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PHILISOPHY OF DIVERISTY, EQUITY AND INCLUSION  

Today, I want to take this opportunity to share a story, my story, about diversity, equity and 
inclusion and its overall impact during my 30-year career as an educator, administrator, and chief 
executive officer.  As an African American growing up in the Northeast, I am acutely aware of the 
challenges that ethnic minorities face in the military, the federal workforce, and academia.  Against this 
backdrop, I want to outline my philosophy of diversity, equity and inclusion and the ways in which I 
incorporate it into my professional life.  In doing so, I will delineate my understanding of diversity, equity 
and inclusion by utilizing the social construct of presence as the framework for enabling organizations to 
embrace diversity.  The presence I speak of is foreboding in that I live in a society—world—that may not 
want to recognize me, but I participate in the shaping of that world and its ongoing history of American 
culture.  

Fundamentally, diversity, equity and inclusion, as I understand it, provide a methodology where 
an organization can capture the full extent of its diversity by creating an inclusive, equitable, and 
sustainable culture as well as work environment.  I like to think of diversity, equity and inclusion as a 
way of living and connecting with our community.  This perspective points directly to the lens in which I 
view the world.  To put it more succinctly, I believe diversity, equity and inclusion shapes the way we see 
the world, how we see ourselves, and most of all, how we see others.      

As the program administrator at the U. S. Air Force Academy, I utilized an innovative diversity, 
equity and inclusion framework to address the attrition rate for minority women at the Academy.  While 
diversity remained a vital aspect for recruiting minorities and woman into the U.S. Air Force, programs 
to address retention were nonexistent.  Minority women were held to different standards from other 
male cadets or students.  In consultation with a research team from Yale University to address ethnic 
and gender disparities, I forwarded several recommendations to increase retention and lower the 
attrition rates for minority women.  For example, I introduced an academic “safety net” where women 
would have access to counselors to identify and address potential problem areas.  Retention increased 
from 2% to 9% among Freshman students, and the overall attrition rate decreased by 4%.  I believe the 
Air Force Academy is a stronger, more efficient, academic institution because diversity, equity and 
inclusion permeate the entire organization.   

I believe diversity, equity and inclusion belongs to the entire institution of higher learning.  No 
one person or division is solely responsible for advancing diversity, equity and inclusion.  As the chief 
diversity and inclusion officer at the U.S. Merchant Marine Academy, I led the 5-year strategic 
institutional culture plan.  However, that plan encompassed a campus-wide effort to include students, 
directors, deans, contractors, faculty, and staff members.  Everyone played a role in advancing diversity, 
equity and inclusion initiatives, which yielded dividends for the Academy.  For example, in 2018, I 
introduced national strategy and diversity, equity and inclusion initiatives to Congress and the U.S. 
Senate, which led to a 34% increase in women and minority nominations; the highest enrollment for 
women in the Academy’s history.  This could not have happened without a unified effort from the 
Academy and committed congressional staff pressing the envelope with national leaders.   

In conclusion, I believe diversity is the foremost social and political construct in the twenty-first 
century.   Corporations, federal agencies, and institutions of higher learning understand a successful 
strategic diversity, equity and inclusion management plan must be relevant to an organization’s mission, 
vision, and business objectives.     


