel comfortable interacting with people from different racial/ethnic groups (87%)
and interacting with people with different religious beliefs than them (85%), though fewer
indicated being open about their religious beliefs with other military members (65%).
Additionally, the majority of members indicated they do not at all feel pressure from military
members to avoid socializing with members with different religious beliefs (87%) or pressure
from military members not to socialize with members of other racial/ethnic groups (88%). Over
half of members indicated they do not at all feel the need to watch what they say when
interacting with people from different racial/ethnic groups (55%) or the need to watch their
behavior when interacting with people from different racial/ethnic groups (62%). In general,
White members endorsed greater comfort in interactions with diverse personnel, denied feeling
pressured to avoid interacting with diverse personnel, and denied feeling the need to monitor
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their own behavior when interacting with diverse personnel. Conversely, Total Minority
members were less likely to endorse comfort with, more likely to endorse pressure to avoid, and
more likely to feel the need to monitor their own behavior when interacting with diverse
personnel. Trend analyses generally revealed increased levels of perceived comfort in forming
relationships and interacting with diverse personnel in 2017 than in 2013, 2009, and 2005.

Perceptions of unit climate include the climate for inclusion, leadership climate, relationships
with coworkers, and work climate. Leaders serve a crucial role in promoting unit climates based
on dignity and respect. Members were asked a variety of questions to assess members’
perceptions of fair treatment by their immediate supervisor and their overall perceptions of their
immediate supervisor. The majority of members agreed that their immediate supervisor
evaluates their performance fairly (76%), ensures all personnel are treated fairly (75%), assigns
work fairly in their workgroup (74%), and has very little conflict with the people who report to
him or her (72%). Additionally, 77% agreed they trust their immediate supervisor and 70%
indicated they were satisfied with the direction/supervision they receive. Two additional
questions were added to understand the use of command climate surveys. Results indicated 61%
of members agreed they were encouraged by their immediate supervisor to participate in a
command climate survey and agreed their unit commander briefed them on command climate
survey outcomes, and the way forward. Collectively, White members endorsed more positive
perceptions of their immediate supervisor, whereas Total Minority and Black members endorsed
less positive perceptions. Trend analyses revealed significantly more positive perceptions of
immediate supervisors in 2017 than in 2013, 2009, and 2005.

The majority of members endorsed having an inclusive unit climate. In particular, members
agreed that workgroup members are treated as valued members of the team without losing their
unique identities (80%), empowered to make work-related decisions on their own (71%), and
have outcomes fairly distributed among them (69%). Additionally, members indicated they can
use their chain of command to address concerns about discrimination without fear of retaliation
or reprisal (77%) and are encouraged to offer ideas on how to improve operations (74%).
Moreover, 70% indicated the decision-making processes that impact their workgroup are fair.
Finally, the majority of members disagreed when asked if they felt excluded because of being
different (64%), racial slurs/comments/jokes are used in their workplace (62%), and sexist
slurs/comments/jokes are used in their workplace (61%). In general, White members were more
likely to identify their unit climate as inclusive, whereas Total Minority members were less
likely. Black, Hispanic, and Asian members were also less likely to identify their unit climate as
inclusive.

Members were also asked to about their perceptions of their coworkers. The majority of
members agreed the people in their work group are willing to help each other (75%), the people
in their workgroup get along (74%), they are satisfied with their relationships with their
coworkers (72%), their coworkers put in the effort required for their jobs (66%), and there is
very little conflict among their coworkers (62%). For some of the items, White members
endorsed more positive perceptions of their coworkers, whereas Total Minority members
endorsed less positive perceptions. Trend analyses generally revealed more positive perceptions
of coworkers in 2017 than in 2013, 2009, and 2005.
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Next, members were asked if they had any experiences in the past 12 months where coworkers
or supervisors displayed workplace hostility towards them. Variability was observed in the types
of behaviors members endorsed experiencing, with most members experiencing at least one
hostile workplace behavior in the past 12 months. In particular, over half of members indicated
experiencing situations in which coworkers or supervisors did not provide them with information
or assistance when needed (67%) and gossiped/talked about them (50%) in the past 12 months,
while fewer indicated coworkers or supervisors were excessively harsh in criticism of their work
performance (41%), took credit for their work or ideas (40%), yelled when angry with them
(35%) or used insults/sarcasm/gestures to humiliate them (31%). Total Minority (34%)
members were more likely to indicate experiencing situations in which coworkers or supervisors
used insults/sarcasm/gestures to humiliate them whereas White (30%) members were less likely.
No other differences were observed in behaviors experienced by race/ethnicity. Collectively,
results suggest that a sizeable portion of members are experiencing hostile workplace behaviors
regardless of race/ethnicity which could also negatively impact workplace climate, unit cohesion,
and readiness.

Leaders and coworkers are not the only influences on unit climate. The duty station, local
community surrounding the duty station, the military overall, and nation as a whole also play a
role in understanding the climate for forming relationships among members of different
racial/ethnic groups. To explore these additional influences, members were asked whether they
experienced issues at their duty station and the local community surrounding their duty station as
well as perceptions of racial/ethnic relations in the military and nation. The majority of members
denied problems with hate crimes (90%), gangs (88%), and racist/extremist organizations (86%)
at their duty station. In general, White members were more likely to deny such problems at their
duty station, whereas Total Minority, Black and Asian members were less likely. Additionally,
the majority of members denied problems with hate crimes (71%), racist/extremist organizations
(67%), and gangs (63%) in the local community surrounding their duty station. Trend analyses
generally revealed members were more likely to deny problems with these issues at both their
duty station and the local community surrounding it in 2017 than in 2005, though few differences
were observed from 2013 and 20009.

Finally, members were asked whether they believe racial/ethnic relations have gotten better or
worse over the past five years in the military and in the nation. More positive perceptions were
observed for the military than for the nation. One third (34%) members indicated racial/ethnic
relations in the military are better today, 54% indicate about the same as five years ago, and 12%
indicated worse today. Black (20%) and Total Minority (15%) members were more likely to
indicate worse today, whereas White (9%) members were less likely. Asian (42%) members
were more likely to indicate better today, whereas Black (26%) members were less likely. In
comparison, 21% members indicated racial/ethnic relations in the nation are better today, 25%
indicate about the same as five years ago, and 54% indicated worse today. Asian (33%) and
NHPI (28%) members were more likely to indicate better today, whereas Black (16%) and
AIAN (12%) members were less likely. Trend analyses revealed significantly less positive
views of racial/ethnic relations in the military and the nation in 2017 than in 2013, 2009, and
2005.

In sum, the majority of military members endorsed positive views of the climate for diversity and
inclusion in their Services. Specifically, most military members support diversity efforts,
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describe their work climate as inclusive, have good relationships with coworkers and
supervisors, and are comfortable interacting with diverse personnel. They generally denied
problems with hate crimes, gangs, and racist/extremist organizations at their duty station as well.
At the same time, there is a sizeable minority who do not feel included in their workplace as well
as some who acknowledge existence of racial and/or sexist slurs/comments/jokes in their
workplace. Even more striking is the prevalence of workplace incivility as over two-thirds of
members endorsed experiencing at least one hostile workplace behavior in the past 12 months.
This likely suggests that not all general workplace respect issues are equally prohibited or
addressed. Because OPA’s research has consistently identified the link between less severe
behaviors (e.g., workplace hostility) and more severe behaviors (e.g., sexual assault) in the
military, an important step towards improving the climate for diversity and inclusion is
addressing all problematic behaviors regardless of severity, promoting inclusion, and facilitating
comfort with interactions among diverse personnel.

When considering the results, however, it is also equally important to consider whose
perspective is the reference point in order to fully understand the diversity and inclusion climate
across the diverse racial/ethnic groups that comprise the military. In the majority of cases, White
members endorse the most positive views of the climate for diversity and inclusion whereas
minority members, and in particular Black members, perceive the climate much differently. An
additional contextualized approach to understanding what factors are associated with improved
diversity and inclusion climate for all racial/ethnic groups is warranted.

Finally, results depicting the diversity and inclusion climate in the military must be interpreted
within the larger cultural landscape in which military members operate. Indeed, members
acknowledge the worsening of racial/ethnic relations in the nation, and to a lesser extent, the
military overtime. Despite this discouraging trend, we also see positive gains for military
members in improving relationships with diverse personnel, their coworkers, and their leaders
over time, which could buffer military members to an extent from outside factors impacting
racial/ethnic relations in our nation.

The Effectiveness of DoD Policies Designed to Improve Relationships Among All
Racial and Ethnic Groups

The 2017 WEOA assesses perceptions of leadership and training received in order evaluate
current policies to improve relationships among racial and ethnic groups.
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Leadership Efforts to Improve Relationships Among All Racial and Ethnic Groups

Members were asked whether senior

leadership of their Service, senior leadership Leadership Efforts Key Findings

of thelr_ installation/ship, and their immediate « The majority of members indicated leadership at
supervisor make honest and reasonable all levels make honest and reasonable efforts to
efforts to stop racial/ethnic harassment and stop racial/ethnic harassment and discrimination
discrimination. The majority of members « Most members indicate their immediate
indicate all levels of leadership make honest supervisor pays the right amount of attention to
and reasonable efforts to stop racial/ethnic racial/ethnic harassment/discrimination, though

fewer indicated the same about the military as a

harassment and discrimination, with 75%
whole

indicating such for their immediate

supervisors, 72% indicating such for senior

leadership of their Service, and 72% indicating such for senior leadership of their
installation/ship. In general, White members were more likely to indicate leaders make honest
and reasonable efforts to stop racial/ethnic harassment and discrimination, whereas Black, Asian,
and Total Minority members were less likely. Trend analyses revealed increases in leadership
efforts across all levels to stop racial/ethnic harassment and discrimination in 2017 than in 2013,
2009, and 2005.

The large majority of members (88%) indicated their immediate supervisor pays the right
amount of attention to racial/ethnic harassment and/or discrimination, though fewer (65%)
indicated the military pays the right amount of attention to racial/ethnic harassment and/or
discrimination. Although significant differences were observed in responses by race/ethnicity,
few distinct patterns emerged. Trend analyses revealed greater perceptions that the military pays
the right amount of attention to racial/ethnic harassment/discrimination in 2017 than in 2009 and
2005.

Collectively, results indicate military members acknowledge the work being done by their
leaders, and to a less extent the military, to improve racial/ethnic relations over time. Coupled
with results regarding racial/ethnic relations and the climate for diversity and inclusion, there is
evidence to suggest these efforts are working. However, there is still room for improvement to
ensure all members regardless of their race/ethnicity benefit from efforts to improve racial/ethnic
relations in the military.

Training on Racial/Ethnic Harassment/Discrimination

A large majority of members (87%) indicated

that they received training on topics related Training Key Findings

to racial/ethnic harassment/discrimination in * The vast majority of members received training
the past 12 months. White (90%) were more on racial/ethnic harassment/discrimination in the
likely to indicate receiving training, whereas past 12 months

Black (80%) and Total Minority (84%) were * The majority of those who received training

indicated it conveyed relevant information and was
effective in actually reducing and/or preventing
racial/ethnic harassment/discrimination

less likely. Of those who received training,
the large majority (92%) indicated that the
training was slightly to very effective in
actually reducing and/or preventing
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racial/ethnic harassment/discrimination, and only 8% indicated that the training was not at all
effective. NHPI and Asian members were more likely to indicate the training was slightly to
very effective in actually reducing and/or preventing racial/ethnic harassment/discrimination and
less likely to indicate training was not at all effective. Trend analyses revealed significantly
lower perceived effectiveness in training’s ability to actually reduce/prevent racial/ethnic
harassment/discrimination in 2017 than in 2005, though few differences emerged from 2009 and
2013.

Members were also asked about the type of content received in their training on topics related to
racial/ethnic harassment and discrimination in the past 12 months. The majority of members
who received such training agreed the training...
e taught that racial/ethnic harassment and discrimination reduces the cohesion and
effectiveness of the military as a whole (89%);
e identified racial/ethnic behaviors that are offensive to others and should not be
tolerated (88%);
e explained the process for reporting racial/ethnic harassment and discrimination
(88%);
e provided a good understanding of what words and actions are considered
racial/ethnic harassment and discrimination (87%);
e provided information about policies, procedures, and consequences of racial/ethnic
harassment and discrimination (87%);
e provided information on their Service’s policies on participation in racist/extremist
organization, hate crimes, or gangs (86%);
gave useful tools for dealing with racial/ethnic harassment and discrimination (85%);
made them feel it is safe to report offensive racial/ethnic situations (83%);
promoted cross-cultural awareness (83%); and
promoted religious tolerance (83%).

Few significant differences were observed by race/ethnicity in regards to perceptions of training.
Thus, the vast majority of military members do receive training on racial/ethnic issues, and
regard it to be relevant and effective when it comes to improving racial/ethnic relations in the
military.

The Effectiveness of Current Processes for Complaints on and Investigations into
Racial/Ethnic Harassment/Discrimination

The 2017 WEOA contains several questions to evaluate current processes for complaints and
investigations. Some of these questions were asked of all military members and some were
asked only to those who indicated experiencing racial/ethnic harassment/discrimination in the
past year.
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Knowledge About and Climate for Reporting Racial/Ethnic Harassment/
Discrimination

All members were asked about their

knowledge of reporting processes for Reporting Knowledge and Climate Key
reporting racial/ethnic harassment and Findings

discrimination. The majority of members « The vast majority indicate they know how to
indicated they would know how to report report experiences with racial/ethnic harassment
experiences of racial/ethnic harassment and discrimination

(93%), would know how to report « Despite knowledge about reporting, a little over
experiences of racial/ethnic discrimination half to two-thirds of members endorsed positive

(93%), and the availability of reporting perceptions of the reporting climate

hotlines were publicized enough (83%). In

general, White members endorsed greater reporting knowledge, whereas Total Minority,
Hispanic, and Asian members endorsed lower reporting knowledge. Trend analyses revealed
increased knowledge in 2017, as results from 2017 where generally higher when compared to
2009, though no differences emerged compared to 2013.

Members were also asked about the reporting climate in their unit and perceived outcomes of
reports for racial/ethnic harassment and discrimination. Results indicated while most members
have knowledge of reporting processes, only a little over half to two-thirds endorsed positive
views regarding the reporting climate. Specifically, just over half to two-thirds of members
indicated to a large extent that complaints about racial/ethnic harassment and discrimination
would be taken seriously (68%), policies forbidding racial/ethnic harassment and discrimination
are publicized (64%), people would be stopped from getting away with racial/ethnic harassment
and discrimination (64%), and members of their workgroup would feel free to report
racial/ethnic harassment and discrimination without fear of negative reactions from peers or
supervisors (59%). In general, White members endorsed a more positive perceptions of
reporting climate in their unit, whereas Total Minority, Black, Hispanic, and Asian members
endorsed less positive perceptions of reporting climate. Trend analyses revealed improved
perceptions of reporting climate in 2017 than in 2009, though minimal differences were observed
from 2013 and 2005.

Finally, members were asked about their perceptions of the chances of being promoted if
someone in the military reported racial/ethnic harassment and discrimination. The majority of
members indicated chances of promotion would be the same after reporting (78%), though 7%
indicated they would be better and 15% indicated they would be worse. Black (30%) and Asian
(22%) members were more likely to indicate the chances of promotion would be worse after
reporting compared to other military members, whereas White (10%) members were less likely.
Overall Total Minority (22%) members were more likely to indicate the chances of promotion
would be worse after reporting compared to White members. Trend analyses revealed small
declines in perceptions that reporting would hinder chances of promotions in 2017 when
compared to 2013 and 2009.

Collectively, the majority of members indicate they know how to report experiences of
racial/ethnic harassment and discrimination. Despite knowing how to report, results indicate
some members may be reluctant to report their experiences because of concerns about how

2017 Workplace and Equal Opportunity Survey of Active Duty Members Executive Report | 25



OPA | 2017 Workplace and Equal Opportunity Survey of Active Duty Members

complaints would be handled. This is particularly problematic considering non-White military
members are more likely to experience racial/ethnic harassment/discrimination, but also have
less confidence in the complaint processes. Thus, those who are the most vulnerable may be less
likely to seek the help they need which is explored more fully in the next section.

Reporting the One Situation of Past Year Racial/Ethnic Harassment/
Discrimination With the Greatest Effect

Members have multiple authorities to whom they can report experiences of racial/ethnic
harassment/discrimination, including someone in their chain of command, someone in the chain
of command of the person who committed the behavior, special military offices responsible for
handling these kinds of reports (for example, Military Equal Opportunity or Civil Rights Office),
and some other person or office with responsibility for follow-up. To further assess the
effectiveness of current processes for complaints and investigations, the 18% of members who
indicated experiencing racial/ethnic harassment/discrimination in the past 12 months were asked
whether they reported the one situation with the greatest effect. Those who reported were then
asked to provide their perceptions and outcomes associated with reporting. Those who did not
indicate reporting were asked to indicate their reasons for not reporting. Key findings on
reporting are presented in Figure 6.
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Figure 6.
Key Findings on Reporting the One Situation to a DoD Authority

Reported the One Situation
to a DoD Authority*

Top Reasons for Not Reporting:

- Thought it was not important enough to report
(48%)

= Thought it would make their work situation
unpleasant (47%)

« Took care of the problem themselves (42%)
= Did not think anything would be done (39%)

U

Top Reasons for Reporting: 39% knew the outcome of their report, of
= Prevent it from happening again (85%) which:
= Prevent it from happening to someone else » 59% indicated their report was substantiated

(84%) « 25% were satisfied with the outcome of their
- Make their work environment a better place report

(83%)
. amﬁgg i?ae{c) /i:)ham of command situationally Reporting Process Overall:

» 25% were satisfied

Official Action Taken as a Result of » 38% indicated one situation was corrected
Reporting: = 35% endorsed experiencing at least one type of
« 16% against alleged offender retaliation

» 10% against them

Margins of error range from £4% to +12%

Percent of active duty members who experienced racial/ethnic harassment/discrimination in the past 12 months
*DoD Authority includes the chain of command (victim and/or alleged offender) and special military office
responsible for handling reports

Of members who indicated experiencing racial/ethnic harassment/discrimination in the past 12
months, 28% of members reported the behaviors to a DoD authority. In particular, 25%
indicated reporting to someone in the chain of command (20% to someone in their chain of
command and 18% to someone in the chain of command of the alleged offender), 7% to a special
military office responsible for handling reports, and 9% to other person or office with
responsibility for follow up.!! In general, Hispanic and Asian members were less likely to report
to the chain of command.

11 The survey uses the term “report” broadly to capture any discussions of members’ experiences with others who
can render assistance and is not meant to be used as an index of the amount of official complaints the Services may
have received.
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Of members who reported, the majority indicated they did so to prevent it from happening again
(85%), to prevent it from happening to someone else (84%), to make their work environment a
better place (83%), and to make their chain of command situationally aware (81%).

Members who reported were next asked to indicate their level of satisfaction with aspects of the
reporting process. In general, low levels of satisfaction were observed. In particular, few
members were satisfied with treatment by personnel handling their report (33%), the degree to
which their privacy was/is being protected (29%), the availability of information about how to
follow-up on a report (28%), amount of time it took/is taking to resolve their report (27%), how
well they were/are being kept informed about the progress of their report (24%), and the
reporting process overall (26%).

Members who reported were also asked whether an official action had been taken against them
or one or more of the person(s) who bothered them in response to their report. Only 10% of
members indicated an official action was taken against them and 16% indicated official action
was taken against one or more of the person(s) who bothered them in response to their report.
Approximately one-third (35%) of those who reported endorsed experiencing any type of
retaliation as a result. In particular, 29% endorsed experiencing social retaliation and 22%
professional retaliation as a result of reporting. Additionally, only 38% of those who reported
indicated the one situation was corrected.

Of members who indicated experiencing racial/ethnic harassment/discrimination in the past 12
months and reported it, only 39% indicated they knew the outcome of their report. Members
who knew the outcome of their report where then asked to indicate whether or not their report
had been substantiated and whether or not they were satisfied with the outcome of their report.
Of members who knew the outcome of their report, 59% indicated it was substantiated. Of
members who knew the outcome of their report, only 25% indicated they were satisfied with the
outcome.

Finally, members who indicated experiencing racial/ethnic harassment/discrimination in the past
12 months who did not indicate reporting to a DoD authority where asked to indicate the reasons
why they did not report. Among members who indicated experiencing racial/ethnic
harassment/discrimination within the past 12 months and did not report them to a DoD authority,
the top four reasons for not reporting include they thought it was not important enough to report
(48%), they thought it would make their work situation unpleasant (47%), they took care of the
problem themselves (42%), or they did not think anything would be done (39%).

Overall, results reveal much work is needed to improve the reporting process for those who
experience racial/ethnic harassment and discrimination. Indeed, results indicate few who
experience such behaviors go on to report their experiences and those who report do not always
receive the support they need. In particular, those who report endorse low levels of satisfaction
with the reporting process, often do not know the outcome of their report, and do not see the
situation being corrected. This could be due to a variety of reasons, such as expectations about
the reporting process and personnel actions happening outside of the member’s awareness, but
could also indicate more needs to be done to support members who come forward. And
considering one-third of those who reported endorsed negative outcomes with reporting, it is no
surprise that members who did not report worry about their work situation becoming unpleasant
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should they have reported. This likely creates a chilling effect which may prevent those who
need support from coming forward.

Conclusion

The 2017 WEOA was conducted to fulfill the Congressional mandate outlined in Title 10 USC
8481 for quadrennial survey assessment of racial/ethnic relations in the Armed Forces. The 2017
WEOA was conducted by OPA at the request of ODEI to meet this statutory requirement. The
survey was designed to assess the level and associated features of racial/ethnic harassment and
discrimination, in addition to effectiveness of policies and complaint processes surrounding
racial/ethnic relations in the DoD active duty military member population.

The DoD continues to diligently pursue policies and programs that support its goal of eliminating
racial/ethnic harassment/discrimination among its ranks. These efforts focus on strategies to
achieve prevention (a reduction in the prevalence of these behaviors) as well as strategies to
improve response for victims of these behaviors. To this end, the 2017 WEOA also performs a
critical surveillance function by providing insights regarding the prevalence of racial/ethnic
harassment/discrimination, the characteristics of these offenses, experiences with reporting or
decisions not to report these offenses, and descriptions of the culture and climate of the
organizations in which Service members operate.

The purpose of this report was to explain the statistical and survey methodology employed on the
2017 WEOA, describe how estimates of past year racial/ethnic harassment and discrimination
rates were constructed, and provide topline findings. All uses and interpretations of the 2017
WEOA data should be made in light of the information contained in this executive report.
Additionally, the results of this report are based on self-reported experiences. The use of results
presented is limited to data that may inform policy and does not constitute actual knowledge of
specific offenses by the Department or its officials. Allegations of racial/ethnic harassment and
discrimination must be reported and investigated through established channels before allegations
are substantiated.

The results of the 2017 WEOA suggest that, although some progress has been made in the DoD
to improve racial/ethnic relations, further work remains to be done to ensure members of all
race/ethnicity experience improvement. In particular, the majority of military members endorsed
positive views of the climate for diversity and inclusion in their Services, and did not indicate
experiencing racial/ethnic harassment or discrimination in the past year. Improvements have
also been seen in forming relationships with diverse personnel, relationships with coworkers and
leaders, and leadership efforts to eradicate racial/ethnic harassment/discrimination over time.
However, there is a sizeable portion of military members who experienced racial/ethnic
harassment and discrimination in the past year and a much larger portion who experienced less
severe forms of workplace incivility, suggesting there is still work to be done. Moreover, results
strongly suggest that perceptions and experiences vary greatly by race/ethnicity. In most cases,
White members experience the military differently than members of other races/ethnicities.
They endorse more positive perceptions of the diversity and inclusion climate, relationships with
others, and the reporting climate, and are less likely to experience racial/ethnic harassment or
discrimination. Conversely, minority military members, and Black members in particular,
endorse less positive perceptions and are more likely to experience racial/ethnic harassment and
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discrimination. Indeed, approximately 1 in 5 minority military members experienced
racial/ethnic harassment or discrimination in the past year, which signals there is much work to
be done to ensure the military provides an equal opportunity climate for all its members to ensure
they are able to advance in their careers based on their talent and aspirations. Further, those who
experience racial/ethnic harassment or discrimination were unlikely to report, and when they do,
they were often dissatisfied with the process and outcomes of reporting. This presents another
opportunity for the Department to examine the reporting process and identify ways to enhance
support for military members who experience racial/ethnic harassment or discrimination.
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Frequently Asked Questions

The H&R Research Division within the Office of People Analytics (OPA) has been conducting
surveys of racial/ethnic relations among military members since 1996. OPA uses scientific state
of the art statistical techniques to draw conclusions from random, representative samples of DoD
populations. To construct estimates for the 2017 Workplace and Equal Opportunity Survey of
Active Duty Members (2017 WEOA), OPA used complex weighting procedures to ensure
accuracy of estimates to the DoD active duty military member population. This approach,
though widely accepted as the standard method to construct generalizable estimates, is often
misunderstood. The following details some common questions about our methodology as a
whole and the 2017 WEOA specifically.

1. What is the Workplace and Equal Opportunity Survey of Active Duty Members?

The 2017 WEOA survey was the fourth in a line of Congressionally-mandated equal
opportunity surveys*? conducted by OPA with active duty members to meet the
statutory requirement of 10 USC 481 for Joint Service quadrennial assessments of
race/ethnic issues. The Department is committed to eliminating unlawful
discrimination and harassment within the Armed Forces and seeks to estimate past
year rates of these experiences among members as part of this effort. The 2017
WEOA was designed with input from the DoD Office for Diversity, Equity, and
Inclusion (ODEI)® representatives. Previous administrations include the 2013
WEOA, 2009 WEOA, and 2005 WEOA.

2. What was the population of interest for the 2017 WEOA?

The target population for the 2017 WEOA consisted of consisted of active duty
members from the Army, Navy, Marine Corps, Air Force, and Coast Guard,
excluding National Guard and Reserve members, who were below flag rank.

The DoD sample consisted of 80,301 active duty members drawn from the sample
frame constructed from DMDC’s Active Duty Master File (ADMF). Data were
collected were collected between November 16, 2017 and February 9, 2018.%° The
weighted response rate for the 2017 WEOA was 15.5%.

12 While the first survey of this nature conducted by OPA (formerly DMDC) was the 1996 Equal Opportunity
Survey (1996 EOS; Scarville, Button, Edwards, Lancaster, & Elig, 1999), the 2005 WEOA was the first conducted to
meet Congressional requirement.

13 Formerly the Office of Diversity Management and Equal Opportunity (ODMEOQ).

14 Although the law does not require quadrennial assessments of racial/ethnic issues of Coast Guard members, the
Coast Guard requested to participate in this survey administration. Their results, however, are not presented in this
report.

15 The data collection effort began on November 13, 2017 through the sending of notifications letters. Sample
members were notified by e-mail on November 20, 2017 that the web site was open. The web site opened on
November 16, 2017, and therefore data were collected from November 16, 2017 to February 8, 2018.
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3. Was the 2017 WEOA anonymous?

The 2017 WEOA survey was “confidential,” not “anonymous.” In confidential
surveys conducted by OPA, the identifying information of respondents is only used
by government and contractor staff engaged in, and for purposes of, survey research
(e.g., selecting, contacting, and tracking the participation of respondents).

Individual survey responses received by OPA are kept in separate files from the
personally identifiable information of respondents used to solicit survey participation.
OPA only tracks survey responses back to an individual if the respondent indicates
potential harm to self or others in survey responses or communications about the
survey. Otherwise, survey responses are not tracked back to individual respondents
by OPA and survey results are only reported in the aggregate so that no individual
respondents can be identified.

OPA's use of the word "confidential™ is similar to its routine use in privacy statements
within the health professions to denote that the information collected can potentially
identify the individual respondent, but this information will not be shared with others
unless compelled by law or written consent. Additionally, OPA received a Certificate
of Confidentiality for the 2017 WEOA to provide further protections to respondents
from compelled disclosure of survey responses.

The 2017 WEOA uses “sampling” and “weighting.” What does this mean?

Simply stated, sampling and weighting allows for data, based on a sample, to be
accurately generalized up to the total population. In the case of the 2017 WEOA this
allows OPA to generalize to the full population of DoD active duty military members
that meet the criteria listed above.

OPA uses accurate administrative records (e.g., demographic data) for the DoD
appropriated-fund civilian employee population both at the sample design stage as
well as during the statistical weighting process to account for survey nonresponse and
post-stratification to known key variables or characteristics. Prior OPA surveys
provide empirical results showing how response rates vary by many characteristics
(e.g., race/ethnicity, Service, paygrade). OPA uses this information to accurately
estimate the optimum sample sizes needed to obtain sufficient numbers of
respondents within key reporting groups (e.g., Hispanic Army members). After the
survey is complete, OPA makes statistical weighting adjustments so that each
subgroup (e.g., Hispanic Army member, O-3) contributes toward the survey estimates
proportionally to the known size of the subgroup.

OPA’s weighting methodology meets industry standards used by government
statistical agencies including the Census Bureau, Bureau of Labor Statistics, National
Agricultural Statistical Service, National Center for Health Statistics, and National
Center for Education Statistics. In addition, private survey firms including RAND,
WESTAT, and RTI use this methodology, as do well-known polling firms such as
Gallup, Pew, and Roper.
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5. Are survey estimates valid with only a 15.5% weighted response rate?

Response rates to the 2017 WEOA are consistent with response rate levels and trends
for the previous 2013 WEOA and other active duty and Reserve component surveys
conducted by OPA. Response rates have decreased over time. However, experts in
the field have found that surveys with similar response rates, or lower, are able to
produce reliable estimates. While nonresponse bias due to low response rates is
always a concern, OPA has knowledge, based on administrative records, of the
characteristics of both survey respondents and survey nonrespondents, and uses this
information to make statistical adjustments that compensate for demographic
differences in survey nonresponse. This important advantage improves the quality of
estimates from OPA surveys that other survey organizations rarely have.

In addition, OPA routinely conducts “Nonresponse Bias Analyses” on its military
surveys. This type of analysis measures whether respondents to the survey are
fundamentally different from nonresponders on a variety of dimensions. If
differences are found, this may be an indication that there is bias in the estimates
produced. OPA rarely finds substantive evidence of nonresponse bias in analyses of
their military surveys, and thus, contend that estimates produced are reliable and valid
for the military population.

6. How does OPA determine the sample size for a survey?

OPA uses administrative records (e.g., demographic data) for the DoD active duty
population both at the sample design stage as well as during the statistical weighting
process to account for survey non-response and post-stratification to known
distributions for key characteristics. Prior OPA surveys provide empirical results
showing how response rates vary by many characteristics (e.g., minority status and
component). OPA uses this information to accurately estimate the optimum sample
sizes needed to obtain sufficient numbers of respondents within key reporting groups
(e.g., Black Air Force member). After the survey is complete, OPA makes statistical
weighting adjustments so that each subgroup (e.g., Black Air Force member, E1-E3)
contributes toward the survey estimates proportional to the known size of the
subgroup.

In general, this technique has a proven record of providing accurate estimates for total
populations. Most recently, national election polls used responses from a small
sample of individuals, typically around 2,000 or less, to accurately estimate to the
U.S. voting population as a whole. A quick reference for this is on the website for the
National Council on Public Polls Evaluations of the 2010 and 2012 elections.’® In
contrast, OPA collected approximately 9,926 survey responses to accurately estimate
to the eligible DoD active duty population of 1,275,736.

16 Poll information is hyperlinked or can be found here for 2012:
http://www.ncpp.org/files/Presidential%e20National%20Polls%202012%200103%20Full.pdf. The surveys which
contain margins of error (MOE) were scientifically conducted and typically had lower error despite often having
fewer respondents compared to the other surveys.
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7. Some of the estimates provided in the tables show “NR’ or “Not Reportable.” What

does this mean?

The estimates become “Not Reportable” when they do not meet the criteria for
statistically reliable reporting. This can happen for a number of reasons including
high variability or too few respondents. This process helps ensure that the estimates
we provide in our analyses and reports are accurate and precise.

How were the racial/ethnic harassment and discrimination metrics created and
validated?

OPA recommended in 2014 that the Department redesign the measure of racial/ethnic
harassment/discrimination to better align with military EO policy. The RAND
Corporation was contracted by OPA and ODEI to construct a new measure of racial/
ethnic harassment and/or racial/ethnic discrimination by modifying the current
Congressionally approved measure of gender discrimination and harassment used in
the 2014 RAND Military Workplace Survey and 2015 Workplace and Gender
Relations Survey of Reserve Component Members to apply to experiences based on
race/ethnicity. Beginning in 2015 with the 2015 Workplace and Equal Opportunity
Survey of Reserve Component Members, the prior measure of racial/ethnic
harassment and racial/ethnic discrimination was replaced with this new metric. This
is the first time these metrics have been fielded with the DoD active duty population.

The metric provides a new baseline for the measurement of racial/ethnic harassment/
discrimination; trending to prior years will not be possible as this new measure differs
too much from the previous one. To be included in the Estimated Past Year
Racial/Ethnic Harassment Rate, members had to indicate they perceived experiencing
at least one inappropriate racial/ethnic-related behavior by someone from work (i.e.,
the member indicated being “uncomfortable, angry or upset” by a behavior) in the 12
months prior to taking the survey. To be included in the Estimated Past Year Racial/
Ethnic Discrimination Rate, members had to indicate they perceived experiencing at
least one type of differential treatment as a result of their race/ethnicity in the 12
months prior to taking the survey. Inclusion in the Estimated Past Year Racial/
Ethnic Harassment/Discrimination Rate requires that members perceived
experiencing at least one of the inappropriate racial/ethnic-related workplace
behaviors (Harassment behaviors) and/or differential treatment in personnel actions
and/or benefits/services (Discrimination behaviors) based on their race/ethnicity in
the 12 months prior to taking the survey.
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DoD Results

This appendix contains the data tables for the DoD Results and Trends summarized in the main
report. All uses and interpretations of the 2017 WEOA data should be made in light of the
methodological information contained in the main report. Additionally, the results from the
2017 WEOA are based on self-reported experiences. The use of results presented is limited to
data that may inform policy and does not constitute actual knowledge of specific offenses by the
Department or its officials. Allegations of racial/ethnic harassment and discrimination must be
reported and investigated through established channels before allegations are substantiated.

DoD Results | 41



OPA | 2017 Workplace and Equal Opportunity Survey of Active Duty Members
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Table 1.
DoD: Estimated Past Year Racial/Ethnic Harassment/Discrimination Rates
8
KEY: §
Within Year Group Differences é’ )
B Higher Response S S
Lower Response a = o =
ot o 2] o S — | B
T £ T 2 3 & Z 8§ =z o9
o 1S ] 2 = ‘> I =
— 2= K < @ I < < z F
Estimated Past Year Racial/Ethnic 179 127 2% 127 KRR 210 133 JEERN 19.1 | 202
Harassment/Discrimination Rate
Estimated Past Year Racial/Ethnic | 1550 17 o IPUEY 115 [PYEN 102 105 KR 180  18.0
Harassment Rate
Estimated Past Year Racial/Ethnic 56 34 YN 34 BYER 65 46 54 | 6.7
Discrimination Rate
Margins of error range from +0.1% to +7.6%
Percent of all active duty members
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Table 2.

DoD: Experienced Racial/Ethnic-Related Harassment Behavior in the Past 12 Months by

Someone From Work

KEY:

Within Year Group Differences
B Higher Response
Lower Response

Used a stereotype about your racial/ethnic group
Told racial/ethnic jokes

Used an offensive racial/ethnic term

Insulted your racial/ethnic group

Showed you a lack of respect because of your race/
ethnicity

Made a comment about the way people in your
racial/ethnic group talk

Claimed that his/her race/ethnicity is better than
others

Made a comment about a physical characteristic of
your racial/ethnic group

Directed an offensive action or comment at another
person because of his/her race/ethnicity

Displayed something that threatens or insults a
racial/ethnic group

Excluded you from an activity because of your race/
ethnicity

Threatened or physically assaulted you because of
your race/ethnicity

Margins of error range from +0.4% to +6.6%
Percent of all active duty members
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Table 3.

DoD: Experienced Racial/Ethnic-Related Discrimination Behavior in Past 12 Months

KEY: S
Within Year Group Differences 2 04
B Higher Response = et
Lower Response [a) 8 §
o = o
e 3 E 2| x 'g Z = | = S
ElE £/l 8 2 2|2 £ 8
F 2 F 2 @ I < < z F
Someone from work made it harder for youtogeta | . ;¢ e m 261332012337
military promotion
Someone from work made it harder for youto geta | , ., , 12 35 | 36|34 | 20| 25
military award
Someone from the military punished you unfairly 1.9 09 0.9 23 07 26 16 21
Someone from work gave you a lower military 19 09 R oo Y o7 31 BN 14 o4
performance evaluation
Somec_me from wo_rk assigned you to either an 16 0s M 0sBEYE 16 11 28 30 24
undesirable or unimportant military task
Someone from WO.I’.k made |_t (_dlfflcult or |m_p055|ble 16 0s XA 0s BYR 19 NR 28 16 34
for you to get a military training opportunity
Received worse sgrylce/fewer beneflts_ by someone 15 10 20 10 26 18 06 24 27 13
employed to administer service/benefits
Someone from work gave you an unfair military 1allo7 - 15 | 29 17| 14
training evaluation or rating
Someone from the military made it difficult 1, " 55 BEN 05 26 14 31 AR 14 14
impossible to go into preferred military occupation
Someone fr_om the mll!t_ary restrlc_ted your options 09 05 13 05 17 13 05 13 12 05
for scheduling your military requirements
So_n_1eone frpm work a}smgned you to an undesirable 08 05 12 05 17 08 04 15 16 10
military unit/installation/country
Someone from work denied your military leave, pass, 05 03 08 03 05 08 01 12 12 10
or liberty request
Margins of error range from +0.4% to +10.1%
Percent of all active duty members
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Table 4.
DoD: Type of Most Bothersome Experience Discussed in the One Situation

[%2]
3
T
a £ o S
2 3 E S x .g Z| | = S
£ £ £ £ 8 82 3 § 1 8
F 2 F 2 m I < < zZ F
Harassment only 72 76 69 76|66 | 71 NR 65 74 | 78
Most bothersome beha_vlor or set Discrimination 0 11 10 11 9 10 NR 11 6 11
of related events experienced only
and discussed in the one
situation Both 15 11 11 14 8 21|13 10
Did not identify 3 3| 3 3| 2 5 NR 3 NR 1
Margins of error range from +2% to +15%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months
Table 5.
DoD: Behavior(s) Experienced in the One Situation Occurred More Than Once
(72]
3
T
2 :
o o
a £ o S
ol g2 e < — | 5
szl 2|28 || ¢
5 £ © £ & 2 = g I =
F 2 B 2 @m I < < z F
Behavior(s) experienced in the one situation 68 69 67 69 67 66 79 66 NR 71

occurred more than once

Margins of error range from +4% to +14%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months
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Table 6.
DoD: Frequency of Behavior(s) Experienced in the One Situation

[%]
S
i
a £ - p
2 S = L x .g Zz | s | = S
N
F 2 F 2 @ I < < z F
Once 32 31 33 3133 /3 21 34 NR| 29
How often did the behavior(s) Occasionally 47 | 48 | 46| 48 45 47 |[NR 46 39 47
occur? Frequently 12 11|13 11 13 13 |NR 12 7 16
Still occurring 9 10 8 10/9 6 8 8|3 8
Margins of error range from +3% to +17%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months
Table 7.
DoD: One Situation Occurred at a Military Installation
4]
g
o 1= @ S
- ] = L x .g z S | S
E £ 8 £ 3 82 § & ¢
F 2 2 m I < < zZ F
‘One situation occurred at a military installation 19395 92 95 90 |92 91 92 95 95

Margins of error range from +2% to +11%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months
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Table 8.

DoD: Circumstances in Which the One Situation Occurred

KEY:

Within Year Group Differences
B Higher Response
Lower Response

In a military context
During duty hours
At your work
In a work environment where members of your
racial/ethnic background are uncommon
While you were deployed

At a non-work location

Online on social media or via other electronic

communications
Margins of error range from 3% to +16%
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Table 9.

DoD: Affiliation of the Alleged Offender(s) in the One Situation

KEY:

Within Year Group Differences
B Higher Response
Lower Response

At least one alleged offender in the one situation was
member of DoD workforce
At least one alleged offender in the one situation
was leadership
Someone in your chain of command
Other person(s), not in your chain of command, of
higher rank/grade
Your coworker(s)
Your subordinate(s)
DoD/DHS civilian employee(s)
DoD/DHS civilian contractor(s)
A civilian from the local community
Other person(s)

Unknown person(s)
Margins of error range from 3% to +17%
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Table 10.
DoD: Racial/Ethnic Group of Alleged Offender(s) in the One Situation Compared to Member

(%)
KEY: S
Within Year Group Differences 2 04
B Higher Response = et
Lower Response [a) 8 §
o = o
Els|Els|2|2|2|8 2|8
F 2 FF 2 @ I < < z F
Same as member 8 3 5 1 6 2 1
Different than
Racial/ethnic group of alleged  |member 50 § 40 407 53 | 59 59 |NR| 60
offender(s) compared to member A mix of same and 2731 24 31 2 22 5 21 20 29
different
Unknown 15 13 16 13 16 19 19 14 | 20 10
Margins of error range from +2% to +16%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months
Table 11.
DoD: Racial/Ethnic Group of Alleged Offender(s) in the One Situation
(%)
KEY: §
Within Year Group Differences 2 04
B Higher Response = et
Lower Response (&) 8 §
o = o
=1 Yl < | 5
8 £ 8 £ ¥ 8 % § & o
ol s |l =2 =5 | =
F 2 F 2 m I < < zZ F
White 59 47 47 XY 67 66 64 63 70
Black or African American 45 ) 34 A 32 35 NR 38 34 38
Multiracial/ethnic individual(s) 25 28 22 28118 | 24 NR 23 32 30
Spanish/Hispanic/Latino 25 24 26 24 | 27 22 NR 30 27| 29
Asian 13 11 15 11 14 | 11 NR 23 15
American Indian or Alaska Native 7 6 7 6 6 6 5 9 NR 12
Native Hawaiian or other Pacific Islander 7 6 8 6 8 7 10 8 22 7
Unknown race/ethnicity 22 22 22 22 19|21 NR 2228 30

Margins of error range from +2% to +18%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months
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Table 12.
DoD: Work Impact of the One Situation

[%2]
3
T
a £ o p
9 3 E S| X .g Z c = S
£ £ £ £ 8 83 ¢ 1 8
F 2 F 2 m I < < zZ F
Thought about getting out of your Service 34 30 36 30|36 34 NR 38 |NR 45
Requested a transfer 7 3 3 Iy 7 5 7 13| 9
Margins of error range from +2% to +14%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months
Table 13.
Perceived Retaliation as a Result of the One Situation
A3
3
z .
S S
aQ £ o s
2 = L x 'g e S | = S
E £ E £ 3 8 2 § % g
F 2 B 2 m I < < z F
Yes 14 13 15 13|16 15 7 15 13 | 16
Social retaliation No 71 75 68 75 69 69 | 78 65 NR | 65
Don’t know 15 12 16 12|15 16 15 20 25 | 18
Yes 10 9 11 9 11 10  NR 12 | 7 9
Professional retaliation No 77 81 75 81|76 75 NR 71 70 72
Don’t know 12 9 15 9 13 15|12 17 | 23 18

Margins of error range from +3% to +18%

Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months
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Table 14.

DoD: Perceiving Experiencing Any Type of Retaliation as a Result of the One Situation

43
o
@
=
5 5
a £ o S
2 S = L x .g Zz | s | = S
= ot - ot
£ £ § £ 8 8 < £ 1 8
FIS|FS| 0| |<|<|Z|F
Expe_rlenc_ed any type of retaliation as a result of the 18 17 19 17 20 17 NR 22 13 19
one situation
Margins of error range from +4% to +11%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months
Table 15.
DoD: One Situation Was Corrected
(%)
(5]
Q
ol
z &
S S
aQ £ o S
=2 Y= g _ 5
a.:'c—g.:'—f,o_ftgn_o
sl S| BRlES | 8|2 | =G| | 2
F 2 B 2 m I < < Z F
\One situation was corrected (42 0 42 42 42 44 |39 34 44 38 39
Margins of error range from +4% to +17%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months
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Table 16.

DoD: Agreement With Statements About Diversity

KEY:

Within Year Group Differences
M Higher Response
Lower Response

| support my Service’s diversity
efforts.

Diversity is important to
building a quality force.

Diversity will benefit everyone.

I am personally committed to
diversity.

Diversity initiatives positively
affect my Service.

Diversity will unify personnel.

Agree

Neither agree nor
disagree

Disagree

Agree

Neither agree nor
disagree

Disagree

Agree

Neither agree nor
disagree
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Disagree
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Total DoD

0]
w

[EEN
SN

82

14

80

16

75

22

75

20

75

[op]

N ~ N ~ ) ~ = ~

>

=

o

£ o
e 2 g g
s £ E Z
= £ = T
82 84 82 85
15 13 15 12
3 3 3 3
80 BN 80 BN s4
16 16 12

) ~ = ~
= = = ~ = o)

73 79 g

[

= = ~ = = o) =

N ~ N
= e} =

88

11

80

11

22

79

18

77

20

El—‘ 508 Asian

12

= oo = o = o = (o]

85

13

83

15

76

23

82

17

81

17

Two or More Races

~
O

[N
»

78

18

75

19

72

24

71

24

72

22

54 | DoD Results



2017 Workplace and Equal Opportunity Survey of Active Duty Members | OPA

Table 16. (continued)

(7]
KEY: S
Within Year Group Differences 2 04
B Higher Response ' et
Lower Response (&) 8 §
o = o
o .| 2] g g _ 5
8 £ 38 £ § & Z & T o
cl=s|sl=|l=l2(=|c|Z|=
F 2 F 2 m I < < zZ F
Agree 56 52 52 61 @ 60 mm 49
I actively am involved and/or Neither aaree nor
provide input in support of my di g 35 31 27 39
e . isagree
Service’s diversity efforts.
Disagree 9 . 7 . 6 12
o %%Hwﬂﬂﬂﬂﬂw
Diversity is the same as Military N_elther agreenor | o, o8 el 26 o8 35
Equal Opportunity policy. disagree
Disagree 13 . 8 . 8 13
Agree 30 27 27 | 35 . 35 . 37 | 26
Diversity will lower my Service’s Neither agree nor | o . 16 . 14 23 | 23
standards. disagree
Disagree 51 52 50 52|52 50 46 44 41 51
Margins of error range from +1% to +17%
Percent of all active duty members
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Table 17.
DoD: Comfort With Diversity
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Interacting with Small/ 207 10 & 8 8 11 | 15 11 | 10

2013 | 164 144 204 144 204 174 NR 27 224 15
2009 164 154 194 154 204 164 24 25 244 17
2005 10 10 12 10 12 11 11 15v 13 10

2017 3 3 | 4 3 | 2 5 3 5 7 2
2013 3 3 5 3 54 5 2 6 6 1

2009 4 3 54 3 54 6 7 7 5 3

2005 204 184 234 184 254 214 224 234 234 184
2017 | 85 82 83 82 | 8 70 8 8
2013 69V 73v 64V 73v 63V 67V NR 56 ¥ 59v 69V
2009 NA NA NA NA NA NA NA NA NA NA
2005 NA NA NA NA NA NA NA NA NA NA

people from different Moderate
racial/ethnic groups  extent

Not at all

Large extent

Interacting with small/ 27| 12 © 10 10 15 13 15 12 | 13

people with different Moderate 2013 234 214 274 214 274 254 NR 354 304 234
religious beliefs than 20000 NA~ NA NA NA NA NA NA NA NA NA

you extent 205 NA NA NA NA NA NA NA NA NA NA
2017 | 3 3 4 3 2 5 3 5 7 2

Not at all 2013 | 84 74 94 74 | 104 94 6 9 12 84

200 NA° NA NA NA NA | NA NA NA  NA NA
206 NA - NA NA NA NA | NA | NA NA NA NA
2017 | 65 65 @ 65 65 69 66 | 57 | 56 70 | 61
2013 53%  53¥  53¥  53¥% | 54¥ | 55%¥ @ NR | 48v  52% | 51
200 NA ' NA NA NA NA | NA | NA NA NA NA
206 NA. NA NA NA NA | NA | NA NA NA NA

Large extent

Being openabout o . 27 26 26 | 26 26 24 25 37 23 | 27
your religious beliefs Moderate 2013 354 = 354 354 354 344 344 NR 41 | 374 33
with other military 20000 NA~ NA NA NA NA NA NA NA NA NA
members extent 2066 N\ NA NA NA NA NA NA NA NA NA
2017 9 9 9 9 7 9 6 8 8 11

Not at all 2013 | 124 = 11 | 124 11 114 | 10 13 12 12 15

2009 | NA NA NA NA NA NA NA NA NA NA
2005 | NA NA NA NA NA NA NA NA NA NA
Margins of error range from 1% to +17%
Percent of all active duty members
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Table 18.

DoD: Feelings About Interactions With Diverse Members

KEY:

Within Year Group Differences
B Higher Response

(%]
[«5]
(8]
&
>
Lower Response = (<)
S S
Trend Year Differences % = & S
4 Higher Than 2017 of . 2 a| ~|S5|=|<c| =15
¥ Lower Than 2017 g = g = & & < g % g
= S F < @ I < < z £FE
2017 2 2 2 2 4 2 1 2 2 2
Large 2013 74 64 84 64 84 84 44 T4 84 64
extent 2009 54 | 54 | 64 54 7 64 | 44 | 64 7 4
v 1v | 1v 1v | 1v 1 1 2 2 1
Feel pressure from 2005
miltary members ot smaiy 27 10 - 6 WEEM 8- 14 1L 7 WEPM 15 9
to so%allze fWIttf:] M?detrate 2009 204 184 224 184 234 204 204 294 274 194
mer'nllera or other exten 2005 11 9 15 9 15 13 11 16% 14 14
racial/ethnic groups 207 88 M 85 BEM 82 87 92 7 8 | 89
Notatall 2013 74¥  78%  69¥  78% 68 70% NR  63%  65% 76V
2009 75% | 77% | 72% | 77% | 70% | 74% | 76% | 65%  66% | 77+
2005 88 90 @ 84 9 | 83 85 88 824 84 85
2007/ 13 © 13 15 = 13 11 | 14 14 16 16
Large 2013 13 12 16 2 19 15 11 18 18 12
extent 2009 8% | 7¥ | 10v  7v | 12¥ 9 7 11 9 v
NA NA NA NA NA NA | NA NA NA
Feel the need to watch 2005 | NA
what you say when Small/ 20071 32 31 | 32 31 33 30 25 33 28
. 2013 414 414 414 414 | 404 404 NR 48 42 | 404
with people from Moderate
: i . 2009 33 32 364 32 | 37 32 34 42 | 504 @ 32
different racial/ethnic ' extent 2005 | NA NA NA NA  NA NA NA NA NA NA
groups 2007 55 © 56 53 56 49 59 | 61 43 51 | 56
Notatall 2013 45%  47%  42v  47v | 42% | 45 24% | 34¥ 4OV 47
2009 594 = 614 54 614 51 59 59 47 4 61
20050 NA. NA NA NA NA NA | NA  NA NA NA
2007 12 0 11 0 12 0 11 9 13 | 11 15 @ 13
Large 2013 12 9 | 154 9 18 144 10 @ 164 | 16 12
extent 2009 7¥ 6% 10V  6¥ | 12¥ 8 9 9 13 7
Feel the need to watch 20056 NA~ NA NA NA NA NA NA NA NA NA
behavior when Small/ 2007 27 25 | 29 25 | 3l 26 20 21 24
; . : 2013 374 = 364 384 364 394 364 | NR = 46 = 404 364
:c”terag_tf'pg W'tth pgosle M;)detrate 2000 29 26 324 26 34 30 29 41 | 39 26
rﬁm_ fiterent racial/ | exten 20006 NA  NA NA NA NA NA NA NA NA NA
ethnic groups 2017 | 62 59 52 66 68 47 58 63
2013 51% | 55% @ 46%  55%  43% | 51% | NR = 38% | 43% | 52
Notatall 5 68 58 68 55 63 62 50 48 66
20066 NA~ NA NA NA NA NA NA NA NA NA
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Table 18. (continued)

KEY:

(%)

Within Year Group Differences §

B Higher Response - o

Lower Response = @

(. j-

o o

Trend Year Differences % = o >

; o = 'c =

4 Higher Than 2017 & o = o « = > - = S

¥ Lower Than 2017 g = g = z g < .g T g

F 2 FE 2 @m I < < z F

2017 | 2 2 2 2 3 2 1 3 3 2

Large 2013 54 44 64 44 64 64 3 74 6 5

extent 20000 NA~ NA NA NA NA NA NA NA NA | NA

Feel pressure from 2005 NA NA | NA NA | NA NA NA NA NA NA
members to avoid

mbers to a Smaly 27 10 0 9 9 10 6 13 | 11

socializing with Moderate 2013 214 194 244 194 244 224 NR 314 294 17

members with tent 2009 NA NA | NA NA | NA  NA NA NA NA NA

different religious exten 206 NA NA NA NA NA NA NA NA NA NA

beliefs 2017 87 [JJEEM 85 BEEM 83 88 74 84 87

2013 75V 77¥ | 70V 77¥ | 70¥ 71v NR 62V 65V 78V
2009 . NA NA NA NA NA NA NA NA NA NA
2005 | NA NA NA NA NA NA NA NA NA NA

Not at all

Margins of error range from £1% to +14%
Percent of all active duty members
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Table 19.
DoD: Agreement With Statements About Immediate Supervisor
KEY: "
Within Year Group Differences §
B Higher Response > o
Lower Response = (<)
S S
Trend Year Differences % = & S
4 Higher Than 2017 of . 2 a| ~|S5|=|<c| =15
¥ Lower Than 2017 % = g = & & < g % g
F 2 F 2 @D I < < =z F
207 77 M 74 BEEM 70 6 71 78 70 | 72
Aaree 2013 71%  72%  69%  72% 65 717 NR 74 75 72
9 2009 69% ~ 72¥ 65  72% 61¥  69%¥ 60  71¥ 69 64
2005 75% 77 0% 77 | 67 73 71 76 77 72
Neither 2907 12 = 9 9 12 NR | 13 15 15
You trust your aqree nor 013 154 144 174 144 20 16 NR 16 15 13
supervisor. dg 2000 154 134 184 134 20 164 19 17 20 15
ISagree 005 154 = 134 174 134 19 164 12 16 14 | 14
2017 11 11 12 11 13 12 NR 9 16 13
. 2013 14 13 14 13 16 2 NR 10 9 15
Disagree oo 164 154 174 154 184 15 21 12 11 21
2005 11 10 13 10 14 11 17 8 9 15
2017 | 75 72 69 75 66 75 68 @ 72
Adree 2013 71% | T2% 70 72% 68 71 NR 72 74 71
9 2000 67%  68% 66 68 65  68% | 60 69¥ 71 60V
2005 74 76 72 76 71 74 72 75 72 66
Your supervisor Neither 2907 13 © 11 11 14 | NR 13 15 14
ensures that all agree nor | 2018 164 | 154 | 18 = 154 18 17 NR 194 17 16
assigned personnel are dg 2009 174 164 194 164 20 17 20 | 184 @ 17 20
treated fairly. ISagree 005 14 © 13 16 18 17 15 12 15 15 18
2017 | 11 11 12 11 13 12 8 11 16 14
. 2013 | 13 13 13 13 14 11 NR 9 9 14
Disagree o0 164 164 164 164 15 15 204 13 12 21
2005 12 11 13 11 13 12 16 10 13 17
2017 | 72 69 70 68 | 68 71 60 70
Adree 2013 68% ~ 70%  66%  70¥ 65 66 NR 66 67 70
9 2009 64%  66% 62%  66¥ @ 62¥ 63 52  61¥ 61  57¥
There is very little 2005 70% 72 67 72 | 66 68 67 65 68 66
conflct between your - Neither 250 25 3 ol g 1l B
SUpeTV'S%r and thft ggree NOT oo0s | 184 = 174 214 174 20 20 28 234 27 21
E?O?hew 0 report to ISagree o005 16 14 18 14 18 17 16 21 | 17 18
Im/her. 207/ 13~ 13 | 14 13 | 13 | 15 NR | 11 | 16 | 14
. 2013 14 14 15 14 15 16 NR = 12 11 14
Disagree  oos 174 174 184 174 184 17 20 15 12 22
2005 15 14 16 14 16 15 17 14 15 16
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Table 19. (continued)

KEY:

(%)
Within Year Group Differences 8
. ©
B Higher Response = @
Lower Response = @
(. j-
) o
Trend Year Differences % = o >
4 Higher Than 2017 a © = ) S - )
sl sl 28| 2|&|¢x
¥ Lower Than 2017 £ = £ = S 2 < .g T g
Fl S| Fl 2|0 |I | <|<|Z|F
2017 76 73 70 75 73 74 70 | 71
Agree 2013 72¥ 2V 70 2V 68 72 NR 73 74 74
g 2009 69V 0% 67¥ 0% 66 69V 58 69 69 65
2005 75 76 73 76 72 75 72 74 74 69
vowswparvior  Nower 0 16 14 NN 1 WM 1 o i 1o o
evaluates your WOFk a.gree nor 2009 194 184 214 184 22 18 26 224 22 21
performance fairly. disagree 555 g 15 | 17 15 19 16 15 18 16 18
2017 9 8 10 8 11 9 11 9 12 11
. 2013 10 10 10 10 11 9 NR 9 7 9
Dlsagree 2009 124 124 124 124 12 134 15 9 9 14
2005 9 9 10 9 10 10 13 9 10 13
2017 74 71 68 72 66 74 67 | 71
Agree 2013 69V 0% 68 0% 68 67 NR 68¥ 71 72

2009 66V 67¥ 64V 67¥  63¥ 66V 58 66V 67 60V
2005 72 74¥ 70 74¥ 69 71 71 70 72 64

Your supervisor Neither 27 15 = 13 13 16 | 21 | 16 | 17 | 18

, - 2003 184 174 19 174 19 19 NR 214 20 17
assigns Wﬁrk fairly in ggree MO 009 204 = 104 224 194 23 20 26 234 25 26
your work group. ISagré€ 2005 16 164 18 164 18 17 14 19 12 20

2017 | 11 10 | 12 10 1 13 | 12 I NR | 10 15 11
2013 | 134 = 144 13 144 13 14 NR 11 10 11

Dlsagree 2009 144 154 14 154 14 14 16 11 9 14
2005 11 11 13 11 12 12 15 11 16 16
2017 | 70 67 65 68 | 68 72 65 68
Agree 2013 64V 64¥ 64¥ 64¥ 64 64 NR 66 70 64

2009 61V 62¥ = 60V 62¥  59¥ 63V 49 65V¥ 70 54¥
2005 68 69 65 69 65 67 68 66 66 61

You are satisfied with Neither 2017 | 15 14 14 16 | 15 | 16 @ 14 | 16
the direction/ agree nor 2013 184 184 19 184 19 19 12 214 18 19
supervision you d?sagree 2009 194 194 204 194 22 18 27 20 20 21
receive. 2005 16 15 18 15 18 18 13 214 19 18
2017 | 15 15 16 15 17 16 17 12 21 16
2013 17 18 17 18 17 17 NR 13 12 16
2009 194 194 194 194 | 19 19 24 15 11 25
2005 16 15 17 15 18 15 19 13 15 21

Disagree
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Table 19. (continued)

KEY: “
Within Year Group Differences §
B Higher Response - o
Lower Response = (<)
S S
Trend Year Differences % = o >
4 Higher Than 2017 9 o E o « = > - - S
¥ Lower Than 2017 g = g = E g < .g % g
F 2 £ 2 @D I < < z F
2017 | 61 63 60 63 59 60 37 64 59 59
Aaree 23 NA NA NA NA NA NA NA NA NA NA
9 2000 NA NA NA NA NA NA NA NA NA  NA
206 NA° NA NA NA NA NA NA NA NA NA
You were encouraged

by your supervisor to | Neither 2017 | 26 25 | 26 25 | 25 25 25 21 28
L - 203 NA NA NA NA  NA NA NA NA NA  NA
partmpa(;te :F‘ a ; ggree MOF s NA NA NA NA NA NA NA NA NA NA
command climate 1Sagréé ;0 NA  NA NA  NA NA NA NA NA NA NA
Survey. 2070 13 12 | 15 12 15 15 14 11 21 | 13
. 203 NA NA NA NA NA NA NA NA NA NA
Disagree 00 NA  NA NA NA NA NA NA NA NA  NA
2066 NA NA NA NA NA NA NA NA NA NA
2007 61 | 62 60 62 59 60 = 33 66 = 58
Aagree 203 NA NA NA NA NA NA NA NA NA NA
9 2000 NA NA NA NA  NA NA NA NA NA NA
Your unit commander 20660 NA_ NA NA NA NA NA NA NA NA NA
briefed you on Neither 2017 | 23 23 22 23 23 20 40 22 19 26
: 203 NA NA NA NA NA NA NA NA NA NA

command climate agree nor
< 200 NA NA NA NA  NA NA NA NA NA NA
srL]Jrvey o?tcomeg and disagree 6 NA  NA NA  NA NA NA NA NA  NA NA
the way forward. 207 17 | 16 | 18 = 16 | 19 19 27 11 15 | 16
Disagree 2022 NA  NA  NA  NA NA NA NA NA NA NA
9 2000 NA NA NA NA  NA NA NA NA NA NA
2060 NA NA NA NA NA NA NA NA NA NA

Margins of error range from +1% to +18%
Percent of all active duty members
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Table 20.

DoD: Agreement With Statements About Inclusion in the Workplace

KEY:

Within Year Group Differences
M Higher Response
Lower Response

Agree
Coworkers are treated as valued
members of the team without
losing their unique identities.

Neither agree nor
disagree

Disagree

. . Agree
| believe I can use my chain of g

command to address concerns  Neither agree nor

about discrimination without disagree

fear .
Disagree
Agree

Within my workgroup, | am
encouraged to offer ideas on how
to improve operations.

Neither agree nor
disagree

Disagree

Agree
Members in my workgroup are
empowered to make work-
related decisions on their own.

Neither agree nor
disagree

Disagree

Agree
The decision-making processes
that impact my workgroup are
fair.

Neither agree nor
disagree

Disagree

Total DoD

(o]
o

ﬂ
[y
\‘
\‘
o5 EWhite
\l
(o))

[N
(6]

77

16

74

19

71

20

70

20

10

Total Minority

Black

13 i 18
5 6 7

73 70
iz 19

17 17 21

Hispanic

~
(0]

[N
»

76

18

74

21

70

21

69

21

10

69

24

NR

NR

64

31

65

26

Asian

73

19

72

22

70

22

69

23

71

19

10

72

16

12

68

19

13

68

19

13

Two or More Races

]
(0]

[N
»

75

16

72

21

68

24

66

25
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Table 20. (continued)

(7]
KEY: S
Within Year Group Differences 2 04
B Higher Response ' et
Lower Response (&) 8 §
o = o
o .| 2] g g _ 5
§ £ 8 £ ¥ 8§ %2 8§ & o
cl=s|sl=|l=l2(=|c|Z|=
F 2 F 2 m I < < zZ F
Agree 69 67 66 68 66 69 67 | 65
Outcomes are fairly distributed Neither aaree nor
among members of my di g 19 18 18 23 21 25|21 18 23
isagree
workgroup.
Disagree 11 11|11 11 11 11| 9 10 15 12
Agree 19 17 17 20 16 19 19 22
_SeX|st slurs, comments, and/or N_elther agreenor | .o 1o BPMl 15 o1 2o o5 BER 18
jokes are used in my workplace. disagree
Disagree 61 56 59 55 57 53 | 64 57
Agree 18 15 15 20 9 19 22
Racial slurs, comments, and/or  Neither agreenor |, = g o o, | | o 19 | 2
jokes are used in my workplace. disagree
Disagree 62 E 56 E 58 55 63 50 | 62 56
Agree 18 16 16 21 21 10 19 19
| feel excluded _by my workgroup N_elther agreenor | 4o - B 165 o0 20 31 BB 20 19
because | am different. disagree
Disagree 64 E 59 m 50 60 59 54 | 61 62
Margins of error range from +1% to +18%
Percent of all active duty members
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Table 21.
DoD: Agreement With Statements About People in the Workplace
KEY: "
Within Year Group Differences §
B Higher Response > o
Lower Response = (<)
S S
Trend Year Differences % = o S
4 Higher Than 2017 [a o = o | « | S|l =z cl| =15
= = o
¥ Lower Than 2017 % = % = = 7 < & T g
F 2 £ 2 mnm I < < z E
2017 | 62 60 50 61 | 54 60 57 | 58
Agree 2013 58%  58% 57  58% 57 58 36 55 60 62
9 2009 56¥ 57¥ 53¥ 57¥ 54 54¥ 45 50¥ 54 48¥

2005 59%  61% = 56% | 61¥ 57 55 57 56 64 | 48¥

2007 18 | 16 6 19 19 25 22 19
Neither agree| 2013 224 214 234 214 23 21 NR 28 25 17
nor disagree | 2009 214 204 234 204 21 22 21 28 27 22
2005 18 18 18 18 17 18 18 22 14 21
2017 | 20 19 21 19 22 21 21 16 21 22
2013 20 20 20 20 20 21 NR 17 15 21

There is very little
conflict among your
coworkers.

Disagree 2000 234 234 254 234 25 | 24 34 224 18 30
2005 234 21 264 21 26 274 25 224 22 | 31
2017 | 66 66 66 66 67 66 57 69 62 65
Agree 2013 65 65 66 65 67 6  NR 65 70 72

2009 65 64 65 64 68 65 55 | 63¥ 62 60
2005 62%  62% | 62¥% | 62¥ = 65 | 59V 62 | 61¥ 59 | 54%
2017 | 18 17 19 17 21 18 23 18 21 19
Neither agree 2013 20 20 20 20 21 19 NR 22 20 14
nor disagree | 2009 19 19 20 19 19 19 18 244 29 21
2005 19 19 19 19 17 20 17 23 16 22
2017 | 16 17 14 17 12 15 19 13 17 16
2013 | 15 16 14 16 12 16 NR 13 11 14

Your coworkers put
in the effort required
for their jobs.

Dlsagree 2009 16 17 15 17 13 16 28 13 10 20
2005 194 194 204 194 184 214 21 16 25 244
2017 74 71 69 72 64 71 69 | 73
Agree 2013 73 74 71 74 70 72 NR 71 73 77

2009 72¥ 74v 69 74v 69 70 63 66 69 69
2005 74 76 70 76 71 70 71 70 65 67
The people in your _ 20 17 14 14 19  NR 19 | 16
work aroun tend to Neither agree 2013 18 17 19 17 19 18 NR 22 19 15
g P nor disagree | 2009 18 174 19 174 19 20 20 25 19 15

get along. 2005 16 15 17 15 17 17 18 19 22 17
2017 9 9 9 9 10 9 5 8 12 11
: 2013 9 9 10 9 11 10  NR 7 8 7
Disagree 2009 10 9 124 9 12 10 18 9 12 17
2005 10 9 | 124 9 12 12 11 11 13 16
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Table 21. (continued)

KEY: “
Within Year Group Differences 8
. [¢]
B Higher Response - o
Lower Response = (<)
(. j-
o o
Trend Year Differences % = o >
4 Higher Than 2017 o @ = @ = - S
sl s 2| 3| 8|2 |58 |1
¥ Lower Than 2017 £ = £ = = & < .g T g
F 2 £ 2 @D I < < z F
2017 | 75 76 73 76 72 74 63 75 68 73
Adree 2013 71¥ 72 | 70¥ 72 70 70 NR 72 73 73
g 2009 70¥  71¥  69¥%  71¥v 70 70 59 | 69¥ 65 66
2005 71V 73 | 68¥ 73 69 (:34 68 70 64 | 63¥
The people in your _ 207 16 ~ 15 | 17 = 15 19 16 31 16 23 | 15
work group are Neither agree 2013 18 17 20 17 19 21 NR 19 20 16
willing to help each | nor disagree | 2009 194 18 19 18 19 19 20 | 224 24 19
other. 2005 17 16 19 16 19 19 20 20 23 21
2017 9 9 9 9 9 9 6 9 9 11
. 2013 10 10 10 10 11 10 9 9 7 10
Disagree 2009 114 1 | 114 11 11 11 204 10 11 15
2005 114 1 | 134 11 | 134 134 134 10 13 16
2017 | 72 70 68 71 | 61 70 69 @ 72
Adree 2013 70 70 69 70 68 72 NR 70 73 72
9 2009 69¥ ~ 70¥% | 68 70V | 68 71 59 68 68 61¥
e 73 75 69 75 70 70 71 68 69 63
You are satisfied 2005
with the _ 2007 17 | 15 15 19 @ 24 22 | 14
relationships vou Neither agree 2013 19 19 19 19 20 18 NR 20 20 17
h ith Sy nor disagree | 2009 19 18 20 18 20 20 23 23 21 224
ave V‘Iﬂ your 2005 | 17 16 20 16 19 20 17 22 20 234
COWOTKErs. 2000 11 © 11 | 11 11 11 10 NR | 8 9 14
. 2013 11 11 11 11 12 10 NR 10 7 11
Disagree 2000 12 8 12 | 11 B 12| 12 | 10 | 18 | 10 | 11 | 16
2005 10 9 11 9 11 10 12 10 11 14
Margins of error range from +1% to +18%
Percent of all active duty members
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Table 22.
DoD: Experienced Behavior(s) in Line With Workplace Hostility From Coworkers or
Supervisors During the Past 12 Months

B
ol
) e
S S
aQ £ o S
- ] = .g zZ c | = S
g £ £ g < g I 8
F 2 F I < < zZ F

Did not provide you with information or assistance
when needed 67 68 67 67 72 64 68 | 68
Gossiped/talked about you 50 50 50 48 |NR 49 ' 49 @ 49
Were excessively harsh in their criticism of your a1 40 42 42 50 46 48 44

work performance

Took credit for your work or ideas 40 @ 40 @ 40 41 47 | 39 | 47 @ 38
Yelled when they were angry with you 35 33 37 37 44 39 36 | 42
Used insults, sarcasm, or gestures to humiliate you 31 30 33 130 36 34 | 35

Margins of error range from +2% to +16%
Percent of All Active Duty Members
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Table 23.

DoD: Problems At Duty Station

Within Year Group Differences
B Higher Response

(7]
[«5]
(8]
[¢]
> o
Lower Response E )
o o
Trend Year Differences % = & S
4 Higher Than 2017 of . 2 a| ~|S5|=|<c| =15
¥ Lower Than 2017 % = g = = & < .g % g
[ S F < @ I < < z £FE
2007 3 | 2 2 5 3 2 M 3 3
2013 2 1 3 1 4 2 NR 5 3 1
Large extent | o001y 1 2+ 1 1w | 2 2 | 3% | 5 2
2005 44 44 5 44 5 5 3 8 5 3
Racist/extremist Small/ 2007 11 = 9 9 10 | 7 15 | 15
L 2013 11 11 12 11 | 15% @ 10 NR 14 15 10
prggr]élzat:ons or M(t)detrate 2000 13 114 15 114 | 17 12 16 17 14 12
individuals exten 2005 224 194 254 194 264 224 | 244 204 314 284
2017 86 JJEEM 81 BEEM 75 8 91 76 83 | 83
2013 87 88 84 88 814 88 NR 81 82 89
Not at all 2009 86 88 83 88 814 86 83 81 81 85
2005 74%  77% | 70%  77% | 70 | 73% | 73% | 63%  64% 70V
2007, 2 | 1 1 4 3 2 3 | 2
2013 2 1 3 1 3 2 NR 5 4 1
Large extent oo 1v 1 2¥ 1 ¥ 2 2 3 5 2
2005 34 34 4 34 4 4 2 8 5 2
Small/ 207, 8 | 7 7 8 | 5 12 8
. 2013 10 10 10 10 12 9 7 12 12 8
Hate crimes M;)detrate 2000 10 9 11 9 | 12 | 10 13 13 | 12 | 10
exten 2005 204 174 234 174 234 214 234 | 264 274 254
2017 | 90 87 83 90 94 8 8 | 90
2013 88 89 87 89 85 89 NR 84 84 91
Not atall 2000 89 90 87 90 87 88 85 85 83 88
2005 77%  79% | 73%  79% | 73% | 75% | 75% | 67%  68%  73¥
2. 3 | 2 2 5 3 2 5 3 3
2013 3 2 4 2 4 3 NR 5 4 1
Large extent |55 00— 2 3 2 3 3 2 3 4 4
2005 3 3 4 3 3 4 3 7 4 3
Small/ 200, 9 8 | 11 8 8 9 11 9 1
2013 11 11 11 11 12 9 NR 12 11 10
Gangs M?detrate 2009 134 124 144 124 15 | 124 13 14 11 11
exten 2005 244 234 254 234 | 254 244 274 | 224 264 264
2017 83 JJEM 8 BERM 82 89 8 84 87 86
2013 87 87 86 87 84 88 NR 83 84 89
Notatall 2000 85% 85% = 83  85% | 82 | 84v 84 83 86 85
2005 73%  74% | 72%  7A¥ | 72% | 73% | 70v | 70% 70%  70¥
Margins of error range from 1% to +11%
Percent of all active duty members
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Table 24.
DoD: Problems in the Local Community Around Duty Station

KEY: “

Within Year Group Differences §

B Higher Response > o

Lower Response = (<)

5] S

Trend Year Differences % = & S

4 Higher Than 2017 of . 2 a| ~|S5|=|<c| =15

¥ Lower Than 2017 % = g = & & < g % g

[ S F < @ I < < z £FE

2017 . 4 4 4 4 4 3 3 5 8 4

Large 2013 | 3 2 3 2 3 2 NR 3 3 2

extent 2009 3 3 3 3 2 3 2 3 4 5

2005 4 4 4 4 3 4 2 6 7 5

Racist/extremist Small/ 2070 29 © 29 | 29 = 29 | 30 | 28 | 30 | 28 | 22 30
L 2013 24% 25 | 20% 25 | 22% | 17v | NR 24 23 23
prggr]élzat:ons or Mgdetrate 2000 28 29 | 25% 29 25 24 29 23 29 29
individuals exten 2005 324 32 31 2 | 32 29 34 32 384 36
2017 | 67 68 67 68 66 69 66 67 71 66

2013 744 724 764 724 754 814 NR 73 74 75

Not at all 2009 69 68 | 724 68 734 73 69 | 744 67 66

2005 65¥ 65 65 65 65 68 64 63 | 55%v 60

2017 | 3 3 3 3 3 3 3 5 2

Large 2013 3 2 3 2 2 3 NR 4 3 2

extent 2009 3 3 3 3 2 3 2 3 5 5

206060 NA° NA NA NA NA NA NA NA NA NA

Smalll X7 26 28 25 28 26 23 20 23 21 | 30

. 2013 21¥ 24 17% 24 18 14v 14 20 19 22

Hate crimes M?detrate 2000 26 27 23 | 21 22 | 23 21 21 | 29 29
exten 2000 NA_ NA NA NA NA NA NA NA NA NA

2017 71 70 12 70 71 74 77 71 73 68

2013 764 744 794 744 | 794 | 834 | NR 76 77 76

Not at all 2000 71 70 74 70 76 75 71 75 66 65

2060 NAN° NA NA NA NA NA NA NA NA NA

2017 | 6 6 5 6 5 5 6 6 7 5

Large 2013 5 6 5 6 4 5 NR 5 4 6
extent 2009 84 84 74 84 6 7 7 7 12 | 134

200660 NA NA NA NA NA NA NA NA  NA NA

small/ 2017 | 31 29 26 31 | 21 23 19 36

2013 26%  29% | 22%  29% | 23 | 19%¥ NR 22 21 26

Gangs M;)detrate 2000 32 34 28 34 28 26 31 24 25 34
exten 20006 NA  NA NA NA NA NA NA NA NA NA

207, 63 | 61 M 61 MM 65 73 59

Notatall 2013 684 664 734 664 73 764 NR 73 75 69

2009 61 58 65 58 66 67 63 69 63 54
200660 NA~ NA NA NA NA NA NA NA NA NA

Margins of error range from £1% to +16%
Percent of all active duty members
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Table 25.

DoD: Perceptions of Racial/Ethnic Relations in the Military During Last 5 Years

KEY:
Within Year Group Differences

B Higher Response
Lower Response

Trend Year Differences
4 Higher Than 2017
¥ Lower Than 2017

Worse today
Perc_eptlons_ of rgce/ About the
ethnic relations in same as five
our military during ears ado
the last five years Y g

Better today

Margins of error range from +1% to +15%

Percent of active duty members who completed 5 years or more in active duty service

Table 26.

2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

Total DoD

12

4v

3v

2%

54
49v
44¥
41v

34
474
534
574

49v
44¥
41¥

36
494
534
574

s ‘QH Total Minority

a1
w

50
43v
42v

32
454
554
554

20
6V
2¥
4¥

I Black

29~ wZ 5 AIAN

54
45%
45¥

26
404
534
514

46
46
30
33
524
534

c | =
S I
< z
10 13
3v 5
3v 4
2¥ 5
48 | 50
42 43
36V 37
34v 32
37
554 | 524
614 594
644 634

DoD: Perceptions of Racial/Ethnic Relations in the Nation During Last 5 Years

KEY:

Within Year Group Differences
B Higher Response
Lower Response

Two or More Races

444
454
504

(%)

D

Q

ISl

> x

— (5]

1 .

o o

Trend Year Differences % = & >

4 Higher Than 2017 Q o | = ° c _ 5

= ) = g x < zZ c =

¥ Lower Than 2017 g = g = = & < .g T g

F 2 2 @m I < < z F

2017 | 54 55 52 55 58 50 NR 36 42 59
Worse 2013 15¥ 15v 15¥ 15v 19+¥ 13¥ 15 9V 11¥ 13¥
today 2009 10¥ 10v -3 4 10v v v 22 v 9V 15v
2005 9V 9V 9V 9V 11¥ v 10 v v 11+¥

Perceptions of race/ Aboutthe 2017 25 = 25 26 = 25 26 25 NR 30 22
ethnic relations in our same as 2013 | 464 464 484 464 474 | 464 NR 454 | 474 574
five years ago 2005 404 394 424 304 474 374 40 34 39 484
2007 21~ 20 22 20 | 16 25 @ 12 19
Better 2013 394 404 374 404 334 404 NR 464 424 304
today 2009 544 544 544 544 534 574 414 594 624 464
2005 514 524 484 524 424 554 504 604 554 414
Margins of error range from 1% to +12%
Percent of all active duty members
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Table 27.
DoD: Leadership Makes Honest and Reasonable Efforts to Stop Racial/Ethnic Harassment/
Discrimination

KEY:

Within Year Group Differences
B Higher Response

(%)
[<5]
(5]
[¢]
> o
Lower Response = @
(. j-
o o
Trend Year Differences % = o >
4 Higher Than 2017 a © = ) S - )
sl sl 28| 2|&|¢x
¥ Lower Than 2017 £ = £ = S 2 < .g T g
F 2 FE 2 @m I < < z F
2017 72 67 62 70 64 | 68 67 @ 69
Yes 2013 | 67% = 70%  61¥  70¥ 57 66 NR | 60v 63 64
2009 67%¥ « 71¥ | 61¥  71¥ 58 65 62 | 57% 60 62
2005 69¥ = 73%  63%  73% 60 66 63 65 69 66
_ _ 2017 7 6 M 6 10 9 5 10 14 6
Senior leadership of No 2013 124 104 144 104 164 | 144 13 13 12 11
my Service 2009 | 104 = 94 134 94 | 14 12 12 13 14 11
2005 104 8 | 134 8 | 144 12 10 10 7 124
2017 20 17 17 20 31 | 22 19 25
Don’t know 23 22 20 25 20 27 20  NR | 27 26 25

2009 22 20 26 20 28 23 26 294 26 26
2005 21 19 24 19 26 22 27 25 24 21
2017 72 65 60 70 59 67 67 | 66
Yes 2013 67V¥ 0% 61¥ 0% 58 65 NR 60¥ 62 65
2009 67V 71v 59v 71v 56 63V 58 56 ¥ 63 63
2005 69¥ 3% 63 3% 59 66 62 65 65 66

2017 8 c M 6 10 9 8 10 14 7

Senior leadership of No 2013 124 114 144 114 154 | 154 13 13 12 11
my installation/ship 2009 114 94 144 94 | 154 12 15 13 12 12
2005 104 94 | 134 94 | 144 12 11 10 8 134

2017 21 17 17 21 | 33 24 19 27

) 2013 21 19 25 19 27 20 NR 27 26 24

Don’tknow o 23 20 27 20 29 25 28 314 25 25

2005 21 19 24 19 26 22 28 25 27 21

2007 75 69 65 72 NR 69 67 70

Yes 2013 69%  72%  64¥  72¥% | 60 68 NR  61¥ 64 68

2009 67V 71v | 61V 71¥ | 59¥ 65V 58 56V 57 59
2005 71¥ 75v | 66V 75V 63 68 64 67 70 67

2017 8 7 ¥ 7 11 10 NR 11 | 18 9

My immediate 2013 134 114 | 164 114 184 154 14 15 13 13

SUpEI’ViSOI’ No 2009 124 104 154 104 164 14 20 164 16 15
2005 104 94 134 94 14 12 12 12 8 13

2007 17 © 14 14 17 | NR 21 15 @ 22

Don’t know 2013 18 17 20 17 22 17 NR 24 234 18

2009 | 214 194 244 194 24 21 21 294 27 25
2005 18 17 21 17 23 20 24 21 22 20
Margins of error range from +1% to +18%
Percent of all active duty members
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Table 28.

DoD: Attention to Racial/Ethnic Harassment/Discrimination

KEY:

Within Year Group Differences
B Higher Response
Lower Response

Trend Year Differences
4 Higher Than 2017
¥ Lower Than 2017

Too much
attention

The right
amount of
attention

The military

Too little
attention

Too much
attention

The right
amount of
attention

Your immediate
supervisor

Too little
attention

Margins of error range from +1% to +15%
Percent of all active duty members

2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

X | Total DoD

154
144

NA
NA
NA

88
NA
NA
NA

NA
NA
NA

'~ Total Minority

2e
PRI

10¥

Q
C
& x 8
£ & @
S o T
5 | 17
26V 4 5!
30 4 15
32 4 15
64 | 64
68 69 71
61 60 65
61 61 65
5 13
6 26 13
94 36 214
74 35 194
4 2 6
NA NA NA
NA NA NA
NA NA NA
83 84
NA NA NA
NA NA NA
NA NA NA
4
NA NA NA
NA NA NA
NA NA NA

AIAN
Asian
NHPI

20 13 10
15 11 13
3 14 9

21 11 214
71

60 69 58v
9 15

254 18 22
194 20 21

NA NA NA
NA NA NA
NA NA NA

91 « 82 84
NA | NA NA
NA | NA NA
NA | NA NA

NA NA NA
NA NA NA
NA NA NA

Two or More Races

N
»

214
214

NA
NA
NA

90
NA
NA
NA

NA
NA
NA

Table 29.
DoD: Received Training on Racial/Ethnic Harassment and Discrimination in Past 12 Months
KEY: ”
Within Year Group Differences 5]
B Higher Response - E
Lower Response = @
o 1.
o )
Trend Year Differences % = o >
4 Higher Than 2017 a o 2 [0} ~ g e c == S
T = < = o
¥ Lower Than 2017 g = g = z g < .8 T g
F 2 £ 2 @m I < < z F
Had training on topics related to zgg ig -i;] 22 -i;] 22 ig’ gi 2? ig ig
(rjgma_l/e'ghn;p harassment and 2009 84¥ 87¥ 80V 87v 79 80 84 79V 84 81
IScrimination 2005 80%  82% 76%  82% 76  75%  76% 74% 69  78¥
Margins of error range from £1% to +10%
Percent of all active duty members
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Table 30.
DoD: Training Received Was Effective in Reducing/Preventing Racial/Ethnic Harassment/

Discrimination

KEY:

Within Year Group Differences
B Higher Response

(%)
[<5]
(S]
[¢]
> 04
Lower Response = @
o 1.
o o
Trend Year Differences % = o >
4 Higher Than 2017 o @ = @ = - S
= g — g x < =z c N
¥ Lower Than 2017 g = g = z g < .g T g
F 2 KB 2 m I < < z F
2007 92 91 94 91 93 94 92 HEFHEEIM 0
. : : 2013 93 92 | 964 92 | 974 9% 90 96 97 93
Training received was effective ol @ a1 & a1 3 - e - 3 -
2005 954 954 954 954 | 05 96 94 98 97 92

Margins of error range from £1% to +15%
Percent of active duty members who received training on racial/ethnic harassment/discrimination in the past 12 months

Table 31.
DoD: Effectiveness of Training Received in Reducing/Preventing Racial/Ethnic Harassment/

Discrimination

KEY: “

Within Year Group Differences 5]

B Higher Response - E

Lower Response = (<)

S S

Trend Year Differences % = o >

4 Higher Than 2017 o @ = @ « .g > - - S

—_— +~ —_— +~

¥ Lower Than 2017 g £ g = g & < g < S

F 2 KB 2 m I < < z F

2017 | 8 9 6 9 7 6 8 4 3 10

Not at all 2013 7 8 4¥ 8 3v 4 10 4 3 7

effective 2009 8 9 6 9 6 5 13 5 6 8

2005 5¥ 5 | 5¥ 5¥ 5 4 6 2 3 8

_ 2017 | 17 15 3 14 7 17 14 2
Effectivenessof  Slightly 203/ 15 16 14 16 15 13 NR | 12 9 16
training received in | effective 2009 17 18 15 18 15 14 20 15 11 21
reducing/preventing 2005 14¥  15% 13 15 | 13 13 10 14 11 19
racial/ethnic 2017 | 40 39 42 39 42 41 59 46 38 40
harassment/ Moderately |2013| 41 42 39 42 41 38 32v 45 40 34
discrimination effective 2009 43 434 43 434 41 43 38 47 45 47
2005 454 464 43 464 42 45 44 47 39 4

2007 35 © 34 37 34 | 38 40 26 34 29
. 2013 37 34 | 424 34 4 45 27 39 48 | 434

Very effective 2009 32%  30¥ 36  30v 38 37 29 33 37 24

2005 35 34 39 34 41 39 39 37 46 32

Margins of error range from +1% to +16%
Percent of active duty members who received training on racial/ethnic harassment/discrimination in the past 12 months
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Table 32.

DoD: Racial/Ethnic Harassment/Discrimination Training Received Conveyed Relevant

Information

(72]
KEY: S
Within Year Group Differences 2 04
B Higher Response = et
Lower Response o) 2 §
o - (&)
- 9 = | x 'g zZ c = S
d EHE HEIREE B
F 2 F 2 m I < < zZ F
Taught that racial/ethnic Agree 89 90 89 90 87 |90 84 89 93 | 88
harassment/dl_scrlmma’_[lon N_elther agreenor | 40 9 10 9 12 9 16 10 7 11
reduces cohesion/effectiveness of disagree
the military Disagree 1.1 1.1 1 1 <1 1 <1 1
Identified racial/ethnic Agree 88 83 87 888 |87 83 89 90 | 86
behaviors that are offensive to N_elther agreenor | 4, 49 12 10 12 11 15 11 10 12
others and should not be disagree
tolerated Disagree 1.1 2 1 2 2 1 1 <« 2
Agree 88 83 87 83| 8 8 NR 87 | 8 87
Explained the process for Neither aqree nor
reporting racial/ethnic di 9 11 10 12 10 13 |10 NR 11 10 11
T isagree
harassment and discrimination
Disagree 1 1 1 1 <1 2 1 2 2 2
Provided information about Agree Brg89 |8 89185 8 NR|8|8Y )8
pohues/procedurgs/ ' N_elther agreenor | .5 414311 13 12 NR 14 10 13
consequences racial/ethnic disagree
harassment/discrimination Disagree 1 1 ) 1 5 1 1 s <1 3
Provided a good understanding Agree Bry8r o887 |8 |89 8688908
of vyhat Wo_rds and actions are N_elther agreenor | 44 41 47 11 13 10 13 11 8 @11
racial/ethnic harassment/ disagree
discrimination Disagree 2 2 1. 2 2 1 1 1 2 2
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Table 32. (continued)

KEY:

Within Year Group Differences
B Higher Response
Lower Response

Provided information on
Service’s policies on
participation in racist/extremist
organizations

Gave useful tools for dealing
with racial/ethnic harassment
and discrimination

Promoted religious tolerance

Made me feel it is safe to report
offensive racial/ethnic situations

Promoted cross-cultural
awareness

Margins of error range from +1% to +18%

Agree

Neither agree nor
disagree

Disagree

Agree

Neither agree nor
disagree

Disagree

Agree

Neither agree nor
disagree

Disagree

Agree

Neither agree nor
disagree

Disagree

Agree

Neither agree nor
disagree

Disagree

Total DoD

©
>

[ERN
N

85

13

83

15

83

15

83

13

2

=

o

=

>

8 —
=
2 P
87 85
11 | 13
1 2
86 84
12 | 13
2 2
84 81
14 16
3 3

3
> I
.8

84 | 82
13 | 14
3 4

2|3
: 3
87 84
11 | 13
1 2
86 83
12 | 15
2 2
84 ' 80
14 | 18
33

-
g

2 4
84 | 82
13 | 14

3 4

Hispanic

(o]
»

[ERN
w

86

12

83

14

84

14

84

12

83

13

73

NR

NR

NR

71

NR

Asian

85

13

82

16

82

16

83

15

<1

10

<1

86

13
1

86

11
3

@

9

2

Two or More Races

(o]
w

-
IS

82

15

79

17

77

19

76

19

Percent of active duty members who received training on racial/ethnic harassment/discrimination in the past 12 months and training covered the

topic
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Table 33.

DoD: Perceptions of Reporting Processes for Racial/Ethnic Harassment/Discrimination

KEY:

Within Year Group Differences
B Higher Response
Lower Response

Trend Year Differences
4 Higher Than 2017
¥ Lower Than 2017

Would you know how to report
experiences of racial/ethnic
harassment?

Would you know how to report
experiences of racial/ethnic
discrimination?

Is the availability of reporting
hotlines publicized enough?

Margins of error range from +1% to +12%
Percent of all active duty members

2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

79V
NA

SH White

8K €888 Total Minority

91v

© P4
N >

93
91v
NA

85
82v
NA

90
NA

80
78
73¥
NA

SH White

91v

© P4
i >

93
91v
NA

85
82v
NA

Z c -
< | 3| K
< < =z
95 89 90
NR 87 92
81¥ 88 92
NA NA NA
95 89 90
NR 87 92
83 89 91
NA NA NA
Bl s0 77
NR 75 84
69V 73¥ 73
NA NA NA

£38B£388 €388 Twoor More Races
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Table 34.

DoD: Perceptions of Unit Reporting Climate for Racial/Ethnic Harassment/Discrimination

Within Year Group Differences

KEY:

B Higher Response
Lower Response

Trend Year Differences

4 Higher Than 2017
¥ Lower Than 2017

Members feel free to

Large extent

Small/

report without fear of Moderate

negative reactions

Complaints about
racial/ethnic
harassment/

discrimination would

be taken seriously

People would be

stopped from getting

away with racial/

ethnic harassment/

discrimination

extent

Not at all

Large extent

Small/
Moderate
extent

Not at all

Large extent

Small/
Moderate
extent

Not at all

2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

68

64¥
70

24
274
284

64

26

2
S
e
>
53 —_—
= &
o
= E
48
62 48
61V 45
65 50
24
28 39
304 43
27 39
9
9 13
9 12
8 11
59
70v 59
70v 55v
76 61
18
234 32
244 354
19 31
7 9
6 9
7 10
5 8
55
65V¥ 614
69 614
764 664
21
264
23 32
19 29v
8
9 [:3 4
8 v
6¥ 6V

Q
C
3 ¥4 ©
£ ] &
= o T
45 50
62 44 51
61V 42 47
65 49 51
24
28 43 34
304 46 41
27 38v
9 10
9 13
9 12 12
134 10¥
58 60
70v 56 61
70v 52* 57
76
18
234 35
244 38 33
19 32 30
77
6 9 10
7 10 10
5 8 v
52 56
65V¥ 594 644
69 594 634
764 644 674
21 30
264
23 34 30
19 30v
8 | 10
9
8 7 7+
6V¥ 7 5v

604
594
654
33
34
32¥
13
6V
IA4
4¥

724

©oRBE B8R Y98XY 89 Two or More Races

DD 5 gy @wWNIEID o O
SR SF=N S} SIRSIENE O IR N

724

28
26
25
23
11
10
10
5
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Table 34. (continued)

KEY:
Within Year Group Differences
B Higher Response

Large extent 2009  59v 64¥% | 50V 64V 49 51 50 45 46

P0|iCies fOI’bIddIng 2005 62 67V 54 67V 55 53
racial/ethnic Small/ 2007 | 27 22 22 26 28
2013 324 294 35 294 85 33

(%)

[<5]

(S]

S

> o

Lower Response = @

o 1.

<) S

Trend Year Differences % = o >

4 Higher Than 2017 a © = ) S - )
— L — H ~ < zZ c o

¥ Lower Than 2017 g = g = z g < s T g

F 2 £ 2 @m I < < z F

2017 | 64 55 55 55 63 50 58 | 60

2013 | 59¥ 63v 53 63V 52 53 NR 46 50 61

55

59

29

zZ
pu)
~
S
w
>
w
[

Q?‘ras_sn?e”:_’ Mgdetrate 2000 314 274 374 274 38 | 35 34 42 3 | 34
'Sglr_'m'”é" lon are exten 2005 29 264 34 264 33 35 35 38 31 31
publicize 207 9 8 8 10 NR 12 14 | 10
2013 10 8 13 8 2 | 14 | 10 | 12 | 13 8

Notatall 10— 9 13 9 12 | 14 | 16 | 13 | 16 | 11

2005 9 8 12 8 2 | 12 | 15 | 11 | 13 | 10

Margins of error range from £1% to +16%
Percent of all active duty members

Table 35.

DoD: Chances of Promotion if Someone Reported Racial/Ethnic Harassment/Discrimination
KEY: "

Within Year Group Differences %

B Higher Response > o

Lower Response = ()

S S

Trend Year Differences % 3 o >

4 Higher Than 2017 e ) E I ~ 3 zZ c = S

¥ Lower Than 2017 % = % = 8 & < .g % g

F 2 K 2 m I < < z F

2017 | 7 8 6 8 4 7 4 7 12 7

2013 6 6 5 6 4 6 3 5 4 4

Betler o0 5v  s¢ | 4av  sv 4 4 6 6 7 4

Chances of bromotion if 206/ NA=~ NA NA NA NA | NA NA NA NA NA
someone regorted 2017 78 72 66 77 78 71 72 | 75
. . 2013 | 77 79 73 79 70 75 NR 76 75 75
rr]amal/ Ethn't? The same |20 77 80 71 80 70 72 72 70 72 73
dgras_smen / 206, NA~ NA NA NA NA NA NA NA NA NA
Iscrimination 2007 15 10 10 17 | NR 15 | 18
Worse 2013 | 184 = 154 @ 22 154 26 19 NR 19 21 20

2009 | 194 = 154 254 154 26 | 244 | 22 24 21 23

206 NA. NA NA NA NA NA | NA NA NA NA

Margins of error range from 1% to +17%
Percent of all active duty members
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Table 36.

DoD: Reported the One Situation to a DoD Authority

KEY:

Within Year Group Differences
B Higher Response
Lower Response

Reported to at least one DoD authority
Reported to your or alleged offender(s)’s chain of
command
Someone in your chain of command
Someone in the chain of command of the offender
Reported to any DoD office responsible for
handling complaints
Other person or office with responsibility for
follow-up
Special military office responsible for handling
these kinds of reports
Margins of error range from 3% to +15%

| Total DoD

N
(6]

=N
© O

[ERN
w

& Total Minority

N
w

=N
~N O

[N
SN

Y White

19
21

12

Black

25
21

18

12

11

= Hispanic

[EEN
S

=
o w

Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months

Table 37.

DoD: Reasons for Reporting the One Situation

KEY:

Within Year Group Differences
B Higher Response
Lower Response

To prevent it from happening again

To prevent it from happening to someone else

To make your work environment a better place

To make your chain of command situationally aware
To punish the person

To reduce any impact on your evaluation or
promotion

To transfer yourself or the offender out of your unit

Other reason
Margins of error range from +5% to +18%

R IR K| Total DoD

81
25

22

21
12

>

S

£

=
I e
| S
2 B 2
80 90 80
78 90 | 78
78 87 78
72 88 72
23 27 23
15 28 15
11 11
7 16 7

Black

90
91
87
87
24

30

27
15

8 B 8 & Hispanic

P
Py

NR

NR
20

zZ c
< | S
-_— 0
< <
NR | 20
NR | 16
NR ' 15
NR 9
8 8
7 5
7 5
Z c
< O
— )
< <<
NR ' NR
NR ' NR
| 96 | 94 |
NR ' NR
NR 20
NR | 35
NR @ 19
NR 21

NHPI

NR
NR
NR
NR
NR

NR

NR
NR

Two or More Races

w w
=R

NN
[eoRie)]

= =
[EN al

©

zzzzz
T T'T T/ Twoor More Races

[N
©

~%

Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months and reported to a DoD

authority
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Table 38.

DoD: Satisfaction With Aspects of Reporting the One Situation

KEY:

Within Year Group Differences
B Higher Response
Lower Response

Treatment by personnel
handling your report

Degree to which your privacy
was/is being protected

Availability of information
about how to follow-up on a
report

Amount of time it took/is taking
to resolve your report

The reporting process overall

How well you were/are kept
informed about the progress of
your report

Margins of error range from 7% to +18%

Satisfied

Neither satisfied
nor dissatisfied

Dissatisfied

Satisfied

Neither satisfied
nor dissatisfied

Dissatisfied

Satisfied

Neither satisfied
nor dissatisfied

Dissatisfied

Satisfied

Neither satisfied
nor dissatisfied

Dissatisfied

Satisfied

Neither satisfied
nor dissatisfied

Dissatisfied

Satisfied

Neither satisfied
nor dissatisfied

Dissatisfied

Total DoD

w
w

w
]

29

29

48

23

28

40

32

27

40

33

26

4

33

24

42

34

White

28

31

55

14

29

41

30

23

46

31

26

44

29

20

47

33

Total Minority

w
S

w
»

31
27
42
28
39
32
30
36
35
26
38
36
27
39

34

White

28

31

55

14

29

41

30

23

46

31

26

44

29

20

47

33

Black

31

30

40

30

29

39

32

29

34

38

28

35

37

26

37

37

Hispanic

e
Py

Z
Py

29

NR

NR

37

25

NR

29

NR

NR

32

NR

NR

NR

NR

39

NR

NR

NR

NR

NR

NR

NR

NR

NR

NR

NR

NR

NR

NR

NR

NR

NR

Asian

16

30

NR

17

36

NR

14

26

59

15

21

NR

28

19

62

19

NR

NR

NR

NR

NR

NR

NR

NR

NR

NR

NR

NR

NR

NR

NR

NR

Two or More Races

Z
Py

P
Py

NR

NR

NR

NR

NR

NR

NR

NR

NR

NR

NR

NR

NR

NR

NR

NR

Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months and reported to a DoD

authority
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Table 39.
DoD: Official Action Taken in Response to Reporting the One Situation

(%)

3

&

a £ o S

SlelZ2le|x|8lz|c|2|5

£ £ &€ £ 283 8 < & % ¢

F 2 F 2 m I < < =z F

Against one or more of the Yes 16 14 18 14 15| 18 NR 25 |NR NR
pgrson(s) who bothered you No 56 52 58 52 60 | 66 NR NR NR NR
Don’t know 29 34 24 34 25|15 NR 29 NR NR

Yes 10 NR 14 NR 17 12 NR 10 NR NR

Against you No 77 81 73 8L 69 8 NR NR NR NR
Don’t know 13 13 13 13 14 5 NR NR NR NR

Margins of error range from +6% to +18%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months and reported to a DoD

authority

Table 40.
DoD: Reported One Situation and Perceived Any Type of Retaliation

(7]

5]

o

a £ o S

=2 = g _ 5

slE|lslE|3|8|%2|8 |2 |0

cis|oss|l 2| 2(=|G|ZI| =

F 2 F 2 m I < < ZzZ F

Reported one situation and experienced any type of 35 27 41 27 41 'NR NR 33 NR NR

retaliation as a result of the one situation

Margins of error range from +8% to +16%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months and reported to a DoD

authority
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Table 41.

DoD: Reported One Situation and Perceived Retaliation

(%)

S

&

a £ o s

9 3 E S| X .g Z c = S

S £ & £ 3 8 < £ T ¢

F 2 F 2 m I < < =z F

Yes 29 24 34 24|13 NR NR 26 NR|NR

Social retaliation No 60 70 52 70 53 NR|NR 60 NR NR
Don’t know 11 6 14 6 12 16 NR 14 NR NR

Yes 2219 24 19 24 NR|INR 21 NR NR

Professional retaliation No 66 74 59 74 58 NR|NR 63 NR NR
Don’t know 12 7 17 7 18 1 14 NR 17 |NR NR

Margins of error range from +5% to +17%

Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months and reported to a DoD

authority

Table 42.

DoD: Reported the One Situation and It Was Corrected

Reported the one situation and it was corrected

(%]
3
&
a £ o S
=2 Y E _ | =
slE|lslE|3|8|%2|8 |2 |0
° < B S|les|la2 =g | I =
F = FF 2 @m T < < z F
38 42 35 42 31 NR NR NR NR NR

Margins of error range from +8% to +13%

Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months and reported to a DoD

authority
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Table 43.
DoD: Knew the Outcome of Report
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Knew the outcome of report 39 36 41 36| 40 34 NR | NR NR NR

Margins of error range from +8% to +18%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months and reported to DoD
authority

Table 44,
DoD: One Situation Reported Was Substantiated
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'Report was found to be substantiated 59 NR 55 NR NR NR NR NR NR NR

Margins of error do not exceed +12%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months, reported to DoD
authority, and knew the outcome
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Table 45.
DoD: Satisfied With Outcome of Report
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Margins of error range from 9% to +18%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months, reported to DoD
authority, and knew the outcome
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Table 46.
DoD: Reasons for Not Reporting the One Situation to a DoD Authority
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You thought it was not important enough to report 48 46 50 46| 46 49 55 | 57 NR 58
You thought it would make your work situation arlazlas a7 | a3l a5 | 52 NR | NR
unpleasant
You took care of the problem yourself 42 41 43 41| 48 38 48 49 |[NR 34
You did not think anything would be done 39 42 37 42|33 37 51 46 |NR 44
You felt uncomfortable making the report 32 36 30 36 23 30 43 NR 33
You thought you would be labeled a troublemaker | 31~ 32 | 30 32 24 30 36 19 | 31
You thought reporting would take too much time 29 29 29 29 21 31 35 WIE NR & 30
and effort
You were afraid of retaliation/reprisals from the 28 29 28 29 21 32 29 38 22 26

person(s) who did it or from their friends

You were afraid of retaliation/reprisals from your

chain of command

You thought your performance evaluation or chance 22 19 25 19 23 23 25 BEYM o5 o4
for promotion would suffer

23 22 24 22|20 26 26 pEym 25 19

You thought you would not be believed 200 22 19 22 16|15 34 27 |[NR 30
You did not know how to file a report 117 9 12 9 9 112 16 | 19 NR 10
:j(i?jui':jld not know the identity of the person(s) who 7 4 8 47 9 14 6 NR 3
Situation only involved civilian(s) off an installation 3 3 4 3 3 5 NR 4 4 1
You were encouraged to withdraw your report 3 < <1 4 6 NR 4 3 2
Other reason(s) 210 22 20 22 21|17 17 22 |[NR 20

Margins of error range from 1% to +17%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months and did not indicate
reporting to a DoD authority
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Army Results
Introduction

The purpose of this appendix is to present the results and trends for the Army from the 2017
Workplace and Equal Opportunity Survey of Active Duty Members (2017 WEOA). All uses and
interpretations of the 2017 WEOA Army data presented should be made in light of the
methodological information contained in the main report. As a reminder, the results from the
2017 WEOA are based on self-reported experiences. The use of results presented is limited to
data that may inform policy and does not constitute actual knowledge of specific offenses by the
Army or its officials. Allegations of racial/ethnic harassment and discrimination must be
reported and investigated through established channels before allegations are substantiated.

The Army sample consisted of 25,474 Army active duty members drawn from the sample frame
of 461,193 eligible members using DMDC’s Active Duty Master File (ADMF). Completed
surveys were received from 2,383 Army eligible respondents. The overall weighted response
rate for Army eligible members, corrected for nonproportional sampling, was 11.4%. OPA
scientifically weighted the 2017 WEOA Army respondent data to be generalizable to the entire
active duty Army population using the methods described in the main report.

Results and trends presented within this appendix should be interpreted in light of the
methodology presented in the main report. The 2017 WEOA Army survey results are compared
to the weighted average of all other Services, and then analyzed within the Army by
race/ethnicity. The definitions for racial/ethnic categories compared within the Army are
describe below.

e White: Army members who identify as only White and not Spanish/Hispanic/Latino.

e Total Minority: Army members who identify as one (other than White) or more of
the races and/or identify as Spanish/Hispanic/Latino.

e Black: Army members who identify as only Black with regards to race and who do
not identify as Spanish/Hispanic/Latino.

e Hispanic: Army members who identify as Spanish/Hispanic/Latino regardless of
what racial group they may also identify as.

e Asian: Army members who identify as only Asian with regards to race and who do
not identify as Spanish/Hispanic/Latino.

e Other Race/Ethnicity: Army members who identify either American
Indicate/Alaska Native (AIAN), Native Hawaiian/Pacific Islander (NHPI), or as more
than one race and who do not identify as Spanish/Hispanic/Latino. Data from these
diverse racial/ethnic groups were combined due to low statistical power to analyze
these groups separately.
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In the tables, colors on the “Army” category signify significant differences when comparing
Army results to the weighted average of all other Services combined. Otherwise, tables should
be interpreted in the same manner described in the main report. All Army results are presented
in the data tables though not exhaustively described in this appendix. Only significant
differences between the Army and the other Services, and within racial/ethnic groups for the
Army are discussed where applicable. Additionally, results from trend testing are noted where
applicable.

Army Topline Findings

Abbreviated topline findings for Army are organized and presented in accordance to the three
Congressional requirements outlined in Title 10 USC 8§481.

Indicators of Positive and Negative Trends for Professional and Personal
Relationships Among Members of All Racial and Ethnic Groups

The 2017 WEOA contains several content blocks geared towards understanding trends for
professional and personal relationships among military members of all racial/ethnic groups,
including estimated past year racial/ethnic harassment and discrimination rates, details about the
one situation of racial/ethnical harassment/discrimination with the greatest effect, and the overall
diversity and inclusion climate for race/ethnicity.

Estimated Past Year Racial/Ethnic Harassment and Discrimination Among Army Members
e 2017 Estimated Past Year Racial/Ethnic Harassment Rate in the Army: 18.6%

— To be included in this rate, Army members had to indicate that in the past 12 months
they perceived experiencing at least one inappropriate racial/ethnic-related behavior
by someone from work (i.e., the respondent indicated being “uncomfortable, angry or
upset” by a behavior).

— Army members did not differ from the other Services with regards to rates of
Racial/Ethnic Harassment.

— Black (27.8%) Army members were more likely to indicate experiencing
Racial/Ethnic Harassment compared to other Army members, whereas White
(13.3%) Army members were less likely. Total Minority (24.4%) Army members
were also more likely to indicate experiencing Racial/Ethnic Harassment compared
to White Army members.

e 2017 Estimated Past Year Racial/Ethnic Discrimination Rate in the Army: 7.5%

— To be included in this rate, Army members had to indicate that they perceived
experiencing at least one type of differential treatment as a result of their race/
ethnicity in the past 12 months.

— Army members were more likely to indicate experiencing Racial/Ethnic
Discrimination compared to the other Services.

— Black (12.5%) Army members were more likely to indicate experiencing
Racial/Ethnic Discrimination than other Army members, whereas White (4.8%)
Army members were less likely. Total Minority (10.3%) Army members were also
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more likely to indicate experiencing Racial/Ethnic Discrimination than White Army
members.

e 2017 Estimated Past Year Racial/Ethnic Harassment/Discrimination Rate in the Army:
20.5%

— To be included in this rate, Army members had to perceive experiencing at least one
of the inappropriate racial/ethnic-related workplace behaviors (Harassment
behaviors) or differential treatment in personnel actions and/or benefits/services
(Discrimination behaviors) based on their race/ethnicity in the past 12 months.

— Army members were more likely to indicate experiencing Racial/Ethnic
Harassment/Discrimination compared to the other Services.

— Black (31.0%) Army members were more likely to indicate experiencing
Racial/Ethnic Harassment/Discrimination than other Army members, whereas White
(14.4%) Army members were less likely. Total Minority (26.9%) were also more
likely to indicate experiencing Racial/Ethnic Harassment/Discrimination than White
Army members.

One Situation of Racial/Ethnic Harassment/Discrimination With the Greatest Effect for Army

e The characteristics of the one situation for Army members largely mirrored results for
the DoD overall.

— 67% were referring to racial/ethnic harassment only when providing details about
the one situation.

—  67% of members indicated the behavior occurred more one time.

— The top contexts in which the behavior occurred include at a military installation
(94%), in a military context (88%), during duty hours (85%), and at their place of
work (76%).

e The characteristics of the alleged offenders within the Army largely mirrored results
for the DoD overall as well.

— The majority (85%) indicated that at least one alleged offender was a member of
the DoD workforce and 58% identified at least one alleged offender as leadership.

— The top employment statuses of the alleged offender(s) were coworker (51%), in
their chain of command (40%), and other person(s) not in their chain of command
of higher rank/grade (38%).

— 49% indicated at least one alleged offender was of a different race/ethnicity than
them, 28% a mix of same and different race/ethnicities, 7% the same as them, and
16% did not know the alleged offender(s) race/ethnicity. The top two
race/ethnicities of the alleged offender(s) were White (59%) and Black or African
American (46%).
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e The endorsed outcomes of the one situation for Army members also largely mirrored
results for DoD overall.

— 39% of members indicated they thought about getting out of their Service and 9%
indicated they requested a transfer.

— Collectively, 18% indicated experiencing behaviors in line with at least one type
of retaliation as a result of the one situation, with 12% indicated experiencing
behaviors in line with professional retaliation and 12% indicated experiencing
behaviors in line with social retaliation as a result of the one situation.

— 38% indicated the one situation was corrected.

Diversity and Inclusion Climate for Race/Ethnicity Within the Army

The Army is committed to providing a work environment comprised of dignity and respect.

e Similar to the DoD results, the majority of members endorsed support for diversity in
the Army.

— Most Army members indicated diversity is important to building a quality force
(81%), benefits everyone (80%), will unify personnel (75%), and will not lower
their Service’s standards (49%).

— Additionally, 84% agreed they support the Army’s diversity efforts and that
diversity initiatives positively affect the Army (76%).

— Moreover, 60% indicated they were actively involved in the Army’s diversity
efforts and were personally committed to diversity (77%).

— In general, Total Minority, Black, and Asian Army members endorsed greater
support for diversity in their Services, whereas White Army members endorsed
lower support.

e Similar to the DoD results, variability was observed regarding Army members’
comfort in interacting and forming relationships with diverse personnel.

— Most Army members indicated to a large extent they feel comfortable interacting
with people from different racial/ethnic groups (84%) and interacting with people
with different religious beliefs than them (84%), though fewer indicated being
open about their religious beliefs with other military members (66%).

— The majority of Army members indicated they do not at all feel pressure from
military members to avoid socializing with members with different religious
beliefs (85%) or pressure from military members not to socialize with members of
other racial/ethnic groups (84%).
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Over half of Army members indicated they do not at all feel the need to watch
what they say when interacting with people from different racial/ethnic groups
(55%) or the need to watch their behavior when interacting with people from
different racial/ethnic groups (61%).

Minimal differences were observed across racial/ethnic groups within the Army.

Trend analyses generally revealed increased levels of perceived comfort in
forming relationships and interacting with diverse personnel in 2017 than in 2013,
2009, and 2005.

Similar to DoD results, the majority of Army members endorsed positive perceptions
of leadership.

The majority of Army members agreed that their immediate supervisor evaluates
their performance fairly (76%), ensures all personnel are treated fairly (75%),
assigns work fairly in their workgroup (74%), and has very little conflict with the
people who report to him or her (71%).

Additionally, 77% agreed they trust their immediate supervisor and 70%
indicated they were satisfied with the direction/supervision they receive.

64% of Army members agreed they were encouraged by their immediate
supervisor to participate in a command climate survey and 58% agreed their unit
commander briefed them on command climate survey outcomes, and the way
forward.

Minimal differences were observed across racial/ethnic groups within the Army
though perceptions overall have increased overtime.

Similar to DoD results, the majority of Army members endorsed having an inclusive
unit climate.

Army members agreed that workgroup members are treated as valued members of
the team without losing their unique identities (79%), empowered to make work-
related decisions on their own (71%), and have outcomes fairly distributed among
them (69%).

Army members indicated they can use their chain of command to address
concerns about discrimination without fear of retaliation or reprisal (76%) and
are encouraged to offer ideas on how to improve operations (73%).

The majority of Army members disagreed when asked if racial
slurs/comments/jokes are used in their workplace (63%), feeling excluded
because of being different (62%), and sexist slurs/comments/jokes are used in
their workplace (62%), though White Army members were more likely to
disagree and Total Minority and Asian Army members were less likely to
disagree.
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71% indicated the decision-making processes that impact their workgroup are
fair.

e As with the DoD, the majority of Army members endorsed positive perceptions of
their coworkers, though many also endorsed experiencing at least one hostile
workplace behavior from workers or leaders in the past 12 months.

The majority of Army members agreed the people in their work group are willing
to help each other (76%), the people in their workgroup get along (73%), they are
satisfied with their relationships with their coworkers (73%), their coworkers put
in the effort required for their jobs (66%), and there is very little conflict among
their coworkers (63%).

Over half of Army members indicated experiencing situations in which coworkers
or supervisors did not provide them with information or assistance when needed
(70%) and gossiped/talked about them (49%) in the past 12 months, while fewer
indicated coworkers or supervisors were excessively harsh in criticism of their
work performance (42%), took credit for their work or ideas (39%), yelled when
angry with them (36%) or used insults/sarcasm/gestures to humiliate them (30%).

Minimal differences were observed across race/ethnicity or trend years within the
Army.

e Additional influences on unit climate, including the duty station, local community
surrounding the duty station, and the military and nation overall were explored for
Army as well, with some differences emerging when compared to the other Services.

The majority of Army members denied problems with hate crimes (85%), gangs
(83%), and racist/extremist organizations (81%) at their duty station. Army
members were less likely to deny such problems when compared to other
Services.

Similar to the DoD results, the majority of Army members denied problems with
hate crimes (68%), racist/extremist organizations (65%), and gangs (61%) in the
local community surrounding their duty station.

30% of Army members indicated racial/ethnic relations in the military are better
today, 56% indicate about the same as five years ago, and 14% indicated worse
today.

22% members indicated racial/ethnic relations in the nation are better today, 22%
indicate about the same as five years ago, and 56% indicated worse today.

Minimal differences were observed across race/ethnicity in the Army.

Trend analyses reveal minimal differences in problems at their duty station and
the community surrounding it, though perceptions that racial/ethnic relations in
the military and nation have worsened for Army members overtime.
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Effectiveness of Army Policies Designed to Improve Relationships Among All
Racial and Ethnic Groups

In the military, each Service is responsible for designing and implementing Equal Opportunity
policy in accordance with DoD Military Equal Opportunity policy. The 2017 WEOA assesses
perceptions of leadership and training received in order to evaluate current policies to improve
relationships among racial and ethnic groups. Core to these policies are the role of leaders and
training.

e Similar to DoD results, the majority of Army members indicate all levels of
leadership make honest and reasonable efforts to stop racial/ethnic harassment and
discrimination.

— 74% indicated such for their immediate supervisors, 70% for senior leadership of
their Service, and 68% for senior leadership of their installation/ship.

— In general, White Army members were more likely to indicate leaders make
honest and reasonable efforts to stop racial/ethnic harassment and discrimination,
whereas Total Minority and Black Army members were less likely.

— Trend analyses generally revealed increases in leadership efforts across all levels
to stop racial/ethnic harassment and discrimination in 2017 than in 2013, 2009,
and 2005.

e Similar to DoD results, the majority of Army members indicate their immediate
supervisor (87%) pays the right amount of attention to racial/ethnic harassment/
discrimination, though less indicated so about the military overall (63%).

e A large majority of Army members (89%) indicated they received training on topics
related to racial/ethnic harassment/discrimination in the past 12 months.

— Of those who received training, the large majority (93%) indicated that the
training was slightly to very effective in actually reducing and/or preventing
racial/ethnic harassment/discrimination, and only 7% indicated that the training
was not at all effective.

— The majority of Army members who received such training agreed the training
covered relevant content

— Few significant differences were observed by race/ethnicity or for trend years.,
though White (92%) Army members were more likely to indicate receiving
training whereas Total Minority (87%) Army members were less likely.

The Effectiveness of Current Processes for Complaints of and Investigations into
Racial/Ethnic Harassment/Discrimination in the Army

The 2017 WEOA contains several question blocks to evaluate current processes for complaints
and investigations. Some of these questions were asked of all military members and some were
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asked only to those who indicated experiencing racial/ethnic harassment/discrimination in the

past year.

As found with DoD overall, most Army members have knowledge of reporting
processes, with a little over half to two-thirds endorsing positive perceptions of the
reporting climate.

94% would know how to report experiences of racial/ethnic discrimination, 93%
would know how to report experiences of racial/ethnic harassment, and 85%
indicated the availability of reporting hotlines is publicized enough.

Over half of Army members indicated to a large extent that complaints about
racial/ethnic harassment and discrimination would be taken seriously (65%),
policies forbidding racial/ethnic harassment and discrimination are publicized
(63%), people would be stopped from getting away with racial/ethnic harassment
and discrimination (60%), and members of their workgroup would feel free to
report racial/ethnic harassment and discrimination without fear of negative
reactions from peers or supervisors (56%).

The majority of Army members indicated chances of promotion would be the
same after reporting (74%), though 8% indicated they would be better and 17%
indicated they would be worse. Army members were more likely to indicate
changes of promotion would be worse after reporting than the other Services.

Some variation was observed across race/ethnicity and trend years for Army
members.

Of Army members who indicated experiencing racial/ethnic harassment/
discrimination in the past 12 months, only 28% reported the behaviors to a DoD
authority and variability was observed for reporting outcomes. Army results are
similar to DoD results.

25% indicated reporting to someone in the chain of command (18% to someone in
their chain of command and 19% to someone in the chain of command of the
alleged offender), 7% to a special military office responsible for handling reports,
and 8% to other person or office with responsibility for follow up.

Of Army members who reported, the majority indicated they did so to prevent it
from happening to someone else (88%), to prevent it from happening again
(86%), to make their work environment a better place (82%), and to make their
chain of command situationally aware (75%).

In general, low levels of satisfaction were observed for Army members who
reported.

Approximately one-third (32%) of those who reported endorsed experiencing
behaviors in line with any type of retaliation as a result. In particular, 25%
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endorsed experiencing behaviors in line with professional retaliation and 23%
social retaliation as a result of reporting.

— Only 36% of those who reported indicated the one situation was corrected.

— Only 39% indicated they knew the outcome of their report. Data regarding the
outcome of the report were not reportable for Army, though low levels of
satisfaction with the outcome were reported.

— Among Army members who did not report to a DoD authority, the top four
reasons they indicated for not reporting include they thought it would make their
work situation unpleasant (43%), thought it was not important enough to report
(41%), did not think anything would be done (39%), and took care of the problem
themselves (38%).

Conclusion

The DoD continues to diligently pursue policies and programs that support its goal of eliminating
racial/ethnic harassment/discrimination among its ranks. These efforts focus on strategies to
achieve prevention (a reduction in the prevalence of these behaviors) as well as strategies to
improve response for victims of these behaviors. To this end, the 2017 WEOA performs a
critical surveillance function by providing insights regarding the prevalence of racial/ethnic
harassment/discrimination, the characteristics of these offenses, experiences with reporting or
decisions not to report these offenses, and descriptions of the culture and climate of the
organizations in which Service members operate.

The purpose of this appendix was to present the results and trends for Army for the 2017 WEOA.
While the introductory section provides an overview of topline findings, all results for Army are
presented in the tables that follow. All uses and interpretations of the 2017 WEOA data should
be made in light of the methodological information contained in the main report.

As found with the DoD overall, results of the 2017 WEOA for Army suggest that, although some
progress has been made to improve racial/ethnic relations, further work remains to be done to
ensure members of all race/ethnicity experience improvement. In particular, the majority of
Army members endorsed positive perceptions of the climate for diversity and inclusion in the
Army, and did not indicate experiencing racial/ethnic harassment or discrimination in the past
year. Improvements have also been seen in forming relationships with diverse personnel,
relationships with coworkers and leaders, and leadership efforts to eradicate racial/ethnic
harassment/ discrimination over time. However, there is a sizeable portion of Army members
who experienced racial/ethnic harassment and discrimination in the past year and a much larger
portion who experienced less severe forms of workplace incivility, suggesting there is still work
to be done. Moreover, results strongly suggest that perceptions and experiences vary by
race/ethnicity, though less so than seen in the DoD overall results. In these cases, White Army
members experience the Army differently than members of other races/ethnicities. They endorse
more positive perceptions of the diversity and inclusion climate, and are less likely to experience
racial/ethnic harassment or discrimination. Conversely, minority Army members, and Black
Army members in particular, endorse less positive perceptions and are more likely to experience
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racial/ethnic harassment and discrimination. Indeed, approximately 1 in 5 minority Army
members experienced racial/ethnic harassment or discrimination in the past year, which signals
there is much work to be done to ensure the Army provides an equal opportunity climate for all
its members to ensure they are able to advance in their careers based on their talent and
aspirations. Further, those who experience racial/ethnic harassment or discrimination were
unlikely to report, and when they did report, they were often dissatisfied with the process and
outcomes of reporting. This presents another opportunity for the Army to examine the reporting
process and identify ways to enhance support for Army members who experience racial/ethnic
harassment or discrimination.
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Table 1.

Army: Estimated Past Year Racial/Ethnic Harassment/Discrimination Rates

2
KEY: 2
Within Year Group Differences > =
B Higher Response = %
Lower Response .g o S
> [«5] 2 [«5] ~ lg = DL:
E £ T £ 2 § & &2
< =2 ¥ =2 @m I <« O
E§t|rr!at¢_ad P_ast Year Racial/Ethnic Harassment/ o 124 XY 122 BN o520 279 200
Discrimination Rate
Esa't;ernated Past Year Racial/Ethnic Harassment 186 1133 133 228 | 250 | 188
Es;t;ernated Past Year Racial/Ethnic Discrimination 2 I ™ - Y
Margins of error range from +0.1% to +10.5%
Percent of all active duty members
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Table 2.
Army: Experienced Racial/Ethnic-Related Harassment Behavior in the Past 12 Months by
Someone From Work

=
KEY: =
Within Year Group Differences > =
B Higher Response = %
Lower Response 8 S
s &
elE || & 3|8 & &g
= o —_ — 7 =}
< =2 ¥ =2 @m I < O
Used a stereotype about your racial/ethnic group = 9.3 = 5.8 5.8 9.8  14.0 113
Told racial/ethnic jokes 87 59 59 121 113 134|113
Used an offensive racial/ethnic term 82 59 59 111 104 103 | 109
Shovygd you a lack of respect because of your race/ 6.9 43 m 4.3 7.3 6.9
ethnicity
Insulted your racial/ethnic group 66 51 83 51|89 87 101 40
oCtIk?élrged that his/her race/ethnicity is better than 56 49 62 49 55 72 73 49
Made a comment about the way people in your =6 I 30 3.0 e I .
racial/ethnic group talk
Made a comment about a physical characteristic of 54 44 65 44 64 66 EIER 32

your racial/ethnic group
Directed an offen5|\{e action or com_ment at another A6 45 46 45 39 50 44 57
person because of his/her race/ethnicity

Dlsplayed s_omethlng that threatens or insults a 38 33 | 43 33 54 41 34 | 27
racial/ethnic group
Excluded you from an activity because of your 23 17 30 17 31 33 40 08

race/ethnicity
Threatenedor.physwallyassaultedyou because of 09 13 05 13 02 10 04 04
your race/ethnicity

Margins of error range from +0.6% to +10.4%
Percent of all active duty members

100 | Army Results



2017 Workplace and Equal Opportunity Survey of Active Duty Members | OPA

Table 3.
Army: Experienced Racial/Ethnic-Related Discrimination Behavor in Past 12 Months
z
KEY: 2
Within Year Group Differences > =
M Higher Response ‘= %
Lower Response 8 g
= (&)
> 8 E 8 X~ lg c D:
ElE|E|lc| 5| 2|52
< =2 - =2 |@m| I < O
Someone from work made it harder for you to get a 18 18 34 | a5 | 48
military promotion
Someone from the military punished you unfairly | 25 = 1.0 1.0 58 38 | 38 11
fSomeone from wo.r!< made it (_jlfflcult or |m_p053|ble 25 14 36 14 50 19 45 37
or you to get a military training opportunity
Sqmeone from work made it harder for you to get a o5 11 IO 11 41 44 54 14
military award
Someone from work gave you a lower military 23 13 33 13 29 34 PR 19
performance evaluation
Received worse service/fewer benefits by someone 21 18 24 18 31 21 34 09

employed to administer service/benefits
Someone from work assigned you to either an
undesirable or unimportant military task
Someone from work gave you an unfair military
training evaluation or rating

_Someor_1e from th_e military made _|'§ difficult/ _ 17 06 BPXR 06 44 17 39 07
impossible to go into preferred military occupation

So_n_1eone frpm work a}SS|gned you to an undesirable 13 18 13 27 16 13 | 04
military unit/installation/country

Someone from the military restricted your options
for scheduling your military requirements
Someone from work denied your military leave,

pass, or liberty request
Margins of error range from +0.7% to +8.9%
Percent of all active duty members

21 16 27 16 38 16 42 14

18 12 25 12| 37 16 38 | 12

15 11 20 11 31 13 26 04

09 08 10 08 10 | 10 23 04
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Table 4.
Army: Type of Most Bothersome Experience Discussed in the One Situation

Total Minority
Hispanic

White
Black
Asian

(o]
\‘
(2]
[{e]
(2]
w
()]
oo
a1
~
~ N EOther Race/Ethnicity

White

Harassment only | 67 69

Most bothersome beha_vlor or set Discrimination 12 12 11 12 12 11 17
of related events experienced only
and discussed in the one
situation Both 18 17 19 17 22 16 23
Did not identify 3 3 3 3 NR 4 2 <1
Margins of error range from +1% to +14%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months
Table 5.
Army: Behavior(s) Experienced in the One Situation Occurred More Than Once
=
(&)
.E
z T
o [<5)
c o
= o ol
E £ § £ 8 g & £
< 2 ¥ =2 m T < O
Behavior(s) experienced in the one situation 67 70 | 66 70 | 64 67 72 NR
occurred more than once

Margins of error range from +7% to +14%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months
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Table 6.
Army: Frequency of Behavior(s) Experienced in the One Situation

Other Race/Ethnicity

Once
How often did the behavior(s) Occasionally NR
occur? Frequently NR

© K& R Total Minority
o © & & Hispanic

58858 Army
S B S8 White
S E S 8 White
© R'88 Black
o5 & Bl Asian
pd
byl

Still occurring

Margins of error range from +5% to +14%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months

Table 7.
Army: One Situation Occurred at a Military Installation

2

o

z

2 &

b =~

= o g

> [} 2 [} g E
E £ §E £ 3 & 8§ 2
= o - — 7] =}
< 2 F 2 m I < O

'One situation occurred at a military installation | 94 ~ 95 | 93 | 95 90 | 94 96 HEEH

Margins of error range from +3% to £10%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months
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Table 8.

Army: Circumstances in Which the One Situation Occurred

KEY:

Within Year Group Differences
B Higher Response
Lower Response

In a military context
During duty hours
At your work
In a work environment where members of your
racial/ethnic background are uncommon
While you were deployed

At a non-work location

Online on social media or via other electronic

communications
Margins of error range from +4% to +16%

> RS Army

38

17
21

12

8 White

91
81

28

16
19

12

o 8 & Total Minority

SN
SN

N -
w

12

8 White

91
81

28

16
19

12

N 2B Hispanic

w
~

NN
o o

17

Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months

Table 9.

Army: Affiliation of the Alleged Offender(s) in the One Situation

KEY:

Within Year Group Differences
B Higher Response
Lower Response

At least one alleged offender in the one situation
was member of DoD workforce
At least one alleged offender in the one situation
was leadership
Someone in your chain of command
Other person(s), not in your chain of command,
of higher rank/grade
Your coworker(s)
Your subordinate(s)
DoD/DHS civilian employee(s)
DoD/DHS civilian contractor(s)
A civilian from the local community
Other person(s)

Unknown person(s)
Margins of error range from +4% to +16%

21
11

White

54
31
39

55
18
13
2
8
20
11

Total Minority

[ee]
N

White

54
31
39

55
18
13
2
8
20
11

Black

56
42
31

44
23
12
8
7
19
15

Hispanic

0]
w

61
46
42

55
18
14
NR
4
21
6

Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months

Asian

54
35

50
19
11

18
12

E R H Other Race/Ethnicity

e
Py

= 2
>~ 0

w

Other Race/Ethnicity

©
(o]

NR
NR

NR
10

NR
NR
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Table 10.
Army: Racial/Ethnic Group of Alleged Offender(s) in the One Situation Compared to
Member

2
=)
.E
z 0
2 o g
> [«5) E [«5) ~ lg c nh:
E £ £ £ B =2 € £
< 2 K 2 @m I < O
Same as member = 7 14 4 14 5 1 11 1
Different than
Racial/ethnic group of alleged ~ member 49 89 | 54 39 | 46 | 60 | 57 | NR
offender(s) compared to member A mix of same
and different 28 34 24 34 | 26 22 21 ' NR
Unknown 16 13 18 13 | 22 17 11 7
Margins of error range from +3% to +15%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months
Table 11.
Army: Racial/Ethnic Group of Alleged Offender(s) in the One Situation
2
(&)
'c
> =
= g
2 o g
. = E e
g T £ & § &8 g2
= o - — 7] =}
< F =2 @m T < O
White 59 66 47 @ 61 69 69 @ NR
Black or African American 46 36 32 40 48 | NR
Multiracial/ethnic individual(s) 25 19 14 20 24 | NR
Spanish/Hispanic/Latino 24 25 23 | 25 23 29 ' NR
Asian 10 11 9 9 | 8 NR
Native Hawaiian or other Pacific Islander 6 6 5 9 4 4 11
American Indian or Alaska Native 5 4 6 5 3 5 NR
Unknown race/ethnicity 21 21 22 | 21 15 24 | NR

Margins of error range from +4% to +15%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months
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Table 12.
Army: Work Impact of the One Situation

2
(S)
.E
2 T
o Jo3}
£ o S
> (5] E (5] ~ lg = E
E £ ¥ E 3 2 § £
< 2 F 2 @ I < O
Thought about getting out of your Service 39 37 | 40 37 | 37 41 46 | NR
Requested a transfer 9 4 12 4 18 9 6 3
Margins of error range from +5% to +15%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months
Table 13.
Perceived Retaliation as a Result of the One Situation
2
‘S
.E
z 0
2 o g
> (3] 2 (3] ~ lg c nh:
E E £ E 8 2 § £
< 2 F 2 @ I < 0O
Yes 12 13 11 13 14 10 11 ' NR
Professional retaliation No 75 71 78 7177 78 72 | NR
Don’t know 13 16 11 16 9 12 17 ' NR
Yes 12 11 13 11 13 14 16 @ NR
Social retaliation No 73 73 73 73 75 71 66 @ NR
Don’t know 15 16 14 16 12 15 18 ' NR

Margins of error range from +5% to +14%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months
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Table 14.

Army: Perceiving Experiencing Any Type of Retaliation as a Result of the One Situation

2
(S)
.E
2 T
o Jo3}
= O
= o ol
> ] = ] X 'g c nh:
ElNE| SN E| 8| 2| 8| 8
= o ) = 7 =
< 2 K =2 @m I < ©
Experlen.ced any type of retaliation as a result of 18 18 18 18 20 15 22 NR
[the one situation
Margins of error range from +6% to +13%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months
Table 15.
Army: One Situation Was Corrected
2
2
£
z 0
2 o g
> (3] 2 (3] ~ lg c nh:
g £ 3§ & 3 & § E
< 2 F 2 @ I < O
\One situation was corrected | 38 33 42 33 44 4 | 39 NR

Margins of error range from +7% to +15%

Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months
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Table 16.
Army: Agreement With Statements About Diversity

KEY:

Within Year Group Differences
M Higher Response
Lower Response

| support my Service’s diversity

efforts.

Diversity is important to
building a quality force.

Diversity will benefit everyone.

I am personally committed to
diversity.

Diversity initiatives positively
affect my Service.

Diversity will unify personnel.

>
=
1.
<
Agree 84
Neither agree nor
. 13
disagree
Disagree 3
Agree 81
Neither agree nor 1
. 5
disagree
Disagree 3
Agree 80
Neither agree nor 16
disagree
Disagree 4

Agree

Neither agree nor

disagree A
Disagree 3
Agree 76

Neither agree nor

disagree 19
Disagree 5
Agree 75
Neither agree nor

. 20
disagree
Disagree 6

Total Minority

White

4 2 4 <1 3 <
a-5 - E
20 12 12 10

£
82 86 87 86
15 12 9 14

o B

11 10 13

1

18- BE

Other Race/Ethnicity

(o]
w

[EEN
[EEN

NR

80

16

NR

80

15

NR

79

17

NR

75

20

78

17

NR
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Table 16. (continued)

KEY:

Within Year Group Differences
B Higher Response
Lower Response

Other Race/Ethnicity

Hispanic

~ B H Black
(o))
(]

w HAsian
(63]
(o]

Agree

I actively am involved and/or Neither agree nor

.

e =
5 R . © 3 E o N ETotalMinority

12 17 18

N
i
[N
w

provide input in support of my . 28 32
Service’s diversity efforts. disagree
Disagree 7 10
s -+ NN -
Diversity is the same as Military N_elther agreenor - 31 31 23 29 29
Equal Opportunity policy. disagree
Disagree 13 17 7 9 4 9
Agree 32 39 26 39 39 | 40 36

N
S

N
(o))

Diversity will lower my Service’s Neither agree nor 19
standards. disagree

49 43 46

a1
o
a1
o
o
[e3)

Disagree 49

Margins of error range from +1% to +14%
Percent of all active duty members
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Table 17.
Army: Comfort With Diversity
KEY: >
Within Year Group Differences ‘S
B Higher Response =
Lower Response P i
. = =
Trend Year Differences 8 8
4 Higher Than 2017 s 2 &
V¥ Lower Than 2017 > & = ] X~ < c =
ElS | S s|8|&2|5|s
< =2 - =2|/@m| I < O
2017 | 84 80 80 81 66 85
2013 7 79V 74 79V 73 79 65 70
Large extent 2000 79v  81¥ 75 8% 76 76 63 72

2005 | 67% = 69¥ | 64¥ ~ 69¥  62¥ | 67¥ 66 | 66V

2017 10 10 18 @ 14 13
Interacting with people from | Small/Moderate = 2013 = 194 184 @ 21 184 | 22 16 31 NR
different racial/ethnic groups extent 2009 | 174 154 20 154 | 19 17 28 25
2005 = 12 12 13 12 13 11 16 14
2017 3 2 4 2 2 5 7 2
2013 | 4 3 5 3 5 5 5 2
2009 | 4 4 5 4 5 7 8 2
2005 = 214 194 234 194 254 224 18 204

2017 | 84 80 82 80 65 84

2013 67V 70¥ 63V 70% @ 62¥ 63V 53 57v
2009 NA NA NA NA NA NA NA NA
2005 NA NA NA NA NA NA NA NA

Not at all

Large extent

Interacting with people with 2017 | 13 10 10 16 15 15
different religious beliefs Small/Moderate ' 2013 | 264 = 244 294 244 284 | 24 40 36
extent 2000 NA NA NA NA NA  NA  NA NA
than you 2066 NA  NA NA NA NA NA NA NA
2017 3 2 3 2 2 5 7 2

Not at all 2013 | 74 6 94 6 94 8 7 7

2009  NA NA = NA NA | NA NA NA NA
2005 = NA NA | NA NA | NA NA NA NA
2017 66 65 67 65 12 67 52 65
2013 52  52%  53%  52% @ 55% | 55¥ 47 45
2009 = NA NA = NA NA | NA NA NA NA
2005 = NA NA | NA NA | NA  NA NA NA
Being open about your 2017 | 25 26 | 24 26 | 22 23 25
religious beliefs with other Small/Moderate | 2013 = 364 = 374 354 374 344 344 39 37

ilitary members extent 2009 = NA NA = NA NA | NA NA NA NA
military 20060 NA. NA NA NA NA NA NA NA
2017 9 10 8 10 6 10 10 10
2013 12 12 12 12 | 114 11 14 17
2009  NA NA | NA NA | NA  NA NA NA
2005 = NA NA = NA NA | NA NA NA NA

Large extent

Not at all

Margins of error range from +1% to +18%
Percent of all active duty members
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Table 18.

Army: Feelings About Interactions With Diverse Members

KEY:

Within Year Group Differences
B Higher Response
Lower Response

Trend Year Differences
4 Higher Than 2017
¥ Lower Than 2017

Feel pressure from military

Large extent

members not to socialize with | Small/Moderate
members of other racial/ethnic extent

groups

Feel the need to watch what
you say when with people
from different racial/ethnic
groups

Not at all

Large extent

Small/Moderate
extent

Not at all

2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

414

45¥
58
NA

= o o w| White

414

NA

~ § & Total Minority

= o o w| White

414

~ o © o/ Black

-
w

264
22
16
81

65V

70¥
83
18
19
12
NA
31
38
36
NA
51
43
52
NA

= o .
= o w Hispanic

[EEN
[EEN

N
=
>

214
12
85

69V

73¥
88
14
18

NA
27
36
31
NA
59

46¥
59
NA

Iy~ @ 3w/ Asian

N W
©

16¥
68
62
66
834
16
17
11
NA

48
43
NA
41
35
46
NA

N & = @ o | Other Race/Ethnicity

ovOOHB
® 0o

71¥
83
18
10

NA
21
534
414
NA
61
37
49
NA
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Table 18. (continued)

KEY:

>

Within Year Group Differences E

B Higher Response E

Lower Response é\ i

Trend Year Differences é E

4 Higher Than 2017 S g §

¥ Lower Than 2017 > £ = £ x ) = T

€ = 5 = < Z '3 =

< =2 ¥ =2 @m I < O

2017 | 14 13 14 13 18 10 11 15

2013 12 9 17 9 18 194 14 10

Large extent 2009 9V v 11 v 14 9 8 12

2005 NA NA NA NA NA NA NA NA

Feel the need to watch 2017 | 25 24 | 27 24 | 29 24 17
behavior when interacting Small/Moderate 2013 3384 374 394 374 39 33 47 504
with people from different extent 2009 28 26 31 26 32 28 43 324
racial/ethnic groups 2005 NA NA NA NA NA NA NA NA
2017 | 61 63 59 63 53 65 46 68

2013 | 50¥ 54 | 44¥ = 54 43 | 48¥ 39 | 40V
2009 | 63 67 57 67 54 64 49 56
2006 | NA. NA | NA  NA NA  NA NA | NA
2017 | 3 2 4 2 4 5 4 1
2013 | 5 3 74 3 7 8 6 5
2009 | NA NA | NA NA NA | NA NA | NA
2006 | NA~ NA NA NA NA | NA NA NA

Not at all

Large extent

Feel pressure from members 2017 12 11 13 | 11 14 9 10
to avoid socializing with Small/Moderate 2013 = 244 = 234 | 254 = 234 254 234 33 26
members with different extent 2009 = NA NA = NA NA | NA NA NA NA
religious beliefs 2005 NA NA NA NA NA NA NA NA

2017 | 85 87 | 83 87 | 81 87 68 89
2013 | 72%  7A¥ | 68V  T7A¥ 67V | 69¥ 61 69
2009 | NA NA | NA  NA NA | NA NA | NA
2006 | NA NA | NA  NA NA | NA NA | NA

Not at all

Margins of error range from +1% to +18%
Percent of all active duty members
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Table 19.

Army: Agreement With Statements About Immediate Supervisor

KEY:

Within Year Group Differences

B Higher Response
Lower Response

Trend Year Differences
4 Higher Than 2017
¥ Lower Than 2017

Agree

Neither agree

You trust your supervisor. )
nor disagree

Disagree

Agree

Your supervisor ensures that
all assigned personnel are
treated fairly.

Neither agree
nor disagree

Disagree

Agree

There is very little conflict
between your supervisor and
the people who report to him/
her.

Neither agree
nor disagree

Disagree

2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

Army

I
67V
65V
2V

11
184
164
164

12

15
194

12

75
68V
63V

71

13

17
184

15

12

16
194

14

71
63V
60V

67

15

19
194

17

14

18
224
16

2>
p .
Z
>
9 —
t
D it
74
638¥ 66¥
67V¥ 61V¥
75% 69
9 13
184 17
144 204
144 17
11 13
14 17
194 194
11 14
78 72
69V¥ 66
64¥ 61¥
73 70
11 15
15 19
174 204
14 17
11 13
16 16
204 194
14 14
74 68
64¥ | 62V
61¥ 58¥
69 65
12
18 21
17 21
15 19
14 14
18 18
224 214
16 16

L ~
=3
= m
72
638¥ 62¥
67V¥ 57v
75V 66
9 15
184 20
144 234
144 20
11 13
14 18
194 20
11 15
78 69
69V¥ 66
64¥ 60
73 69
11
15 18
174 22
14 18
11 12
16 16
204 18
14 13
74 70
64¥ 62
61V 58¥
69 65
12 19
18 22
17 21
15 18
14 11
18 17
224 214
16 17

&1 Hispanic

64V
72

19
19
15
12
12
18
13
67
63
59
66
17
20
21
18
15
18
20
15

Asian

71
74

75
17
13
19
14
12
13
19
11
67
69
59
73
17
18
20
14
16
13
21
14
62
64
54
64
21
21
25
21
17
16
21
15

R Other Race/Ethnicity

56¥
67
10
20
20
18
16
25
24
16
72
57

54¥
64
15
20
22
20
14
23
24
15
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Table 19. (continued)

KEY: -
Within Year Group Differences E

B Higher Response E

Lower Response é\ i

Trend Year Differences é E

4 Higher Than 2017 S g §

¥ Lower Than 2017 g‘ 2 = 2 = s 3 S

- = 1<) S | o Z ‘@ =

< =2 ¥ =2 @m I < O

2017 | 76 72 72 73 67 170

Agree 2013 | 68¥ = 69¥ | 67 69% = 65 71 72 60

2009 | 65¥  66% = 63¥  66¥ 63 66 59 59

2005 | 73 4% T2 74% 71 74 74 70

2017 | 16 14 19 14 19 19 22 17

Your supervisor evaluates Neither agree | 2013 20 20 20 20 22 19 17 22
your work performance fairly. | nor disagree 2009 | 214 194 @ 22 194 | 24 19 28 24
2005 | 17 17 18 17 19 16 15 18

2017 8 7 9 7 9 9 11 13

: 2013 | 12 12 12 12 13 10 11 NR

Disagree 2009 | 154 154 144 = 154 13 | 154 | 13 17

2005 | 10 10 10 10 10 10 11 12

2017 | 74 70 69 | 70 67 @ T2

Agree 2013 65%  65¥ 65 65% 66 65 67 56

2009 | 61%  62¥% | 59¥ = 62% | 50% | 61  54¥% | 55¥
2005 | 70  71%¥ 68  71¥ 67 70 68 67
2017 | 14 11 1 20 17 | 19 18
Your supervisor assigns work ' Neither agree 2013 = 19 184 20 184 17 21 18 26
fairly in your work group. nor disagree 2009 | 204 184 234 184 24 20 29 27
2005 17 ~ 164 18 = 164 19 16 18 17
2017 | 12 12 | 12 12 | 11 13 13 10
2013 | 16 17 16 17 16 14 15 NR

Disagree 2009 = 194 = 204 184 204 18 19 17 18
2005 13 13 14 13 13 14 14 16
2017 | 70 73 68 73 66 67 67 74
Agree 2013 = 59% | 59¥ = 60¥ | 59¥ 62 60 63 50%

2009 57¥  58¥% 56% = 58% 55 59 = 53% = 52¥
2005 @65  66% @ 63 66% = 63 64 58 62
) 2017 13 12 15 12 18 14 16 11
Neither agree | 2013 204 = 204 19 = 204 @19 18 21 21
nor disagree 2009 204 194 214 194 23 19 254 | 214
2005 @ 174 16 18 16 17 18 25 17
2017 16 15 17 15 16 19 18 16
2013 @ 21 21 21 21 19 22 16 29
2009 @234 234 234 234 | 22 22 22 26
2005 @ 18 18 19 18 19 17 16 21

You are satisfied with the
direction/supervision you
receive.

Disagree
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Table 19. (continued)

KEY:
Within Year Group Differences
B Higher Response
Lower Response
Trend Year Differences
4 Higher Than 2017
V¥ Lower Than 2017

Agree

You were encouraged by your
supervisor to participate in a
command climate survey.

Neither agree
nor disagree

Disagree

Agree

Your unit commander briefed

you on command climate Neither agree
survey outcomes and the way nor disagree
forward.

Disagree

Margins of error range from +2% to +17%
Percent of all active duty members

2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

£352 Amy

24
NA
NA
NA
12
NA
NA
NA
58
NA
NA
NA
22
NA
NA
NA

NA
NA
NA

££ %3 White

24
NA
NA
NA
10
NA
NA
NA
59
NA
NA
NA
23
NA
NA
NA
18
NA
NA
NA

£ £ £ 3 Total Minority

Z2Z2ZZN
>> > w

NA
NA
NA
58
NA
NA
NA
20
NA
NA
NA
22
NA
NA
NA

££ %3 White

24
NA
NA
NA
10
NA
NA
NA
59
NA
NA
NA
23
NA
NA
NA
18
NA
NA
NA

Black

z

NA
NA
NA
16
NA
NA
NA
60
NA
NA
NA
20
NA
NA
NA
21
NA
NA
NA

£ £ £ 2 Hispanic

2220222 22202222 222N
>> >0 >>>O0>>>O0>>>OoP»>>w

£££ R Asian

23
NA
NA
NA
13
NA
NA
NA
62
NA
NA
NA
23
NA
NA
NA
15
NA
NA
NA

£ £ £ & Other Race/Ethnicity

222 Z2Z2Z2NZ2Z2Z0Z2Z2Z2L 222N
>>>©0©>>>o0>>>0>>>wr>>>oo
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Table 20.

Army: Agreement With Statements About Inclusion in the Workplace

KEY:

Within Year Group Differences
M Higher Response
Lower Response

Agree
Coworkers are treated as valued
members of the team without
losing their unique identities.

Neither agree nor
disagree

Disagree

. . Agree
| believe I can use my chain of g

command to address concerns  Neither agree nor
about discrimination without disagree

f .
ear Disagree

Agree
Within my workgroup, | am
encouraged to offer ideas on how
to improve operations.

Neither agree nor
disagree

Disagree

Agree
Members in my workgroup are
empowered to make work-
related decisions on their own.

Neither agree nor
disagree

Disagree

Agree
The decision-making processes
that impact my workgroup are
fair.

Neither agree nor
disagree

Disagree

76

16

73

19

71

21

71

20

White

78

13

72
17
70
20
10
71
17

12

Total Minority

]
[(e]

[N
»

74

19

73

21

71

22

70

23

White

78

13

72
17
70
20
10
71
17

12

Black

71

22

73

20

69

24

69

24

Hispanic

[e]
o

[N
a1

77

18

74

21

75

18

73

19

Asian

66

23

11

61

29

10

64

28

Other Race/Ethnicity

~
©

[N
~

77

16

77

17

72

22

69

24
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Table 20. (continued)

2
KEY: 2
Within Year Group Differences > =
B Higher Response = %
Lower Response 8 S
= (&)
> Q 2 Q g ?_:
EfE| S| S| 5| 8| &
= o —_ — 7 =}
< 2 F =2 @™ I < O
Agree 69 71 68 71 70 69 61 68

Outcomes are fairly distributed

Neither agree nor
among members of my

[EEN
O
[N
~
N
[
[N
~
N
o
N
[
N
(op]
N
w

disagree
workgroup.

Disagree 11 13 | 10 13 | 10 10 13 9

Agree 20 16 16 24 25 29 24
| feel excluded _by my workgroup N_elther agreenor g 16 20 16 20 20 24 21
because | am different. disagree

Disagree 62 55 57 56 47 54

Agree 19 15 i 15 21 26 24 27

_SeX|st slurs, comments, and/or N_elther agreenor o 17 17 20 20 25 18
jokes are used in my workplace. disagree

20
Disagree 62 m 56 m 60 54 51 54

Agree 18 13 13 | 20 25 28 28

I_?amal slurs, co_mments, and/or N_elther agreenor o 18 21 18 21 20 25 20
jokes are used in my workplace. disagree

Disagree 63 m 55 m 59 55 48 52

Margins of error range from 2% to +14%
Percent of all active duty members

Army Results | 117



OPA | 2017 Workplace and Equal Opportunity Survey of Active Duty Members

Table 21.

Army: Agreement With Statements About People in the Workplace

KEY:

Within Year Group Differences
B Higher Response
Lower Response

Trend Year Differences
4 Higher Than 2017
¥ Lower Than 2017

There is very little conflict
among your coworkers.

Your coworkers put in the
effort required for their jobs.

The people in your work
group tend to get along.

Agree

Neither agree
nor disagree

Disagree

Agree

Neither agree
nor disagree

Disagree

Agree

Neither agree
nor disagree

Disagree

2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

Army

63
52¥
52¥
57¥

17
254
224

18

20

23
264
244

66

62

62
60¥

19

21

20

19

15

18

18
214

73

69
68¥

72

17

20

20

17

10

11

12

11

g R White

54¥

15
264
224

18

20

24

25

23

65

61

61

59

19

20

20

19

16

19

19
224

76

69

70

75

13
214
204

16

11

10

10

9

& Total Minority

284

274
67
63
63
62
20
21
21
18
13
16
17

204
70
69
66
68

20
20
18

12
144
144

€ & White

54¥

15
264
224

18

20

24

25

23

65

61

61

59

19

20

20

19

16

19

19
224

76

69

70

75

13
214
204

16

11

10

10

284

274
71
65
67
65
20
21
19
17

14
14
184
71
69
67
69
22
18
19
17

144
144
144

& | Hispanic

11

Asian

274
254
70
57
56¥
55¥
18
24
26
26
12
19
18
19
66
68
59
64

24
27
22

144
14

£ &5 & & Other Race/Ethnicity

PP RPRPNMNPRPoocooNMNMDNMNERRERPERPNONMNOOo OONDNDDNDNDNDNDDN
NN NONOOONODNPRPRUOUIOWO R RFPOMOODNOGOWWERENOaOoO

22

[N
(3]
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Table 21. (continued)

KEY:
Within Year Group Differences
B Higher Response
Lower Response
Trend Year Differences
4 Higher Than 2017
V¥ Lower Than 2017

Agree

The people in your work
group are willing to help each
other.

Neither agree
nor disagree

Disagree

Agree

You are satisfied with the
relationships you have with
your coworkers.

Neither agree
nor disagree

Disagree

Margins of error range from +2% to +18%
Percent of all active duty members

2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

(2]
<> Army

67V
69v

204
204
18

134
134
134
73
66V
65V
71
17
20
19
18
10
13
154
11

& & White

68V

¥
13
18

194
17

14
13
12
75
67

66V
73
16
21
18
17

13
164
10

o3| Total Minority

144
144
71
65
65
68
19
20
21
20
10
15
144
12

& & White

68V

¥
13
18

194
17

14
13
12
75
67

66V
73
16
21
18
17

13
164
10

Black

144

134

134
72
64
65
68
21
21
21
19

154
144
134

$ & &3 Hispanic

PRrRPRPMNNYRPRPRP YOO, R RPERPDMDNONNE O
ONNMNNOO©MWWMO®®©OUuRREPR OONNOOOG

S o1 Asian

60V

17
20
25
19

12
15
14
70
65
61
62
22
21
23
25

14
16
13

N | Other Race/Ethnicity

m\ll—\ml—\l—\mmmldcﬁgcﬁ
© N WEROPRPRPWOU S ek

55¥
67
13
20

254
21
13
20
20
12
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Table 22.
Army: Experienced Behavior(s) in Line With Workplace Hostility from Coworkers or
Supervisors During the Past 12 Months

=
'S
.E
z 0
2 o g
S E 2 X E S g
E § £ 8 & § £
= £ 2 @m I < O

Did not provide you with information or assistance
when needed 70 72 67 72 67 69 67 64
Gossiped/talked about you 49 51 | 48 51 | 48 50 52 38

Were excessively harsh in their criticism of your

work performance 42 43 41 43 37 43 50 42
Took credit for your work or ideas 39 40 | 39 40 | 39 40 40 32
Yelled when they were angry with you 3 | 34 | 37 34 33 38 41
Used insults, sarcasm, or gestures to humiliateyou = 30 =~ 29 = 32 =~ 29 = 31 | 31 | 40 29

Margins of error range from +3% to +12%
Percent of All Active Duty Members
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Table 23.
Army: Problems At Duty Station

KEY:
Within Year Group Differences

B Higher Response
Lower Response

Trend Year Differences
4 Higher Than 2017
¥ Lower Than 2017

Large extent

Racist/extremist Small/Moderate
organizations or individuals | extent

Not at all

Large extent

Small/Moderate

Hate crimes
extent

Not at all

Large extent

Small/Moderate

Gangs extent

Not at all

Margins of error range from +1% to +13%
Percent of all active duty members

2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

SHLH N ow A~ AFmMy

=
©

274
81
79
79

68V

3
2v

4
16

154

254
85
82
84

71v

4
5
4
8
18
214
304
83
78

75V
67V

5 &+ ™= N White

=
©
>

264

80
80V
69V

2
1
1
4

10
17
144
244
82
84

224
304
85
77
5%
66¥

IU1 < O’H Total Minority

= —
© o [

294
76
78
78

66¥

5

2¥
4
13
14
16

264
82
81

294
80

76
67V

£

c

= o T
2 6 5
1 6 3
2 v 3
54 5 5
13 Il 12
19 19 12
184 22 15
264 31 234
Kl 60 83
80 75 85
80V 76 82
69V 64 72v
2 6 4
1 5 3
1 1v 2
4 4 3
10 EEH s
17 17 11
144 16 144
244 27 234
El 5 ss

82 79 86
84 83 84
2v 69 73V

2 7 4
3 6 4
4 3 6
4 3 2
13 | 19 9

19 17 14
224 | 21 | 164
304 | 314 294
8 75 87
77 77 82
75y | 76 | 78¥
66% | 66 | 68¥

= BH@ w o~ Asian

W
©

O~NNNwWRE R g ~N N O
mm\lmh‘ooomooom@oshxlo‘:\,mmm

oO~NN NN R
NN 0o WO~

s o £~ Other Race/Ethnicity

[
® N o»

324
80
NR

77
64¥

NR

N

11
17
284
88
NR
78
68¥

NR

20
18
17
27
77
NR
75
69
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Table 24.

Army: Problems in the Local Community Around Duty Station

KEY:
Within Year Group Differences
W Higher Response
Lower Response
Trend Year Differences
4 Higher Than 2017
V¥ Lower Than 2017

Large extent

Racist/extremist
organizations or
individuals

Small/Moderate
extent

Not at all

Large extent

Small/Moderate

Hate crimes
extent

Not at all

Large extent

Small/Moderate

Gangs extent

Not at all

Margins of error range from +1% to +18%
Percent of all active duty members

2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

Ris»w s Army

27
29
364
65
70
67
60V

NA
29
23
27
NA
68
74
69
NA

NA

32
28
34
NA
61
66
58
NA

K~~~ & White

P Z = =z = P
A RS E R R RS R EE B E R RN EEE G EE

& w o a0 Total Minority

23¥
27
35
64

724
70
62

N

NA
28
19¥
25
NA
69
764
72
NA

84
NA
32
24¥
30
NA
63
69
62
NA

K~~~ & White

P = = =z = P
A RSN E E R RS R EE BB B RN EEE G EE

R &K~ ~ oo Black

P z z z z z
2BRERBPBsgorunsiddRsBRRsy» 2233383
> > > > > >

R w »n w| Hispanic

19¥

32
63
794
71
65

NA
26
14¥
24
NA
71
834
72
NA

~

NA

36
20¥
27
NA
60
734
64
NA

NS K s w s o Asian

2 2 =2 2 =2 2
SR& 3 588 B S @ o5 S s8N N s wa~N38J R B8

8 o o« £ ~ Other Race/Ethnicity

57v
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Table 25.

Army: Perceptions of Racial/Ethnic Relations in the Military During Last 5 Years

KEY:
Within Year Group Differences
W Higher Response
Lower Response
Trend Year Differences
4 Higher Than 2017
V¥ Lower Than 2017

Worse today

Perceptions of race/ethnic
relations in our military
during the last five years

About the same as
five years ago

Better today

Margins of error range from £1% to +16%

Percent of active duty members who completed 5 years or more in active duty service

Table 26.

2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

51
45¥
44¥

30
434
514
534

46%
44%

31
444
494
534

p H Total Minority

46%
44%

31
444
494
534

I Black

4 ¢ © & Hispanic

21
8¥
2¥
5¥

52
47
45
26
404
514
504

IO NS
Nk o O

w
N

454
554
564

Army: Perceptions of Racial/Ethnic Relations in the Nation During Last 5 Years

KEY:
Within Year Group Differences
W Higher Response
Lower Response
Trend Year Differences
4 Higher Than 2017
V¥ Lower Than 2017

Worse today

Perceptions of race/ethnic
relations in our nation
during the last five years

About the same as
five years ago

Better today

Margins of error range from 2% to +14%
Percent of all active duty members

2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

S Army

18¥
1v
10¥
22
434
364
424
22
394
524
484

2 9 White

12¥
10¥
21
424
364
414
22
414
524
494

Total Minority

91| White

18¥
12¥
10¥
21
424
364
414
22
414
524
494

Black

58

6¥
12%
23
434
394
464
19
354
544
424

Hispanic

Asian

w
Ul N
82300’04.01

o W
N o1

614
574

564
604

% 8 g » w w 1 Other Race/Ethnicity

B w W s
© N RN

554

Other Race/Ethnicity

474

434
444
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Table 27.
Army: Leadership Makes Honest and Reasonable Efforts to Stop Racial/Ethnic Harassment/
Discrimination

KEY: -

Within Year Group Differences E

B Higher Response E

Lower Response é\ i

Trend Year Differences é E

4 Higher Than 2017 S g g

¥ Lower Than 2017 > o - 2 X < c 5

IS e 8 e = 2| s <

= o —_ — 7 =}

< =2 ¥ =2 @m I < O

2017 | 70 64 60 68 @63 64

Yes 2013 = 60%  63¥ 56¥ = 63% 54 61 54 49

2009 | 65  69%¥ 60 = 69% 58 64 54 61

2005 65%  68¥ 61  68% 59 60 60 68

07 M 7 12 7 14 11 12 6

Senior leadership of No 2013 164 154 184 154 20 18 17 11
my Service 2009 @ 12 10 15 10 14 16 16 15
2005 | 124 114 14 = 114 15 15 1 1

2017 | 21 17 17 26 21 | 25 29

) 2013 | 24 22 26 22 26 21 29 40

Don’t know 2009 | 23 21 25 21 28 20 30 24

2005 = 22 20 25 20 26 25 29 20

2017 = 68 62 57 68 58 60

Yes 2013 | 60%  63% 55¥ = 63% 54 58 55 46

2009 | 64 68 58 68 55 61 51 62

2005 | 64  68%¥ 59 | 68¥ 58 58 62 65

2017 8 11 8 13 | 11 12 6

Senior leadership of No 2013 164 154 174 154 18 18 17 11
my installation/ship 2009 | 134 11 | 164 11 16 15 15 16
2005 @ 134 11 14 1 14 16 10 12

2017 | 22 18 18 21 | 30 | 33

) 2013 | 24 21 28 21 28 23 29 42

Don’t know 2009 | 23 21 27 21 29 24 33 22

2005 | 23 21 27 21 28 26 28 23

2017 | 74 67 65 71 65 @64

Yes 2013 @ 64%  68¥  59¥  68% | 57 64 57 58

2009 @ 65%  70¥  59% | 70% @ 58 63 | 50¥ 55

2005  68%  T2¥ 63 . 72% 62  60% 63 69

_ _ 2017 | 9 7 7 14 11 12 11
My immediate No 2013 | 174 144 194 144 21 | 204 | 21 13
supervisor 2009 | 144 124 184 124 18 18 19 20
2005 @124 114 14 | 114 15 15 13 12

2017 | 16 = 13 13 21 17 | 23 25

, 2013 | 19 18 21 18 23 16 22 30

Don’t know 2009 20 184 23 | 184 23 19 31 25

2005 | 20 17 23 17 23 25 24 19

Margins of error range from 2% to +18%
Percent of all active duty members
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Table 28.
Army: Attention to Racial/Ethnic Harassment/Discrimination

KEY: >
Within Year Group Differences ‘S
B Higher Response E
Lower Response P =
£ w
Trend Year Differences 8 3
4 Higher Than 2017 s 2 &
¥ Lower Than 2017 > bt - 8 = < c b
Elc Elc 8|2 ¢ s
< =2 ¥ =2 @m I <« O
2017 | 24 14 6 18 12 25
Too much 2013 21 28 10 28 5 17 10 11
attention 2009 @ 23 31 10 31 4 15 17 15
2005 @ 24 33 11 33 5 16 12 25
! A EA R
The military amour_]t of 2009 = 58¥ 58 | 58V 58 57 61 58 56
attention 2005 59% 57 60 57 | 61 | 61 | 65 | 53
2017 6 6 17 20 | 12
Too little 2013 15 7 25 7 29 19 19 30
attention 2009 194 = 104 324 104 394 24 24 294
2005 = 174 9 284 9 34 23 23 22
2017 4 4 5 4 4 7 5 2
Too much 2013 = NA NA = NA NA NA  NA  NA NA
attention 2009 | NA NA = NA NA  NA  NA  NA NA
2005 = NA NA = NA NA  NA  NA  NA NA
mherignt 27 o7 G o2 WM w2 e 7o M
Your immediate supervisor amour_1t of 200 | A N T T BT B T
attention 20600 NA. NA NA NA NA NA NA NA
2017 9 5 5 14 14 5
Too little 2013  NA NA = NA NA = NA NA NA NA
attention 2009  NA NA = NA NA  NA  NA  NA NA
2005 = NA NA | NA NA  NA  NA  NA NA

Margins of error range from 1% to +17%
Percent of all active duty members
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Table 29.
Army: Received Training on Racial/Ethnic Harassment and Discrimination in Past 12

Months

| Had training on topics related to racial/ethnic
' harassment and discrimination

P

S

£

—

z 5

= o

£ o IS

[«5) E [«5) ~ lg c nh:

+— — +—

Els|c|8 (2 2|2

= £ 2 o T < ©

92 87 84 86 88 93

2013 91 94 86 94 87 87 87 NR
2009 88 91 85 91 85 85 84 85
2005 87V¥ 89 83 89 85 82 80 82v

Margins of error range from +2% to +9%
Percent of all active duty members

Table 30.

Army: Training Received Was Effective in Reducing/Preventing Racial/Ethnic Harassment/

Discrimination

I Training received was effective

2
L
C
z &
S ~
o ()
c (&)
§= as o]
(D) E (D) ~ lg = E
Rt -_ Rt
= £ = B & £ £
= F = @om T < 0O
2007 | 93 | 93 | 94 93 93 93 HEE o5
2013 92 89 96 89 97 95 94 95
2009 90 90 92 90 92 94 92 88
2005 94 93 94 93 95 95 97 90

Margins of error range from +2% to +9%

Percent of active duty members who received training on racial/ethnic harassment/discrimination in the past 12 months
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Table 31.
Army: Effectiveness of Training Received in Reducing/Preventing Racial/Ethnic
Harassment/Discrimination

KEY:

>
Within Year Group Differences E
B Higher Response E
Lower Response é\ i
Trend Year Differences é E
4 Higher Than 2017 S g §
¥ Lower Than 2017 E‘ = = P = S S S
= = S = L) 2 ‘B =
< =2 ¥ =2 m I < O
2017 7 7 6 7 7 7 3 5
Not at all 2013 8 11 4 11 3 5 6 5
effective 2009 10 10 8 10 8 6 8 12
2005 6 7 6 7 5 5 3 10
2017 | 16 17 14 17 11 13 23 19
Slightly 2013 | 18 20 14 20 14 13 12 | 21
Effectiveness of training effective 2009 18 20 15 20 14 | 14 16 23
received in reducing/ 2005 | 16 17 13 17 12 13 18 18
preventing racial/ethnic 2017 | 39 39 | 40 39 | 42 37 36 45
harassment/discrimination Moderately 2013 40 40 39 40 40 36 48 38
effective 2009 42 42 42 42 38 44 524 44
2005 = 454 46 43 46 42 47 49 38
2017 | 38 36 40 36 40 43 38 31
. 2013 = 34 29 43 29 43 46 35 36
Veryeffective o0 20w 2r¢ 35 2t¢ | a0 3 24% | 21

2005 33 30 38 30 41 36 30 34

Margins of error range from 2% to +14%
Percent of active duty members who received training on racial/ethnic harassment/discrimination in the past 12 months
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Table 32.

Army: Racial/Ethnic Harassment/Discrimination Training Received Conveyed Relevant

Information

KEY:

Within Year Group Differences
B Higher Response
Lower Response

Taught that racial/ethnic
harassment/discrimination
reduces cohesion/effectiveness of
the military

Explained the process for
reporting racial/ethnic
harassment and discrimination

Provided information about
policies/procedures/
consequences racial/ethnic
harassment/discrimination

Provided a good understanding
of what words and actions are
racial/ethnic harassment/
discrimination

Identified racial/ethnic
behaviors that are offensive to
others and should not be
tolerated

Agree

Neither agree nor
disagree

Disagree

Agree

Neither agree nor
disagree

Disagree

Agree

Neither agree nor
disagree

Disagree

Agree

Neither agree nor
disagree

Disagree

Agree

Neither agree nor
disagree

Disagree

89

10

88

11

88

10

88

10

White

-

89

87

10

89

10

Total Minority

(0]
©

©

88

11

85

13

89

10

88

10

White

87

10

89

10

Black

88

12

<1

85

13

87

11

88

11

Hispanic

©
-

~

90

86

12

91

88

10

Asian

85

13

80

17

86

13

87

12

Other Race/Ethnicity

©
©

[y
o

88

10

86

12

88

10

89

10
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Table 32. (continued)

2
KEY: 2
Within Year Group Differences > =
B Higher Response = %
Lower Response 8 S
= (&)
> Q = [} g Ds_:
E £ B £ &8 & &8 2
= o —_ — 7 =}
< =2 ¥ =2 @m I < O
Agree 87 88 85 88 84 85 80 86

Provided information on
Service’s policies on Neither agree nor
participation in racist/extremist disagree

organizations Disagree 2 1 2 1 2 1 2 2

[EEN
N
[EEN
o
[EEN
SN
[EEN
o
[EEN
SN
[EEN
w
[EEN
~
[EEN
N

Agree 86 87 | 85 87 | 84 86 83 83

Gave useful tools for dealing

with racial/ethnic harassment Neither agree nor

12 11 13 11 14 12 14 15

and discrimination disagree
Disagree 2 2 2 2 2 3 3 1
Agree 83 84 82 84 81 85 81 80
Promoted cross-cultural N_elther agreenor . 13 13 13 14 10 17 17
awareness disagree
Disagree 3 3 4 3 4 5 2 2
Agree 82 85 79 85 75 85 76 76

Made me feel it is safe to report  Neither agree nor
offensive racial/ethnic situations disagree

Disagree 3 2 4 2 5 2 3 4

15 13 | 17 13 | 20 13 20 20

Agree 82 83 82 83 80 84 80 @ 82

Neither agree nor
disagree

Disagree 3 3 3 3 3 3 2 3

Promoted religious tolerance 15 14 15 14 17 13 19 15

Margins of error range from £1% to +13%
Percent of active duty members who received training on racial/ethnic harassment/discrimination in the past 12 months and training covered the

topic
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Table 33.

Army: Perceptions of Reporting Processes for Racial/Ethnic Harassment/Discrimination

KEY:

Within Year Group Differences
B Higher Response

Lower Response
Trend Year Differences
4 Higher Than 2017
¥ Lower Than 2017

Would you know how to report experiences of
racial/ethnic harassment?

Would you know how to report experiences of
racial/ethnic discrimination?

Is the availability of reporting hotlines
publicized enough?

Margins of error range from 2% to +18%
Percent of all active duty members

2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

& Army

91
91¥
NA
94
91
91¥
NA
85
82

NA

S £83 R Total Minority

89

90
NA
82
78

NA

73V

& | Hispanic

Asian

92
87

NA

92
87
87
NA
83
76
74
NA

Other Race/Ethnicity

ZN~N0Z0mZO©ZxnIZ©
>N WRNPO PO OO
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Table 34.

Army: Perceptions of Unit Reporting Climate for Racial/Ethnic Harassment/Discrimination

KEY:

Within Year Group Differences
B Higher Response
Lower Response

Trend Year Differences
4 Higher Than 2017
¥ Lower Than 2017

Members feel free to report
without fear of negative
reactions

Complaints about racial/
ethnic harassment/
discrimination would be
taken seriously

People would be stopped
from getting away with
racial/ethnic harassment/
discrimination

Large extent

Small/Moderate
extent

Not at all

Large extent

Small/Moderate
extent

Not at all

Large extent

Small/Moderate
extent

Not at all

2017
2013
2009
2005
2017
2013
2009
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Table 34. (continued)

KEY: -

Within Year Group Differences 5

B Higher Response E

Lower Response P i

Trend Year Differences é E

4 Higher Than 2017 S g §

¥ Lower Than 2017 > bt = g X < c =

= = S = = o .© =

= o —_ — 7 =}

< 2 K =2 @m T < O

2017 | 63 56 58 | 55 46 58

2013 | 57 58% = 55 58% = 55 57 45 55

Large extent 2009 = 59 64 52 64 52 52 48 53

2005 | 62 67 56 67 57 52 52 59

Policies forbidding racial/ 2017 | 27 23 23 | 32 31 30
ethnic harassment/ Small/Moderate = 2013 33 334 34 334 32 31 44 38
discrimination ar blicized extent 2009 = 30 26 36 26 37 34 39 33
s¢ ation are publicize 2005 28 25 33 25 33 35 36 28
2017 | 10 7 12 7 10 14 13 12

2013 | 10 9 12 9 13 12 11 7

Not at all 2009 @ 11 11 13 11 11 13 14 14

2005 9 8 11 8 10 13 12 13

Margins of error range from +1% to +15%
Percent of all active duty members

Table 35.
Army: Chances of Promotion if Someone Reported Racial/Ethnic Harassment/Discrimination

KEY: =
Within Year Group Differences 5
B Higher Response E
Lower Response P i
Trend Year Differences é E
4 Higher Than 2017 S g §
¥ Lower Than 2017 > bt = g X s c =
IS = S = 2 & .S <
= o —_ — 7 =}
< 2 F =2 @™ I < O
2017 8 10 7 10 5 8 10 7
2013 8 9 6 9 5 8 5 4
Better 2009 5¥ 5¥ 4 5¥ 4 5 5 4
2005 NA NA NA NA NA NA NA NA
Chances of promotion i A NN B
orere ot aaleic Thesme o nowon B okon o
2005 NA NA NA NA NA NA NA NA
2007 [N 12 12 19 15
2013 = 234 20 27 20 31 23 24 30
Wor
orse 2009 | 234 194 28 194 28 294 33 28
2005 NA NA NA NA NA NA NA NA

Margins of error range from 2% to +17%
Percent of all active duty members
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Table 36.
Army: Reported the One Situation to a DoD Authority

2

KEY: 2

Within Year Group Differences > =

B Higher Response = %

Lower Response _g o S

> [¢5] 2 [¢5] ~ .g = OL:

EJE | 8] |2 | 2| §|E

< 2 K 2 @m I < O
Reported to at least one DoD authority 28 32 | 25 32 | 33 14 21 ' NR
NR

Reported to your or alleged offender(s)’s chain

N
a1
(O8]
o
N
[
(O8]
o
N
oo
[EEN
N
[EE
~

of command
Someone in the chain of command of the 19 27 15 27 | 21 7 5 NR
offender
Someone in your chain of command 18 18 | 18 18 | 23 11 17 | NR
Repor_ted to any poD office responsible for 13 14 12 14 18 7 7 7
handling complaints
Other person or office with responsibility for 8 9 8 9 12 4 5 5
follow-up

Spemal_ military office responsible for handling 7 8 7 8 1 3 4 9
these kinds of reports

Margins of error range from +4% to +14%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months

Table 37.
Army: Reasons for Reporting the One Situation
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To prevent it from happening to someone else
To prevent it from happening again
To make your work environment a better place
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Z
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Py
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Py}
pd
Py}
pd
Py}

;I'Vc\)/;:ske your chain of command situationally = 1 N m RN IR T nr | NR
To punish the person 27 . NR 29 | NR NR | NR | NR | NR
;IJ’rc])i:[cransfer yourself or the offender out of your 27 NR 31 NR NR NR NR NR
To redu_ce any impact on your evaluation or 0 NR 23 NR NR NR NR  NR
promotion

Other reason 11 NR 16 NR  NR | NR | NR 4

Margins of error range from 9% to +17%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months and reported to a DoD

authority
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Table 38.
Army: Satisfaction With Aspects of Reporting the One Situation
=
KEY: 2
Within Year Group Differences > =
B Higher Response ‘= %
Lower Response 8 g
= (&)
> (5] 2 (5] ~ lg = OL:
ENE|EJE| S| 2| 8| &
= o — e 7] =]
< 2 K 2 @m I < O
Satisfied 29 NR | 31 NR NR NR  NR NR
Treatment by personnel Nelthgr sa_tls_fled 44 NR 40 NR NR NR NR NR
handling your report nor dissatisfied
Dissatisfied 30 NR 29 NR NR NR  NR NR
Satisfied 23 . NR | 27 . NR | NR NR NR NR
Amount of time it took/is taking Nelth_er sapsﬁed 44 NR 36 NR NR NR NR NR
to resolve your report nor dissatisfied
Dissatisfied 37  NR 37 . NR  NR NR NR NR
Satisfied 22 NR | 19  NR | 22 NR  NR NR
The reporting process overall  Neither satisfied 5 & \p ' 59 ' \RUNR | NR | NR | NR
nor dissatisfied
Dissatisfied 33 NR | 42  NR  NR NR NR NR
Satisfied 21 . NR | 23 ' NR | NR NR NR  NR
Degr_ee to which your privacy Nelth_er sa_tls_fled 59 NR 46 NR NR NR NR  NR
was/is being protected nor dissatisfied
Dissatisfied 20 5 5 NR  NR | NR 5
Satisfied 20 NR | 19  NR | 19 NR  NR NR

Availability of information Neither satisfied
about how to follow-up on a N 39 NR 41 NR NR  NR | NR NR
report nor dissatisfied

Dissatisfied 41 1 NR | 40  NR | NR  NR | NR  NR

Satisfied 18 NR| 21 ' NR| 19 NR NR NR

How well you were/are kept Neither satisfied

informed about the progress of NPt 46 | NR 43 NR | NR NR | NR  NR
nor dissatisfied
your report

Dissatisfied 35 NR | 37 . NR  NR NR NR NR

Margins of error range from +12% to +18%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months and reported to a DoD
authority
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Table 39.
Army: Official Action Taken in Response to Reporting the One Situation

2

(&)

'E

2 z

o (5]

c (&)

= © ol

E/E| 8 £ ¢ &8 2

= o ) = 7 =

< 2 ¢ 2 m T < O
Yes 16 NR @ 19 NR NR | NR  NR NR
Against you No 76 NR 73 | NR NR | NR | NR  NR
Don’t know 8 NR 8 NR NR <1 | NR NR
Against one or more of the Yes 16 NR | 14 NR 6 NR | NR | NR
pegrson(s) who bothered you No 61 NR | 70 NR | 79 NR | NR | NR
Don’t know 24 NR | 16 NR NR  NR NR NR

Margins of error range from +2% to +18%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months and reported to a DoD

authority

Table 40.
Army: Reported One Situation and Perceived Any Type of Retaliation

2

(S)

.E

z i

o [}

c Q

= o ol

EJE|EJE |8 |8| 2|8

< 2 F 2 @ I < 0O
Repo_rtc_ed one situation and exper_lencgd any type of 32 NR 40 NR NR NR NR NR

retaliation as a result of the one situation

Margins of error range from +14% to +15%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months and reported to a DoD

authority
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Table 41.
Army: Reported One Situation and Perceived Retaliation

2

(&)

'E

2 z

o ()

c (&)

= © ol

EJE|EJE| 3| 8| &|&

= o ) = 7 =

< 2 ¢ 2 m T < O
Yes 25 NR @ 28 NR NR | NR  NR NR
Professional retaliation No 64 NR | 57 NR | NR | NR | NR | NR
Don’t know 11 NR 15 NR  NR | NR  NR  NR

Yes 23 NR 31 NR | NR | NR  NR 3
Social retaliation No 67 NR | 57 NR | NR | NR | NR | NR
Don’t know 10 NR 12 NR  NR | NR  NR  NR

Margins of error range from +9% to +16%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months and reported to a DoD
authority

Table 42.
Army: Reported the One Situation and It Was Corrected
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o [}
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= o ol

> D E D X lg c ?—:
E £ § £ 8 g8 § £
< 2 F 2 @ I < 0O
Reported the one situation and it was corrected 36 NR 29 NR 19 NR  NR  NR

Margins of error range from +14% to +17%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months and reported to a DoD
authority
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Table 43.
Army: Knew the Outcome of Report

Knew the outcome of report
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39 NR| 3  NR NR NR NR NR

Margins of error do not exceed +14%

Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months and reported to DoD

authority

Table 44,
Army: One Situation Reported Was Substantiated

2

(&)

i<

> (=

= g

g o g

> 2 E 2 X 'g c E

E £ £ £ & & § £
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'Report was found to be substantiated 'NR  NR NR NR NR  NR NR NR

Margins of error cannot be determined

Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months, reported to DoD

authority, and knew the outcome
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Table 45.
Army: Satisfied With Outcome of Report

2
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pS I= o
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t Bl B § &
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| Satisfied 26 . NR 23 NR | NR  NR  NR | NR

|Howsat|sf|edwereyouwﬁhthe Nelth_ersa_tls_fled 32 NR 30 NR NR NR NR NR
|outcome of your report? nor dissatisfied

| Dissatisfied NR NR NR NR|NR  NR NR | NR

Margins of error range from +16% to +18%

Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months, reported to DoD

authority, and knew the outcome
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Table 46.
Army: Reasons for Not Reporting the One Situation to a DoD Authority
2
KEY: 2
Within Year Group Differences > =
B Higher Response ‘= %
Lower Response 8 g
= (&S]
> (5] 2 (5] ~ lg = OL:
ENE|EJE| S| 2| 8| &
= o — e 7] =]
< 2 K =2 m I < 0O
You thought it would make your work situation sl ol sl NR
unpleasant
You thought it was not important enough to report | 41 36 | 44 36 | 43 40 47 | NR
You did not think anything would be done 39 52 | 32 52 | 29 28 53 | NR
You took care of the problem yourself 38 34 | 40 34 | 49 32 44 | NR
You felt uncomfortable making the report 29 40 | 24 | 40 16 23 NR
You thought you would be labeled a troublemaker = 27 © 32 = 25 32 | 21 20 NR
You were afraid of retaliation/reprisals from the
person(s) who did it or from their friends 27 33| 23 3] 2 24 37 | NR
You thought reporting would take too much time 24 21 | 26 21 19 25 T8 NR
and effort

You thought your performance evaluation or
chance for promotion would suffer

You were afraid of retaliation/reprisals from your
chain of command

23 25 | 21 25 | 22 19 36 ' NR

23 27 | 22 27 18 23 37 ' NR

You thought you would not be believed 21 33 15 33 14 12 23 ' NR
You did not know how to file a report 8 9 8 9 10 3 22 4
:j(i?jui':jld not know the identity of the person(s) who 6 5 7 5 8 5 6 7
Situation only involved civilian(s) off an installation| 4 NR 4 NR ' NR 3 NR 1
You were encouraged to withdraw your report 3 NR 5 NR | NR 5 7 NR
Other reason(s) 19 26 15 26 12 16 28 ' NR

Margins of error range from 4% to +17%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months and did not indicate
reporting to a DoD authority
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Navy Results
Introduction

The purpose of this appendix is to present the results and trends for the Navy from the 2017
Workplace and Equal Opportunity Survey of Active Duty Members (2017 WEOA). All uses and
interpretations of the 2017 WEOA Navy data presented should be made in light of the
methodological information contained in the main report. As a reminder, the results from the
2017 WEOA are based on self-reported experiences. The use of results presented is limited to
data that may inform policy and does not constitute actual knowledge of specific offenses by the
Navy or its officials. Allegations of racial/ethnic harassment and discrimination must be
reported and investigated through established channels before allegations are substantiated.

The Navy sample consisted of 25,473 Navy active duty members drawn from the sample frame
of 317,598 eligible members using DMDC’s Active Duty Master File (ADMF). Completed
surveys were received from 2,763 Navy eligible respondents. The overall weighted response
rate for Navy eligible members, corrected for nonproportional sampling, was 13.8%. OPA
scientifically weighted the 2017 WEOA Navy respondent data to be generalizable to the entire
active duty Navy population using the methods described in the main report.

Results and trends presented within this appendix should be interpreted in light of the
methodology presented in the main report. The 2017 WEOA Navy survey results are compared
to the weighted average of all other Services, and then analyzed within the Navy by
race/ethnicity. The definitions for racial/ethnic categories compared within the Navy are
describe below.

e White: Navy members who identify as only White and not Spanish/Hispanic/Latino.

e Total Minority: Navy members who identify as one (other than White) or more of
the races and/or identify as Spanish/Hispanic/Latino.

e Black: Navy members who identify as only Black with regards to race and who do
not identify as Spanish/Hispanic/Latino.

e Hispanic: Navy members who identify as Spanish/Hispanic/Latino regardless of
what racial group they may also identify as.

e Asian: Navy members who identify as only Asian with regards to race and who do
not identify as Spanish/Hispanic/Latino.

e Other Race/Ethnicity: Navy members who identify either American
Indicate/Alaska Native (AIAN), Native Hawaiian/Pacific Islander (NHPI), or as more
than one race and who do not identify as Spanish/Hispanic/Latino. Data from these
diverse racial/ethnic groups were combined due to low statistical power to analyze
these groups separately.
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In the tables, colors on the “Navy” category signify significant differences when comparing
Navy results to the weighted average of all other Services combined. Otherwise, tables should
be interpreted in the same manner described in the main report. All Navy results are presented in
the data tables though not exhaustively described in this appendix. Only significant differences
between the Navy and the other Services, and within racial/ethnic groups for the Navy are
discussed where applicable. Additionally, results from trend testing are noted where applicable.

Navy Topline Findings

Abbreviated topline findings for Navy are organized and presented in accordance to the three
Congressional requirements outlined in Title 10 USC 8481.

Indicators of Positive and Negative Trends for Professional and Personal
Relationships Among Members of All Racial and Ethnic Groups

The 2017 WEOA contains several content blocks geared towards understanding trends for
professional and personal relationships among military members of all racial/ethnic groups,
including estimated past year racial/ethnic harassment and discrimination rates, details about the
one situation of racial/ethnical harassment/discrimination with the greatest effect, and the overall
diversity and inclusion climate for race/ethnicity.

Estimated Past Year Racial/Ethnic Harassment and Discrimination Among Navy Members
e 2017 Estimated Past Year Racial/Ethnic Harassment Rate in the Navy: 19.8%

— To be included in this rate, Navy members had to indicate that in the past 12 months
they perceived experiencing at least one of the inappropriate racial/ethnic-related
behaviors by someone from work (i.e., the respondent indicated being
“uncomfortable, angry or upset” by a behavior).

— Navy members were more likely to indicate experiencing Racial/Ethnic Harassment
compared to the other Services.

— Black (35.9%) Navy members were more likely to indicate experiencing
Racial/Ethnic Harassment compared to other Navy members, whereas White (14.4%)
Navy members were less likely. Total Minority (26.6%) Navy members were also
more likely to indicate experiencing Racial/Ethnic Harassment compared to White
Navy members.

e 2017 Estimated Past Year Racial/Ethnic Discrimination Rate in the Navy: 6.8%

— To be included in this rate, Navy members had to indicate that they perceived
experiencing at least one type of differential treatment as a result of their race/
ethnicity in the past 12 months.

— Navy members did not differ from the other Services with regards to rates of
Racial/Ethnic Discrimination.

— Black (14.1%) Navy members were more likely to indicate experiencing
Racial/Ethnic Discrimination than other Navy members, whereas White (3.7%) Navy
members were less likely. Total Minority (10.6%) Navy members were also more
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likely to indicate experiencing Racial/Ethnic Discrimination than White Navy
members.

e 2017 Estimated Past Year Racial/Ethnic Harassment/Discrimination Rate in the Navy:
21.2%

To be included in this rate, Navy members had to perceive experiencing at least one
of the inappropriate racial/ethnic-related workplace behaviors (Harassment
behaviors) or differential treatment in personnel actions and/or benefits/services
(Discrimination behaviors) based on their race/ethnicity in the past 12 months.
Navy members were more likely to indicate experiencing Racial/Ethnic
Harassment/Discrimination compared to the other Services.

Black (36.1%) Navy members were more likely to indicate experiencing
Racial/Ethnic Harassment/Discrimination than other Navy members, whereas White
(15.1%) Navy members were less likely. Total Minority (28.9%) Navy members
were also more likely to indicate experiencing Racial/Ethnic Harassment/
Discrimination than White Navy members.

One Situation of Racial/Ethnic Harassment/Discrimination With the Greatest Effect for Navy

The characteristics of the one situation for Navy members largely mirrored results for
the DoD overall.

— 71% were referring to racial/ethnic harassment only when providing details about
the one situation.

— 70% of members indicated the behavior occurred more one time.

— The top contexts in which the behavior occurred include at a military installation
(94%), in a military context (90%), during duty hours (84%), and at their place of
work (84%).

— Navy members were more likely to indicate the one situation occurred while they
were deployed (29%) when compared to the other Services.

The characteristics of the alleged offenders within the Navy largely mirrored results
for the DoD overall as well.

— The majority (85%) indicated that at least one alleged offender was a member of
the DoD workforce and 53% identified at least one alleged offender as leadership.

— The top employment statuses of the alleged offender(s) were coworker (62%), in
their chain of command (38%), and other person(s) not in their chain of command
of higher rank/grade (34%).

— 54% indicated at least one alleged offender was of a different race/ethnicity than
them, 23% a mix of same and different race/ethnicities, 9% the same as them, and
13% did not know the alleged offender(s) race/ethnicity. The top two
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race/ethnicities of the alleged offender(s) were White (56%) and Black or African
American (45%).

e The endorsed outcomes of the one situation for Navy members also largely mirrored
results for DoD overall.

34% of members indicated they thought about getting out of their Service and 6%
indicated they requested a transfer. Navy members of Other Race/Ethnicities
(55%) were more likely to indicate they thought about getting out of their Service
than other Navy members.

Collectively, 21% indicated experiencing behaviors in line with at least one type
of retaliation as a result of the one situation, with 11% indicated experiencing
behaviors in line with professional retaliation and 19% indicated experiencing
behaviors in line with social retaliation as a result of the one situation.

42% indicated the one situation was corrected.

Diversity and Inclusion Climate for Race/Ethnicity Within the Navy

The Navy is committed to providing a work environment comprised of dignity and respect.

e Similar to the DoD results, the majority of members endorsed support for diversity in
the Navy.

Most Navy members indicated diversity is important to building a quality force
(86%), benefits everyone (83%), will unify personnel (78%), and will not lower
their Service’s standards (54%).

Additionally, 85% agreed they support the Navy’s diversity efforts and that
diversity initiatives positively affect the Navy (77%).

Moreover, 60% indicated they were actively involved in the Navy’s diversity
efforts and were personally committed to diversity (79%).

In general, minimal differences were observed across racial/ethnic groups within
the Navy, though in many cases Navy members endorsed greater support for
diversity when compared to the other Services.

e Similar to the DoD results, variability was observed regarding Navy members’
comfort in interacting and forming relationships with diverse personnel.

Most Navy members indicated to a large extent they feel comfortable interacting
with people from different racial/ethnic groups (88%) and interacting with people
with different religious beliefs than them (85%), though fewer indicated being
open about their religious beliefs with other military members (64%).
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The majority of Navy members indicated they do not at all feel pressure from
military members to avoid socializing with members with different religious
beliefs (86%) or pressure from military members not to socialize with members of
other racial/ethnic groups (87%).

Over half of Navy members indicated they do not at all feel the need to watch
what they say when interacting with people from different racial/ethnic groups
(52%) or the need to watch their behavior when interacting with people from
different racial/ethnic groups (57%).

Minimal differences were observed across racial/ethnic groups within the Navy.

Trend analyses generally revealed increased levels of perceived comfort in
forming relationships and interacting with diverse personnel in 2017 than in 2013,
2009, and 2005.

Similar to DoD results, the majority of Navy members endorsed positive perceptions
of leadership.

The majority of Navy members agreed that their immediate supervisor evaluates
their performance fairly (71%), ensures all personnel are treated fairly (71%),
assigns work fairly in their workgroup (71%), and has very little conflict with the
people who report to him or her (66%).

Additionally, 73% agreed they trust their immediate supervisor and 66%
indicated they were satisfied with the direction/supervision they receive.

65% of Navy members agreed they were encouraged by their immediate
supervisor to participate in a command climate survey and 67% agreed their unit
commander briefed them on command climate survey outcomes, and the way
forward.

Minimal differences were observed across racial/ethnic groups within the Navy or
overtime. Navy members, however, endorsed less positive perceptions of their
supervisor when compared to the other Services and were more likely to endorse
the use of command climate surveys.

Similar to DoD results, the majority of Navy members endorsed having an inclusive
unit climate.

Navy members agreed that workgroup members are treated as valued members of
the team without losing their unique identities (80%), empowered to make work-
related decisions on their own (72%), and have outcomes fairly distributed among
them (70%).

Navy members indicated they can use their chain of command to address
concerns about discrimination without fear of retaliation or reprisal (77%) and
are encouraged to offer ideas on how to improve operations (75%).
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The majority of Navy members disagreed when asked if racial
slurs/comments/jokes are used in their workplace (60%), feeling excluded
because of being different (66%), and sexist slurs/comments/jokes are used in
their workplace (59%), though White Navy members were more likely to disagree
and Total Minority and Asian Navy members were less likely to disagree.

70% indicated the decision-making processes that impact their workgroup are
fair.

As with the DoD, the majority of Navy members endorsed positive perceptions of
their coworkers, though many also endorsed experiencing at least one hostile
workplace behavior from workers or leaders in the past 12 months.

The majority of Navy members agreed the people in their work group are willing
to help each other (70%), the people in their workgroup get along (72%), they are
satisfied with their relationships with their coworkers (70%), their coworkers put
in the effort required for their jobs (62%), and there is very little conflict among
their coworkers (58%).

Over half of Navy members indicated experiencing situations in which coworkers
or supervisors did not provide them with information or assistance when needed
(72%) and gossiped/talked about them (55%) in the past 12 months, while fewer
indicated coworkers or supervisors were excessively harsh in criticism of their
work performance (46%), took credit for their work or ideas (43%), yelled when
angry with them (40%) or used insults/sarcasm/gestures to humiliate them (37%).

Minimal differences were observed across race/ethnicity or trend years within the
Navy, though Navy members were more likely to indicate experiencing hostile
workplace behaviors when compared to the other Services.

Additional influences on unit climate, including the duty station, local community
surrounding the duty station, and the military and nation overall were explored for
Navy as well, with minimal differences emerging when compared to the other
Services.

Similar to the DoD results, the majority of Navy members denied problems with
hate crimes (91%), gangs (91%), and racist/extremist organizations (87%) at their

duty station.

Similar to the DoD results, the majority of Navy members also denied problems
with hate crimes (71%), racist/extremist organizations (67%), and gangs (61%) in
the local community surrounding their duty station.

36% of Navy members indicated racial/ethnic relations in the military are better
today, 52% indicate about the same as five years ago, and 12% indicated worse
today.
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18% of Navy members indicated racial/ethnic relations in the nation are better
today, 28% indicate about the same as five years ago, and 54% indicated worse
today.

Minimal differences were observed across race/ethnicity in the Navy.

Trend analyses reveal some differences in problems at their duty station and the
community surrounding it, especially when compared to 2005, though perceptions
that racial/ethnic relations in the military and nation have worsened for Navy
members overtime.

Effectiveness of Navy Policies Designed to Improve Relationships Among All
Racial and Ethnic Groups

In the military, each Service is responsible for designing and implementing Equal Opportunity
policy in accordance with DoD Military Equal Opportunity policy. The 2017 WEOA assesses
perceptions of leadership and training received in order to evaluate current policies to improve
relationships among racial and ethnic groups. Core to these policies are the role of leaders and

training.

Similar to DoD results, the majority of Navy members indicate all levels of leadership
make honest and reasonable efforts to stop racial/ethnic harassment and
discrimination.

75% indicated such for their immediate supervisors, 74% for senior leadership of
their Service, and 76% for senior leadership of their installation/ship.

In general, White Navy members were more likely to indicate leaders make
honest and reasonable efforts to stop racial/ethnic harassment and discrimination
compared to other Navy members, whereas Black Navy members were less
likely. Total Minority Navy members were also less likely to indicate leaders
make honest and reasonable efforts to stop racial/ethnic harassment and
discrimination compared to White Navy members.

Trend analyses generally revealed increases in leadership efforts across all levels
to stop racial/ethnic harassment and discrimination in 2017 than in 2013, 2009,
and 2005.

Similar to DoD results, the majority of Navy members indicate their immediate
supervisor (85%) pays the right amount of attention to racial/ethnic harassment/
discrimination, though less indicated so about the military overall (64%).

A large majority of Navy members (87%) indicated they received training on topics
related to racial/ethnic harassment/discrimination in the past 12 months.

Of those who received training, the large majority (92%) indicated that the
training was slightly to very effective in actually reducing and/or preventing
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racial/ethnic harassment/discrimination, and only 8% indicated that the training
was not at all effective.

The majority of Navy members who received such training agreed the training
covered relevant content.

Few significant differences were observed by race/ethnicity or for trend years,
though White (91%) Navy members were more likely to indicate receiving
training whereas Total Minority (82%) Navy members were less likely. Black
Navy (77%) members were also less likely to indicate receiving training when
compared to other Navy members.

The Effectiveness of Current Processes for Complaints of and Investigations into
Racial/Ethnic Harassment/Discrimination in the Navy

The 2017 WEOA contains several question blocks to evaluate current processes for complaints
and investigations. Some of these questions were asked of all military members and some were
asked only to those who indicated experiencing racial/ethnic harassment/discrimination in the

past year.

e As found with DoD overall, most Navy members have knowledge of reporting
processes, with a little over half to two-thirds endorsing positive perceptions of the
reporting climate.

92% would know how to report experiences of racial/ethnic discrimination, 92%
would know how to report experiences of racial/ethnic harassment, and 81%
indicated the availability of reporting hotlines is publicized enough.

Over half of Navy members indicated to a large extent that complaints about
racial/ethnic harassment and discrimination would be taken seriously (69%),
policies forbidding racial/ethnic harassment and discrimination are publicized
(64%), people would be stopped from getting away with racial/ethnic harassment
and discrimination (65%), and members of their workgroup would feel free to
report racial/ethnic harassment and discrimination without fear of negative
reactions from peers or supervisors (58%).

The majority of Navy members indicated chances of promotion would be the
same after reporting (77%), though 7% indicated they would be better and 17%
indicated they would be worse.

White Navy members endorsed more positive perceptions of the reporting climate
than other Navy members, whereas Black and Asian Navy members endorsed less
positive perceptions. Total Minority Navy members also endorsed less positive
perceptions. Trend analyses reveals modest improvements in perceptions of
reporting climate in the Navy over time.

e Of Navy members who indicated experiencing racial/ethnic harassment/
discrimination in the past 12 months, only 30% reported the behaviors to a DoD
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authority and variability was observed for reporting outcomes. Navy results are
similar to DoD results.

Conclusion

25% indicated reporting to someone in the chain of command (23% to someone in
their chain of command and 19% to someone in the chain of command of the
alleged offender), 9% to a special military office responsible for handling reports,
and 11% to other person or office with responsibility for follow up.

Of Navy members who reported, the majority indicated they did so to make their
chain of command situationally aware (89%), to make their work environment a
better place (84%), to prevent it from happening again (84%), and to prevent it
from happening to someone else (81%).

In general, low levels of satisfaction were observed for Navy members who
reported.

A little less than half (42%) of those who reported endorsed experiencing
behaviors in line with any type of retaliation as a result. In particular, 25%
endorsed experiencing behaviors in line with professional retaliation and 38%
social retaliation as a result of reporting.

Only 35% of those who reported indicated the one situation was corrected.

Only 40% indicated they knew the outcome of their report, with 63% indicating
their report was found to be substantiated. Less than a quarter were satisfied with
the outcome of their report.

Among Navy members who did not report to a DoD authority, the top four
reasons they indicated for not reporting include they thought it was not important
enough to report (51%), thought it would make their work situation unpleasant
(50%), took care of the problem themselves (46%), and did not think anything
would be done (41%).

The DoD continues to diligently pursue policies and programs that support its goal of eliminating
racial/ethnic harassment/discrimination among its ranks. These efforts focus on strategies to
achieve prevention (a reduction in the prevalence of these behaviors) as well as strategies to
improve response for victims of these behaviors. To this end, the 2017 WEOA performs a
critical surveillance function by providing insights regarding the prevalence of racial/ethnic
harassment/discrimination, the characteristics of these offenses, experiences with reporting or
decisions not to report these offenses, and descriptions of the culture and climate of the
organizations in which Service members operate.

The purpose of this appendix was to present the results and trends for Navy for the 2017 WEOA.
While the introductory section provides an overview of topline findings, all results for Navy are
presented in the tables that follow. All uses and interpretations of the 2017 WEOA data should
be made in light of the methodological information contained in the main report.
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As found with the DoD overall, results of the 2017 WEOA for Navy suggest that, although some
progress has been made to improve racial/ethnic relations, further work remains to be done to
ensure members of all race/ethnicity experience improvement. In particular, the majority of
Navy members endorsed positive perceptions of the climate for diversity and inclusion in the
Navy, and did not indicate experiencing racial/ethnic harassment or discrimination in the past
year. Improvements have also been seen in forming relationships with diverse personnel,
relationships with coworkers and leaders, and leadership efforts to eradicate racial/ethnic
harassment/ discrimination over time. However, there is a sizeable portion of Navy members
who experienced racial/ethnic harassment and discrimination in the past year and a much larger
portion who experienced less severe forms of workplace incivility, suggesting there is still work
to be done. Moreover, results strongly suggest that perceptions and experiences vary by
race/ethnicity, though less so than seen in the DoD overall results. In these cases, White Navy
members experience the Navy differently than members of other races/ethnicities. They endorse
more positive perceptions of the diversity and inclusion climate, and are less likely to experience
racial/ethnic harassment or discrimination. Conversely, minority Navy members, and Black
Navy members in particular, endorse less positive perceptions and are more likely to experience
racial/ethnic harassment and discrimination. Indeed, approximately 1 in 4 minority Navy
members experienced racial/ethnic harassment or discrimination in the past year, which signals
there is much work to be done to ensure the Navy provides an equal opportunity climate for all
its members to ensure they are able to advance in their careers based on their talent and
aspirations. Further, those who experience racial/ethnic harassment or discrimination were
unlikely to report, and when they did report, they were often dissatisfied with the process and
outcomes of reporting. This presents another opportunity for the Navy to examine the reporting
process and identify ways to enhance support for Navy members who experience racial/ethnic
harassment or discrimination.
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Table 1.
Navy: Estimated Past Year Racial/Ethnic Harassment/Discrimination Rates
2
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M Higher Response ‘= %
Lower Response 8 %
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Table 2.
Navy: Experienced Racial/Ethnic-Related Harassment Behavior in the Past 12 Months by

Someone From Work
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Someone from work gave you a lower military 15 e - BT

performance evaluation
Someone from work assigned you to either an
undesirable or unimportant military task
Someone from the military punished you unfairly 24 16
Someone from work made it difficult or impossible

. - . 21 08
for you to get a military training opportunity
Received worse service/fewer benefits by someone 20
employed to administer service/benefits '
Someone from work gave you an unfair military
training evaluation or rating
Someone from the military made it difficult/
impossible to go into preferred military occupation
Someone fr_om the mll!t_ary restrlc_ted your options 11 06 17 06 09 32 08 09
for scheduling your military requirements
Someone from work assigned you to an undesirable
military unit/installation/country
Someone_from work denied your military leave, 04 <01 09 <01 <01 10 08 21
pass, or liberty request

Margins of error range from +0.1% to +7.4%
Percent of all active duty members
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Table 3.
Navy: Experienced Racial/Ethnic-Related Discrimination Behavior in Past 12 Months
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Table 4.
Navy: Type of Most Bothersome Experience Discussed in the One Situation
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(5] E (5] ~ lg = E
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Harassment only | 71 79 @ 66 79 @ 65 67 68 66
Most bothersome beha_vlor or set Discrimination 10 11 10 11 5 NR 8 NR
of related events experienced only
and discussed in the one
situation Both 14 7 Tﬂ 12 19 10
Did not identify 4 4 4 4 1 8 5 3
Margins of error range from +5% to +17%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months
Table 5.
Navy: Behavior(s) Experienced in the One Situation Occurred More Than Once
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Behavior(s) experienced in the one situation 70 69 | 70 69 | 74 71 60 65

occurred more than once

Margins of error range from +6% to +17%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months
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Table 6.
Navy: Frequency of Behavior(s) Experienced in the One Situation
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Once 30 31 30 31 26 29 40 35
How often did the behavior(s) Occasionally 46 49 44 49 | 47 NR 39 34
occur? Frequently 16 10 | 20 10 | 18 | NR | 13 22
Still occurring 8 11 6 11 9 1 8 8
Margins of error range from +4% to +18%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months
Table 7.
Navy: One Situation Occurred at a Military Installation
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‘One situation occurred at a military installation | 94 = 97 | 92 | 97 | 92 | 94 | 8 | 95

Margins of error range from +3% to +14%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months
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Table 8.

Navy: Circumstances in Which the One Situation Occurred

KEY:

Within Year Group Differences
B Higher Response
Lower Response

In a military context
At your work
During duty hours
In a work environment where members of your
racial/ethnic background are uncommon
While you were deployed

At a non-work location

Online on social media or via other electronic

communications
Margins of error range from +4% to +18%
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Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months

Table 9.

Navy: Affiliation of the Alleged Offender(s) in the One Situation

KEY:

Within Year Group Differences
B Higher Response
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At least one alleged offender in the one situation
was member of DoD workforce
At least one alleged offender in the one situation
was leadership
Someone in your chain of command
Other person(s), not in your chain of command,
of higher rank/grade
Your coworker(s)
Your subordinate(s)
DoD/DHS civilian employee(s)
DoD/DHS civilian contractor(s)
A civilian from the local community
Other person(s)

Unknown person(s)
Margins of error range from 5% to +18%
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(o]
ke

55
44
36

64
28
13
12
10
29
12

White

50
30
31

59
32
16
4
6
22
12

Black

56
43
42

67
30
11
10
8
26
9

Hispanic

0]
w

NR
NR
NR

70

NR
NR
NR
NR
NR
NR
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Table 10.

Navy: Racial/Ethnic Group of Alleged Offender(s) in the One Situation Compared to Member

2
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Same as member . 9 3 6 NR ' NR 1
Different than
Racial/ethnic group of alleged  |member 54 45 | 61 45 | 58 67 59 57
offender(s) compared to member A mix of same 23 25 | 23 25 | 29 12 22 | NR
and different
Unknown 13 13 14 13 7 NR | 17 16
Margins of error range from +4% to +18%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months
Table 11.
Navy: Racial/Ethnic Group of Alleged Offender(s) in the One Situation
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White 56 42 42 NR 58 @61
Black or African American 45 34 35 28 32 42
Spanish/Hispanic/Latino 26 25 26 25 | 35 12 33 24
Multiracial/ethnic individual(s) 25 22 | 28 22 25 31 21 33
Asian 16 10 19 10 23 13 23 17
American Indian or Alaska Native 8 7 9 7 9 11 13 5
Native Hawaiian or other Pacific Islander 7 4 8 4 10 8 7 4
Unknown race/ethnicity 23 18 @ 26 18 |« 22 33 21 27

Margins of error range from +4% to +18%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months
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Table 12.
Navy: Work Impact of the One Situation

=
(S)
.E
z @
o [}
£ o 3
S = @x
] - ] x < c =
s £ 2 £ 2 Z2 § £
z =2 ¥ =2 @m I < O
Thought about getting out of your Service 34 27 | 38 27 | 40 30 30
Requested a transfer 6 1 1 13 4 7 | NR |
Margins of error range from +4% to +18%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months
Table 13.
Perceived Retaliation as a Result of the One Situation
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Yes 19 21 24 ' NR | 13 18
Social retaliation No 65 56 54 | NR | 68 | NR
Don’t know 16 22 21 19 | NR
Yes 11 13 | NR | 11 12
Professional retaliation No 76 70 NR | 73 | NR
Don’t know 13 17 22 16 = NR

Margins of error range from +5% to +15%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months
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Table 14.
Navy: Perceiving Experiencing Any Type of Retaliation as a Result of the One Situation
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Total Minority
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Table 15.
Navy: One Situation Was Corrected

& Navy

& Total Minority
< Other Race/Ethnicity

& White
& Black
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\One situation was corrected ‘

Margins of error range from +7% to +16%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months
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Table 16.

Navy: Agreement With Statements About Diversity
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Table 16. (continued)
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Diversity is the same as Military Neither agree nor
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Disagree 15 9 8 10 5 12
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standards. disagree
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Margins of error range from +1% to +10%
Percent of all active duty members
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Table 17.
Navy: Comfort With Diversity
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2017 | 88 90 85 90 87 86 71 90
2013 78V 83 71v 83 69V 73V 61 83
Large extent 2000 76%  78%  72%  78%  70%  71% 66 | 73¥
2005 69V 2V 64¥ 2V 63V 65V 57v 70%
2017 9 7 7 12 9 7

Interacting with

people from different | Small/Moderate extent 2013 | 154 § 144 | 254 § 144 | 254 | 224 | 32 | 154

2009 = 204 184 224 184 234 184 27 194

racial/ethnic groups 2005 11 0 13 0 12 “ 17 8
2017 4 4 4 4 1 5 6 4

2013 4 2 6 2 64 6 8 2

Not at all 2009 5 3 6 3 64 6 7 7

2005 204 184 244 184 254 214 | 264 | 224
2017 | 85 87 | 82 87 8 | 84 | 67 86
2013 69¥  73¥ | 63¥V . 73%  61¥  66¥  51¥ | 72¥
2000 NA  NA NA  NA NA NA  NA  NA
2005 NA  NA  NA  NA NA NA NA  NA

Large extent

Interacting with 2017 11 ~ 10 14 10 13 | 11 11
people with different 2013 | 234 194 | 294 | 194 294 274 | 394 224
religious beliefs than Small/Moderate extent 2009 | NA  NA | NA NA NA | NA NA  NA
you 2006 NA  NA | NA NA NA NA NA | NA
2017 4 4 4 4 1 5 6 4
2013 = 84 9 84 9 104 7 10 6

Not atall 2000 NA NA NA NA NA NA NA NA

2006 | NA NA | NA NA NA | NA NA | NA
2017 | 64 65 @ 63 65 | 67 64 | 51 64
2013 | 52% ~ 53% 51¥  53¥  53¥ | 51 44 51
2009 | NA NA | NA  NA NA | NA NA | NA
2006 | NA  NA | NA  NA NA | NA NA | NA

Large extent

Being open about your 2017 | 27 | 26 27 | 26 23 | 27 24
religious beliefs with 2013 | 364 34 | 304 34 | 364 39 45 | 404
other military Small/Moderate extent 2009  NA NA = NA NA | NA NA NA NA
members 200660 NA  NA NA NA NA NA NA NA
2017 | 9 9 10 9 10 9 8 12
2013 | 12 13 10 13 11 10 11 9

Not at all 200 NA  NA NA NA NA NA NA NA

2005 NA NA NA NA NA NA NA NA
Margins of error range from +2% to +10%
Percent of all active duty members
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Table 18.

Navy: Feelings About Interactions With Diverse Members

KEY:

Within Year Group Differences
B Higher Response
Lower Response

Trend Year Differences
4 Higher Than 2017
¥ Lower Than 2017

Feel pressure from military
members not to socialize
with members of other
racial/ethnic groups

Feel the need to watch what
you say when with people
from different racial/ethnic
groups

Feel the need to watch
behavior when interacting
with people from different
racial/ethnic groups

Large extent

Small/Moderate
extent

Not at all

Large extent

Small/Moderate
extent

Not at all

Large extent

Small/Moderate
extent

Not at all

2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

R~ 3 3N Navy

224
244
13
87
¥
2v
86
14
12
v
NA
35
424
37
NA
52
46
56
NA
11
11
6V
NA

37
33
NA
57
52
61
NA

~N ~ w o N White

184
224
10
78¥
75V
89

12

5v
NA
34
41
36
NA
54
50
59
NA
11

4¥
NA
29
35
30
NA
60
56
65
NA

>
o
2
S e | o
g £ 8
F =2 o
2 2 | 4
74 5 6
64 3 6
2 1 2
7 15
294 184 294
274 224 284
17 10 16
83 81
64¥ 78V 65V
67V 75V 66V
80 89 82
15 © 12 19
17 9 18
10% 5¥ 10%
NA NA NA
35 | 34 36

Ma 4 44
40 36 M
NA NA | NA
49 54 46

39% 50 38
50 59 48
NA

15

8¥ 4v | 9¥
NA = NA | NA
34 29 | 34

39 35 40
38 30 36
NA  NA | NA
54 60 @ 46
46¥ | 56 44
54 65 54
NA = NA | NA

NA NA
12 1 11 N
9 17

= Hispanic

41¥

144

NA

30
34
38
NA
65
51¥
56
NA

H'\’ $ 3 w Asian

384
354
21
74
55¥%
57v
77
14
19
13
NA

53

46
NA
40
28

41

NA
12
18

10

NA

50
47
NA
41
33
43
NA

5 ™ & ~ w Other Race/Ethnicity

= NN
(S04 RES) ]

©
~

68¥

71¥
83
19
15

NA
31
37
36
NA
50
47
55
NA
13
12

NA

31
35
31
NA
55
53
61
NA

Navy Results | 167



OPA | 2017 Workplace and Equal Opportunity Survey of Active Duty Members

Table 18. (continued)

Feel pressure from
members to avoid
socializing with members
with different religious
beliefs

P

S

£

)

2 g

= o

= o ol

[<b) E [<b) ~ lg c nh:

= © = 7]

$ £ § £ 8 g £ £

z 2= E = @m T < O

2017 2 2 2 2 1 <1 4 3

2013 = 44 4 64 4 4 84 8 3
Large extent 2009  NA NA | NA NA | NA  NA NA NA
2005 | NA NA = NA NA | NA  NA NA NA

2017 | 11 9 9 16 12 14

Small/Moderate | 2013 224 184 274 | 244 | 374 26
extent 2009 | NA NA NA | NA | NA NA
2005 = NA NA NA | NA NA NA

2017 | 86 89 83 88 72 83

2013 | 74%  78¥% 69%  68¥  55¥ 71
Not at all 2009  NA NA NA | NA  NA NA
2005 = NA NA NA | NA | NA NA

Margins of error range from +1% to +11%

Percent of all active duty members
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Table 19.
Navy: Agreement With Statements About Immediate Supervisor

KEY: >

Within Year Group Differences 'S
B Higher Response E
Lower Response P =

_ = L

Trend Year Differences 2 §
4 Higher Than 2017 s E o
[} - [} I S

V¥ Lower Than 2017 > 2 3 2 _:cou g E &
(] o — e 7] =]

Z 2 F =2|/@m|IT < O

2017 = 73 68 61 72 | 79 62

2013 70 72 67 72 64 66 72 69

Agree 2009 = 68¥ 72 64 72 60 64 71 65

2005 72 76 67 76 63 68 74 70

2017 13 .~ 10 10 18 14 12 | 22

. Neither agree 2013 = 15 13 19 13 21 19 20 13
You trust your supervisor. nor disagree 2009 15 13 17 13 19 17 18 11
2005 16 13 19 13 21 19 19 14

2017 13 16 13 20 14 9 | 16

. 2013 = 15 15 14 15 15 15 8 18

Disagree 2009 17 15 19 15 21 18 11 24

2005 = 12 11 14 11 16 14 7 16

2017 71 66 61 69 77 62

Agree 2013 70 71 68 71 68 66 71 68

2009 66 66V 66 66V 65
2005 72 74 70 74 69

~N o
= &
~N =
w o
o o
="

Your supervisor ensures that . . 20070 15 5 13 17 = 13 0 20 0 12 13 22
all assigned personnel are Neitheragree | 2013 ' 17 | 16 18 16 19 19 = 20 16
treated fairly. nor disagree 2009 = 17 17 18 17 17 17 18 20
2005 | 15 14 16 14 17 16 16 15

2017 13 | 17 0 13 19 | 19 11 @ 16

: 2013 | 14 14 14 14 13 15 9 16

Disagree 2009 | 16 16 17 16 18 17 1 19

2005 | 13 12 14 12 14 13 11 18

2017 | 66 69 63 69 64 60 73 58

2013 | 66 68 62 68 64 60 63 61

Agree 2009 61 64 57 64 60 56 | 59% = 51

2005 | 66 68 63 68 61 64 | 62¥ 65

There is very little conflict 2017 @ 16 15 17 15 17 14 17 21
between your supervisor and ' Neither agree 2013 | 20 19 | 224 19 22 23 24 20
the people who report to him/| nor disagree 2009 | 19 18 | 224 18 18 | 244 | 25 23
her. 2005 | 16 15 19 15 18 16 23 19
2017 16 | 21 16 19 | 26 10 21

. 2013 | 14 13 15 13 14 17 12 19

Disagree 2009 | 19 19 21 19 22 20 16 26

2005 = 17 17 19 17 20 20 15 16
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Table 19. (continued)

KEY:

Within Year Group Differences
B Higher Response
Lower Response

Trend Year Differences
4 Higher Than 2017
¥ Lower Than 2017

Your supervisor evaluates
your work performance
fairly.

Your supervisor assigns
work fairly in your work
group.

You are satisfied with the
direction/supervision you
receive.

Agree

Neither agree
nor disagree

Disagree

Agree

Neither agree
nor disagree

Disagree

Agree

Neither agree
nor disagree

Disagree

2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

22 A Navy

16
18
20
17
1
13
1
71
69
65V
70
15
18
224
17

13
13
13
66
64

60¥
66
17
19
21
17
17
18
20
17

2
S
z
>
}1_,9 —_—
£ 3
= E
73 68
73 68
69 66
73 69
15 17
16 21
19 20
16 19
11 15
11 12
12 14
11 12
65
71 67
65¥ 64
72 67
15 16
17 19
224 234
16 19
10
12 14
13 14¥
12 14
68 63
64 62
60¥ 59
68 64
16 18
17 21
21 21
16 19
16 19
19 17
19 20
16 18

o} X~
=g
S o
73 61
73 67
69 65
73 67
15 21
16 21
19 21
16 20
11 18
11 11
12 14
11 12
59
71 69
65¥ 64
72 67
15 18
17 20
224 23
16 19
10
12 11v
13 13¥
12 14¥
68 57
64 63
60¥ 58
68 63
16 20
17 20
21 21
16 19
16 23
19 17
19 21
16 18

$ & A Hispanic

PP oo OkFRr PR EPRPREPNE N
© N OO WP Ul ®O®WNO

22

N3RS Asian

14
17
224
19
10
10

10
7
68
67V
68
14
234
234
20

10
12
73
67
66
65
17
22
21
21
10
11
14
14

& R 8 & Other Race/Ethnicity

NNNMNN PR POl RrPENMNRPRNRPRPRPOOODD R, RRERERNDERPE
PO WORP®OONRSO®OOMOODDODO O NINNONN®D®DEDNOOOGO ©OOO O
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Table 19. (continued)

KEY:
Within Year Group Differences
B Higher Response
Lower Response
Trend Year Differences
4 Higher Than 2017
V¥ Lower Than 2017

Agree

You were encouraged by
your supervisor to
participate in a command
climate survey.

Neither agree
nor disagree

Disagree

Agree

Your unit commander

briefed you on command Neither agree
climate survey outcomes and | nor disagree
the way forward.

Disagree

Margins of error range from +1% to +11%
Percent of all active duty members

2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

Navy

££ %% White

21
NA
NA
NA
11
NA
NA
NA
68
NA
NA
NA
17
NA
NA
NA
15
NA
NA
NA

£ £ £ 3 Total Minority

22Z2RLr 2222220222 222N
>>>0>>>0>>>0>>>r>>>H

££ %% White

21
NA
NA
NA
11
NA
NA
NA
68
NA
NA
NA
17
NA
NA
NA
15
NA
NA
NA

Black

z

NA
NA
NA
15
NA
NA
NA
64
NA
NA
NA
18
NA
NA
NA
18
NA
NA
NA

£ £ £ & Hispanic

222, 22222202222 Z2Z2Z2ZN
>>>~N>>>h>>>O>>>h>>>>W

£££ 9 Asian

24
NA
NA
NA

NA
NA
NA
74
NA
NA
NA
18
NA
NA
NA

NA
NA
NA

£ £ £ & Other Race/Ethnicity

22Z2RL Z2Z2Z2NZ2Z2Z0Z2Z2ZR 222N
>>>wW>>>N>P>>>O>>>arr>>o
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Table 20.

Navy: Agreement With Statements About Inclusion in the Workplace

KEY:

Within Year Group Differences
M Higher Response
Lower Response

Agree

Coworkers are treated as valued .
Neither agree nor

members of the team without disaaree

losing their unique identities. g
Disagree
Agree

| believe I can use my chain of
command to address concerns  Neither agree nor

about discrimination without disagree

fear .
Disagree
Agree

Within my workgroup, | am
encouraged to offer ideas on how
to improve operations.

Neither agree nor
disagree

Disagree

Agree
Members in my workgroup are
empowered to make work-
related decisions on their own.

Neither agree nor
disagree

Disagree

Agree
The decision-making processes
that impact my workgroup are
fair.

Neither agree nor
disagree

Disagree

5

77

16

75

19

72

20

70
20

10

1
3
1

D
=
=
4
2
4

~ = ~ = ~
H\l \'H\l 2 ™ <

18

Total Minority

]
(6]

= ~ = ~ = = @ .

18
73
18
9
71
22
7
67
24

9

(o))
o1

N
w

[EEN
N

~
N

[ERN
(o]

e}

Black

10

68

21

11

71

20

10

65

23

11

62

24

14

Hispanic

~
(o)

[N
~

78

14

74

21

68

22

11

66

19

15

Asian

75

18

76

18

76

18

71

20

Other Race/Ethnicity

~
[N

N
w

69

21

10

63

29

61

30
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Table 20. (continued)

>
=
KEY: 2
Within Year Group Differences > =
B Higher Response = %
Lower Response 8 S
= (&)
[ 2 [ X .g = i.—:
s £ & £ = 2 § £
Z =2 - =2 @m I < O
Agree 70 73 65 73 63 66 75 60

Outcomes are fairly distributed

Neither agree nor
among members of my

[EEN
O
[N
~
N
[
[N
~
N
N
[EEN
~
[EEN
(op]
N
~

disagree

workgroup.
Disagree 11 10 14 10 | 13 17 9 12
Agree 21 20 | 22 20 | 21 0 25 | 20 19

_SeX|st slurs, comments, and/or N_elther agreenor . 18 24 18 24 16 34 33
jokes are used in my workplace. disagree

Disagree 59 54 56 58 46 49

Agree 19 21 24 24 18

Disagree 60 (ol 53 65 WA 58 44 50

Racial slurs, comments, and/or  Neither agree nor 29
jokes are used in my workplace. disagree

17 22 22 15

| feel excluded by my workgroup Neither agree nor

because | am different. disagree 17

20 17 24 25

= = = =

16
19
Agree 18 17 19
14
m 63 61 54 60

Disagree 66

Margins of error range from 2% to +11%
Percent of all active duty members
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Table 21.

Navy: Agreement With Statements About People in the Workplace

KEY:

Within Year Group Differences

B Higher Response
Lower Response

Trend Year Differences
4 Higher Than 2017
¥ Lower Than 2017

Agree

There is very little conflict Neither agree nor
among your coworkers.  disagree

Disagree

Agree

Your coworkers put in the
effort required for their
jobs.

Neither agree nor
disagree

Disagree

Agree

The people in your work | Neither agree nor
group tend to get along.  disagree

Disagree

2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

2>
S
Z
>
g —
£ E
D it
53
66 55
57 52
59 55
17 18
16 244
19 234
18 18
22
18 21v
24 25
22 26
63 60
67 63
62 63
62 59
17 22
18 21
19 22
17 20
19 18
14 16
19 15
21 21
67
78 70
75 67
76 70
14
14 20
15 21
15 17
10 12
8 10
10 12
9 13

1] ~
£ g
2 o
49
66 54
57 55
59 54
17 17
16 24
19 22
18 18
22
18 22%
24 24¥
22 28
63 57
67 64
62 66
62 60
17 | 24
18 25
19 20
17 20
19 18
14 12
19 14
21 20
60
78 70
75 68
76 69
14
14 22
15 20
15 19
10 15
8 9
10 11
9 12

S| Hispanic

& & Other Race/Ethnicity

PR R R PRPPRPPRPN YOO NMNNEREERONNEDNOago O WwRDNEDDNDDN O
WOWONNODOWONNOBENOONRFPRPOWRERNINDONW®W~0ONNOG N
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Table 21. (continued)

KEY:
Within Year Group Differences
B Higher Response
Lower Response
Trend Year Differences
4 Higher Than 2017
V¥ Lower Than 2017

Agree

The people in your work
group are willing to help
each other.

Neither agree nor
disagree

Disagree

Agree

You are satisfied with the
relationships you have
with your coworkers.

Neither agree nor
disagree

Disagree

Margins of error range from +1% to +9%
Percent of all active duty members

2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

Ia‘%§5‘ Navy

19
19
18
18

10

12
12
70
71
69
71
18
19
20
19
13
10
1
10

2
} .
2
>
L —
= I
o
s
72 | 68
74 68
70 68
73 67
19 20
18 21
18 20
16 20
9 11
7 11
13 12
11 13
64
73 68
70 67
74 67
14
17 21
19 22
18 22
12 14
10 11
11 11
9 11

3 3 R N White

19
18
18
16

13
11
73
70
74

17
19
18
12
10
1

2>

.0

=

z

i

g

(&)

«| 5| |k
8| &g | &
m I < (@)
66 71 73 62
69 63 71 72
69 67 72 64
66 67 72 63
19 20 17 25
21 23 22 17
20 20 20 19
21 19 20 21
14 9 10 12
10 14 7 10
11 13 8 18
14 14 8 16
58 67 69 62
68 68 70 69
67 67 71 59
67 66 70 67
23 22 22 23
22 22 21 19
21 23 22 22
21 23 22 20
18 11 9 15
11 10 10 13
11 10 7 19
12 11 8 13
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Table 22.
Navy: Experienced Behavior(s) in Line With Workplace Hostility From Coworkers or

Supervisors During the Past 12 Months

KEY:
Higher Response

Total Minority
White

Black
Hispanic

Did not provide you with information or assistance
when needed

Gossiped/talked about you

Were excessively harsh in their criticism of your
work performance

Took credit for your work or ideas

Yelled when they were angry with you

Used insults, sarcasm, or gestures to humiliate you

Margins of error range from 3% to +8%
Percent of all active duty members

\‘
[N
\‘
w
\‘
[ERN
\l
~
\l
w
[op)
(8}

[$)]
N
a1
©
[$)]
N
[$2]
=
N
©

W M
o N
A DS
w o
W M~
o N
A b
= W
]
N~
w b
0 o

w | B N (6)] ~
o
N
a1
o
o
N
&)
o
N
\l
N
\l

w
w
H
N
w
w
D
SN
w
©
w
(ee]

HH% 2 H &  Other Race/Ethnicity
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Table 23.
Navy: Problems At Duty Station

KEY: >

Within Year Group Differences 'S

B Higher Response E

Lower Response P i

= =

Trend Year Differences 2 ]

4 Higher Than 2017 = 2 &

¥ Lower Than 2017 > o = o X s = =

= < = £ 2 ‘B =

Z 2 F =2|/@m|IT < O

2017 2 1 2 1 2 2 6 3

2013 2 1 2 1 3 1 5 1

Large extent 2009 1 1 2 1 2 1 2 1

2005 44 34 54 34 4 64 11 2

Racist/extremist 2017 | 11 9 | 14 9 15 11 17 @ 16
organizations or Small/Moderate | 2013 10 7 13 7 12 14 15 13
individuals extent 2009 9 7 12 7 12 12 16 10
Indiviau 2005 194 164 244 164 21 254 284 26

2007 | 87 M 83 MENM 83 87 77 82

2013 89 92 84 92 85 85 79 86
2009 90 92 86 92 86 87 82 89
2005  77¥ 81¥  71v 81v 75 70¥ 61¥ 72

Not at all

2017 2 1 3 1 1 2 6 3

2013 2 1 2 1 3 1 5 1

Large extent 2009 1 1 2 1 2 2 3 1

2005 | 44 34 54 34 3 5 11 2

2017 7 6 9 6 7 10 12 8

. Small/Moderate 2013 8 6 11 6 8 12 12 11

Hate crimes extent 2009 6 5 8 5 8 8 11 6
2005 = 174 = 144 = 224 144 204 214 274 234

2017 | 91 93 88 93 91 88 82 89

2013 = 90 92 87 92 89 87 83 88

Not at all 2009 = 93 95 90 95 90 90 86 92
2005 @79 | 83¥  74¥ | 83¥ 77¥ T74A¥  63¥ 76V

2017 2 2 3 2 1 4 6 4

2013 2 1 2 1 2 1 5 1

Large extent 2009 2 1 2 1 2 2 3 1

2005 3 3 5 3 3 5 10 2

2017 7 6 8 6 8 10 8 5

Gangs Small/Moderate 2013 8 6 9 6 7 10 12 11
extent 2009 6 5 8 5 8 8 10 8

2005 184 184 204 = 184 184 184 214 | 254
2017 | 91 92 | 89 92 91 8 | 86 | 92
2013 | 91 92 89 92 91 89 83 88
2009 92 94 90 94 90 91 87 91
2005 = 78¥%  80¥ | 76¥ | 80%  79¥  76¥ | 69¥ | 73V

Not at all

Margins of error range from +1% to +14%
Percent of all active duty members
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Table 24.

Navy: Problems in the Local Community Around Duty Station

KEY:

Within Year Group Differences
B Higher Response
Lower Response

Trend Year Differences
4 Higher Than 2017
¥ Lower Than 2017

Large extent

Racist/extremist Small/Moderate
organizations or individuals | extent

Not at all

Large extent

Small/Moderate

Hate crimes
extent

Not at all

Large extent

Small/Moderate

Gangs extent

Not at all

Margins of error range from +1% to +10%
Percent of all active duty members

2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

ghwwb Navy

20¥
25
26
67

774
71
70

w

NA
26
21
24
NA
71
77
73

~

NA

33
24¥
27¥
NA
61
724

65

NA

2>

S

Z

>

g —
£ E
D it
4 3
3 2
4 3
3 4
29 30
20¥ 19v
27 23¥
27 26
67 67
774 794
69 754
70 70
3 3
3 2
3 3
NA NA
27 | 24
23 18v
26 21
NA NA
70 73
74 804
72 76
NA NA
6 6
5 3
9 7
NA NA
28
26¥ 20¥
30 24
NA NA

57

694 764
62 70
NA NA

1] ~
£ g
2 o
4 3
3 1
4 3
3 3
29 24
20¥ 18
27 22
27 24
67 73
774 81
69 76
70 73
3 3
3 1
3 2
NA NA
27 17
23 14
26 19
NA NA
70 IEE
74 85
72 79
NA NA
6 5
5 1
9 5
NA NA
22
26¥ 17
30 23
NA NA
57
694 82
62 73
NA NA

8 3 = @~ Hispanic

Pa
NN
IR

D
»

804
75
70

N

NA
28
18
21
NA

72

76
NA

NA

33
20¥
24
NA
63
764
69
NA

N BN o~ o Asian

DN
o0 ™

784
74
64

w

NA
22
17
20
NA
72
79
75
NA

NA

22
18
24
NA

7
71
NA

w o o @ Other Race/Ethnicity

178 | Navy Results



2017 Workplace and Equal Opportunity Survey of Active Duty Members | OPA

Table 25.

Navy: Perceptions of Racial/Ethnic Relations in the Military During Last 5 Years

KEY:
Within Year Group Differences
W Higher Response
Lower Response
Trend Year Differences
4 Higher Than 2017
V¥ Lower Than 2017

Worse today

Perceptions of race/ethnic
relations in our military
during the last five years

About the same as
five years ago

Better today

Margins of error range from 1% to +13%

Percent of active duty members who completed 5 years or more in active duty service

Table 26.

2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

>

©
z
12
2¥
3V
2¥
52
46
41v
38¥
36
524
574
604

42¥
37V

36
534
564
614

Total Minority

AOTWWw R
NP et e

39¥
39¥
36
504
584
594

42¥
37V

36
534
564
614

40¥
43
30
464
574
534

Navy: Perceptions of Racial/Ethnic Relations in the Nation During Last 5 Years

KEY:
Within Year Group Differences
W Higher Response
Lower Response
Trend Year Differences
4 Higher Than 2017
V¥ Lower Than 2017

Worse today

Perceptions of race/ethnic About the
relations in our nation during | same as five
the last five years years ago

Better today

Margins of error range from +1% to +10%
Percent of all active duty members

2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

£ Navy

12¥
10¥

28
464
354
394

18
424
554
524

9| White

11¥
10¥
10%
28
464
35
374
16
434
554
534

[ . -
N €<% S Total Minority

474
354
414
21
394
564
514

9| White

11¥
10¥
10%
28
464
35
374
16
434
554
534

=2
8 <
|
— [
T <
12 9
2v 2v
2v YA 4
3v 1¥
46 | 44
47 40
37 33
32v 29v
42
51 58
614 654
654 704
=2
8 <
Zz g
T <
51 35
12¥ 9¥
8v v
9v 4¥
22 29
464 @ 424
344 32
344 33
424 504
584 614
574 634

S ‘e ® » £ Other Race/Ethnicity

S B b
~ 0o 0o

N
~

484
444
514

Other Race/Ethnicity

314
504
494
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Table 27.

Navy: Leadership Makes Honest and Reasonable Efforts to Stop Racial/Ethnic Harassment/

Discrimination

KEY:
Within Year Group Differences
B Higher Response
Lower Response
Trend Year Differences
4 Higher Than 2017
V¥ Lower Than 2017

Yes
Senic_)r leadership of my No
Service
Don’t know
Yes
_Senior Igaders_hip of my No
installation/ship
Don’t know
Yes

My immediate supervisor  No

Don’t know

Margins of error range from 1% to +12%
Percent of all active duty members

2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

234

0¥
65V
4

114
124
114
17
19
234
18
75
69V
64¥
71¥

13
144
124

16

18
224

17

2

S

z

>

}1_,9 —_—
£ 3
= E
70
75 63V¥
69¥ 58¥
76 63V¥
6 9
8 12
104 144
8 13
17 21
17 25
21 274
16 24
69
75 64
69V¥ 58v
75 64¥
5 10
10 13
104 154
o4 144
14
16 23
214 274
15 22
El "0
74 63¥
68¥ 58¥
75 65
7
10 16
114 174
10 14
14 | 18
16 21
214 254
15 21

L ~
=g
S o
61
75 59
69¥ 56
76 58
6 8
8 13
104 174
8 154
17
17 28
21 27
16 27
63
75 61
69V¥ 55
75 59
5 9
10 14
104 174
o4 164
14
16 25
214 27
15 25
| 80 K
74 59
68¥ 55
75 61
7 10
10 184
114 184
10 15
14
16 23
214 26
15 24

2 X Hispanic

o o
NP P RPN
SN NPk Y

294
224
75
69
61V
68
11
12
10
12
14
19
294
20
I
69
63V
68
14
15
14
13

17
234
194

N | Asian

61
55v

12
15
10
19
27

304
24
71

60V

54¥
65

13
15
11
20
28
304
24
69
58
54¥
67
11
14
19
14
20
28
27
19

2 & 2 3 Other Race/Ethnicity
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Table 28.
Navy: Attention to Racial/Ethnic Harassment/Discrimination
KEY: >
Within Year Group Differences ‘'S
B Higher Response E
Lower Response é\ i
Trend Year Differences é §
4 Higher Than 2017 = 2 £
¥ Lower Than 2017 ) — ) X < c S
z =2 L =2 @m I < O
2017 | 23 15 7 19 12 23
: 2013 | 19 24 13 24 4 18 9 29
Too much attention 2009 @ 22 29 10 29 5 12 10 25
2005 21 29 9% 29 3 14 9 18
2017 64 65 63 65 56 | 67 61
- The right amount of 2013 | 69 68 714 63 | 754 | 69 73 64
The military attention 2009 @ 61 60 62 60 59 63 72 56
2005 62 62 62 62 59 65 70 59
2017 13 6 6 14 14 16
. : 2013 | 11 8  16¥ 8 | 21¥ 13 18 7
Too little attention 2000 174 10 284 10 36 254 18 19
2005 @ 174 9 | 294 9 38 21 21 23
2017 5 6 4 6 2 6 5 6
. 203 NA  NA NA NA NA NA NA NA
Too much attention 20000 NA NA NA  NA NA NA  NA NA
2006 NA  NA  NA NA NA NA NA  NA
_ _ _ 2017 85 81 78 | 82 80 84
Your immediate The right amount of 2013 NA NA = NA NA  NA NA NA NA
supervisor attention 20000 NA  NA NA  NA NA NA  NA NA

2005 NA NA NA NA NA NA NA NA

207 lFH 6 B ¢ B 12 15 9

2013 NA NA NA NA NA NA NA NA
2009 NA NA NA NA NA NA NA NA
2005 NA NA NA NA NA NA NA NA

Too little attention

Margins of error range from 2% to +10%
Percent of all active duty members
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Table 29.
Navy: Received Training on Racial/Ethnic Harassment and Discrimination in Past 12

Months

| Had training on topics related to racial/ethnic
' harassment and discrimination

P
S
£
—
z 5
= o
£ o IS
[«5) 2 [«5) ~ lg c nh:
+— — +—
Els|c|8 (2 2|2
= £ 2 o T < ©
2017 | 87 82 77 84 85 82
2013 87 88 86 88 84 89 84 88
2009 82¥ 85¥ 78 85¥ 76 78 81 80
2005 7% 80¥ A 4 80¥ 71 74% A 4 72

Margins of error range from +2% to +9%
Percent of all active duty members

Table 30.

Navy: Training Received Was Effective in Reducing/Preventing Racial/Ethnic Harassment/

Discrimination

I Training received was effective

2
L
C
z &
S ~
o ()
c (&)
= ) ISl
(D) E (D) ~ lg = E
Rt -_ Rt
slZ| E|E| 8| 8| &£
z =2 F =2 @m T < O
2007 92 91 94 | 91 95 94 95 92
2013 94 93 95 93 98 95 96 86
2009 92 91 95 91 95 95 97 92
2005 954 954 95 954 94 97 99 93

Margins of error range from +1% to +15%

Percent of active duty members who received training on racial/ethnic harassment/discrimination in the past 12 months
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Table 31.
Navy: Effectiveness of Training Received in Reducing/Preventing Racial/Ethnic Harassment/

Discrimination

KEY: -

Within Year Group Differences E

B Higher Response E

Lower Response é\ i

Trend Year Differences é E

4 Higher Than 2017 S g §

¥ Lower Than 2017 > £ = £ < =] = =

3 = 5 = < Z '3 =

z S F <= m T < O

2017 8 9 6 9 5 6 5 8

Not at all 2013 6 7 5 7 2 5 4 14

effective 2009 8 9 5 9 5 5 3 8

2005 @ 5¥ 5% 5 5% 6 3 1 7

2017 = 18 14 12 | 13 10 23

Slightly 2013 = 13¥ | 11¥ 15 11¥ 15 16 11 18

Effectiveness of training effective 2009 18 19 17 19 18 15 | 15 16
received in reducing/preventing 2005 | 15 16 14 16 14 16 12 15
racial/ethnic harassment/ 2017 | 42 41 44 41 45 43 50 42
discrimination Moderately 2013 43 45 39 45 | 43 37 44 | 33
effective 2009 46 47 45 47 42 47 46 50

2005 = 45 46 42 46 40 41 46 42
2017 | 32 29 @ 36 29 | 38 @ 39 35 27
2013 | 384 37 40 37 40 42 42 36
2009 28 25 33 25 35 33 36 27
2005 | 36 33 39 33 40 40 41 36

Very effective

Margins of error range from £1% to +15%
Percent of active duty members who received training on racial/ethnic harassment/discrimination in the past 12 months
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Table 32.

Navy: Racial/Ethnic Harassment/Discrimination Training Received Conveyed Relevant

Information

KEY:

Within Year Group Differences
B Higher Response
Lower Response

Taught that racial/ethnic
harassment/discrimination
reduces cohesion/effectiveness of
the military

Explained the process for
reporting racial/ethnic
harassment and discrimination

Identified racial/ethnic
behaviors that are offensive to
others and should not be
tolerated

Provided information about
policies/procedures/
consequences racial/ethnic
harassment/discrimination

Provided a good understanding
of what words and actions are
racial/ethnic harassment/
discrimination

Agree

Neither agree nor
disagree

Disagree

Agree

Neither agree nor
disagree

Disagree

Agree

Neither agree nor
disagree

Disagree

Agree

Neither agree nor
disagree

Disagree

Agree

Neither agree nor
disagree

Disagree

<1

87

12

87

12

87

12

86

12

White

<1

86

13

88

11

88

12

86

12

Total Minority

(0]
©

[EEN
[EEN

87

12

85

13

86

12

87

11

White

<1

86

13

88

11

88

12

86

12

Black

89

11

<1

88

88

11

Hispanic

(e}
o

©

<1

85

12

84

14

86

12

88

10

Asian

<1

88

89

10

<1

84

14

89

10

Other Race/Ethnicity

(]
hy]

-
w

84

15

80

18

83

16

85

12
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Table 32. (continued)

>
=
KEY: 2
Within Year Group Differences > =
B Higher Response = %
Lower Response 8 S
= (&)
<5} 2 2] ~ g c Ds_:
s £ & £ = 2 § £
Z =2 - =2 @m I < O
Agree 85 86 84 86 88 84 85 79

Provided information on
Service’s policies on Neither agree nor
participation in racist/extremist disagree

organizations Disagree 2 2 3 2 3 3 1 3

[EEN
N
[N
N
[EEN
w
[N
N
©
[EEN
w
[EEN
SN
[EEN
(o]

Agree 84 85 | 83 85 | 84 84 86 80

Gave useful tools for dealing

with racial/ethnic harassment Neither agree nor

14 14 14 14 14 13 12 16

and discrimination disagree
Disagree 2 2 3 5 ) A ) A
Agree 83 85 80 85 79 85 84 72

Made me feel it is safe to report Neither agree nor

offensive racial/ethnic situations disagree 14 13 16 13 18 13 14 21

Disagree 3 2 4 2 4 3 2 6

Agree 83 84 82 84 88 82 85 67
Promoted cross-cultural Neither agreenor , = 1o 1= 13 g 14 14
awareness disagree

Disagree 3 3 4 3 4 3 1 5

Agree 81 83 79 83 79 79 83 74

Neither agree nor
disagree

Disagree 3 3 3 3 2 3 1 3

Promoted religious tolerance 16 15 19 15 19 18 16 23

Margins of error range from 1% to +11%
Percent of active duty members who received training on racial/ethnic harassment/discrimination in the past 12 months and training covered the

topic
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Table 33.

Navy: Perceptions of Reporting Processes for Racial/Ethnic Harassment/Discrimination

KEY:
Within Year Group Differences
M Higher Response
Lower Response
Trend Year Differences
4 Higher Than 2017
V¥ Lower Than 2017

Would you know how to report experiences of
racial/ethnic harassment?

Would you know how to report experiences of
racial/ethnic discrimination?

Is the availability of reporting hotlines
publicized enough?

Margins of error range from 2% to +13%
Percent of all active duty members

2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

92
91
89
NA
92
90
89¥
NA
81
80
4%
NA

£
L=
=
93
9
NA
93
90¥

NA

83
83
78
NA

FHERRS£28 B Total Minority

0¥

Z
>

£
L=
=
93
9
NA
93
90¥

NA

83
83
78
NA

0¥

Asian

87
86

NA
87
85
89
NA
79
74
71
NA

Other Race/Ethnicity
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Table 34.

Navy: Perceptions of Unit Reporting Climate for Racial/Ethnic Harassment/Discrimination
KEY: >

Within Year Group Differences ‘'S

B Higher Response E

Lower Response é\ i

Trend Year Differences é §

4 Higher Than 2017 = 2 £

¥ Lower Than 2017 > %’ 5 %’ X g = E

© o ] @ ‘D o=}

z =2 L =2 @m I < O
2017 = 58 47 39 53 44 48

2013 | 56 63 46 63 42 49 45 48

Large extent 2000 52¢  50% 43 50% 39 44 46 49

2005 = 57 63 47 63 45 48 49 51
Members feel free to report Small/Moderate 2017 | 30 23 23 30 39
- . 2013 34 29 42 29 49 38 43 36
wnh;)_ut fear of negative extent 2009 | 384 334 45 = 334 49 | 414 44 39
FEactions 20056 32 28 39 28  38% 404 42 37
2017 | 11 10 14 10 11 17 13 13

2013 | 10 8 12 8 9 13 12 17

Not at all 2009 10 8 13 8 12 14 10 12

2005 | 11 9 13 9 16 11 9 12
2017 | 69 59 60 60 @58 57

2013 67 74 58 74 55 58 55 68

Large extent 2009 | 62% 68% 54  68% 51 57 54 60

_ _ 2005 69 75 61 75 58 63 62 63
Complaints about racial/ 2017 | 24 17 17 29 34
ethnic harassment/ Small/Moderate 2013 26 21 34 21 38 34 36 24
discrimination would be extent 2009 304 274 36 274 39 32 38 31
taken seriously 2005 24 19 32 19 33 31 32 29
2017 8 7 9 7 7 11 10 8

2013 6 6 7 6 7 7 9 9
Not at all 2009 7 5 10 5 10 11 8 10

2005 7 6 8 6 9 6 6 9
2017 | 65 57 54 60 52 60

2013 66 69 61 69 56 64 61 67

Large extent 2009 67 70 62 70 58 69 59 63

2005 714 75 654 75 63 67 | 644 T2
People would be stopped 2017 | 26 21 21 26 29
from getting away with Small/Moderate 2013 | 27 23 33 23 39 29 33 26
racial/ethnic harassment/ | extent 2009 @ 28 26 32 26 36 25 36 29
discrimination 2005 | 24 19 30 19 31 29 33 25
2017 9 8 12 8 9 15 13 11

2013 7 8 6¥ 8 6 7 6¥ 7

Not at all 209 5% 5 6% 5 5 6% 5% 8
2005 = 5¥ 6 5% 6 7 4 | 3V 3V
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Table 34. (continued)

KEY: -

Within Year Group Differences E

B Higher Response E

Lower Response é\ i

Trend Year Differences é E

4 Higher Than 2017 S g §

¥ Lower Than 2017 > bt = 2 x ) = T

3 = ° < < Z ‘5 =

z = F = @m I < O

2017 | 64 56 54 61 51 57

2013 = 56¥ 61 | 50¥ 61 45 52 46 60

Large extent 2009 54¥ 60 = 45%  60% = 42% | 48¥ 43 47

2005 @ 59v | 64¥ = 51 64% 51 | 49¥ 51 53

Policies forbidding racial/ 2017 | 27 = 23 23 26 32
ethnic harassment/ Small/Moderate 2013 = 344 31 39 31 42 394 41 30
discrimination are extent 2009 354 314 414 314 42 384 45 39
publicized 2005 @ 31 28 36 28 33 394 37 35
2017 9 7 10 7 7 13 10 11

2013 = 10 8 11 8 12 10 14 11

Not at all 2009 @ 11 9 154 9 164 14 13 14

2005 @ 10 8 14 8 164 12 11 12

Margins of error range from +1% to +12%
Percent of all active duty members

Table 35.
Navy: Chances of Promotion if Someone Reported Racial/Ethnic Harassment/Discrimination

KEY: .

Within Year Group Differences 5

B Higher Response E

Lower Response é\ i

Trend Year Differences é E

4 Higher Than 2017 S g §

¥ Lower Than 2017 > £ =5 £ ¥ & 5 ©

3 £ B € s | 2| 5 5

Z =2 - =2 @m I < O

2017 7 8 5 8 2 5 8 9

2013 4 4 5 4 5 5 5 6

Better 2009 5 6 5 6 5 2 9 6
2005 = NA NA = NA NA  NA | NA NA | NA

Chances of promotion if 2017 | 77 69 65 74 70 66
someone reported racial/ The same 2013 | 79 82 | 754 82 74 78 78 69
ethnic harassment/ 2009 | 76 81 69 81 68 72 69 69
discrimination 2005 | NA NA = NA NA NA | NA NA  NA
2017 | 17 = 10 10 21 22 | 25

2013 16 14 | 20¥ 14 | 22% 17 17 25

Worse 2009 | 18 13 26 13 27 26 22 25

z
>
z
>
z
>

2005 NA NA NA NA NA

Margins of error range from 2% to +10%
Percent of all active duty members
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Table 36.
Navy: Reported the One Situation to a DoD Authority
2
KEY: 2
Within Year Group Differences > =
B Higher Response = %
Lower Response 8 %
= (&)
[¢5] 2 [¢5] E 0:
* £ E £ % § § &£
© ) i L2 7 =
z = F <= @m T < O
Reported to at least one DoD authority 30 26 @ 33 26 = 40 27 22 38
Reported to your or alleged offender(s)’s chain 25 18 31 18 37 24 17 | NR
of command
Someone in your chain of command 23 16 | 28 16 | 33 23 15 32
Someone in the chain of command of the N 1l 28| 21| 13| nR
offender

Reported to any DoD office responsible for
handling complaints
Other person or office with responsibility for
follow-up
Spemal_ military office responsible for handling 9 5 12 5 15 9 6 NR
these kinds of reports

Margins of error range from +5% to +18%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months

16 15 15 20 16 8 NR

[N
(o]

11 12 12 11 12 4 NR

[EEN
[EEN

Table 37.
Navy: Reasons for Reporting the One Situation

=

KEY: 2

Within Year Group Differences > =

B Higher Response = %

Lower Response 8 S

= (&)

sl S EJE| 2| 2|38|%

z = - = @m T < O

;I’V?,;::\ke your chain of command situationally 89 90 89 99 NR NR NR NR
To make your work environment a better place 8 NR 8 NR NR | NR NR  NR
To prevent it from happening again 84 NR | 92 NR ' NR  NR | NR  NR
To prevent it from happening to someone else 81 NR 90 NR NR  NR | NR  NR
To redu_ce any impact on your evaluation or 3 NR 38 NR NR NR NR  NR

promotion

To punish the person 23 NR 26| NR NR | NR | NR | NR
;IJ’rc])i:[cransfer yourself or the offender out of your 7 I Bl | e | nr | R
Other reason 11 NR @ 12 NR NR  NR | NR | NR

Margins of error range from +1% to +15%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months and reported to a DoD
authority

Navy Results | 189



OPA | 2017 Workplace and Equal Opportunity Survey of Active Duty Members

Table 38.
Navy: Satisfaction With Aspects of Reporting the One Situation
=
KEY: 2
Within Year Group Differences > =
B Higher Response ‘= %
Lower Response 8 g
E = Y
2 = 8 x 8 c s
S £ £ E 8 & ¢ £
z =2 L =2 @m I < O
Satisfied 33  NR | 33 NR NR NR  NR NR
Availability of information Neither satisfied
about how to follow-up on a NPt 44 1 NR 38  NR | NR NR | NR  NR
nor dissatisfied
report
Dissatisfied 23 . NR | 29 NR NR NR NR NR
Satisfied 33 NR | 300 NR  NR NR NR NR
Treatment by personnel Nelth_er sapsﬁed 3% NR 34 NR NR NR NR NR
handling your report nor dissatisfied
Dissatisfied 32 NR | 36  NR NR NR  NR NR
Satisfied 29  NR 32  NR NR NR  NR NR

How well you were/are kept Neither satisfied

informed about the progress of . 40 | NR 36  NR | NR NR | NR NR
nor dissatisfied
your report

Dissatisfied 300 NR 32 NR | NR NR | NR  NR

Satisfied 280 NR 25 NR | NR NR | NR  NR
Degr_ee to which your privacy Nelth_er sa_tls_fled 48 NR 43 NR NR NR NR  NR
was/is being protected nor dissatisfied

Dissatisfied 24 | NR NR | NR  NR | NR | NR

Satisfied 280 NR | 29 NR | NR NR | NR  NR

Amount of time it took/is taking 'Neither satisfied 44 NR 39 NR NR NR NR NR

to resolve your report nor dissatisfied
Dissatisfied 31 NR 33 NR | NR NR | NR  NR
Satisfied 2860 NR | 29 NR | NR NR | NR  NR
The reporting process overall Neither satisfied 35 NR 37 0 NR NR | NR | NR NR

nor dissatisfied
Dissatisfied 37 NR | 34 NR  NR  NR | NR NR

Margins of error range from +11% to +14%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months and reported to a DoD
authority
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Table 39.
Navy: Official Action Taken in Response to Reporting the One Situation

2

(&)

.E

z T

o (5]

£ o &

o = I= o

> £ F ¥ 8 § @

3] = o 8 2 ‘D =

z = F m I < O

Against one or more of the Yes 16 NR | 20 NR | NR | NR | NR
pgrson(s) who bothered you No 33 NR | 52 NR | NR | NR | NR
Don’t know 30 NR | 29 NR NR  NR NR
Yes 8 NR NR ' NR  NR | NR
Against you No 75 NR | 72 NR ' NR  NR | NR
Don’t know 17 NR | 16 NR ' NR  NR | NR

Margins of error range from +9% to +14%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months and reported to a DoD
authority

Table 40.
Navy: Reported One Situation and Perceived Any Type of Retaliation

2

(S)

.E

z i

o [}

c Q

= o ol

(] = (] g ?_:

12| S0 (35| 5| 8¢

z 2 £ 2 m I <& b

Repo_rtc_ed one situation and exper_lencgd any type of 42 NR 44 NR NR NR NR NR
retaliation as a result of the one situation

Margins of error range from +12% to +14%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months and reported to a DoD
authority
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Table 41.
Navy: Reported One Situation and Perceived Retaliation

2

(&)

.E

2 T

o ()

£ 3

S o

[«5] -

e £ B 3 g

© o ) =

z = F < O

Yes 38 NR @ 39 NR ' NR

Social retaliation No 50 NR | 45 NR ' NR
Don’t know 13 NR | 17 NR ' NR
Yes 25 NR 22 NR ' NR
Professional retaliation No 61 NR | 58 NR ' NR
Don’t know 14 1 NR ' NR

Margins of error range from +5% to +16%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months and reported to a DoD
authority

Table 42.
Navy: Reported the One Situation and It Was Corrected

2

()

g

z i

o D

£ o &

g E 8 E 8 g g 2

Z 2 £ 2 m T < 6

'Reported the one situation and it was corrected NR | 39 NR | NR  NR  NR | NR

Margins of error range from +12% to +14%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months and reported to a DoD
authority
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Table 43.
Navy: Knew the Outcome of Report

2

(S)

.E

z T

o (5]

£ o S

(5] E (5] ~ lg = E

z =2 F¥ =2 @m I < ©

Knew the outcome of report 40 | NR 45  NR | NR NR | NR  NR

Margins of error range from +12% to +14%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months and reported to DoD
authority

Table 44,
Navy: One Situation Reported Was Substantiated

2

(&)

i<

> (=

= g

[<5)

g o g

Q E 2 X 'g c E

s £ £ £ 3 2 £ £
z 2 F 2 @m I < O
'Report was found to be substantiated ' 63  NR NR NR NR  NR NR NR

Margins of error do not exceed +17%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months, reported to DoD
authority, and knew the outcome
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Table 45.
Navy: Satisfied With Outcome of Report

2

(S)

.E

z T

o ()

£ o S

(5] E (5] ~ lg = E

S £ 2 @ I < ©

| Satisfied 22 . NR 17 NR | NR  NR NR | NR

|How satisfied were you with the Nelth_er sa_tls_fled 34 NR NR NR NR NR NR NR
|outcome of your report? nor dissatisfied

| Dissatisfied NR NR 38 NR|NR NR NR | NR

Margins of error range from +14% to +17%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months, reported to DoD
authority, and knew the outcome
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Table 46.
Navy: Reasons for Not Reporting the One Situation to a DoD Authority
2
KEY: 2
Within Year Group Differences > =
B Higher Response ‘= %
Lower Response 8 g
= (&S]
[«5] 2 [«5] ~ lg OL:
4= - 4= =
S £ £ E 8 & ¢ £
z =2 L =2 @m I < O
You thought it was not important enough to report 51 = 47 = 55 = 47 | 48 NR | 35
You thought it would make your work situation 50 50 | 51 50 45 NR  NR NR
unpleasant
You took care of the problem yourself 46 46 | 45 46 | 46 NR  NR 28
You did not think anything would be done 41 34 | 47 34 | 37 NR 38 NR
You thought reporting would take too much time 38 3 | 34 43 | 24 NR 33 23
and effort
You felt uncomfortable making the report 37 39 35 39 | 27  NR 33 NR
You thought you would be labeled a troublemaker | 37 33 | 41 33 | 31  NR 43 NR
You were afraid of retaliation/reprisals from the 30 o4 | 35 o4 | 25  NR & 35 29

person(s) who did it or from their friends
You were afraid of retaliation/reprisals from your

. 27 25 29 25 20  NR | 40 24
chain of command

You thought your _performance evaluation or o 14 | 3 14 21 NR 37  NR
chance for promotion would suffer

You thought you would not be believed 18 14 | 22 14 NR  NR | 32  NR
You did not know how to file a report 13 8 16 8 8 NR | 16 9

:j(i?jui':jld not know the identity of the person(s) who 7 3 10 3 7 NR 4 3
Situation only involved civilian(s) off an installation| 4 3 NR 3 1 NR ' NR 1
You were encouraged to withdraw your report 4 <1 6 <1 NR | NR 2 3
Other reason(s) 25 22 | 26 22 1 32 ' NR | NR | NR

Margins of error range from +1% to +18%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months and did not indicate
reporting to a DoD authority
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Marine Corps Results
Introduction

The purpose of this appendix is to present the results and trends for the Marine Corps from the
2017 Workplace and Equal Opportunity Survey of Active Duty Members (2017 WEOA). All
uses and interpretations of the 2017 WEOA Marine Corps data presented should be made in light
of the methodological information contained in the main report. As a reminder, the results from
the 2017 WEOA are based on self-reported experiences. The use of results presented is limited
to data that may inform policy and does not constitute actual knowledge of specific offenses by
the Marine Corps or its officials. Allegations of racial/ethnic harassment and discrimination
must be reported and investigated through established channels before allegations are
substantiated.

The Marine Corps sample consisted of 17,207 Marine Corps active duty members drawn from
the sample frame of 179,531 eligible members using DMDC’s Active Duty Master File
(ADMF). Completed surveys were received from 1,868 Marine Corps eligible respondents. The
overall weighted response rate for Marine Corps eligible members, corrected for nonproportional
sampling, was 11.5%. OPA scientifically weighted the 2017 WEOA Marine Corps respondent
data to be generalizable to the entire active duty Marine Corps population using the methods
described in the main report.

Results and trends presented within this appendix should be interpreted in light of the
methodology presented in the main report. The 2017 WEOA Marine Corps survey results are
compared to the weighted average of all other Services, and then analyzed within the Marine
Corps by race/ethnicity. The definitions for racial/ethnic categories compared within the Marine
Corps are describe below.

e White: Marine Corps members who identify as only White and not
Spanish/Hispanic/Latino.

e Total Minority: Marine Corps members who identify as one (other than White) or
more of the races and/or identify as Spanish/Hispanic/Latino.

e Black: Marine Corps members who identify as only Black with regards to race and
who do not identify as Spanish/Hispanic/Latino.

e Hispanic: Marine Corps members who identify as Spanish/Hispanic/Latino
regardless of what racial group they may also identify as.

e Asian: Marine Corps members who identify as only Asian with regards to race and
who do not identify as Spanish/Hispanic/Latino.

e Other Race/Ethnicity: Marine Corps members who identify either American
Indicate/Alaska Native (AIAN), Native Hawaiian/Pacific Islander (NHPI), or as more
than one race and who do not identify as Spanish/Hispanic/Latino. Data from these
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diverse racial/ethnic groups were combined due to low statistical power to analyze
these groups separately.

In the tables, colors on the “Marine Corps” category signify significant differences when
comparing Marine Corps results to the weighted average of all other Services combined.
Otherwise, tables should be interpreted in the same manner described in the main report. All
Marine Corps results are presented in the data tables though not exhaustively described in this
appendix. Only significant differences between the Marine Corps and the other Services, and
within racial/ethnic groups for the Marine Corps are discussed where applicable. Additionally,
results from trend testing are noted where applicable.

Marine Corps Topline Findings

Abbreviated topline findings for Marine Corps are organized and presented in accordance to the
three Congressional requirements outlined in Title 10 USC §481.

Indicators of Positive and Negative Trends for Professional and Personal
Relationships Among Members of All Racial and Ethnic Groups

The 2017 WEOA contains several content blocks geared towards understanding trends for
professional and personal relationships among military members of all racial/ethnic groups,
including estimated past year racial/ethnic harassment and discrimination rates, details about the
one situation of racial/ethnical harassment/discrimination with the greatest effect, and the overall
diversity and inclusion climate for race/ethnicity.

Estimated Past Year Racial/Ethnic Harassment and Discrimination Among Marine Corps
Members

e 2017 Estimated Past Year Racial/Ethnic Harassment Rate in the Marine Corps: 11.9%

— To be included in this rate, Marine Corps members had to indicate that in the past 12
months they perceived experiencing at least one of the inappropriate racial/ethnic-
related behaviors by someone from work (i.e., the respondent indicated being
“uncomfortable, angry or upset” by a behavior).

— Marine Corps members were less likely to indicate experiencing Racial/Ethnic
Harassment compared to the other Services.

— Black (30.9%) Marine Corps members were more likely to indicate experiencing
Racial/Ethnic Harassment compared to other Marine Corps members, whereas White
(7.4%) Marine Corps members were less likely. Total Minority (17.7%) Marine
Corps members were also more likely to indicate experiencing Racial/Ethnic
Harassment compared to White Marine Corps members.

e 2017 Estimated Past Year Racial/Ethnic Discrimination Rate in the Marine Corps: 2.6%

— To be included in this rate, Marine Corps members had to indicate that they perceived
experiencing at least one type of differential treatment as a result of their race/
ethnicity in the past 12 months.
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Marine Corps members were less likely to indicate experiencing Racial/Ethnic
Discrimination compared to the other Services.

Black (10.6%) Marine Corps members were more likely to indicate experiencing
Racial/Ethnic Discrimination than other Marine Corps members, whereas White
(1.0%) Marine Corps members were less likely. Total Minority (4.8%) Marine Corps
members were also more likely to indicate experiencing Racial/Ethnic Discrimination
than White Marine Corps members.

e 2017 Estimated Past Year Racial/Ethnic Harassment/Discrimination Rate in the Marine
Corps: 12.4%

To be included in this rate, Marine Corps members had to perceive experiencing at
least one of the inappropriate racial/ethnic-related workplace behaviors (Harassment
behaviors) or differential treatment in personnel actions and/or benefits/services
(Discrimination behaviors) based on their race/ethnicity in the past 12 months.
Marine Corps members were less likely to indicate experiencing Racial/Ethnic
Harassment/Discrimination compared to the other Services.

Black (32.0%) Marine Corps members were more likely to indicate experiencing
Racial/Ethnic Harassment/Discrimination than other Marine Corps members,
whereas White (7.8%) Marine Corps members were less likely. Total Minority
(18.6%) Marine Corps members were also more likely to indicate experiencing
Racial/Ethnic Harassment/ Discrimination than White Marine Corps members.

One Situation of Racial/Ethnic Harassment/Discrimination With the Greatest Effect for
Marine Corps

The characteristics of the one situation for Marine Corps members largely mirrored
results for the DoD overall.

— 81% were referring to racial/ethnic harassment only when providing details about
the one situation.

— 68% of members indicated the behavior occurred more one time.

— The top contexts in which the behavior occurred include at a military installation
(85%), in a military context (85%), at their place of work (75%), and during duty
hours (73%).

— Marine Corps members were more likely to indicate the one situation occurred at
a non-work location (39%) when compared to the other Services.

The characteristics of the alleged offenders within the Marine Corps largely mirrored
results for the DoD overall as well.

— The majority (74%) indicated that at least one alleged offender was a member of
the DoD workforce and 39% identified at least one alleged offender as leadership.
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— The top employment statuses of the alleged offender(s) were coworker (46%), in
their chain of command (29%), their subordinates (28%), and other person(s) not
in their chain of command of higher rank/grade (24%).

— 48% indicated at least one alleged offender was of a different race/ethnicity than
them, 28% a mix of same and different race/ethnicities, 6% the same as them, and
18% did not know the alleged offender(s) race/ethnicity. The top two
race/ethnicities of the alleged offender(s) were White (60%) and Black or African
American (39%).

e The endorsed outcomes of the one situation for Marine Corps members also largely
mirrored results for DoD overall.

— 22% of members indicated they thought about getting out of their Service and 5%
indicated they requested a transfer. Black (36%) Marine Corps members were
more likely to indicate they thought about getting out of their Service than other
Marine Corps members, whereas White (8%) Marine Corps members were less
likely. Additionally, Total Minority (29%) Marine Corps members were also
more likely to indicate they thought about getting out of their Service than White
Marine Corps members.

— Collectively, 8% indicated experiencing behaviors in line with at least one type of
retaliation as a result of the one situation, with 4% indicated experiencing
behaviors in line with professional retaliation and 8% indicated experiencing
behaviors in line with social retaliation as a result of the one situation. Total
Minority Marine Corps members were more likely to endorse experiencing
behaviors in line with retaliation. Overall, however, Marine Corps members were
less likely than members in the other Services to endorse experiencing behaviors
in line with retaliation.

— 62% indicated the one situation was corrected. White (78%) Marine Corps
members were more likely to indicate the one situation was corrected when
compared to Total Minority (53%) Marine Corps members. Overall, however,
Marine Corps members were more likely than members in the other Services to
indicate the one situation was corrected.

Diversity and Inclusion Climate for Race/Ethnicity Within the Marine Corps

The Marine Corps is committed to providing a work environment comprised of dignity and
respect.

e Similar to the DoD results, the majority of members endorsed support for diversity in
the Marine Corps. However, Marine Corps members overall were less likely to
endorse support for diversity than members of the other Services.
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Less than half to approximately two-thirds of Marine Corps members indicated
diversity is important to building a quality force (71%), benefits everyone (70%),
will unify personnel (67%), and will not lower their Service’s standards (43%).

Additionally, 74% agreed they support the Marine Corps’ diversity efforts and
that diversity initiatives positively affect the Marine Corps (64%).

Only 43% indicated they were actively involved in the Marine Corps’ diversity
efforts and were personally committed to diversity (59%).

In general, minimal differences were observed across racial/ethnic groups within
the Marine Corps.

Similar to the DoD results, variability was observed regarding Marine Corps
members’ comfort in interacting and forming relationships with diverse personnel.

Most Marine Corps members indicated to a large extent they feel comfortable
interacting with people from different racial/ethnic groups (85%) and interacting
with people with different religious beliefs than them (83%), though fewer
indicated being open about their religious beliefs with other military members
(71%).

The majority of Marine Corps members indicated they do not at all feel pressure

from military members to avoid socializing with members with different religious
beliefs (88%) or pressure from military members not to socialize with members of
other racial/ethnic groups (89%).

Over half of Marine Corps members indicated they do not at all feel the need to
watch what they say when interacting with people from different racial/ethnic
groups (60%) or the need to watch their behavior when interacting with people
from different racial/ethnic groups (68%).

Minimal differences were observed across racial/ethnic groups within the Marine
Corps.

Trend analyses generally revealed increased levels of perceived comfort in
forming relationships and interacting with diverse personnel in 2017 than in 2013,
2009, and 2005.

Similar to DoD results, the majority of Marine Corps members endorsed positive
perceptions of leadership.

The majority of Marine Corps members agreed that their immediate supervisor
evaluates their performance fairly (77%), ensures all personnel are treated fairly
(77%), assigns work fairly in their workgroup (76%), and has very little conflict
with the people who report to him or her (72%).
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— Additionally, 78% agreed they trust their immediate supervisor and 70%
indicated they were satisfied with the direction/supervision they receive.

— 61% of Marine Corps members agreed they were encouraged by their immediate
supervisor to participate in a command climate survey and 61% agreed their unit
commander briefed them on command climate survey outcomes, and the way
forward.

— Minimal differences were observed across racial/ethnic groups within the Marine
Corps or overtime.

e Similar to DoD results, the majority of Marine Corps members endorsed having an
inclusive unit climate.

— Marine Corps members agreed that workgroup members are treated as valued
members of the team without losing their unique identities (76%), empowered to
make work-related decisions on their own (67%), and have outcomes fairly
distributed among them (67%).

— Marine Corps members indicated they can use their chain of command to address
concerns about discrimination without fear of retaliation or reprisal (75%) and
are encouraged to offer ideas on how to improve operations (68%).

— About half of Marine Corps members disagreed when asked if racial
slurs/comments/jokes are used in their workplace (50%), feeling excluded
because of being different (59%), and sexist slurs/comments/jokes are used in
their workplace (50%).

— 66% indicated the decision-making processes that impact their workgroup are
fair.

e As with the DoD, the majority of Marine Corps members endorsed positive
perceptions of their coworkers, though many also endorsed experiencing at least one
hostile workplace behavior from workers or leaders in the past 12 months.

— The majority of Marine Corps members agreed the people in their work group are
willing to help each other (73%), the people in their workgroup get along (75%),
they are satisfied with their relationships with their coworkers (69%), their
coworkers put in the effort required for their jobs (65%), and there is very little
conflict among their coworkers (63%).

— Over half of Marine Corps members indicated experiencing situations in which
coworkers or supervisors did not provide them with information or assistance
when needed (65%) and gossiped/talked about them (53%) in the past 12 months,
while fewer indicated coworkers or supervisors yelled when angry with them
(47%), took credit for their work or ideas (45%), were excessively harsh in
criticism of their work performance (44%), or used insults/sarcasm/gestures to
humiliate them (38%).
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— Minimal differences were observed across race/ethnicity or trend years within the
Marine Corps.

e Additional influences on unit climate, including the duty station, local community
surrounding the duty station, and the military and nation overall were explored for
Marine Corps as well, with minimal differences emerging when compared to the
other Services.

— Similar to the DoD results, the majority of Marine Corps members denied
problems with hate crimes (90%), gangs (90%), and racist/extremist
organizations (87%) at their duty station.

— Similar to the DoD results, the majority of Marine Corps members also denied
problems with hate crimes (75%), racist/extremist organizations (74%), and
gangs (71%) in the local community surrounding their duty station.

— 40% of Marine Corps members indicated racial/ethnic relations in the military are
better today, 52% indicate about the same as five years ago, and 7% indicated
worse today.

— 25% of Marine Corps members indicated racial/ethnic relations in the nation are
better today, 26% indicate about the same as five years ago, and 49% indicated
worse today.

— Minimal differences were observed across race/ethnicity in the Marine Corps.

— Trend analyses reveal some improvements in problems at their duty station and
the community surrounding it, especially when compared to 2005, though
perceptions that racial/ethnic relations in the military and nation have worsened
for Marine Corps members over time.

Effectiveness of Marine Corps Policies Designed to Improve Relationships
Among All Racial and Ethnic Groups

In the military, each Service is responsible for designing and implementing Equal Opportunity
policy in accordance with DoD Military Equal Opportunity policy. The 2017 WEOA assesses
perceptions of leadership and training received in order to evaluate current policies to improve
relationships among racial and ethnic groups. Core to these policies are the role of leaders and
training.

e Similar to DoD results, the majority of Marine Corps members indicate all levels of
leadership make honest and reasonable efforts to stop racial/ethnic harassment and
discrimination.

— 73% indicated such for their immediate supervisors, 71% for senior leadership of
their Service, and 69% for senior leadership of their installation/ship.
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Minimal differences were observed across race/ethnicity in the Marine Corps or
trend years.

e Similar to DoD results, the majority of Marine Corps members indicate their
immediate supervisor (92%) pays the right amount of attention to racial/ethnic
harassment/ discrimination, though less indicated so about the military overall (69%).

e A large majority of Marine Corps members (88%) indicated they received training on
topics related to racial/ethnic harassment/discrimination in the past 12 months.

Of those who received training, the large majority (94%) indicated that the
training was slightly to very effective in actually reducing and/or preventing
racial/ethnic harassment/discrimination, and only 6% indicated that the training
was not at all effective.

The majority of Marine Corps members who received such training agreed the
training covered relevant content.

Few significant differences were observed by race/ethnicity or for trend years.

The Effectiveness of Current Processes for Complaints of and Investigations into
Racial/Ethnic Harassment/Discrimination in the Marine Corps

The 2017 WEOA contains several question blocks to evaluate current processes for complaints
and investigations. Some of these questions were asked of all military members and some were
asked only to those who indicated experiencing racial/ethnic harassment/discrimination in the

past year.

e As found with DoD overall, most Marine Corps members have knowledge of
reporting processes, with a little over half to two-thirds endorsing positive perceptions
of the reporting climate.

92% would know how to report experiences of racial/ethnic discrimination, 93%
would know how to report experiences of racial/ethnic harassment, and 87%
indicated the availability of reporting hotlines is publicized enough.

Over half of Marine Corps members indicated to a large extent that complaints
about racial/ethnic harassment and discrimination would be taken seriously
(67%), policies forbidding racial/ethnic harassment and discrimination are
publicized (64%), people would be stopped from getting away with racial/ethnic
harassment and discrimination (63%), and members of their workgroup would
feel free to report racial/ethnic harassment and discrimination without fear of
negative reactions from peers or supervisors (57%).

The majority of Marine Corps members indicated chances of promotion would be
the same after reporting (85%), though 7% indicated they would be better and 9%
indicated they would be worse. Marine Corps members were more likely to
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indicate the chances of promotion would be the same after reporting than other
Service members.

— White Marine Corps members endorsed more positive perceptions of the

reporting climate than other Marine Corps members, whereas Black, Hispanic,
and Asian Marine Corps members endorsed less positive perceptions. Total
Minority Marine Corps members also endorsed less positive perceptions. Trend
analyses reveals modest improvements in perceptions of reporting climate in the
Marine Corps over time.

Of Marine Corps members who indicated experiencing racial/ethnic harassment/
discrimination in the past 12 months, only 17% reported the behaviors to a DoD
authority and variability was observed for reporting outcomes. Marine Corps results
are generally similar to DoD results, though Marine Corps members were less likely
to use some reporting options when compared to the other Services.

14% indicated reporting to someone in the chain of command (11% to someone in
their chain of command and 11% to someone in the chain of command of the
alleged offender), 8% to a special military office responsible for handling reports,
and 5% to other person or office with responsibility for follow up. Hispanic
Marine Corps members were less likely to utilize various reporting options than
other Marine Corps members.

Of Marine Corps members who reported, the majority indicated they did so to
prevent it from happening to someone else (94%), to prevent it from happening
again (90%), and to make their work environment a better place (87%).

A small portion (16%) of those who reported endorsed experiencing behaviors in
line with any type of retaliation as a result. In particular, 10% endorsed
experiencing behaviors in line with professional retaliation and 16% social
retaliation as a result of reporting. Marine Corps members who reported were
less likely to endorse experiencing behaviors in line with retaliation.

Approximately two-thirds (69%) of those who reported indicated the one situation
was corrected. Marine Corps members who reported were more likely to indicate
the one situation was corrected than other Service members.

Satisfaction with the reporting process and outcomes of reporting were not
reportable for Marine Corps.

Among Marine Corps members who did not report to a DoD authority, the top
three reasons they indicated for not reporting include they thought it was not
important enough to report (53%), took care of the problem themselves (53%),
and thought it would make their work situation unpleasant (38%).
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Conclusion

The DoD continues to diligently pursue policies and programs that support its goal of eliminating
racial/ethnic harassment/discrimination among its ranks. These efforts focus on strategies to
achieve prevention (a reduction in the prevalence of these behaviors) as well as strategies to
improve response for victims of these behaviors. To this end, the 2017 WEOA performs a
critical surveillance function by providing insights regarding the prevalence of racial/ethnic
harassment/discrimination, the characteristics of these offenses, experiences with reporting or
decisions not to report these offenses, and descriptions of the culture and climate of the
organizations in which Service members operate.

The purpose of this appendix was to present the results and trends for Marine Corps for the 2017
WEOA. While the introductory section provides an overview of topline findings, all results for
Marine Corps are presented in the tables that follow. All uses and interpretations of the 2017
WEOA data should be made in light of the methodological information contained in the main
report.

As found with the DoD overall, results of the 2017 WEOA for Marine Corps suggest that,
although some progress has been made to improve racial/ethnic relations, further work remains
to be done to ensure members of all race/ethnicity experience improvement. In particular, the
majority of Marine Corps members endorsed positive perceptions of the climate for diversity and
inclusion in the Marine Corps, and did not indicate experiencing racial/ethnic harassment or
discrimination in the past year. Improvements have also been seen in forming relationships with
diverse personnel, relationships with coworkers and leaders, and leadership efforts to eradicate
racial/ethnic harassment/ discrimination over time. However, there is a sizeable portion of
Marine Corps members who experienced racial/ethnic harassment and discrimination in the past
year and a much larger portion who experienced less severe forms of workplace incivility,
suggesting there is still work to be done. Moreover, results strongly suggest that perceptions and
experiences vary by race/ethnicity, though less so than seen in the DoD overall results. In these
cases, White Marine Corps members experience the Marine Corps differently than members of
other races/ethnicities. They endorse more positive perceptions of the diversity and inclusion
climate, and are less likely to experience racial/ethnic harassment or discrimination. Conversely,
minority Marine Corps members, and Black Marine Corps members in particular, endorse less
positive perceptions and are more likely to experience racial/ethnic harassment and
discrimination. Indeed, approximately 1 in 5 minority Marine Corps members experienced
racial/ethnic harassment or discrimination in the past year, which signals there is much work to
be done to ensure the Marine Corps provides an equal opportunity climate for all its members to
ensure they are able to advance in their careers based on their talent and aspirations. Further,
those who experienced racial/ethnic harassment or discrimination were unlikely to report, but
when they did report, the situation was often corrected. This presents another opportunity for the
Marine Corps to encourage members to report as reporting is an effective tool to correct the
behavior for members who experience racial/ethnic harassment and discrimination.
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Table 1.
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Table 2.

Marine Corps: Experienced Racial/Ethnic-Related Harassment Behavior in the Past 12

Months by Someone From Work
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Table 3.
Marine Corps: Experienced Racial/Ethnic-Related Discrimination Behavior in Past 12

Months
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Within Year Group Differences - > =

B Higher Response e = %

Lower Response 8 _E =

o > = o

= (] — (] X < c =

= = [ = =] o < <&}

< < = = < Kz o =

= 2 ¢ =2 @m I < O

So_meone from work made it harder for you to get a 12 05 22 05 43 15 24 20
military award

Someone from the military punished you unfairly = 1.0 <0.1 [JZEN <0.1 JEEW 04 38 26

Someone from work made it harder for you to get a 10 02 02 16 19 23 25

military promotion
Someone from work gave you a lower military 08
performance evaluation ‘
Someone from work gave you an unfair military

01 23 |12 46 @ 22

=
[N

L . . 0.7 <01 <0.1 25 | 10 | 27 | 21
training evaluation or rating
Someone from wo_r!< made it (_jlfflcult or |m_p035|ble 07 <01 <01 00 290 13
for you to get a military training opportunity
Received worse service/fewer benefits by someone 06 06 34 | 14

employed to administer service/benefits
Someone from work assigned you to either an 05
undesirable or unimportant military task ‘
Someone from the military made it difficult/

<01 12 | 04 40 28

A
=
-

e

N
(I E2EIEIERI=2I2I2(I2 [ %I
~ o o = = » » (o] (=]

e

N

-

»

impossible to go into preferred military occupation 0.4 § <01 =011 110418 | 26
So_meone frprr_l work qsmgned you to an undesirable 04 | <01 <01 12 05 22 22
military unit/installation/country

Someone fr_om the mll!t_ary restrlc_ted your options 03 <01 <01 05 04 15 15
for scheduling your military requirements

Someone from work denied your military leave, 02 <01 05 <01 <01 03 13 16

pass, or liberty request
Margins of error range from +0.1% to +7.1%
Percent of all active duty members
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Table 4.
Marine Corps: Type of Most Bothersome Experience Discussed in the One Situation

2

o

.E

n .B‘ =

1K g

@) £ o 3

@ b = o

= — i} X~ I} c =

o [ = ] o ] ]

< 5 = < 2 'S =

S = <= @m T < O

Harassment only 76  NR 70 83 NR 76

Most bothersome beha_vlor or set Discrimination 5 5 5 5 4 4 NR 5
of related events experienced only

and discussed in the one
situation Both 11 1 Tﬂ 8 NR | 17
Did not identify 4 NR 3 NR 2 5 NR 2

Margins of error range from +3% to +17%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months

Table 5.
Marine Corps: Behavior(s) Experienced in the One Situation Occurred More Than Once

2
(S)
.E
& g 0
8 lg Q §
2l | 2] £ o
= —_ X c
= £ § £ & 2 § £
= 2 F =2 m I < O
Behavior(s) experienced in the one situation 68 NR 68 NR 73 NR 69 78
occurred more than once

Margins of error range from +9% to +17%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months
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Table 6.
Marine Corps: Frequency of Behavior(s) Experienced in the One Situation

2
(S)
.E
s g 0
8 -g (&) §
o > = o
= i} — i} x~ I} c =
s £ 8§ £ E g2 § £
= 2 £ 2 @ I < O
Once 32 NR | 32 NR | 27 NR 31 22
How often did the behavior(s) Occasionally 53 NR | 51  NR | 56 | NR NR  NR
occur? Frequently 9 NR 11 = NR 10 9 NR | NR
Still occurring 5 NR & 6 NR 6 5 8 NR
Margins of error range from +5% to +17%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months
Table 7.
Marine Corps: One Situation Occurred at a Military Installation
2
o
.E
a g &
S 5 B
@) = o 3
© = = o
£ 8 — e} i~ I} c =
sl Els 2| 2|35
= 2 - =2 m I < 0O
‘One situation occurred at a military installation | 85 NR | 84 | NR 8 79 | 92 | 91

Margins of error range from +8% to +17%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months
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Table 8.
Marine Corps: Circumstances in Which the One Situation Occurred

KEY:
Within Year Group Differences @ >
B Higher Response = =
Lower Response 8 _g o
) = c
= S = S X~ I
[ o — @ — (&] o
< < = < < 7]
S 2 - =2 | m T
In a military context 85 91 82 91 | 86 77
At your work 75 83 71 83 70 69
During duty hours 73 NR 66 NR 70 | NR
In a_lwork environment where members of your 39 NR 45 NR 53 39
racial/ethnic background are uncommon
While you were deployed 19 NR 16  NR | 12  NR
At a non-work location NR 40 NR 36 NR

Online on so_clal media or via other electronic 15 NR 14 NR 11 NR
communications

Margins of error range from 7% to +18%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months

Table 9.
Marine Corps: Affiliation of the Alleged Offender(s) in the One Situation

KEY:

Within Year Group Differences
B Higher Response
Lower Response

Marine Corps
Total Minority
White

Black
Hispanic

At least one alleged offender in the one situation
was member of DoD workforce
At least one e}lleged offender in the one situation 39 NR | 43  NR 49 30
was leadership
Someone in your chain of command 29 NR | 30 | NR 41 17
Othgr person(s), not in your chain of command, 24 NR 28  NR 33 19
of higher rank/grade

\l
~
P
py)
\l
N
P
Py
\l
~
o))
3,1

Your coworker(s) 46 | NR 50  NR 51 | NR
Your subordinate(s) 28 NR | 21 | NR 19 18
DoD/DHS civilian employee(s) 6 10 4 10 4 NR
DoD/DHS civilian contractor(s) 1 <1 2 <1 3 NR
A civilian from the local community 11 = NR 7 NR | NR 1
Other person(s) 20 NR | 20 ' NR | 26 NR
Unknown person(s) 18 NR | 15  NR | 18 14

Margins of error range from +1% to +18%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months

64

NR
NR

22

.:‘. o8 Asian

o | Asian

z
T
E & Other Race/Ethnicity

Z w
0 o

NN N A
O b ®wWo 55

2 I X Other Race/Ethnicity

e
Py

z2 2
O 0

Z
Py

z 2
PYERP

ol Z2Z2ZrZ
puliPvlibvRLCINP )
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Table 10.
Marine Corps: Racial/Ethnic Group of Alleged Offender(s) in the One Situation Compared to

Member

>

5=

KEY: 2
Within Year Group Differences @ > =
: 2 = L

B Higher Response = fu >
Lower Response 8 _g o S

@ p = o

= I} — (] X < c =

- = [ = =] o < ]

< < = = < Kz o =

= 2 ¢ =2 @m I < O

Same as member = 6 14 1 14 2 NR 4 <1

Different than
Racial/ethnic group of alleged ' member
offender(s) compared to member A mix of same

and different

Unknown 18 NR | 20  NR 17 28 15 9

B
(0]
Z
Py
a1
[N
Z
Py
a
©
=z
Py
()]
(e
=z
Py

NR 20 ' NR

N
o
Z
Py
N
o
N\
N
w
N

Margins of error range from 3% to +18%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months

Table 11.
Marine Corps: Racial/Ethnic Group of Alleged Offender(s) in the One Situation

2

KEY: 2

Within Year Group Differences ” > =

B Higher Response e = %

Lower Response 8 .g o 2

@ S = e

= Q = =] X © c =

s £ E £ E B § £

S =2 £ =2 @m I <« O

White 60 NR 69 | NR 74 64 61 76
Black or African American 39 NR 30 NR 24 29 35  NR
Spanish/Hispanic/Latino 34  NR 33 NR 31 32 42 36
Multiracial/ethnic individual(s) 26  NR 26 | NR 20 27 31  NR
Asian 17 . NR| 15  NR | 11 17 24 | NR
Native Hawaiian or other Pacific Islander 15 NR 14 | NR 8 NR ' NR | NR
American Indian or Alaska Native 11 NR @ 10 NR 6 NR  NR | NR
Unknown race/ethnicity 24 NR 19 | NR 17 18 17 25

Margins of error range from 7% to +18%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months
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Table 12.
Marine Corps: Work Impact of the One Situation

Marine Corps
Total Minority

< & Other Race/Ethnicity

2
C
8 X I} c
€ 8 g £
= m I <
Thought about getting out of your Service m 20 | NR
Requested a transfer NR | 7 | 3 NR
Margins of error range from +4% to +18%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months
Table 13.
Perceived Retaliation as Result of the One Situation
2
=)
.E
8 g i
8 .g o §
2 = E =
= s ¥ & § 8
< i) < 2 '3 =
= ~ 0 I < O
Yes 8 15 | NR | 24 NR
Social retaliation No 78 72 82 | NR 70
Don’t know 14 13 13 26 14
Yes 4 6 NR | NR ' NR
Professional retaliation No 85 74 83 71 74
Don’t know 12 19 15 13 18

Margins of error range from +3% to +18%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months
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Table 14.
Marine Corps: Perceiving Experiencing Any Type of Retaliation as a Result of the One
Situation

Par)
S
£
8 = i
° = I T
= = X < c
5 £ g g & £
= ~ 0 I < O
Experlen.ced any type of retaliation as a result of 8 15 4 28 | NR
the one situation
Margins of error range from +6% to +18%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months
Table 15.
Marine Corps: One Situation Was Corrected
2
.2
£
8 g 0
8 -g (&) §
o b = o
= —_ X~ [} c =
5 z g g2 g £
= == m I < O
One situation was corrected 50 NR  NR  NR

Margins of error range from +9% to +17%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months
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Table 16.

Marine Corps: Agreement With Statements About Diversity

KEY:

Within Year Group Differences
M Higher Response
Lower Response

| support my Service’s diversity
efforts.

Diversity is important to
building a quality force.

Diversity will benefit everyone.

Diversity will unify personnel.

Diversity initiatives positively
affect my Service.

I am personally committed to
diversity.

Agree

Neither agree nor
disagree

Disagree

Agree

Neither agree nor
disagree

Disagree

Agree

Neither agree nor
disagree

Disagree

Agree

Neither agree nor
disagree

Disagree

Agree

Neither agree nor
disagree

Disagree

Agree

Neither agree nor
disagree

Disagree

N

White

70

22

68

26

67

26

63

29

54

41

(¢, ]

Total Minority

\‘
~

N
N

72

25

73

24

69

28

67

29

65

31

White

70

22

68

26

67

26

63

29

54

41

Black

74

25

77

22

73

25

68

30

69

30

Hispanic

~
D

N
o

71

25

74

23

69

27

68

28

66

30

Asian

78

19

77

20

74

21

21

70

27

Other Race/Ethnicity

[o2]
o

w
=~

68

29

57

32

NR

55

38

60

35

56

40
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Table 16. (continued)

2

KEY: 2

Within Year Group Differences @ > =

B Higher Response e = %

Lower Response 8 g o S

o S 1= o

= (] — (] X~ < c =

= = [ = =] o < <&}

< < = = < Kz o =

= 2 ¢ =2 @m I < O

Agree 53 51 = 56 51 = 56 56 ﬂ 54

Diversity is the same as Military N_elther agree nor e 39 | 35 39 | a4 36 24 36
Equal Opportunity policy. disagree

Disagree 10 10 9 10 | 10 8 8 10

Agree 43 39 | 48 39 | 51 @ 48 39
I actively am involved and/or

provide input in support of my gl.e'theragreenor 50 | 44 50 42 45 | 37 | 47
T isagree
Service’s diversity efforts.
Disagree 10 11 8 11 8 7 8 14

Agree 28 26 31 26 | 28 32 33 29

Diversity will lower my Service’s N_elther agree nor S o9 | 97 29 | 28 24 24 39
standards. disagree

Disagree 43 44 | 42 44 | 44 44 43 32

Margins of error range from +2% to +16%
Percent of all active duty members
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Table 17.
Marine Corps: Comfort With Diversity

KEY: >

Within Year Group Differences ‘'S

B Higher Response E

Lower Response @ P i

Trend Year Differences S é §

A Higher Than 2017 = = 2 &

V¥ Lower Than 2017 E ] = ] X~ < c =

= = [&) o ®

& < o = K iz ‘B =

S 2 - =2|@m| I < O

2007 | 85 [ENM 78 BENM 74 80 78 | 80

2013 | 76%  T7¥ | 76 | 71v | 71 78 71 76

Large extent 2000 77%  79% 71 79% 69 73 70 70

2005 69  70¥  65%  70¥ 58¢ 71  63¥ 66

o 2017 | 12 9 9 14 | 17 17
Interacting with people from |Small/Moderate = 2013 = 194 184 20 184 | 24 18 22 19
different racial/ethnic groups extent 2009 | 194 174 23 174 | 24 21 22 26
2005 9 8 11 8 0¥ | 10 12 15

2017 | 3 1 1 4 7 4 3

2013 5 5 5 5 5 4 8 6

Not at all 2009 5 44 6 44 6 7 8 3

2005 @ 224 214 244 214 324 194 264 184

2017 | 83 77 74 78 76 79

2013 | 65%  68% @ 59¥ = 68% @ 60¥ | 60% 59 | 51¥
2000 NA NA NA NA NA | NA  NA NA
2006 NA  NA | NA  NA NA | NA  NA | NA
Interacting with people with 2017 | 14 11 18 11 21 16 20 19
different religious beliefs Small/Moderate | 2013 | 254 244 284 244 29 | 284 30 25
h extent 2000 NA NA  NA  NA NA | NA NA | NA
than you 20060 NA. NA NA NA NA NA NA NA
2017 3 1 5 1 4 6 4 3
2013 | 104 84 | 134 | 84 114 12 114 | 234
2000 NA NA  NA  NA NA  NA NA | NA
2006 NA NA  NA  NA NA | NA NA | NA
2017 74 66 74 61 | 68 66 @ 61
2013 | 54%  55% 52¥  55% 49 | 54% | 54 45
2000 NA NA NA  NA NA  NA NA | NA
2006 NA  NA  NA  NA NA  NA NA | NA
Being open about your 2007 23 0 21 27 | 21 31 25 27 33
religious beliefs with other Small/Moderate | 2013 = 364 = 364 364 364 39 3 34 3t
ilitary members extent 2000 NA NA  NA  NA NA | NA  NA | NA
military 20060 NA. NA NA NA NA NA NA NA
2017 6 5 7 5 8 7 7 6
2013 | 104 9 13 9 12 11 12 | 244
2000 NA NA NA NA NA | NA  NA NA
2006 NA  NA | NA  NA NA | NA NA | NA

Large extent

Not at all

Large extent

Not at all

Margins of error range from +2% to +18%
Percent of all active duty members
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Table 18.
Marine Corps: Feelings About Interactions With Diverse Members

KEY: -
Within Year Group Differences 5
B Higher Response E
Lower Response @ P i
Trend Year Differences S é §
A Higher Than 2017 = = 2 &
c
¥ Lower Than 2017 £ 3 = @ = g < P
< = IS = e Z '3 =
> = F <= @m T < O
2017 1 1 1 1 2 1 2 1
2013 = 84 84 84 84 104 @84 64 4
Lar Xten
arge extent 2009 64 64 64 64 84 64 5 3
2005 1 1 1 1 1 2 1 1
Feel pressure from military 2017 10 6 6 13 17 10
members not to socialize with Small/Moderate | 2013 214 194 254 194 27 254 24 22
members of other racial/ extent 2009 234 234 244 234 29 23 22 21
ethnic groups 2005 = 11 10 13 10 15 12 13 NR
2017 | 89 84 77 8 8 89
2013 71 | 73¥ 67 = 73¥  64¥ @ 67V 70 74¥
Not at all 2000 71% | 72  70% | 72  63%  71% 73 76
2005 @ 88 89 86 89 84 87 86 86
2017 8 9 7 9 10 5 11 7
2013 = 134 13 | 114 13 194 9 11 6
Large extent 2009 8 8 9 8 12 9 6 4
2005 = NA NA = NA NA  NA  NA  NA NA
Feel the need to_watch what 2017 | 32 31 34 31 40 34 35 25
you say when with people Small/Moderate | 2013 = 444 434 474 434 | 46 = 484 @ 44 | 434
from different racial/ethnic | extent 2009 @ 35 35 35 35 39 34 35 30
groups 2005 | NA NA = NA NA  NA  NA  NA NA
2017 | 60 60 59 60 50 61 54 67

2013 = 43¥ 44¥ | 42¥ 44% 36V 43¥ 45 51
2009 57 57 56 57 49 57 59 66
2005 NA NA NA NA NA NA NA NA

2017 7 7 7 7 10 6 7 8

Not at all

2013 10 11 10 11 18 7 9 7

Large extent 2009 7 7 8 7 10 8 6 3
2005 NA NA NA NA NA NA NA NA

Feel the need to watch 2017 = 25 22 | 28 22 26 18
behavior when interacting Small/Moderate | 2013 = 404 = 404 414 404 41 424 @ 39 | 364
with people from different extent 2009 31 30 32 30 38 30 33 29
racial/ethnic groups 2005 NA NA NA NA NA NA NA NA

207 i 70 65 70 53 68 57 74
2013 = 49v¥ 49v 49v 49v 41 50¥% 52 57v
2009 62 64 60 64 52 63 61 68

2005 NA NA NA NA NA NA NA NA

Not at all
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Table 18. (continued)

Feel pressure from members
to avoid socializing with
members with different extent

religious beliefs

>

S

£

3 2 &

fen S ~

o =] 3

(&) = & ISl

® > = o

= Q8 = o] X 8 c S

= = = < 3 k2] 2 =

= 2 F 2 @ I < O

2017 1 2 1 2 1 1 2 3

2013 54 6 54 6 84 4 54 2

Large extent 20000 NA  NA NA NA NA NA NA NA
200600 NA~ NA NA NA NA NA NA NA

2007 | 11 = 8 8 14 18 1

Small/Moderate | 2013 @ 234 27 264 27 24
2009  NA NA | NA NA NA

2005  NA NA | NA NA NA

2017 | 88 77 85 80 86

2013 72¥ 65 | 71¥ 68 74

Not at all 2009  NA NA | NA NA NA
2005 = NA NA | NA NA NA

Margins of error range from +1% to +17%
Percent of all active duty members
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Table 19.
Marine Corps: Agreement With Statements About Immediate Supervisor

KEY: -

Within Year Group Differences 5

B Higher Response E

Lower Response @ P i

Trend Year Differences S é §

A Higher Than 2017 = = 2 &

=

¥ Lower Than 2017 £ 3 = @ = g < P

G < = < ks 2 i =

S 2 £ =2 @m I < O

2017 | 78 78 77 78 | 73 79 82 74

2013 | 73 74 72 74 67 72 76 80

Agree 2009 = 71¥ 70 72 70 67 75 77 71

2005 | 77 78 75 78 75 76 80 69

2017 | 11 10 13 10 18 12 13 11

. Neither agree 2013 = 13 11 17 11 22 16 15 13

Youtrust your supervisor. nor disagree 2009 | 15 14 16 14 20 14 14 15
2005 14 14 16 14 16 14 16 22

2017 | 11 12 9 12 9 9 5 15

. 2013 | 13 15 1 15 1 12 9 7

Disagree 2009 15 16 12 16 12 11 10 14

2005 8 8 9 8 9 9 4 8

2017 | 77 78 | 74 78 | 75 74 81 75

2013 73 72 73 72 69 74 75 74

Agree 2009 | 70¥ 69 72 69 72 74 78 64

2005 = 77 78 77 78 78 78 76 70

Your supervisor ensures that Neither agree zgg 1:' ﬁ ig ﬁ i‘f ig g g’
?” a;ssagfne_dlpersonnel are nor disagree 2009 | 15 14 17 14 20 15 14 18
reated fairly. 2005 12 11 13 11 | 13 | 12 | 15 | 15
2017 | 10 11 8 11 10 7 6 10

: 2013 = 12 13 10 13 1 10 9 6

Disagree 2009 | 154 17 1 17 7 12 9 19
2005 = 11 1 10 1 9 10 9 NR

2017 | 72 74 70 74 | 73 70 77 66

2013 | 71 73 68 73 64 67 69 75

Agree 2009 67 65 70 65 66 74 71 60

2005 | 71 72 70 72 71 70 71 66

There is very little conflict 2017 @ 16 14 20 14 18 20 16 23
between your supervisor and ' Neither agree 2013 = 15 14 18 14 19 17 22 15
the people who report to him/| nor disagree 2009 | 19 20 19 20 21 15 21 26
her. 2005 | 16 15 17 15 17 16 19 14
2017 | 11 12 10 12 9 10 7 11

. 2013 14 13 15 13 16 16 9 10

Disagree 2009 | 14 15 12 15 12 1 8 14

2005 = 13 13 13 13 11 13 10 20
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Table 19. (continued)

KEY:

Within Year Group Differences
B Higher Response
Lower Response

Trend Year Differences
4 Higher Than 2017
¥ Lower Than 2017

Your supervisor evaluates
your work performance
fairly.

Your supervisor assigns
work fairly in your work
group.

You are satisfied with the
direction/supervision you
receive.

Agree

Neither agree
nor disagree

Disagree

Agree

Neither agree
nor disagree

Disagree

Agree

Neither agree
nor disagree

Disagree

2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

X Marine Corps

m\IHHH@HHHl—‘\AS\A
© oo O NN NI N A

69¥
74
16
18
19
16

134
12
10
70
68
64
69
16
18
19
17
14
14
17
14

333 & White

12
17
18
13
10
13
13

7
70
68
74
15
17
18
15

14
10
70
69
62
69
14
17
19
17
16
14
19
15

31N 3 & Total Minority

PR RPR RPN gk BN RPN NE BN
WA BN O®®O®OOD OO O O N Ok, © O A~RFPL ONO o (S 3k = =R

333 & White

12
17
18
13
10
13
13

7
70
68
74
15
17
18
15

14
14
10
70
69
62
69
14
17
19
17
16
14
19
15

Black

R} 3 3 Hispanic

,_\
PR PPN = = RN
oogmhﬂwoomb\lojmo“:’\'m\ll—-\]\l

PR RPRPRP PPN D
P WOAONNDOON®WDD O

>33 d Asian

15
20
16
17

11

81
73
72
74
14
18
18
18

© ©

75
66
71
72
18
19
18
18

15
11

& 2 3 & Other Race/Ethnicity

I—'I\)I—'HI\)NI\)I—‘O’)U‘I\I\INmml—‘l—‘wl—‘l—‘oﬁc‘)\l\lz\‘\‘ml—'l\)l—‘ld
~NO O WwWwWwoo moh~ootr R ON N OoORr oo o ~N oW
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Table 19. (continued)

KEY:
Within Year Group Differences
B Higher Response
Lower Response
Trend Year Differences
4 Higher Than 2017
V¥ Lower Than 2017

Agree

You were encouraged by
your supervisor to
participate in a command
climate survey.

Neither agree
nor disagree

Disagree

Agree

Your unit commander

briefed you on command Neither agree
climate survey outcomes and | nor disagree
the way forward.

Disagree

Margins of error range from +2% to +18%
Percent of all active duty members

2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

£ £ £ 2 Marine Corps

222 Z2Z2Z2NZ2Z2Z20Z2Z2Z2 222N
>>>0>>>h>>>F>>>h>>>0

£ 223 White

23
NA
NA
NA
14
NA
NA
NA
60
NA
NA
NA
25
NA
NA
NA
15
NA
NA
NA

£ £ £ & Total Minority

22Z2RLr 222N Z2Z2Z20Z22Z2L 222N
>>>0>>>N>>>F>>>Ww>>>

£ £ £ White

23
NA
NA
NA
14
NA
NA
NA
60
NA
NA
NA
25
NA
NA
NA
15
NA
NA
NA

Black

z

NA
NA
NA
14
NA
NA
NA
60
NA
NA
NA
25
NA
NA
NA
15
NA
NA
NA

£ £ £ 3 Hispanic

222, 222N Z2Z2Z0Z2Z2Z22 222N
>>>~N>>>O0O>>>w>>>h>>>>a

£££ 3 Asian

28
NA
NA
NA
10
NA
NA
NA
67
NA
NA
NA
23
NA
NA
NA
10
NA
NA
NA

£ £ £ & Other Race/Ethnicity

Z2Z2ZNZZZNZZZUZZZEHZTZTZW
>>>F>>>0>>>F>>> >> > ®
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Table 20.

Marine Corps: Agreement With Statements About Inclusion in the Workplace

KEY:

Within Year Group Differences
M Higher Response
Lower Response

Coworkers are treated as valued
members of the team without
losing their unique identities.

| believe I can use my chain of
command to address concerns
about discrimination without
fear

Within my workgroup, | am
encouraged to offer ideas on how
to improve operations.

Members in my workgroup are
empowered to make work-
related decisions on their own.

Outcomes are fairly distributed
among members of my
workgroup.

Agree

Neither agree nor
disagree

Disagree

Agree

Neither agree nor
disagree

Disagree

Agree

Neither agree nor
disagree

Disagree

Agree

Neither agree nor
disagree

Disagree

Agree

Neither agree nor
disagree

Disagree

Marine Corps

~
»

[N
(0]

75

White

78

18

67

24

68

25

68

23

Total Minority

]
(6]

[N
©

71

24

69

25

66

28

66

25

White

78

18

67

24

68

25

68

23

Black

69

25

69

28

64

31

61

33

Hispanic

\l
~

N
o

70

25

70

25

65

29

67

24

Asian

74

22

74

22

73

24

70

25

Other Race/Ethnicity

~
©

[EEN
N

76

15

67

26

70

21

70

19

11
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Table 20. (continued)

2
KEY: 2
Within Year Group Differences @ > =
B Higher Response e = %
Lower Response 8 g S
o > = o
= @ — @ X~ < c =
= = [ = =] o < <&}
< < = = < Kz o =
= 2 F 2 @wm I < O
Agree 66 67 64 67 64 63 70 68
The decision-making processes Neither aaree nor
that impact my workgroup are di g 25 | 26 25 | 29 26 24 23
fair. isagree
Disagree 8 7 10 7 7 11 6 9
Agree 23 22 24 22 24 25 20 21

Racial slurs, comments, and/or Neltheragreenor 7| s o7l 32| 281 29 | 17

jokes are used in my workplace. disagree
Disagree 50 51 @ 49 51 | 44 @ 47 51 62

Agree 22 22 | 22 22 | 24 22 19 22

Sexist slurs, comments, and/or  Neither agree nor

; . : 27 29 27 | 32 30 @ 30 18
jokes are used in my workplace. disagree

Disagree 50 51 | 49 51 | 44 49 52 60

Agree 18 17 19 17 24 17 16 18
| feel excluded by my workgroup Neither agree nor ot | 2a 0 20l 28| 221 261 22
because | am different. disagree

Disagree 59 59 | 58 59 | 48 61 58 60

Margins of error range from +3% to +16%
Percent of all active duty members
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Table 21.

Marine Corps: Agreement With Statements About People in the Workplace

KEY:
Within Year Group Differences
W Higher Response
Lower Response
Trend Year Differences
4 Higher Than 2017
V¥ Lower Than 2017

Agree

There is very little conflict
among your coworkers.

Neither agree
nor disagree

Disagree

Agree

Your coworkers put in the Neither agree
effort required for their jobs. 'nor disagree

Disagree

Agree

The people in your work
group tend to get along.

Neither agree
nor disagree

Disagree

2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

S & Marine Corps

BoRBERRRNRIGS I Total Minority

244
67
68
70
66
19
20
18
19
14
12
12
15
72
73
76
73
20
18
17
16

11

& | Hispanic

A2 S| Asian

24
22
32
23
16
14
17
22
71
66
68
66
22
20
20
22

15
13
12
72
73
75
70
20
17
16
21

10

10

8 & Other Race/Ethnicity

szml—'NNNQOQOMHOHMI\JMHL@O‘)@#(»I—‘NI—‘NNH#L
(S5 Wk N Oo1PR ©N Qoo OCOUORNBSUIN®IODDDEROOND»OWOO R P~
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Table 21. (continued)

P

)

£

3 2 &

fen S ~

o =] 3

(@) = o IS

) S = o

= 3 = 3 X o = )

= = = < 3 2 2 =

S 2 F = @ T < O

2017 73 72 74 72 74 75 76 71

2013 | 76 76 75 76 73 76 76 73

Agree 2009 73 72 75 72 75 76 79 66

2005 | 74 75 73 75 75 74 72 63

The people in your work 2017 | 18 19 18 19 17 18 18 22
L Neither agree | 2013 16 14 18 14 15 18 16 21

gtrﬁ:f are willing to help each nor disagree 2009 | 19 20 16 20 17 15 15 22
: 2005 | 17 16 18 16 17 18 20 16

2017 8 9 8 9 9 7 6 7

. 2013 9 10 3 10 12 6 9 6

Disagree 2009 8 8 9 8 7 9 5 12

2005 9 9 9 9 8 8 8 21

2017 69 68 71 68 68 72 71 70

2013 @ 71 71 72 71 68 73 73 74

Agree 2009 | 72 70 74 70 74 78 67 63

2005 | 75 76 74 76 78 76 69 52

You are satisfied with the Neither agree ;gg ig g 200 g 22 ig Eg i08

relationshi have with .

€ a:o S Pks 3'/_0“ ave wit nor disagree 2009 @ 18 19 18 19 16 16 21 26
your cOworkers. 2005 15 4 17 4 16 15 20 @ 29
2017 13 15 10 15 12 9 7 NR

. 2013 | 10 11 8 11 8 9 8 6

Disagree 2000 10 11 9 11 10 7 12 1

2005 | 10 10 9 10 6 9 11 18

Margins of error range from +2% to +18%
Percent of all active duty members
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Table 22.
Marine Corps: Experienced Behavior(s) in Line With Workplace Hostility From Coworkers

or Supervisors During the Past 12 Months

2

L

£

8 g i

Lower Response S =] 3
(@) = o IS

@ b = o

= o] = o] X I} c S

] s £ | 8| 8| 8| s

S 2 ¥ =2 @m I < O

Did not provide you with information or assistance 64 | 67 64 | 65 67 70 67

when needed

Gossiped/talked about you

Yelled when they were angry with you

Took credit for your work or ideas

Were excessively harsh in their criticism of your
work performance

Used insults, sarcasm, or gestures to humiliate you
Margins of error range from +5% to +14%
Percent of all active duty members
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Table 23.
Marine Corps: Problems At Duty Station

KEY: >

Within Year Group Differences ‘'S

B Higher Response E

Lower Response @ P i

i=

Trend Year Differences S 8 ?&;

4 Higher Than 2017 2 s 2 04

¥ Lower Than 2017 = ] = i} ~ s c =

sl |5/ 8|2|3|s

S 2 £ =2 @m I < O

2017 4 4 3 4 2 3 4 2

2013 2 2 2 2 2 2 4 2

Large extent 2009 2 2 2 2 2 1 2 2

2005 4 3 5 3 4 5 6 2

_ _ o small/ 2017 9 6 6 9 | 13 | 12

Racist/extremist organizations Moderate 2013 9 8 10 8 15 8 15 5
or individuals tent 2009 12 10 16 10 20 12 12 19
ek 2005 194 184 214 184 23 184 23 NR

2017 | 87 89 85 89 76 87 84 86

2013 = 89 89 88 89 83 89 82 93

Not at all 2009 = 87 88 83 88 77 86 86 79

2005 77¥ | 79%¥  75% | 79%¥ 73 7% 71 NR

2017 2 3 2 3 4 1 3 1

2013 2 2 2 2 2 2 4 2

Large extent 2009 1 1 2 1 2 1 2 2

2005 3 3 414 3 4 54 3 2

Small/ A NI T

Hate crimes Mgdetrate 5005 g B . B - g 0 0
exten 2005 184 164 214 164 244 16 21 NR

2017 | 90 91 87 91 84 89 85 86

2013 = 89 89 90 89 87 91 83 94

Not at all 2009 = 90 92 87 92 82 89 88 84
2005 79  82%  75%  82%  73% | 79¥ 76 NR

2017 3 3 3 3 4 3 3 1

2013 2 2 3 2 2 2 4 3

Large extent 2009 2 2 2 2 4 1 2 2

2005 3 3 3 3 2 4 3 4

Small/ I NN O

Gangs Mf[)detrate 2009 @ 12 10 14 10 17 13 11 12
exten 2005 214 204 234 204 244 204 19 NR

2017 | 90 90 89 90 86 91 86 86

2013 = 89 89 89 89 82 92 83 92

Not at all 2009 @ 86 87 84 87 79 85 87 86
2005 @ 76%  77¥  73%  77¥  73¥% | 76¥ 78 NR

Margins of error range from +1% to +16%
Percent of all active duty members
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Table 24.
Marine Corps: Problems in the Local Community Around Duty Station

KEY: >

Within Year Group Differences ‘'S

B Higher Response E

Lower Response @ P i

Trend Year Differences S é §

A Higher Than 2017 = = 2 &

¥ Lower Than 2017 £ ] = ] ~ < c =

F = < = 5} Q I

< < = = ks Kz = =

S =2 £ =2 @m I < O

2017 3 3 4 3 4 4 2 5

2013 2 1 3 1 2 3 4 2

Large extent 2009 2 3 2 3 2 1 2 3

2005 3 3 3 3 2 4 1 2

_ _ 2017 | 23 24 21 24 27 17 26 23
Racist/extremist Small/Moderate | 2013 | 18 20 14¥ 20 23 10 16 13
organizations or individuals | extent 2009 | 25 26 22 26 25 20 20 26
2005 | 28 28 | 294 28 30 24 30 | 524

2017 7275 72 69 79 73 73

2013 = 81 79 | 834 79 75 87 79 84

Not at all 2009 | 73 71 76 71 72 79 77 71
2005 @ 68 69 | 68¥ 69 67 72 69 | 4TV

2017 3 2 3 2 2 5 2 2

2013 2 2 2 2 2 3 4 2

Large extent 2009 3 3 2 3 3 1 1 NR
2005 | NA NA = NA NA  NA | NA NA | NA

2017 | 22 25 18 25 23 14 24 26

. Small/Moderate

Hate crimes 2013 | 16¥ 18 | 12% 18 | 13¥ 1 15 11¥
extent 2009 @ 24 26 20 26 22 17 21 21
2005 | NA NA = NA NA NA | NA NA  NA

2017 | 75 73 78 73 75 81 75 72
2013 | 824 80 | 864 80 | 854 86 82 | 884

Not at all 2009 | 74 71 78 71 75 82 78 71
2005 | NA NA = NA NA NA | NA NA  NA

2017 4 3 5 3 2 7 2 2

2013 4 4 5 4 7 4 4 5
Large extent 200 74 84 6 84 84 4 6  NR
2005 | NA NA = NA NA NA | NA NA  NA

2017 | 26 29 21 29 23 20 24 26

Gangs Small/Moderate = 2013 @ 22 27 | 14¥ 27 19 12 16 13
extent 2009 = 30 33 24 33 25 23 21 27
2005 = NA NA = NA NA NA NA NA NA

2017 69 74 69 75 | 73 74 72

2013 | 74 70 | 814 70 74 84 79 82

Not at all 2009 = 63V 59 70 59 67 73 73 62
2005 | NA NA = NA NA  NA | NA NA | NA

Margins of error range from +1% to +17%
Percent of all active duty members
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Table 25.

Marine Corps: Perceptions of Racial/Ethnic Relations in the Military During Last 5 Years

KEY:
Within Year Group Differences
W Higher Response
Lower Response
Trend Year Differences
4 Higher Than 2017
V¥ Lower Than 2017

Worse today

Perceptions of race/ethnic
relations in our military
during the last five years

About the same as
five years ago

Better today

Margins of error range from 1% to +17%

Percent of active duty members who completed 5 years or more in active duty service

Table 26.

Marine Corps: Perceptions of Racial/Ethnic Relations in the Nation During Last 5 Years

KEY:
Within Year Group Differences
W Higher Response
Lower Response
Trend Year Differences
4 Higher Than 2017
V¥ Lower Than 2017

Worse today

Perceptions of race/ethnic
relations in our nation during
the last five years

About the same
as five years ago

Better today

Margins of error range from 2% to +16%
Percent of all active duty members

2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

~' Marine Corps

44
40¥
35¥
40
534
584
634

Marine Corps

35V
42
564
564
644

% & White

10¥

23
454
364
344

24
414
544
594

~ © Total Minority

O W w
© €<

37V
35¥
38
47
604
624

& Total Minority

35V
42
564
564
644

&1 White

14¥
10¥

23
454
364
344

24
414
544
594

Black

20
4¥

5v

52
39
36V
29
444
564
594

Black

55

A4
10¥
24
494
394
404
21
384
534
504

& &~ = & » Hispanic

w
R
<

32v
43
48
674
664

Hispanic

464
634
594

RE B =™ w s~ Asian

27¥
47
49
65

724

584
604

Aww ;ZU Other Race/Ethnicity

Zr00wWwZ2Zns> 0
O wwEk xod o

Other Race/Ethnicity
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Table 27.
Marine Corps: Leadership Makes Honest and Reasonable Efforts to Stop Racial/Ethnic
Harassment/Discrimination

KEY: -
Within Year Group Differences E

B Higher Response E

Lower Response 5y = i

Trend Year Differences S é E

4 Higher Than 2017 2 S g §

V¥ Lower Than 2017 % 2 = 2 - 8 3 S
sEE|s0E|8|2|3|&

=S =2 ¢ =2 m T < O

2017 | 71 75 67 75 64 65 77 72

Yes 2013 | 68 69 65 69 57 69 | 62¥ 58

2009 | 68 73 60 73 60 62 64 49

2005 | 72 75 68 75 64 72 65 63

2017 8 7 8 7 11 8 7 4
: : : 2013 | 12 11 144 1 13 13 15 | 214

Senior leadership of my Service |No TR . @ . i 7 : E

2005 8 6 12 6 17 9 8 9

2017 | 21 18 25 18 25 26 16 25

) 2013 | 20 19 21 19 30 18 24 21

Don’t know 2009 | 21 18 28 18 27 25 27 42

2005 | 20 19 20 19 19 19 27 NR

2017 | 69 72 65 72 62 64 73 69

Yes 2013 | 66 68 62 68 56 65 60 57

2009 | 67 72 57 72 56 58 62 48

2005 | 69 70 67 70 63 72 63 60

2017 7 7 8 7 10 7 8 5
Senior leadership of my No 2013 = 134 1 | 174 11 12 184 16 224

installation/ship 2009 | 11 9 144 9 15 15 8 9

2005 9 8 124 8 17 10 7 6

2017 | 23 20 28 20 28 29 19 26

) 2013 | 21 20 22 20 33 | 17¥ 24 21

Don’t know 2009 | 23 19 30 19 29 27 29 43

2005 | 22 22 21 22 19 19 30 NR

2017 | 73 77 68 77 63 70 76 66

Yes 2013 | 65V 66 63 66 57 66 | 62¥ 57

2009 | 66V 68 61 68 61 64 | 58¥ 51

2005 | 70 70 69 70 66 75 64 59

2017 8 8 9 8 11 9 8 5

2013 144 14 164 14 15 15 15 244

My immediate supervisor No 5000 | 15 - e 1 = - o 7
2005 @ 10 9 12 9 16 10 9 5

2017 |+ 19 15 23 15 26 21 16 29

Don’t know | 2013 21 20 22 20 28 19 23 19

2009 22 19 27 19 25 24 314 42
2005 20 21 19 21 18 15 27 NR
Margins of error range from 2% to +17%
Percent of all active duty members

238 | Marine Corps Results



2017 Workplace and Equal Opportunity Survey of Active Duty Members | OPA

Table 28.

Marine Corps: Attention to Racial/Ethnic Harassment/Discrimination

KEY:

Within Year Group Differences
B Higher Response
Lower Response

Trend Year Differences
4 Higher Than 2017
¥ Lower Than 2017

The military

Your immediate supervisor

Too much
attention

The right amount
of attention

Too little
attention

Too much
attention

The right amount
of attention

Too little
attention

Margins of error range from 2% to +18%

Percent of all active duty members

2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

B B R B Marine Corps

o D
~ ©

61V
61V

124
114

NA
NA
NA

NA
NA
NA

NA
NA
NA

2
<
=
29
35
36

65
65
59
58
2
6
74
64
4
NA
NA
NA
NA
NA
NA
1
NA

NA
NA

= & = Total Minority

~ -
w w

71
65V
67

14

214
194
4
NA
NA
NA
89
NA
NA

NA
L 6
NA
NA
NA

L
C

L ~ 5] c
= @m T <
5 15 15
29 6 15 25
35 5 17 20
36 6 17 13
65 = 62
65 66 76 61
59 65 66V 63V
58 64 69 69
2 6 7
6 29 9 134
74 30 174 174
64 30 154 184
4 2 6 4
NA NA NA NA
NA NA NA NA
NA NA NA NA
82 92 | a1
NA NA NA NA
NA NA NA NA
NA NA NA NA
1 3 5
NA NA NA NA
NA NA NA NA
NA NA NA NA

o1 Other Race/Ethnicity
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Table 29.
Marine Corps: Received Training on Racial/Ethnic Harassment and Discrimination in Past

12 Months

2
L
£
8 g i
8 .g o §
@ S = x
= o] = o] X I} c S
5 £ £ £ & & £ ¢
S 2 F =2 @m I < O
_ o _ ) _ 2017 | 88 90 8 | 90 | 84 | B84 89 | 92
| Had training on topics related to racial/ethnic | 2013 = 90 91 88 91 83 89 88 91
' harassment and discrimination 2009 | 85 88 80 88 79 81 81 77
| 2005 | 75% 78 70  78% 68%¥  70¥  66¥ = NR
Margins of error range from +3% to +16%
Percent of all active duty members
Table 30.
Marine Corps: Training Received Was Effective in Reducing/Preventing Racial/Ethnic
Harassment/Discrimination
2
(&)
£
& g 0
8 -g (&) §
© pS g o
E £ 8/%5 B & £ s
= 2 £ 2 @ I < 0O
| 2017 | 94 | 94 | 93 | 94 95 93 | 94 | 88
[ Train . : 2013 93 92 9% 92 95 97 9 NR
| Training received was effective 0 | o 7 o 7 = = - o
| 2005 | 96 9% 9 9% 95 97 93 98

Margins of error range from +2% to +12%
Percent of active duty members who received training on racial/ethnic harassment/discrimination in the past 12 months
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Table 31.
Marine Corps: Effectiveness of Training Received in Reducing/Preventing Racial/Ethnic
Harassment/Discrimination

KEY:
Within Year Group Differences
B Higher Response

>

o

8

£

Lower Response 5y > i

Trend Year Differences S é E

4 Higher Than 2017 2 S g §

¥ Lower Than 2017 £ o - 2 X < c 5

= = S o <

< < = = < Kz o =

> s F = @ T < O

2017 6 6 7 6 5 7 6 12
. 2013 7 8 5 8 5 3 4 NR
Not at all effective e . . 5 . : : 1 NE

2005 4 4 4 4 5 3 7 2

2017 | 18 21 13 21 15 13 12 13

: : 2013 14 14 14 14 15 13 16 16
Effectiveness of training Slightly effective 2009 18 19 14 19 16 12 15 NR
received in reducing/ 2005 | 13 13 13 13 14 9 14 NR
preventing racial/ethnic 2017 | 40 37 45 37 49 44 38
harassment/discrimination ' Moderately 2013 38 38 38 38 41 38 43 30
effective 2009 @ 42 41 45 41 45 44 39 NR

a1
o
ey
©
w
©

2005 = 46 47 46 47 41
2017 | 36 36 35 36 31
2013 = 41 39 43 39 38
2009 @ 32 30 35 30 34
2005 = 37 36 37 36 39

5w
[ RN
w N
N ©
AW
W

Very effective

w W
® ©
w W
= o
Z N
T~

Margins of error range from 2% to +17%
Percent of active duty members who received training on racial/ethnic harassment/discrimination in the past 12 months
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Table 32.

Marine Corps: Racial/Ethnic Harassment/Discrimination Training Received Conveyed

Relevant Information

KEY:

Within Year Group Differences
B Higher Response
Lower Response

Taught that racial/ethnic
harassment/discrimination
reduces cohesion/effectiveness of
the military

Provided a good understanding
of what words and actions are
racial/ethnic harassment/
discrimination

Identified racial/ethnic
behaviors that are offensive to
others and should not be
tolerated

Provided information about
policies/procedures/
consequences racial/ethnic
harassment/discrimination

Provided information on
Service’s policies on
participation in racist/extremist
organizations

Agree

Neither agree nor
disagree

Disagree

Agree

Neither agree nor
disagree

Disagree

Agree

Neither agree nor
disagree

Disagree

Agree

Neither agree nor
disagree

Disagree

Agree

Neither agree nor
disagree

Disagree

Marine Corps

©
(o3}

-
w

<1

85

14

85

14

84

16

<1

83

16

White

<1

85

14

84

15

<1

84

16

<1

83

17

Total Minority

(o]
»

-
w

85

14

86

13

85

15

<1

85

14

White

<1

85

14

84

15

<1

84

16

<1

83

17

Black

80

18

81

17

81

18

<1

80

18

Hispanic

(0]
~

-
w

<1

86

14

<1

88

12

<1

86

14

<1

86

14

<1

Asian

<1

89

11

<1

90

10

<1

87

13

<1

87

12

<1

Other Race/Ethnicity

(o]
»

-
N

86

14

87

11

85

14

86

12
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Table 32. (continued)

KEY:

Within Year Group Differences
B Higher Response
Lower Response

Marine Corps

White

Total Minority
White

Black

Hispanic

Asian

Other Race/Ethnicity

(00}
w
(00}
w
00
5
[0}
w
o
N
©
(o3}
©
00}
©
o

Agree
Explained the process for

reporting racial/ethnic Neither agree nor

[EEN
(6]
[EEN
(2]
[EEN
($2]
[EEN
(2]
[EEN
oo
[EEN
SN
[EEN
N
[EEN
O

harassment and discrimination disagree
Disagree 1 2 <1 2 <1 <1 <1 1
Agree 82 83 80 83 72 82 81 83

Made me feel it is safe to report Neither agree nor
offensive racial/ethnic situations disagree

Disagree 1 <1 1 <1 3 <1 1 3

18 17 19 17 | 25 18 17 14

Agree 82 81 | 84 81 78 86 87 84
Gave useful tools for dealing

with racial/ethnic harassment Neither agree nor

17 18 | 15 18 | 21 13 12 15

and discrimination disagree

Disagree <1 <1 1 <1 1 1 1 2

Agree 81 81 80 81 74 83 84 78

Promoted religious tolerance y_elther agreenor: g 17 17 17 | 24 16 14 17
isagree

Disagree 2 2 2 2 2 1 2 6

Agree 79 79 | 80 79 | 73 82 80 78

Promoted cross-cultural N_elther agreenor g 17 18 17 23 16 18 15
awareness disagree

Disagree 4 4 3 4 4 1 2 7

Margins of error range from £1% to +16%
Percent of active duty members who received training on racial/ethnic harassment/discrimination in the past 12 months and training covered the
topic
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Table 33.

Marine Corps: Perceptions of Reporting Processes for Racial/Ethnic Harassment/

Discrimination

KEY:
Within Year Group Differences
B Higher Response
Lower Response
Trend Year Differences
4 Higher Than 2017
V¥ Lower Than 2017

Would you know how to report experiences of
racial/ethnic harassment?

Would you know how to report experiences of
racial/ethnic discrimination?

Is the availability of reporting hotlines
publicized enough?

Margins of error range from +3% to +18%
Percent of all active duty members

2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

RERRLR S ZERL S Marine Corps

78V
NA

9 White

90

NA

93
91
91
NA
90
85
81¥
NA

8| Total Minority

0 2o wo O Z oo
N RN>P>ONO PH>OR

2V
NA

9 White

90

NA

93
91
91
NA
90
85
81¥
NA

Black

93
89
89

93
88
90
NA
82
77
71¥
NA

& | Hispanic

® | Other Race/Ethnicity
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Table 34.

Marine Corps: Perceptions of Unit Reporting Climate for Racial/Ethnic Harassment/

Discrimination

KEY:

Within Year Group Differences

Members feel free to report
without fear of negative

reactions

B Higher Response
Lower Response

Trend Year Differences
4 Higher Than 2017
¥ Lower Than 2017

Large extent

Small/Moderate
extent

Not at all

Large extent

Complaints about racial/

ethnic harassment/
discrimination would be

taken seriously

Small/Moderate
extent

Not at all

Large extent

People would be stopped

from getting away with
racial/ethnic harassment/

discrimination

Small/Moderate
extent

Not at all

2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

<}/ Marine Corps

754

2
S
z
>
}1_,9 —_—
£ 3
= E
|66
61 46
56 43
63 534
25
30 39
34 44
28 36
9 14
9 16
10 13
9 11
55
68 56
68 53
77 654
16
25 33
24 36
19 27¥
9 11
7 11
8 12
4 9
52
66 614
68 624
78 704
20
26 31
24 32
18 25v
10 13
8 8
8 6V
4 6V

2
C
[«b]
= @ I <
Bl 38 44 40
61 43 46 45
56 43 48 42
63 514 564 45
25
30 41 37 41
34 46 40 41
28 35¥ 35 42
9 | 11 16 15
9 16 17 15
10 12 12 17
9 14 9 14
54 52 62
68 58 55 59
68 52 55 54
7 65 684 56
16 29
25 33 33 30
24 38 34 31
19 24% 26 30
9 8 12 | 10
7 10 12 11
8 10 10 15
4 11 6 14
51 51 49
66 56 62 | 664
68 59 62 674
78 674 724 62
20 36
26 32 30 29
24 34 33 28
18 25¥ 24¥ 32
0 9 14 15
8 12 7 5
8 6 6% 6
4 8 4v 6

& | Other Race/Ethnicity

I NP NS
IR A

574
42
12
10
14
12
69
59

44v
55
22
35
39
NR

NR

NR
10
62
61
64
74
23
33
27
24
15
7
9
1
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Table 34. (continued)

KEY:
Within Year Group Differences
B Higher Response
Lower Response
Trend Year Differences
4 Higher Than 2017
V¥ Lower Than 2017

Large extent

Policies forbidding racial/
ethnic harassment/
discrimination are
publicized

Small/Moderate
extent

Not at all

Margins of error range from +3% to +16%
Percent of all active duty members

Table 35.

2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

| Marine Corps

P

=

o

£

>

L =

= &

o

= E

52

62 47

61 47

64 54
21

28 36

30 37

27 32

8 12

10 17

9 16

9 15

2|13 H White
(&3]
w

Black

(o)
o
& & & Hispanic

48

64 55 54
21
8 31 35

30 40 33
27 30 34
8 9 13
10 18 19
9 12 19
9 15 13

2 &8 S Asian

45
38
35
10
15
17
21

Marine Corps: Chances of Promotion if Someone Reported Racial/Ethnic Harassment/

Discrimination

KEY:
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Table 36.
Marine Corps: Reported the One Situation to a DoD Authority
=
KEY: 2
Within Year Group Differences @ > =
B Higher Response = = %
Lower Response 8 _g o S
@ > = 04
= D — D X [ c T
sl E| S E|E8| 8| £| s
S =2 £ =2 @m T < O
Reported to at least one DoD authority 17 NR | 15  NR 23 4 22 24
Reported to your or alleged offender(s)’s chain 14 NR 12 NR 19 2 20 23
of command
Someone in the chain of command of the 11 NR 8 NR | 10 2 NR | 20
offender
Someone in your chain of command 11 11 | 11 11 | 16 2 20 18
Reported to any DoD office responsible for 11 13 10 13 14 4 NR | NR

handling complaints
Spemal_ military office responsible for handling 8 1 6 1 6 4 NR | NR
these kinds of reports
Other person or office with responsibility for 5 2 6 2 9 1 NR 8
follow-up

Margins of error range from +4% to +18%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months

Table 37.
Marine Corps: Reasons for Reporting the One Situation
=
KEY: 2
Within Year Group Differences - > =
B Higher Response e = %
Lower Response 8 _g S
@ = = o
£ o) = a X ] c =
= = o] = Q o ] =
< < = = < Kz o =
= 2 ¢ =2 @m I < O
To prevent it from happening to someone else NR 90  NR NR | NR NR NR
To prevent it from happening again 90 NR = 82 NR ' NR  NR | NR  NR
To make your work environment a better place 87  NR NR| NR NR | NR | NR  NR

To reduce any impact on your evaluation or

)
o
=z
Py
Z
Py
=z
Py
zZ
Py
zZ
Py
zZ
Py
Z
Py

promotion

Iﬁi:ransfer yourself or the offender out of your 19 NR 25 NR NR NR NR NR
;I'Vc\)/;:ske your chain of command situationally NR NR 8  NR NR NR NR  NR
To punish the person NR NR 14 NR NR | NR  NR | NR
Other reason 13 = NR NR 11 | NR NR NR

Margins of error range from 7% to +18%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months and reported to a DoD

authority
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Table 38.
Marine Corps: Satisfaction With Aspects of Reporting the One Situation
2
KEY: 2
Within Year Group Differences @ > =
B Higher Response = = %
Lower Response 8 _E o S
o > = o
= ] = ] X~ I} c =
sls|E|E| 2| 2|38
= =2 - =2 @ I < O
Satisfied NR NR NR NR NR  NR  NR  NR
The reporting process overall Nelthgr sa_t|s_f|ed NR NR 317 NR NR  NR | NR  NR
nor dissatisfied
Dissatisfied 8 NR NR  NR  NR  NR  NR
Satisfied NR NR NR NR NR  NR  NR  NR

How well you were/are kept Neither satisfied

informed about the progress of NR = NR

your report nor dissatisfied NR | NR | NR | NR | NR

Dissatisfied 12 NR NR NR  NR | NR | NR

N N
'U-I

Satisfied NR = NR NR NR  NR | NR | NR

Z
Py}

Amount of time it took/is taking 'Neither satisfied

DR NR NR 24 NR|NR  NR  NR | NR
to resolve your report nor dissatisfied
Dissatisfied 12 NR NR | NR  NR | NR | NR
Satisfied NR NR | NR NR NR  NR  NR | NR
Degr_ee to which your privacy Nelth_er sa_tls_fled NR NR NR NR NR NR NR NR
was/is being protected nor dissatisfied
Dissatisfied NR NR| 9 NR | NR  NR | NR | NR
Satisfied NR NR | NR NR NR  NR  NR | NR

Availability of information

about how to follow-up on a Neither satisfied

NR NR 35 NR NR NR  NR  NR
nor dissatisfied

report
Dissatisfied 7 NR | 9 NR | NR  NR | NR | NR
Satisfied NR NR | NR NR NR NR  NR | NR
Treatment by personnel Nelthgr sa_tls_fled NR NR 28 NR NR NR NR NR
handling your report nor dissatisfied

Dissatisfied 10 NR NR NR  NR | NR | NR

Margins of error range from +9% to +18%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months and reported to a DoD
authority
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Table 39.
Marine Corps: Official Action Taken in Response to Reporting the One Situation

2
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.E

n .B‘ =

g = 3

3) £ o 8

© pS = o

= i} — i} x~ I} c =

s £ 8§ £ E g2 § £
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Yes NR & <1 | <1 <l <1 NR | <1 <«

Against you No 88 | NR 84  NR  NR  NR | NR NR
Don’t know 12 NR| 16 NR NR  NR | NR | NR

Against one or more of th Yes NR NR NR NR|NR  NR  NR | NR
e e toeratyea Mo VR MR NRRRNR R NR R
Don’t know NR NR 30 NR|NR  NR NR | NR

Margins of error range from +13% to +17%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months and reported to a DoD

authority

Table 40.
Marine Corps: Reported One Situation and Perceived Any Type of Retaliation

2
(S)
.E
2 g I
8 lg U §
2l | 2] £ o
= —_ X c
= £ § £ & 2 § £
= 2 F =2 m I < O
Repo_rtc_ed one situation and exper_lencgd any type of 6 NR 25 NR NR NR NR | NR
retaliation as a result of the one situation

Margins of error range from +14% to +18%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months and reported to a DoD

authority
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Table 41.
Marine Corps: Reported One Situation and Perceived Retaliation

2

(&)

'E

n .B‘ =

g = 3

3 £ o 8

o > = o

s £ 5§ £ 8 & 3§ £

S 2 £ 2 m T < O

Yes 16 NR 25 NR | NR NR  NR | NR

Social retaliation No NR NR NR NR NR  NR  NR  NR
Don’t know NR NR 14 NR  NR | NR  NR  NR

Yes 10 NR NR NR NR NR | NR  NR

Professional retaliation No 81 NR | 70 NR | NR | NR | NR | NR
Don’t know 9 NR 12 NR  NR | NR  NR  NR

Margins of error range from +11% to +18%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months and reported to a DoD
authority

Table 42.
Marine Corps: Reported the One Situation and It Was Corrected

2
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g
& g I
8 lg U §
2 R < =
= —_ X c
= £ § £ & 2 § £
= 2 F 2 @m I < O
'Reported the one situation and it was corrected NR | NR NR | NR | NR  NR | NR

Margins of error do not exceed +18%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months and reported to a DoD
authority
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Table 43.
Marine Corps: Knew the Outcome of Report

2

(S)

.E

n .B‘ =
- 5 S
@) = o 3
@ pS I= o
= i} — i} x~ I} c =
s £ 8§ £ E g2 § £
S 2 ¥ 2 @m I < ©
Knew the outcome of report NR NR NR NR NR  NR | NR NR

Margins of error cannot be determined
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months and reported to DoD
authority

Table 44,
Marine Corps: One Situation Reported Was Substantiated
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'Report found to be substantiated 'NR/ NR NR NR NR  NR NR NR

Margins of error cannot be determined
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months, reported to DoD
authority, and knew the outcome
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Table 45.
Marine Corps: Satisfied With Outcome of Report

2
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= i} — i} X~ I} c =
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| Satisfied NR NR NR NR|NR  NR NR | NR

|How satisfied were you with the Nelth_er sa_tls_fled NR NR NR NR NR NR NR NR
|outcome of your report? nor dissatisfied

| Dissatisfied 5 NR | 9 NR | NR  NR | NR | NR

Margins of error range from 7% to +11%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months, reported to DoD
authority, and knew the outcome
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Table 46.
Marine Corps: Reasons for Not Reporting the One Situation to a DoD Authority

z
KEY: 2
Within Year Group Differences @ > =
B Higher Response = = %
Lower Response 8 _E o S
@ pS I= o
= < - < x < = =
s £ € £ 8 £ £ £
S 2 - =2 |/@m| I < O
You thought it was not important enough to report 53 °~ NR = 53 = NR | 51 NR NR
You took care of the problem yourself 53 NR 52 | NR 59 | NR | NR  NR
You thought it would make your work situation 38 NR 39 NR 51 31  NR  NR
unpleasant
You did not think anything would be done 26 NR 29 | NR 39 17 37 ' NR
You thought reporting would take too much time 29 5 5 27 NR NR  NR
and effort
You thought you would be labeled a troublemaker | 21 = NR NR 31 21 ' NR  NR
You felt uncomfortable making the report 20 NR NR @ 30 19  NR | NR
You thought your _performance evaluation or 17 4 4 29 17 34 NR
chance for promotion would suffer
You were afraid of retaliation/reprisals from the 17 NR NR = 23 18 29 | NR

person(s) who did it or from their friends
You thought you would not be believed 16 1
You were afraid of retaliation/reprisals from your

1 B 9 23 NR

N~ O = = = N N N N IS w
N - © N o w O o] o

. 14 =~ NR NR & 23 15 | NR NR
chain of command
You did not know how to file a report 9 NR NR | 13 9 NR 9
:j(i?jui':jld not know the identity of the person(s) who 9 NR NR 10 15  NR NR
You were encouraged to withdraw your report 4 NR NR 8 NR  NR | NR
Situation only involved civilian(s) off an installation| 3 NR NR 3 NR ' NR | NR
Other reason(s) 15 NR 18 NR  NR | 14 21 13

Margins of error range from 5% to +18%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months and did not indicate
reporting to a DoD authority
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Air Force Results
Introduction

The purpose of this appendix is to present the results and trends for the Air Force from the 2017
Workplace and Equal Opportunity Survey of Active Duty Members (2017 WEOA). All uses and
interpretations of the 2017 WEOA Air Force data presented should be made in light of the
methodological information contained in the main report. As a reminder, the results from the
2017 WEOA are based on self-reported experiences. The use of results presented is limited to
data that may inform policy and does not constitute actual knowledge of specific offenses by the
Air Force or its officials. Allegations of racial/ethnic harassment and discrimination must be
reported and investigated through established channels before allegations are substantiated.

The Air Force sample consisted of 12,147 Air Force active duty members drawn from the sample
frame of 317,414 eligible members using DMDC’s Active Duty Master File (ADMF).
Completed surveys were received from 2,912 Air Force eligible respondents. The overall
weighted response rate for Air Force eligible members, corrected for nonproportional sampling,
was 25.6%. OPA scientifically weighted the 2017 WEOA Air Force respondent data to be
generalizable to the entire active duty Air Force population using the methods described in the
main report.

Results and trends presented within this appendix should be interpreted in light of the
methodology presented in the main report. The 2017 WEOA Air Force survey results are
compared to the weighted average of all other Services, and then analyzed within the Air Force
by race/ethnicity. The definitions for racial/ethnic categories compared within the Air Force are
describe below.

e White: Air Force members who identify as only White and not
Spanish/Hispanic/Latino.

e Total Minority: Air Force members who identify as one (other than White) or more
of the races and/or identify as Spanish/Hispanic/Latino.

e Black: Air Force members who identify as only Black with regards to race and who
do not identify as Spanish/Hispanic/Latino.

e Hispanic: Air Force members who identify as Spanish/Hispanic/Latino regardless of
what racial group they may also identify as.

e Asian: Air Force members who identify as only Asian with regards to race and who
do not identify as Spanish/Hispanic/Latino.

e Other Race/Ethnicity: Air Force members who identify either American
Indicate/Alaska Native (AIAN), Native Hawaiian/Pacific Islander (NHPI), or as more
than one race and who do not identify as Spanish/Hispanic/Latino. Data from these
diverse racial/ethnic groups were combined due to low statistical power to analyze
these groups separately.
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In the tables, colors on the “Air Force” category signify significant differences when comparing
Air Force results to the weighted average of all other Services combined. Otherwise, tables
should be interpreted in the same manner described in the main report. All Air Force results are
presented in the data tables though not exhaustively described in this appendix. Only significant
differences between the Air Force and the other Services, and within racial/ethnic groups for the
Air Force are discussed where applicable. Additionally, results from trend testing are noted
where applicable.

Air Force Topline Findings

Abbreviated topline findings for Air Force are organized and presented in accordance to the three
Congressional requirements outlined in Title 10 USC §481.

Indicators of Positive and Negative Trends for Professional and Personal
Relationships Among Members of All Racial and Ethnic Groups

The 2017 WEOA contains several content blocks geared towards understanding trends for
professional and personal relationships among military members of all racial/ethnic groups,
including estimated past year racial/ethnic harassment and discrimination rates, details about the
one situation of racial/ethnical harassment/discrimination with the greatest effect, and the overall
diversity and inclusion climate for race/ethnicity.

Estimated Past Year Racial/Ethnic Harassment and Discrimination Among Air Force
Members

e 2017 Estimated Past Year Racial/Ethnic Harassment Rate in the Air Force: 12.7%

— To be included in this rate, Air Force members had to indicate that in the past 12
months they perceived experiencing at least one of the inappropriate racial/ethnic-
related behaviors by someone from work (i.e., the respondent indicated being
“uncomfortable, angry or upset” by a behavior).

— Air Force members were less likely to indicate experiencing Racial/Ethnic
Harassment compared to the other Services.

— Black (24.5%) Air Force members were more likely to indicate experiencing
Racial/Ethnic Harassment compared to other Air Force members, whereas White
(9.8%) Air Force members were less likely. Total Minority (17.3%) Air Force
members were also more likely to indicate experiencing Racial/Ethnic Harassment
compared to White Air Force members.

e 2017 Estimated Past Year Racial/Ethnic Discrimination Rate in the Air Force: 3.4%

— To be included in this rate, Air Force members had to indicate that they perceived
experiencing at least one type of differential treatment as a result of their race/
ethnicity in the past 12 months.

— Air Force members were less likely to indicate experiencing Racial/Ethnic
Discrimination compared to the other Services.

— Black (7.0%) Air Force members were more likely to indicate experiencing
Racial/Ethnic Discrimination than other Air Force members.
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e 2017 Estimated Past Year Racial/Ethnic Harassment/Discrimination Rate in the Air
Force: 13.8%

— To be included in this rate, Air Force members had to perceive experiencing at least
one of the inappropriate racial/ethnic-related workplace behaviors (Harassment
behaviors) or differential treatment in personnel actions and/or benefits/services
(Discrimination behaviors) based on their race/ethnicity in the past 12 months.

— Air Force members were less likely to indicate experiencing Racial/Ethnic
Harassment/Discrimination compared to the other Services.

— Black (25.6%) Air Force members were more likely to indicate experiencing
Racial/Ethnic Harassment/Discrimination than other Air Force members, whereas
White (11.0%) Air Force members were less likely. Total Minority (18.1%) Air
Force members were also more likely to indicate experiencing Racial/Ethnic
Harassment/Discrimination than White Air Force members.

One Situation of Racial/Ethnic Harassment/Discrimination With the Greatest Effect for Air
Force

e The characteristics of the one situation for Air Force members largely mirrored
results for the DoD overall.

— 77% were referring to racial/ethnic harassment only when providing details about
the one situation.

— 67% of members indicated the behavior occurred more one time.

— The top contexts in which the behavior occurred include at a military installation
(94%), in a military context (88%), during duty hours (85%), and at their place of
work (81%).

— Air Force members were less likely to indicate the one situation occurred while
they were deployed (10%) when compared to the other Services.

e The characteristics of the alleged offenders within the Air Force largely mirrored
results for the DoD overall as well.

— The majority (86%) indicated that at least one alleged offender was a member of
the DoD workforce and 50% identified at least one alleged offender as leadership.

— The top employment statuses of the alleged offender(s) were coworker (70%), in
their chain of command (33%), and other person(s) not in their chain of command
of higher rank/grade (34%). Air Force members were more likely to indicate at
least one alleged offender was a coworker compared to the other Services.

— 45% indicated at least one alleged offender was of a different race/ethnicity than
them, 30% a mix of same and different race/ethnicities, 12% the same as them,
and 13% did not know the alleged offender(s) race/ethnicity. White (19%) Air
Force members were more likely than other Air Force members to indicate at

Air Force Results | 259



OPA | 2017 Workplace and Equal Opportunity Survey of Active Duty Members

least one alleged offender was the same race/ethnicity. Conversely, Asian (68%)
Air Force members were more likely to indicate at least one alleged offender was
of a different race/ethnicity. Total Minority (59%) Air Force members were more
likely to indicate at least one alleged offender was of a different race/ethnicity as
well. The top two race/ethnicities of the alleged offender(s) were White (65%)
and Black or African American (45%).

The endorsed outcomes of the one situation for Air Force members also largely
mirrored results for DoD overall.

28% of members indicated they thought about getting out of their Service and 6%
indicated they requested a transfer.

Collectively, 19% indicated experiencing behaviors in line with at least one type
of retaliation as a result of the one situation, with 9% indicated experiencing
behaviors in line with professional retaliation and 16% indicated experiencing
behaviors in line with social retaliation as a result of the one situation.

39% indicated the one situation was corrected.

Diversity and Inclusion Climate for Race/Ethnicity Within the Air Force

The Air Force is committed to providing a work environment comprised of dignity and respect.

Similar to the DoD results, the majority of members endorsed support for diversity in
the Air Force.

Most Air Force members indicated diversity is important to building a quality
force (85%), benefits everyone (82%), will unify personnel (77%), and will not
lower their Service’s standards (56%).

Additionally, 84% agreed they support the Air Force’s diversity efforts and that
diversity initiatives positively affect the Air Force (77%).

Moreover, 54% indicated they were actively involved in the Air Force’s diversity
efforts and were personally committed to diversity (76%).

In general, White Air Force members endorsed less positive perceptions of
diversity compared to other Air Force members.

Similar to the DoD results, variability was observed regarding Air Force members’
comfort in interacting and forming relationships with diverse personnel.

Most Air Force members indicated to a large extent they feel comfortable
interacting with people from different racial/ethnic groups (90%) and interacting
with people with different religious beliefs than them (88%), though fewer
indicated being open about their religious beliefs with other military members
(61%).
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The majority of Air Force members indicated they do not at all feel pressure from
military members to avoid socializing with members with different religious
beliefs (92%) or pressure from military members not to socialize with members of
other racial/ethnic groups (93%).

Over half of Air Force members indicated they do not at all feel the need to watch
what they say when interacting with people from different racial/ethnic groups
(55%) or the need to watch their behavior when interacting with people from
different racial/ethnic groups (63%).

Minimal differences were observed across racial/ethnic groups within the Air
Force.

Trend analyses generally revealed modest improvements in levels of perceived
comfort in forming relationships and interacting with diverse personnel in 2017
than in 2013, 2009, and 2005.

Similar to DoD results, the majority of Air Force members endorsed positive
perceptions of leadership.

The majority of Air Force members agreed that their immediate supervisor
evaluates their performance fairly (79%), ensures all personnel are treated fairly
(80%), assigns work fairly in their workgroup (78%), and has very little conflict
with the people who report to him or her (79%).

Additionally, 80% agreed they trust their immediate supervisor and 72%
indicated they were satisfied with the direction/supervision they receive.

54% of Air Force members agreed they were encouraged by their immediate
supervisor to participate in a command climate survey and 59% agreed their unit
commander briefed them on command climate survey outcomes, and the way
forward.

No differences were observed across racial/ethnic groups within the Air Force and
minimal differences were observed over time. Air Force members, however,
endorsed more positive perceptions of their supervisor when compared to the
other Services and were less likely to endorse the use of command climate
surveys.

Similar to DoD results, the majority of Air Force members endorsed having an
inclusive unit climate.

Air Force members agreed that workgroup members are treated as valued
members of the team without losing their unique identities (82%), empowered to
make work-related decisions on their own (74%), and have outcomes fairly
distributed among them (70%).
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Air Force members indicated they can use their chain of command to address
concerns about discrimination without fear of retaliation or reprisal (79%) and
are encouraged to offer ideas on how to improve operations (78%).

The majority of Air Force members disagreed when asked if racial
slurs/comments/jokes are used in their workplace (69%), feeling excluded
because of being different (69%), and sexist slurs/comments/jokes are used in
their workplace (69%), though White Air Force members were more likely to
disagree and Total Minority and Hispanic Air Force members were less likely to
disagree. Air Force members were more likely to disagree with these statements
when compared to the other Services.

72% indicated the decision-making processes that impact their workgroup are
fair.

As with the DoD, the majority of Air Force members endorsed positive perceptions of
their coworkers, though many also endorsed experiencing at least one hostile
workplace behavior from workers or leaders in the past 12 months.

The majority of Air Force members agreed the people in their work group are
willing to help each other (78%), the people in their workgroup get along (78%),
they are satisfied with their relationships with their coworkers (74%), their
coworkers put in the effort required for their jobs (71%), and there is very little
conflict among their coworkers (65%).

Over half of Air Force members indicated experiencing situations in which
coworkers or supervisors did not provide them with information or assistance
when needed (61%) in the past 12 months, while fewer indicated coworkers or
supervisors gossiped/talked about them (43%), took credit for their work or ideas
(36%), were excessively harsh in criticism of their work performance (34%),
yelled when angry with them (22%) or used insults/sarcasm/gestures to humiliate
them (24%).

Minimal differences were observed across race/ethnicity or trend years within the
Air Force, though Air Force members generally endorsed more positive
perceptions of their coworkers and were less likely to indicate experiencing
hostile workplace behaviors when compared to the other Services.

Additional influences on unit climate, including the duty station, local community
surrounding the duty station, and the military and nation overall were explored for Air
Force as well, with some differences emerging when compared to the other Services.

Similar to the DoD results, the majority of Air Force members denied problems
with hate crimes (94%), gangs (94%), and racist/extremist organizations (91%) at
their duty station. Air Force members were more likely to deny these problems at
their duty station when compared to other Service members.
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Similar to the DoD results, the majority of Air Force members also denied
problems with hate crimes (71%), racist/extremist organizations (68%), and
gangs (63%) in the local community surrounding their duty station.

34% of Air Force members indicated racial/ethnic relations in the military are
better today, 55% indicate about the same as five years ago, and 11% indicated
worse today. White (37%) Air Force members were more likely to indicate
racial/ethnic relations in the military are better today, whereas Black (24%) Air
Force members were more likely to indicate they are worse today. Total Minority
(16%) Air Force members were also were more likely to indicate they are worse
today.

19% of Air Force members indicated racial/ethnic relations in the nation are
better today, 28% indicate about the same as five years ago, and 53% indicated
worse today.

Trend analyses reveal some improvements in problems at their duty station and
the community surrounding it over time, though perceptions that racial/ethnic
relations in the military and nation have worsened for Air Force members over
time.

Effectiveness of Air Force Policies Designed to Improve Relationships Among All
Racial and Ethnic Groups

In the military, each Service is responsible for designing and implementing Equal Opportunity
policy in accordance with DoD Military Equal Opportunity policy. The 2017 WEOA assesses
perceptions of leadership and training received in order to evaluate current policies to improve
relationships among racial and ethnic groups. Core to these policies are the role of leaders and

training.

e Similar to DoD results, the majority of Air Force members indicate all levels of
leadership make honest and reasonable efforts to stop racial/ethnic harassment and
discrimination.

75% indicated such for their immediate supervisors, 75% for senior leadership of
their Service, and 74% for senior leadership of their installation/ship.

In general, White Air Force members were more likely to indicate leaders make
honest and reasonable efforts to stop racial/ethnic harassment and discrimination
compared to other Air Force members, whereas Black Air Force members were
less likely. Total Minority Air Force members were also less likely to indicate
leaders make honest and reasonable efforts to stop racial/ethnic harassment and
discrimination compared to White Air Force members.

Minimal differences were observed in perceptions of leadership over time.
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e Similar to DoD results, the majority of Air Force members indicate their immediate
supervisor (92%) pays the right amount of attention to racial/ethnic harassment/
discrimination, though less indicated so about the military overall (67%).

e A large majority of Air Force members (83%) indicated they received training on
topics related to racial/ethnic harassment/discrimination in the past 12 months.

Of those who received training, the large majority (91%) indicated that the
training was slightly to very effective in actually reducing and/or preventing
racial/ethnic harassment/discrimination, and only 9% indicated that the training
was not at all effective.

The majority of Air Force members who received such training agreed the
training covered relevant content. In many cases, Air Force members were more
likely to agree training covered relevant content when compared to other Service
members.

Few significant differences were observed by race/ethnicity or for trend years,
though White (86%) Air Force members were more likely to indicate receiving
training whereas Total Minority (79%) Air Force members were less likely.
Black (71%) Air Force members were also less likely to indicate receiving
training when compared to other Air Force members. Overall, Air Force
members were less likely to indicate receiving such training compared to other
Service members.

The Effectiveness of Current Processes for Complaints of and Investigations into
Racial/Ethnic Harassment/Discrimination in the Air Force

The 2017 WEOA contains several question blocks to evaluate current processes for complaints
and investigations. Some of these questions were asked of all military members and some were
asked only to those who indicated experiencing racial/ethnic harassment/discrimination in the

past year.

e As found with DoD overall, most Air Force members have knowledge of reporting
processes, with a little over half to two-thirds endorsing positive perceptions of the
reporting climate.

93% would know how to report experiences of racial/ethnic discrimination, 93%
would know how to report experiences of racial/ethnic harassment, and 81%
indicated the availability of reporting hotlines is publicized enough. White Air
Force members endorsed greater reporting knowledge than Total Minority Air
Force members.

Approximately two-thirds of Air Force members indicated to a large extent that
complaints about racial/ethnic harassment and discrimination would be taken
seriously (73%), policies forbidding racial/ethnic harassment and discrimination
are publicized (64%), people would be stopped from getting away with
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racial/ethnic harassment and discrimination (69%), and members of their
workgroup would feel free to report racial/ethnic harassment and discrimination
without fear of negative reactions from peers or supervisors (64%).

— The majority of Air Force members indicated chances of promotion would be the
same after reporting (81%), though 6% indicated they would be better and 12%
indicated they would be worse.

— White Air Force members endorsed more positive perceptions of the reporting
climate than other Air Force members, whereas Black and Asian Air Force
members endorsed less positive perceptions. Total Minority Air Force members
also endorsed less favorable views. Overall, Air Force members also endorsed
more positive perceptions of the reporting climate than other Service members.
Trend analyses reveal minimal differences in perceptions of reporting climate in
the Air Force over time.

Of Air Force members who indicated experiencing racial/ethnic harassment/
discrimination in the past 12 months, only 32% reported the behaviors to a DoD
authority and variability was observed for reporting outcomes. Air Force results are
similar to DoD results.

— 28% indicated reporting to someone in the chain of command (23% to someone in
their chain of command and 20% to someone in the chain of command of the
alleged offender), 4% to a special military office responsible for handling reports,
and 9% to other person or office with responsibility for follow up.

— Of Air Force members who reported, the majority indicated they did so to prevent
it from happening again (84%), to make their work environment a better place
(83%), to make their chain of command situationally aware (81%), and to prevent
it from happening to someone else (80%).

— Ingeneral, low levels of satisfaction were observed for Air Force members who
reported.

— Approximately one-third (36%) of those who reported endorsed experiencing
behaviors in line with any type of retaliation as a result. In particular, 16%
endorsed experiencing behaviors in line with professional retaliation and 32%
social retaliation as a result of reporting.

— Only 37% of those who reported indicated the one situation was corrected.

— Only 34% indicated they knew the outcome of their report and less than a quarter
(22%) were satisfied with the outcome of their report.

— Among Air Force members who did not report to a DoD authority, the top five
reasons they indicated for not reporting include they thought it was not important
enough to report (58%), thought it would make their work situation unpleasant
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(54%), did not think anything would be done (44%), took care of the problem
themselves (40%), and felt uncomfortable making the report (40%).

Conclusion

The DoD continues to diligently pursue policies and programs that support its goal of eliminating
racial/ethnic harassment/discrimination among its ranks. These efforts focus on strategies to
achieve prevention (a reduction in the prevalence of these behaviors) as well as strategies to
improve response for victims of these behaviors. To this end, the 2017 WEOA performs a
critical surveillance function by providing insights regarding the prevalence of racial/ethnic
harassment/discrimination, the characteristics of these offenses, experiences with reporting or
decisions not to report these offenses, and descriptions of the culture and climate of the
organizations in which Service members operate.

The purpose of this appendix was to present the results and trends for Air Force for the 2017
WEOA. While the introductory section provides an overview of topline findings, all results for
Air Force are presented in the tables that follow. All uses and interpretations of the 2017 WEOA
data should be made in light of the methodological information contained in the main report.

As found with the DoD overall, results of the 2017 WEOA for Air Force suggest that, although
some progress has been made to improve racial/ethnic relations, further work remains to be done
to ensure members of all race/ethnicity experience improvement. In particular, the majority of
Air Force members endorsed positive perceptions of the climate for diversity and inclusion in the
Air Force, and did not indicate experiencing racial/ethnic harassment or discrimination in the
past year. Improvements have also been seen in forming relationships with diverse personnel,
relationships with coworkers and leaders, and leadership efforts to eradicate racial/ethnic
harassment/ discrimination over time. Indeed, Air Force members endorsed more favorable
perceptions of coworkers and leaders compared to the other Services. However, there is a
sizeable portion of Air Force members who experienced racial/ethnic harassment and
discrimination in the past year and a much larger portion who experienced less severe forms of
workplace incivility, suggesting there is still work to be done. Moreover, results strongly
suggest that perceptions and experiences vary by race/ethnicity, though less so than seen in the
DoD overall results. In these cases, White Air Force members experience the Air Force
differently than members of other races/ethnicities. They endorse more positive perceptions of
the diversity and inclusion climate, and are less likely to experience racial/ethnic harassment or
discrimination. Conversely, minority Air Force members, and Black Air Force members in
particular, endorse less positive perceptions and are more likely to experience racial/ethnic
harassment and discrimination. Indeed, approximately 1 in 5 minority Air Force members
experienced racial/ethnic harassment or discrimination in the past year, which signals there is
much work to be done to ensure the Air Force provides an equal opportunity climate for all its
members to ensure they are able to advance in their careers based on their talent and aspirations.
Further, despite overall assessment of a positive reporting climate compared to the other
Services, those who experienced racial/ethnic harassment or discrimination were unlikely to
report, and when they did report, they were often dissatisfied with the process and outcomes of
reporting. This presents another opportunity for the Air Force to examine the reporting process
and identify ways to enhance support for Air Force members who experience racial/ethnic
harassment or discrimination.
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Table 1.
Air Force: Estimated Past Year Racial/Ethnic Harassment/Discrimination Rates
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Table 2.
Air Force: Experienced Racial/Ethnic-Related Harassment Behavior in the Past 12 Months
by Someone From Work
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Table 3.
Air Force: Experienced Racial/Ethnic-Related Discrimination Behavior in the Past 12

Months
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Table 4.
Air Force: Type of Most Bothersome Experience Discussed in the One Situation
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Table 5.
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Table 6.

Air Force: Frequency of Behavior(s) Experienced in the One Situation
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Table 8.

Air Force: Circumstances in Which the One Situation Occurred
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Table 9.

Air Force: Affiliation of the Alleged Offender(s) in the One Situation
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Table 10.
Air Force: Racial/Ethnic Group of Alleged Offender(s) in the One Situation Compared to

Member

=
KEY: 2
Within Year Group Differences > =
B Higher Response = %
Lower Response @ 2 S
= s 2 o4
2 8 3 2 ¥ 8 g5 =&
= £ £ E B g2 § £
< 2 F =2 @™ I < O
Same as member = 12 4 5 NR  NR | NR
Different than
Racial/ethnic group of alleged | member 45 = = 57 59 ﬂ NR

offender(s) compared to member A mix of same
and different

Unknown 13 13 13 13 13 11 13 ' NR

25 27 17 ' NR

w
o
w
(4]
N
(¢;]
w
(4]

Margins of error range from 6% to +16%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months

Table 11.

Air Force: Racial/Ethnic Group of Alleged Offender(s) in the One Situation
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Table 12.
Air Force: Work Impact of the One Situation
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Thought about getting out of your Service 28 30 | 27 30 | 23 32 30 28
Requested a transfer 6 5 8 5 7 12 9 2
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Table 13.
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Table 14.
Air Force: Perceiving Experiencing Any Type of Retaliation as a Result of the One Situation
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Table 16.

Air Force: Agreement With Statements About Diversity
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Table 16. (continued)
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Table 17.

Air Force: Comfort with Diversity
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2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

D
< ©

174
NA
NA

74
NA
NA
61
56¥
NA
NA
28
344
NA
NA
10
11
NA
NA

L White

90

75V

N W 0 w© o

164

78¥
NA
NA

154
NA
NA

64
NA
NA
60
55

NA
NA
29
34

NA
NA
11
11

NA
NA

& Total Minority

71v
NA
NA
11
214
NA
NA

84

NA
NA
64
58

NA
NA
27
32

NA
NA

11
NA
NA

154
NA
NA

64
NA
NA
60
55

NA
NA
29
34

NA
NA
11
11

NA
NA

234

86
69¥
NA
NA
13

20

NA
NA

114
NA
NA
69
57V
NA
NA
24
31
NA
NA

12
NA
NA

& | Hispanic

-
= ©
b\'ﬁxlm

10

73V
NA
NA

214
NA
NA

NA
NA
64
61

NA
NA
27
29

NA
NA

NA
NA

204

82
69v¥
NA
NA
14
234
NA
NA

84

NA
NA
63
51¥
NA
NA
30

39

NA
NA

NA
NA

8 & Other Race/Ethnicity
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Table 18.

Air Force: Feelings About Interactions With Diverse Members

KEY:

Within Year Group Differences
B Higher Response
Lower Response

Trend Year Differences
4 Higher Than 2017
¥ Lower Than 2017

Feel pressure from
military members not to
socialize with members of
other racial/ethnic groups

Feel the need to watch
what you say when with
people from different
racial/ethnic groups

Large extent

Small/Moderate
extent

Not at all

Large extent

Small/Moderate
extent

Not at all

2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

~ $ 3~ Air Force

@ 515
>33

©
!

82¥
83v
91
13
14
v
NA
32
404
29
NA
55
47v
644
NA

= | White

64

<1

5
104
114

94
84¥
85¥

93

12

12

6¥

NA

32
414

29

NA

56
47%
664

NA

~ $ 3 ~ Total Minority

5o
>

164
124
91
80¥
9%
87¥
15
17
10¥
NA
33
37
30
NA
52
46
604
NA

| White

64

<1
5

104
114

94
84¥
85¥

93

12

12

6¥

NA

32
414

29

NA

56
47%
664

NA

H
¢~ ©r » 3~ Black

0
© o

9%
A4
84
19
19
12
NA
33
37
33
NA
48
44
55
NA

~ = 3 o A Hispanic

el
o w

©
w

81¥

81¥
89
13
15

NA
29
34
28
NA
58
51
63
NA

= Asian

564
NA

8 ® 8K o+~ 353+~ Other Race/Ethnicity

80¥
86V
91
13
16
6¥
NA
36
41
24¥
NA
50
43
704
NA
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Table 18. (continued)

KEY: >

Within Year Group Differences 5

B Higher Response E

Lower Response P i

Trend Year Differences S E

Q = ISl

4 Higher Than 2017 o S g o

¥ Lower Than 2017 i F - 8 x @ c s

= = S o G

= £ £ E B g2 § £

L 2 ¥ =2 @m I < O

2017 | 11 10 14 10 | 16 12 13 13

2013 = 12 10 15 10 18 11 19 16

Large extent 2009 6V 5¢ 9V 5¥ 11 8 9 5¥

2005 | NA NA | NA NA NA  NA NA | NA

Feel the need to watch 2017 | 25 | 24 | 27 | 24 30 @23 27
behavior when interacting Small/Moderate 2013 | 344 334 354 334 37 34 40 32
with people from different |extent 2009 | 23 21 27 21 32 24 31 20
racial/ethnic groups 2005 NA NA NA NA NA NA NA NA
2017 63 M 59 BT 54 65 53 60

2013 | 54%  57% | 49¥ = 57 | 45 54 | 42¥ @ 52
Not at all 2009 714 744 64 744 57 68 60 | 744

2005 | NA NA | NA  NA NA  NA NA | NA

2017 1 1 1 1 1 1 2 2

2013 | 44 44 | 54 44 54 3 64 7

Large extent 2000 NA  NA | NA NA NA  NA NA | NA
Feel pressure from 2805 NA NA NA NA NA NA NA | NA
members to avoid Small/Moderate zog 1574 14?4 134 14?4 i? 186 21114 192
\SI\(I)iilhalcllizi!Pe %g;l]ltt?ewegﬁsers extent 2000 NA  NA NA NA NA NA NA NA
belicf 9 2006 | NA~ NA | NA  NA NA  NA NA | NA
elets 2017 93 89 93 8 | 91 8 89
2013 | 81¥  83% 79¥v  83%¥ 78¥ | 8L | 74¥ 80
Not at all 2000 NA  NA | NA  NA NA  NA NA | NA
20060 NA  NA  NA NA NA NA NA NA

Margins of error range from +1% to +10%
Percent of all active duty members
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Table 19.

Air Force: Agreement With Statements About Immediate Supervisor

KEY:
Within Year Group Differences
W Higher Response
Lower Response
Trend Year Differences
4 Higher Than 2017
V¥ Lower Than 2017

Agree

Neither agree

You trust your supervisor. )
nor disagree

Disagree

Agree

Your supervisor ensures that
all assigned personnel are
treated fairly.

Neither agree
nor disagree

Disagree

Agree

There is very little conflict
between your supervisor and | Neither agree
the people who report to him/ ' nor disagree
her.

Disagree

N
Q
~
H Air Force

2013 77
2009  76¥
2005 79
2017 | 11
2013 13
2009 14
2005 12
2017 9
2013 11
2009 10
2005 9
2017 [N
2013 77
2009 74%
2005 78
2017 | 12
2013 14
2009 164
2005 13
2017 9
2013 9
2009 9
2005 9
2017
2013 76
2009 73
2005 76
2017 | 13
2013 14
2009 174
2005 13
2017 8
2013 10
2009 10
2005 114

R White

78
78
81
10
11
12
11

11

81
77

76

79

11
15

154

75¥
78

14
16
12

10
10
10

& Total Minority

134
11
79
78

70%
75
13
14

194
15

10
10
77
77

69V

73V
14
14

194

15

10
12
124

3 X White

78
81
10
11
12
11

11

81
77

76

79

11
15

154

75%
78
12
14
16
12

10
10
10

Black

144
13
76
74
70
73
15
16
20
16

10
10
1
74
74

72

16
15
18
16
10
11
12
12

N & & Hispanic

=
N 0o

L
~N

14

0¥

71¥

69V
14
21
20
18

10
124

& Other Race/Ethnicity
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Table 19. (continued)

KEY: >

Within Year Group Differences 5

B Higher Response E

Lower Response P i

Trend Year Differences S E

Q = ISl

4 Higher Than 2017 © S g @

¥ Lower Than 2017 i F - 8 x @ c s

= = =) o <

- £ £ £ 2 g § &£

L 2 K =2 m T < O

2017 80 79 | 8 | 75 8 8 76

2013 | 79 78 80 78 77 82 77 84

Agree 2009 77 79 78V 79 71 | 73¥ 80 74

2005 | 80 82 77 82 76 79 78 77

Your supervisor evaluates Neither agree igg 1? 1? ig 1? g ig ig ig
}/o_ulr work performance nor disagree 2009 | 16 15 19 15 21 17 16 20
airly. 2005 14 13 | 16 13 16 14 18 14

2017 6 5 6 5 8 5 7 6

. 2013 6 6 6 6 8 5 5 3

Disagree 2009 7 6 8 6 8 9 5 7

2005 6 6 7 6 7 7 4 9

2017 78 | 77 78 76 79 79 73

2013 | 75 75 75 75 72 76 69 81

Agree 2000 729 74 70 74 68 709 77 67

2005 | 76 78 73 78 73 74 75 69

Your supervisor assigns work . 2007 15 1 14 16 & 14 0 17 14 14 1 20
fairly in your work group. either agree 2013 = 15 15 17 15 18 17 | 244 | 11¥
nor disagree 2009 | 194 17 | 224 17 22 21 16 24

2005 | 15 15 17 15 16 17 19 18

2017 8 8 7 8 7 7 7 7

: 2013 10 10 8 10 10 7 7 8

Disagree 2009 9 9 9 9 10 9 7 8

2005 9 8 104 8 1 10 6 13

2017 | 72 73 71 73 69 71 76 70

Agree 2013 | 71 71 71 71 69 73 68 76

2009 @ 68 70 66 70 66 66 75 63
2005 @ 73 74 69 74 69 70 74 67
_ 2017 15 14 17 14 17 16 14 17
Neither agree 2013 | 16 16 17 16 18 16 22 13
nor disagree 2009 17 16 20 16 20 19 14 24
2005 = 15 14 16 14 16 16 17 15
2017 13 13 13 13 13 13 10 13
2013 = 13 13 12 13 13 11 10 11
2009 @ 14 14 14 14 14 16 11 13
2005 @ 13 12 14 12 15 13 9 17

You are satisfied with the
direction/supervision you
receive.

Disagree
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Table 19. (continued)

KEY:
Within Year Group Differences
B Higher Response
Lower Response
Trend Year Differences
4 Higher Than 2017
V¥ Lower Than 2017

Agree

You were encouraged by your
supervisor to participate in a
command climate survey.

Neither agree
nor disagree

Disagree

Agree

Your unit commander briefed

you on command climate Neither agree
survey outcomes and the way nor disagree
forward.

Disagree

Margins of error range from +1% to +9%
Percent of all active duty members

2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

2z2zrnzzzNzzZvzZzZrr Z2Z2ZYZZ2Z9 AirForce
>>>wW>»>>Ed>>>©>>>0>>> > > > s

£2% < White

31
NA
NA
NA
14
NA
NA
NA
61
NA
NA
NA
26
NA
NA
NA
13
NA
NA
NA

£ £ £ & Total Minority

222 Z22Z2wWZ2Z2Z20Z22Z2RLr 222w
>>> 5~ >P>>O0>>>0>>>0>>>w

£2% < White

31
NA
NA
NA
14
NA
NA
NA
61
NA
NA
NA
26
NA
NA
NA
13
NA
NA
NA

Black

z

NA
NA
NA
15
NA
NA
NA
51
NA
NA
NA
33
NA
NA
NA
15
NA
NA
NA

£ £ £ & Hispanic

22Z2PLP Z22Z2wWZ2Z2Z20Z22Z2Lr 222w
>>P>N>P>>O0>>>N>>>h>>P>N

£££ 3 Asian

28
NA
NA
NA
12
NA
NA
NA
65
NA
NA
NA
25
NA
NA
NA
10
NA
NA
NA

£ £ £ @ Other Race/Ethnicity

222 Z22Z2NZ2Z2Z20Z22Z2RLr 222w
>>>0>>>0>>>O0>>>N>>>R
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Table 20.

Air Force: Agreement With Statements About Inclusion in the Workplace

KEY:

Within Year Group Differences
M Higher Response
Lower Response

Coworkers are treated as valued
members of the team without
losing their unique identities.

| believe I can use my chain of
command to address concerns
about discrimination without
fear

Within my workgroup, | am
encouraged to offer ideas on how
to improve operations.

Members in my workgroup are
empowered to make work-
related decisions on their own.

The decision-making processes
that impact my workgroup are
fair.

Agree

Neither agree nor
disagree

Disagree

Agree

Neither agree nor
disagree

Disagree

Agree

Neither agree nor
disagree

Disagree

Agree

Neither agree nor
disagree

Disagree

Agree

Neither agree nor
disagree

Disagree

Air Force

oo
N

[EEN
N

79

(0]
N

=~ B~ [
o ~ © o o co w
\I

[y
o

Total Minority

=~ =~
© ~ a @ o1 ©

~
o1

19

21

D
©

N
[

IR
o

(0]
N

13

15

74

16

10

Black

70

20

76

20

72

22

66

24

10

Hispanic

~
(o)

[N
a1

76

16

76

18

69

22

70

20

10

Asian

82

15

77

20

74

18

73

18

Other Race/Ethnicity

(o]
o

[N
N

75

15

10

70

20

10

69

18

12

67

21

12
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Table 20. (continued)

2
KEY: 2
Within Year Group Differences > =
B Higher Response = %
Lower Response @ 2 S
S = = :
L £ s 2 ¥ 8 g &
= £ £ E B g2 § £
< 2 2 @ I < O
Agree 70 66 63 68 70 65

Outcomes are fairly distributed Neither aaree nor
among members of my di g 18 16 16 25 22 19 19

isagree
workgroup.

Disagree 12 12 12 12 12 9 11 16
Agree 15 14 16 14 18 17 12 14

_SeX|st slurs, comments, and/or N_elther agreenor - 15 19 15 17 29 21 17
jokes are used in my workplace. disagree

Disagree E 64 65 61 67 68

Agree 15 14 | 16 14 | 17 16 17 15
| feel excluded _by my workgroup N_elther agreenor ¢ 15 18 15 19 20 21 14
because | am different. disagree

Disagree n 71 | 66 71 | 65 64 63 71

Agree 14 13 | 17 13 | 18 18 15 15

Racial slurs, comments, and/or ~ Neither agreenor o ¢ 19 15 17 21 | 15
jokes are used in my workplace. disagree

Disagree n 64 64 59 64 69

Margins of error range from +2% to +8%
Percent of all active duty members
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Table 21.
Air Force: Agreement With Statements About People in the Workplace

KEY:

Within Year Group Differences
B Higher Response

2

=)

£

Lower Response P =

£ w

Trend Year Differences ® 8 ]

4 Higher Than 2017 S = 2 £

¥ Lower Than 2017 2 8 = ] X~ < c =

= —_ [&) o ®

1= = S = K iz 5 =

< 2 - =2 |@m| I < O

2017 66 65 66 63 66 64 66

2013 | 63 64 62 64 63 60 57 67

Agr

gree 2000 61% 63 57 63 | 58 57  5lv 58
2005 = 61V 63 58V 63 61 | 56¥ = 55 | 50V

_ _ _ _ 2017 | 17 15 | 19 15 | 18 20 20 18
There is very little conflict Neither agree 2013 | 20 19 21 19 21 23 28 16
among your coworkers. nor disagree 2009 20 19 22 19 21 20 29 24
2005 = 17 17 16 17 15 16 21 20

2017 | 18 19 | 16 19 | 19 14 15 16

; 2013 | 17 17 17 17 16 17 15 17

Disagree 2009 19 18 | 214 18 21 | 234 20 18
2005 | 224 20 264 20 24 | 284 24 | 304

2017 70 71 70 68 | 76 70 67

Agree 2013 70 68 74 68 74 74 73 73

2009 | 71 71 71 71 72 70 66 71
2005 | 64%  65% | 63¥ = 65% @ 67 | 59% 63 | 55¥
_ _ 2017 16 16 @ 16 16 | 20 13 16 15
Your coworkers put in the Neither agree 2013 | 18 19 17 19 16 19 17 14
effort required for their jobs. nor disagree 2009 | 17 17 17 17 18 14 22 18
2005 = 18 18 17 18 14 | 204 20 18
2017 | 14 14 | 13 14 | 12 11 13 17
2013 = 11 12 10 12 9 8 9 14

Disagree 2009 12 12 12 12 10 15 12 1

2005 | 184 17 | 204 17 | 184 | 204 17 27

2017 79 770 79 | 77 76 77 78

2013 77 77 77 77 76 75 78 81

Agree 2009 | 76 78 74 78 74 73 71 78
2005 76 78 72 78 75 70 74 | 66¥

2017 | 14 14 | 15 14 | 14 16 14 13

The people in your work Neither agree 2013 = 15 13 17 13 16 19 16 13
group tend to get along. nor disagree 2009 | 16 15 18 15 17 17 23 16
2005 | 15 14 17 14 15 17 15 | 244

2017 7 6 9 6 9 8 9 9

: 2013 8 9 6 9 7 6 6 6

Disagree 2009 8 7 8 7 9 9 6 6

2005 9 8 11 8 9 13 11 11
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Table 21. (continued)

KEY:
Within Year Group Differences
B Higher Response
Lower Response
Trend Year Differences
4 Higher Than 2017
V¥ Lower Than 2017

Agree

The people in your work
group are willing to help each
other.

Neither agree
nor disagree

Disagree

Agree

You are satisfied with the
relationships you have with
your coworkers.

Neither agree
nor disagree

Disagree

Margins of error range from +1% to +9%
Percent of all active duty members

(5]
=
i
=
<
2017
2013 76
2009 76
2005 73¥
2017 = 13
2013 16
2009 16
2005 174
2017 9
2013 8
2009 7
2005 10
2017 | 74
2013 75
2009 75
2005 76
2017 | 17
2013 16
2009 17
2005 15
2017 9
2013 9
2009 8
2005 9

333 & White

14
16
17
16

~ ©

75
74
76
77
16
17
17
14

10

I & Total Minority

e =8
oo wEo

184

134
73
77
73
72
18
15
19
18

(o]

11

o X
: i
S o
78 78
76 77
76 77
75 71
14 16
16 16
17 16
16 17
9 6
8 7
7 7
9 124
75 69
74 75
76 73
77 73
16
17 16
17 18
14 16
9 8
10 9
7 9
8 10

} @ 3 Hispanic

o
[
a®Ne

184

4¥
11
14
I
80
73
72
15
1
19
18

©

10

N3 d Asian

70

13

16
224
204

X & Other Race/Ethnicity

e P 2w
® o Nler

234

10
11

16
75
76
77
66
11
17
16
204
14

14
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Table 22.
Air Force: Experienced Behavior(s) in Line With Workplace Hostility From Coworkers or
Supervisors During the Past 12 Months

2
'S
.E
z 0
o [
= Q
g 3 g &
bt - bt X < c o
= £ § E B g ¢ £
< 2 K 2 m I < O

Did not provide you with information or assistance
when needed 61 62 | 59 62 | 61 @ 56 | 56 65
Gossiped/talked about you 43 43 | 42 43 | 46 39 39 44
Took credit for your work or ideas 36 37 | 34 37 | 35 30 32 39
Were excessively harsh in their criticism of your 34 3 | 3 35 | 37 30 35 28

work performance

Used insults, sarcasm, or gestures to humiliate you = 24 23 | 26 23 | 26 26 25 26
Yelled when they were angry with you 22 22 | 22 22 | 22 20 21 26

Margins of error range from +3% to +7%
Percent of all active duty members
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Table 23.

Air Force: Problems At Duty Station

KEY:

Within Year Group Differences

B Higher Response
Lower Response

Trend Year Differences
4 Higher Than 2017
¥ Lower Than 2017

Racist/extremist
organizations or individuals

Hate crimes

Gangs

Large extent

Small/Moderate
extent

Not at all

Large extent

Small/Moderate
extent

Not at all

Large extent

Small/Moderate
extent

Not at all

Margins of error range from +1% to +8%

Percent of all active duty members

2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

2

S

2 2

LL = =

= < =

< = F

2 § 1

1 1 1v

<1lv¥ <1 1v
44 44 5

8 6

4¥ 4 5¥

7 6 9

184 164 @ 224
86
944 95 944
93 94 90

78¥ 80V 73¥
1 1 2

1 1 1v

<1V <1 1
34 34 3

4 4 6

3 3 4

6 5 7

164 154 @ 204
| 94 § 96 ew
96 9% @ 954

94 95 93

81% 83 77V
1 1 2

1 1 1

1 1 2

24 24 3

5 4 6

4 4 4

g4 7 104

234 224 244
95 92
95 95 94

91 93 89

75V 76¥ 73¥

5 X
£ |3
= o
1
1 1
<1 1v
44 5
6
4 8V
6 12
164 23
80
95 914
94 87
80V 73
1 3
1 1
<1 1
34 3
4 8
3 6
5 7
154 204
K3 s
96 94
95 92
83V v
1 3
1 2
1 2
24 3
4 8
4 5
7 11
224 | 244
95 89
95 93
93 87
76V 73V

o~ o AA N Hispanic

214
91

974
92

74¥

v

W o WL N

244
93
9%
89

73¥

e 2/a~ v w Asian

-
~

254
85

934
84

71¥

A OOo NN

214
90
94
88

73¥

o~ o N

214
91
92
86

4%

~ AA N Other Race/Ethnicity

[y
s~ o5

224
89
94

954

76¥

80¥

<1
<1

B O

234
93
96
94

73¥
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Table 24.

Air Force: Problems in the Local Community Around Duty Station

KEY:

Within Year Group Differences
B Higher Response
Lower Response

Trend Year Differences
4 Higher Than 2017
¥ Lower Than 2017

Large extent

Racist/extremist Small/Moderate
organizations or individuals ' extent

Not at all

Large extent

Small/Moderate

Hate crimes
extent

Not at all

Large extent

Small/Moderate

Gangs extent

Not at all

Margins of error range from +1% to +10%
Percent of all active duty members

2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

BB R s wn w Air Force

334
68
72
69

64¥

NA

26
22
27
NA
71
76
71
NA

(o]

NA

31
28
33
NA
63
66
59
NA

R w v w w White

63

& v w | Total Minority

21¥
26
33
68

774
72
63

N

NA
24
17¥
25
NA
73
804
73
NA

NA

27
24
30
NA

72
63
NA

R w v w w White

63

B8 B s~~~ Black

O w
N @

784
70
63

[N

NA
25
18
25
NA
72
81
74
NA

~

NA

24
24
31
NA

72
64
NA

2R B3~ ™~ ww Hispanic

o ~NZn N2 o N o~
NS e o= SPENGNS W

73

al

NA

28
23
30
NA
67
72
64
NA

RBN S wn w Asian

~N NN w
g g N a

61V

NA
21
16
21
NA
76
81
76
NA

NA

21
20
22
NA

75
70
NA

& @~ s Other Race/Ethnicity
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Table 25.

Air Force: Perceptions of Racial/Ethnic Relations in the Military During Last 5 Years

KEY:
Within Year Group Differences
W Higher Response
Lower Response
Trend Year Differences
4 Higher Than 2017
V¥ Lower Than 2017

Worse today

Perceptions of race/ethnic
relations in our military
during the last five years

About the same
as five years ago

Better today

Margins of error range from 1% to +12%

2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

Air Force

11
3V
2¥
2¥
55
52
45¥
43¥
34
464
534
564

2

p .

o

£

S

o) —
= 8
o

= F

8

2v 4%
VA 4 2v
I8 4 3v
54 56
51 53
44¥ 47¥
42% 44¥
28
474 434
544 514
574 534

Percent of active duty members who completed 5 years or more in active duty service

Table 26.

Q ~
=3
= m
8
2v 5¥
VA 4 2v
I8 4 3v
54 58
51 63
44¥ 48
42% 50
18
474 324
544 504
574 474

% & €™ € ~| Hispanic

N
a

34¥
37
52

534

654

» © | Asjan

A D DN O R
©NO P ee

I
o

564
52
554

Air Force: Perceptions of Racial/Ethnic Relations in the Nation During Last 5 Years

KEY:
Within Year Group Differences
W Higher Response
Lower Response
Trend Year Differences
4 Higher Than 2017
V¥ Lower Than 2017

Worse today

Perceptions of race/ethnic
relations in our nation during
the last five years

About the same
as five years ago

Better today

Margins of error range from +1% to +10%
Percent of all active duty members

2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

Air Force

= - . .
N Q<% & Total Minority

564
404
454
18
304
534
454

| White

15¥

9¥

28
514
384
394

20

344
554
524

Black

59

v
12%
28
554
434
504
13
254
494
384

Hispanic

Other Race/Ethnicity

AN SN Q10RO
WOoWaN O ¢ ¢ ¢ ©

534
514

LY EH Other Race/Ethnicity

584
384
474
17
314
534
414
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Table 27.

Air Force: Leadership Makes Honest and Reasonable Efforts to Stop Racial/Ethnic

Harassment/Discrimination

KEY:
Within Year Group Differences
B Higher Response
Lower Response
Trend Year Differences
4 Higher Than 2017
V¥ Lower Than 2017

Yes
Senic_)r leadership of my No
Service
Don’t know
Yes
_Senior Igaders_hip of my No
installation/ship
Don’t know
Yes

My immediate supervisor No

Don’t know

Margins of error range from 1% to +10%
Percent of all active duty members

2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

oy | Air Force

~
ESN

73

2
S
e
>
}1_,9 —_—
= i
o
= E
69
76 69
77 66
76 64
4 6
5 8
5 8
5 114
17
18 23
19 26
19 25
68
78 71
77 65
77 65
4 7
5 9
6 8
5 104
18
17 21
18 27
18 25
71
80 73
77 68
79 70
6 7
6 9
6 9
6 10
16
14 17
17 22
16 21

L ~
=g
2 o
66
76 64
77 60
76 60
4 5
5 104
5 104
5 114
17
18 26
19 30
19 29
62
78 65
77 59
77 61
4 6
5 10
6 10
5 11
18
17 25
18 31
18 28
69
80 69
77 66
79 67
6 7
6 12
6 10
6 10
16 25
14 19
17 24
16 23

&3 | Hispanic

Asian

Other Race/Ethnicity
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Table 28.

Air Force: Attention to Racial/Ethnic Harassment/Discrimination

KEY:

Within Year Group Differences
B Higher Response
Lower Response

Trend Year Differences
4 Higher Than 2017
¥ Lower Than 2017

2017
2013
2009
2005
2017
The right amount | 2013
of attention 2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
Your immediate The right amount | 2013
supervisor of attention 2009
2005
2017
2013
2009
2005

Too much attention

The military

Too little attention

Too much attention

Too little attention

Margins of error range from 1% to +8%
Percent of all active duty members

744
68
66

10
10

NA
NA
NA

NA
NA
NA

NA
NA
NA

3
<
=
24
28
30

66
734
67
66
4
4
5
4

3
NA
NA
NA
NA
NA
NA

4
NA

NA
NA

© 5 o 5 Total Minority

70
774
70
66
15
20
244
2
NA
NA
NA
89

NA
NA

NA
L9
NA
NA
NA

=
C
[«5] ~ Ied
E|l 8| &
<= @ T
3 14
24 4 10
28 4 15
30 3 15
66 68
734 72 82
67 66 72
66 63 71
4 11
4 24 8
5 30 13
4 34 15
3 <1 3
NA NA NA
NA NA NA
NA NA NA
89 88
NA NA NA
NA NA NA
NA NA NA
4 9
NA NA NA
NA NA NA
NA NA NA

SIRIRIEI=] Asian

80
74
74

11

12
13

NA
NA
NA
89
NA
NA
NA

NA
NA
NA

5 5 @ B Other Race/Ethnicity

222 Z2Z22O©ZZZuNEEREoNN®
> > > >>>»O0>>> OSrP N®EFON
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Table 29.
Air Force: Received Training on Racial/Ethnic Harassment and Discrimination in Past 12
Months
2
o
£
2 3
2 o g
(3] E (3] ~ lg c nh:
= f 2 @m T < O
o _ ) ) 2017 | 83 79 71 82 79 85
| Had training on topics related to racial/ethnic | 2013 = g7+ 89 82 89 77 85 84 86
' harassment and discrimination 2009 | 80 83 74 83 73 | 73% 70 83
| 2005 75 78  69%  78% | 70 65 72 73¥
Margins of error range from +2% to +8%
Percent of all active duty members
Table 30.
Air Force: Training Received Was Effective in Reducing/Preventing Racial/Ethnic
Harassment/Discrimination
2
(S)
g
z T
o ()
3 = o g
2 (14
S g (_EU 2 x 8 < s
=l £ 8 £ 8 2|8 s
L 2 K =2 @m I < 0O
| 207 91 | 89 93 | 89 92 NEIEM 85
[ Train . ; 2013 964 954 974 954 96 98 98 974
| Training received was effective TN B o | o5 o o | e
| 2005 = 964 964 974 964 | 97 97 98 | 964

Margins of error range from +1% to +8%

Percent of active duty members who received training on racial/ethnic harassment/discrimination in the past 12 months
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Table 31.

Air Force: Effectiveness of Training Received in Reducing/Preventing Racial/Ethnic

Harassment/Discrimination

KEY:

Within Year Group Differences
B Higher Response
Lower Response

Trend Year Differences
4 Higher Than 2017
¥ Lower Than 2017

2017

Not at all 2013

effective 2009

2005

2017

Slightly 2013

Effectiveness of training effective 2009
received in reducing/ 2005
preventing racial/ethnic 2017
harassment/discrimination Moderately 2013
effective 2009

2005
2017
2013
2009
2005

Very effective

Margins of error range from 1% to +11%

Percent of active duty members who received training on racial/ethnic harassment/discrimination in the past 12 months

© Air Force

13¥

43
464
34
38
38
38

36
37
37

=~ { ~ Total Minority

w
<

P
w ~

14
12%
42
4
42
44
34
444
40
414

36
37
37

w »~ » oo Black

18
17
12
13
37
40
45
43
37
40
39
4

o Hjw o w Hispanic

15
10
43
46
38
43
37
44
43
44

25 Eorv o s Asian

LMHH

SN O B
N
o

N
~

414
404
414

Other Race/Ethnicity

PR R R BEN W
ISREe-RNSRENER JE 2B JN-N

S wW
0~ N

N
[{e]

534
39
36
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Table 32.
Air Force: Racial/Ethnic Harassment/Discrimination Training Received Conveyed Relevant
Information

2

KEY: 2

Within Year Group Differences > =

B Higher Response = %

Lower Response @ 2 S

= s 2 o4

2 8 3 2 ¥ 8 g5 =&

=ls| 8| B8|2|z2|s

< 2 F =2 @™ I < O

Taught that racial/ethnic Agree 89 85 o o 89
harassment/discrimination Neither agree nor

reduces cohesion/effectiveness of disagree . e e 8 8 10

the military Disagree <1 <1 <« <l <1 <1 1 1

Agree 90 91 @ 87 91 @ 82 89 90 88

Identified racial/ethnic

behaviors that are offensive to  Neither agree nor 9 8 12 8 16 9 9 12

others and should not be disagree
tolerated Disagree 12 1.2 2 1 1 1
Agree m 87 81 89 89 89
Explained the process for Neither aqree nor
reporting racial/ethnic di 9 9 7 7 9 9 9
Lo isagree
harassment and discrimination
Disagree 1 1 1 1 <1 2 2 2
Provided information on Agree 89 m 86 m 82 89 88 83
Service’s policies on Neither agree nor 10 9 12 9 15 10 10 14

participation in racist/extremist disagree
organizations

Disagree 1 1 2 1 3 2 1 3
Provided information about Agree 89 86 o I 88 %0 83
pohmes/procedurgas/ ' N_elther agreenor . 8 12 8 16 11 9 13
consequences racial/ethnic disagree
harassment/discrimination Disagree 1 1 5 1 <1 1 5 4
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Table 32. (continued)

2
KEY: 2
Within Year Group Differences > =
B Higher Response = %
Lower Response @ 2 S
O = o
5 pS = o
r 2 5 £ X 8 5 =5
= £ £ E B g2 § £
< 2 F =2 @™ I < O
Agree 89 90 87 90 82 91 89 87

Provided a good understanding
of what words and actions are  Neither agree nor
racial/ethnic harassment/ disagree

discrimination Disagree 1 1 1 1 2 <1 1 2

[EEN
o
O
[EEN
[EEN
O
[EEN
(op]
(o]
[EEN
o
[EEN
[EEN

Agree 88 89 | 86 89 81 89 88 85
Gave useful tools for dealing

with racial/ethnic harassment Neither agree nor

11 10 12 10 16 10 11 12

and discrimination disagree

Disagree 2 2 2 2 3 2 2 3

Agree 88 | 85 88 | 84 88 84 82
Promoted cross-cultural N_elther agreenor 10 12 10 15 10 13 13
awareness disagree

Disagree 2 2 3 2 2 2 3 5

Agree m 87 84 87 84 87 84 80

Promoted religious tolerance Neither agree nor 11 10 13 10 14 11 15 14

disagree
Disagree 3 3 3 3 2 2 1 6
Agree 85 87 82 87 79 83 88 83

Made'me fee! itis safe tp rep_ort N_elther agreenor 4 11 16 11 19 15 10 15
offensive racial/ethnic situations disagree

Disagree 2 2 2 2 2 2 2 2

Margins of error range from 1% to +8%
Percent of active duty members who received training on racial/ethnic harassment/discrimination in the past 12 months and training covered the
topic
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Table 33.

Air Force: Perceptions of Reporting Processes for Racial/Ethnic Harassment/Discrimination
KEY: >

Within Year Group Differences ‘'S

B Higher Response E

Lower Response é\ i

Trend Year Differences B §

@ = o]

4 Higher Than 2017 e S -g 4

¥ Lower Than 2017 2 3 = 2 X~ g c =

= £ 8 £ 8 2 5 £

L 2 F =2 @m T < O

_ 2017 | 93 94 91 94 @ 91 90 89 93

Would you know how to report experiences of | 2013 95 96 94 96 94 95 89 95
racial/ethnic harassment? 2009 | 93 94 91 94 91 92 90 92
20066 NA NA NA NA NA NA NA NA

_ 2017 | 93 90 90 89 8 @ 93

Would you know how to report experiences of | 2013 = 954 96 @ 944 96 94 95 89 95
racial/ethnic discrimination? 2009 @ 93 94 92 94 92 92 90 93
20060 NA  NA NA NA NA NA NA NA

o _ . 2017 81 JEM 74 BEEM 72 6 76 75

Is the availability of reporting hotlines 2013 = 83 86 78 86 78 76 76 85
publicized enough? 2009 | 83 86 77 86 74 79 76 80

2005 NA NA NA NA NA NA NA NA

Margins of error range from 2% to +10%
Percent of all active duty members
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Table 34.

Air Force: Perceptions of Unit Reporting Climate for Racial/Ethnic Harassment/

Discrimination

KEY:

Within Year Group Differences

Members feel free to report
without fear of negative

reactions

B Higher Response
Lower Response

Trend Year Differences
4 Higher Than 2017
¥ Lower Than 2017

Large extent

Small/Moderate
extent

Not at all

Large extent

Complaints about racial/

ethnic harassment/
discrimination would be

taken seriously

Small/Moderate
extent

Not at all

(5]
=
i
=
<
2017
2013 68
2009 64
2005 66
2017 | 29
2013 23¥
2009 28
2005 27
2017 8
2013 9
2009 8
2005 6
2017
2013 77
2009 74
2005 774
2017 | 20
2013 17
2009 21
2005 19
2017 6
2013 6
2009 6
2005 4%

2
S
2
S
}1_,9 —_—
= &
o
= E
52
74 57
69 53
71 56
22
19 32v
24 37
24 36
7 9
7 12
7 10
5 8
65
81 69
79 63
81 66
16
14 24
16 29
15 29
6 7
5 7
5 8
3 5

b

2

c

{5

w

S

[+ S

S|1E| 2|82
= @m I < O
50 54 50 55
74 52 57 58 64
69 48 55 52 64
71 54 57 54 61
22 35
19 36 30 34 25
24 41 36 37 27
24 37 36 39 32
7 7 10 10 10
7 11 13 8 11
7 10 9 11 9
5 9 7 7 7
60 69 64 69
81 64 73 66 74
79 60 64 60 72
81 62 70 68 72
16 23 26
14 28 20 28 21
16 34 27 33 20
15 32 27 28 26
6 6 8 7 6
5 8 7 6 6
5 7 9 7 7
3 6 4 4 3
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Table 34. (continued)

KEY:

Within Year Group Differences
B Higher Response
Lower Response

Trend Year Differences
4 Higher Than 2017
¥ Lower Than 2017

People would be stopped
from getting away with
racial/ethnic harassment/
discrimination

Policies forbidding racial/
ethnic harassment/
discrimination are
publicized

Large extent

Small/Moderate
extent

Not at all

Large extent

Small/Moderate
extent

Not at all

Margins of error range from +1% to +10%

Percent of all active duty members

N
o
Q
~
H Air Force

2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005
2017
2013
2009
2005

~ =
= o

764
23
20
20

18¥

2
S
z
>
}1_,9 —_—
£ 3
= E
60
72 674
73 674
804 684
18
18 24¥
17 26
15 26
7 10
11 9
9 v
6 6V
Il s6
70 56
68 55
69 57
22
24 32
23 34
24 34
8 10
6 12
9 11
7 9

L ~
=g
2 o
55
72 64
73 63
804 674
18
18 27
17 30
15 27¥
7 9
11 9
9 7
6 7
Bl s
70 55
68 53
69 57
22
24 36
23 36
24 33
8 12
6 9
9 11
7 10

33 & Hispanic

D
©

PN N
a~No 5 RERNJ

o PP o ®wNnWwao o ol
(SNEN] WwWo N OOy

S A Asian

694

29
30
27

13

4%

52
49
45
53

39
42
41
12
11
12

&t ® 2 & Other Race/Ethnicity

P oo
R N = S G g N

o B R opo®NNDNOgood
o O ~N~N 00w
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Table 35.
Air Force: Chances of Promotion if Someone Reported Racial/Ethnic Harassment/

Discrimination

KEY: -
Within Year Group Differences 5
B Higher Response E
Lower Response > i
Trend Year Differences S E
Q = IS
4 Higher Than 2017 © S g @
¥ Lower Than 2017 i F - 8 x S c s
= = [3] Q [
. < = = ks Kz o =
< 2 F =2 @™ I < O
2017 6 7 5 7 6 5 3 7
2013 4 5 3 5 2 4 6 1v
Better 2009 4% 4 3 4 3 4 4 3
2005 NA NA NA NA NA NA NA NA
Chances of promotion if someone ;gg 871"'1 7?; ng g; Z?
OO oy E o %omomomonow
2005 NA NA NA NA NA NA NA NA
2017 12 8 8 17 16 14
Worse 2013 12 10 16 10 21 12 16 17

N
[
N
=]
[
o

2009 14 11 21 11 23
2005 NA NA NA NA NA

z
>
z
>
z
>

Margins of error range from +1% to +11%
Percent of all active duty members

Table 36.
Air Force: Reported the One Situation to a DoD Authority

=
KEY: 2
Within Year Group Differences > =
B Higher Response = %
Lower Response @ 2 S
= s 2 o4
Tl 2|zl 8 x| 8| s |5
= £ E/5 8 2 ¢ &£
L 2 ¥ =2 @m I < O
Reported to at least one DoD authority 32 39 | 24 39 | 28 19 11  NR
Reported to your or alleged offender(s)’s chain 19 23 | 15 BN 21
of command
Someone in your chain of command 23 27 18 27 | 22 15 10 21
Someone in the chain of command of the 20 27 12 27 14 8 7 17
offender
Repor_ted to any !Z)oD office responsible for 10 7 14 7 17 12 4 NR
handling complaints
Other person or office with responsibility for 9 7 12 7 14 11 3 NR
follow-up
Special military office responsible for handling 4 4 5 4 6 5 NR | NR

these kinds of reports

Margins of error range from +4% to +17%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months
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Table 37.
Air Force: Reasons for Reporting the One Situation

z

KEY: 2

Within Year Group Differences > =

M Higher Response ‘= %

Lower Response @ _E S

£ = = o

[«5] —_ [«5] ~ Ied = -

clE|E8)E|3|8|8|8

< 2 F =2 |/@m| I < O

To prevent it from happening again 8  NR 8 | NR NR  NR | NR  NR

To make your work environment a better place 83 NR 8  NR NR | NR NR  NR

;I'V?I;’]:ke your chain of command situationally 81 NR 8 NR NR NR NR NR

To prevent it from happening to someone else 80 NR 8L NR NR  NR | NR  NR

To punish the person 23 20 @ 27 20  NR  NR | NR | NR

To redu_ce any impact on your evaluation or 14 14 16 14 NR NR NR NR
promotion

Irc:i:ransfer yourself or the offender out of your 14 8 25 8 NR | NR NR NR

Other reason 16 11 25 11 NR | NR ' NR | NR

Margins of error range from £10% to +18%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months and reported to a DoD

authority
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Table 38.
Air Force: Satisfaction With Aspects of Reporting the One Situation
2
KEY: 2
Within Year Group Differences > =
B Higher Response ‘= %
Lower Response @ 8 g
o S =2 Y
e & = 8 x 8 c s
el EQE|EB|E|E]|s
L 2 K =2 m T < O
Satisfied 40 NR 34 NR NR NR | NR  NR
Degr_ee tq which your privacy Nelthgr sa_tls_fled 30 NR 29 NR NR NR NR NR
wasl/is being protected nor dissatisfied
Dissatisfied 300 NR 37 NR | NR NR | NR  NR
Satisfied 37  NR 40 NR  NR NR  NR NR
Treatment by personnel Nelth_er sapsﬁed 34 NR 32 NR NR NR NR NR
handling your report nor dissatisfied
Dissatisfied 29 NR | 27 . NR  NR NR NR NR
Satisfied 31 NR 29  NR  NR 1 NR  NR

Availability of information Neither satisfied

about how to follow-up on a . 36 NR 42 NR NR | NR | NR NR
nor dissatisfied

report
Dissatisfied 33 NR 20 NR NR NR NR NR
Satisfied 27 NR 28 NR NR 1 NR NR
The reporting process overall  Neither satisfied 55 & \p ' \R T NR U NR | NR | NR | NR
nor dissatisfied
Dissatisfied 3 NR 32 NR NR NR NR NR
Satisfied 26 NR 30 NR NR NR NR NR

Amount of time it took/is taking 'Neither satisfied 38 NR 31 NR NR NR NR NR

to resolve your report nor dissatisfied
Dissatisfied 35 NR NR NR | NR NR | NR  NR
Satisfied 200 NR | 20 NR | NR NR | NR | NR

How well you were/are kept Neither satisfied

informed about the progress of NPt 33 NR NR| NR NR  NR | NR  NR
nor dissatisfied
your report

Dissatisfied 42  NR 37 NR NR NR  NR  NR

Margins of error range from +4% to +18%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months and reported to a DoD
authority
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Table 39.
Air Force: Official Action Taken in Response to Reporting the One Situation

2

(&)

.E

z T

o ()

@ = o %

S p = o

[} _— [} ~ I} =

clZ|EE|s| 8|52

< 2 £ 2 m T < O
Against one or more of the Yes 13 10 18 10 | NR | NR | NR | NR
pgrson(s) who bothered you No 52 NR]NRENR|NR/|NR|NR]NR
Don’t know 35 NR @ 35 NR NR | NR  NR NR
Yes 4 NR NR NR | NR  NR  NR | NR
Against you No 78 NR | 72 NR NR | NR NR NR
Don’t know 18 NR | 18 NR NR | NR NR NR

Margins of error range from +9% to +18%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months and reported to a DoD
authority

Table 40.
Air Force: Reported One Situation and Perceived Any Type of Retaliation

2

(S)

.E

z i

2 3

2l | S s g

sl E|EE| B2 8=

< 2 F 2 @ I < O
Repo_rtc_ed one situation and exper_lencgd any type of % NR 38 NR NR NR NR NR

retaliation as a result of the one situation

Margins of error range from +13% to +17%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months and reported to a DoD

authority
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Table 41.
Air Force: Reported One Situation and Perceived Retaliation

2

(&)

'E

2 z

o ()

3 = o 3

5 = = o

[} _— [} ~ I} =

clZ|EE|s| 8|52

< =2 L =2 @m T < O
Yes 32 NR 33 NR | NR  NR  NR | NR
Social retaliation No 60 NR | NR NR | NR | NR | NR | NR
Don’t know 8 NR 12 NR  NR | NR  NR  NR
Yes 16 13 21 13 NR  NR | NR  NR
Professional retaliation No 71 77 61 77 | NR | NR | NR | NR
Don’t know 13 10 18 10 NR | NR ' NR | NR

Margins of error range from +9% to +17%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months and reported to a DoD
authority

Table 42.
Air Force: Reported the One Situation and It Was Corrected

2

(S)

.E

z i

o ()

) = o %
S > = o
(&) —_ (&) ~ I c —

- £ § £ B g § £
< 2 F 2 @ I < O
Reported the one situation and it was corrected 37  NR 37 NR NR  NR  NR  NR

Margins of error range from +14% to +17%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months and reported to a DoD
authority
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Table 43.
Air Force: Knew the Outcome of Report

2

(S)

.E

2 i

3 g g

%’ (5] S (5] ~ lé = E

- £ £ £ 8 & § &2

I 2 K =2 @m I < O
Knew the outcome of report 34 NR 42 | NR NR 2 NR ' NR

Margins of error range from +9% to +17%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months and reported to DoD
authority

Table 44,
Air Force: One Situation Reported Was Substantiated

2

(&)

i<

> (=

= £

3 g o g
£ p = o
b = b X < 5
<|E|E)E|s|8|28|2
< 2 F 2 @m I < O
'Report was found to be substantiated 'NR  NR NR NR NR  NR NR NR

Margins of error cannot be determined
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months, reported to DoD
authority, and knew the outcome
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Table 45.
Air Force: Satisfied With Outcome of Report

2

(S)

.E

z T

@ 2 S

g (5] S (5] ~ lé = E

- £ £ £ 8 & § &2

L 2 K =2 @m I < O

| Satisfied 22 . NR  NR NR | NR NR | NR  NR

|How satisfied were you with the Nelth_er sa_tls_fled NR NR NR NR NR NR  NR 1
|outcome of your report? nor dissatisfied

| Dissatisfied NR NR NR NR|NR  NR NR | NR

Margins of error range from 5% to +17%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months, reported to DoD

authority, and knew the outcome

Air Force Results | 309



OPA | 2017 Workplace and Equal Opportunity Survey of Active Duty Members

Table 46.
Air Force: Reasons for Not Reporting the One Situation to a DoD Authority

KEY:

Within Year Group Differences
B Higher Response
Lower Response

Air Force
Hispanic

Black
o Other Race/Ethnicity

<} Total Minority

8]
o
Ul
o
P
Py

You thought it was not important enough to report
You thought it would make your work situation
unpleasant

You did not think anything would be done

2
Py

(&2
B
(8]
w
ol
»
(8]
w
N
(&
P
Py
P
Py

N
N
N
(o]
N
N
N
(o]

35

zZ
Py

You felt uncomfortable making the report 40 37 | 42 37 | 32  NR NR  NR
You took care of the problem yourself 40 37 | 43 37 | 44 35 NR  NR
You thought you would be labeled a troublemaker | 37 42 | 33 42 | 20  NR  NR  NR
You were afraid of retaliation/reprisals from the 34 37 | 32 37 16 NR  NR NR

person(s) who did it or from their friends

You thought reporting would take too much time 30 31 | 30 31 | 20 28 ' NR NR
and effort

You thought you would not be believed 23 25 | 22 25 16 13 ' NR | NR
You thought your _performance evaluation or 29 20 | 24 20 | 23 16  NR NR
chance for promotion would suffer

You were afraid of retaliation/reprisals from your

. 22 17 26 17 22 NR | NR | NR
chain of command

You did not know how to file a report 14 11 17 11 7 NR ' NR | NR
:j(i?jui':jld not know the identity of the person(s) who 5 NR 5 NR NR NR 5 NR
Situation only involved civilian(s) off an installation| 2 NR | <1 NR NR | <1 | NR 1
You were encouraged to withdraw your report 1 NR 1 NR | NR | NR | NR 1
Other reason(s) 21 18 @ 24 18 | 27 16 NR | NR

Margins of error range from 2% to +18%
Percent of active duty members who indicated experiencing racial/ethnic harassment/discrimination in the past 12 months and did not indicate
reporting to a DoD authority
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