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PREFACE


These two interviews with Mr. George L. Jones, Deputy Chief of Staff for Personnel, Army Materiel Command (AMC) from 9 August 1991 to 2 January 1998, are part of a continuing series of oral history interviews conducted by the AMC Historical Office.


The first interview is AMCHO's end of tour interview with Mr. Jones conducted on November 6, 1997.  It deals with his career in personnel, challenges he has met, changes in AMC’s organization, and his views on those changes.  He also discussed his initiatives, downsizing, briefings for new AMC employees, and contracting out AMC duties and missions.

The second interview was conducted on November 24, 1997, during the Army's commemoration of the 50th anniversary of the integration of the United States Armed Forces especially to cover the history of racial issues.  In this interview, Mr. Jones discussed his personal experiences, current diversity programs, latent racism, and President Clinton's initiative.


The following HQ, AMC Historical Office personnel were involved in editing, formatting and publishing this set of interviews:  Mr. Michael Bellafaire, former Senior Historian, AMC, Dr. Bill Moye, Senior Historian, Ms. Kathryn Shenkle, Historian, AMC, and Mr. Jeff Hosmer, Historian, AMC.  They worked under the guidance of the Command Historian, Bob Darius.

Mr. George Jones approved the public release of these two interviews.  It may be requested from Commander, U.S. Army Materiel Command, Attn: AMCHO, 5001 Eisenhower Avenue, Alexandria, Virginia 22333-0001.
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BIOGRAPHY OF MR. GEORGE L. JONES

George L. Jones was born in North Carolina and raised in Pennsylvania.  He earned a Bachelor of Arts in History and English from Pennsylvania State University in 1960, and studied Industrial Management at Drexel University from 1970 to 1971.  

Mr. Jones served as the Deputy Chief of Staff for Personnel at Headquarters, U.S. Army Materiel Command from 9 August 1991 until he retired from the federal government on 2 January 1998.  

Mr. Jones began his long and distinguished career of civilian service as a Supply Intern with the Department of the Navy in July 1960.  At the Defense Supply Agency, he served in several leadership positions in the fields of materiel management, facilities management and equal employment opportunity from 1966 to 1975.  Mr. Jones was Army Materiel Command's Director of Equal Opportunity from 1975 to 1987.  He then served as Administrator at the U.S. Army Civilian Appellate Review Agency from 1987 to 1988.  He became Assistant Deputy Chief of Staff for Personnel at Military Traffic Management Command in 1988.  

Mr. Jones was appointed to Senior Executive Service and Assistant Deputy Chief of Staff for Personnel of AMC on 10 April 1989.  He has been Deputy Chief of Staff for Personnel since 9 August 1991.  His numerous accomplishments at AMC include building the Equal Employment Opportunity program and the Senior Management Executive Development Program (SMEDP) which is designed to develop AMC's future leaders.  He took care of people in a turbulent, uncertain environment caused by continued downsizing.  He is people-oriented and caring.  He is also a published author and expert in Human Resource Management.  His writing includes "Counseling in Complex Personnel Situations," "Civilian Personnel/Equal Opportunity - How We Got the Way We Are," "Diversity - An Output of Affirmative Action," and "Diversity - A Way to Economic Productivity."  

He is a retired U.S. Army Reserve colonel.  His military service included reserve duty in Southwest Asia during "Operation Desert Storm" and "Operation Provide Comfort."  He participated in the humanitarian relief effort to alleviate the suffering of the Kurdish people, victims of Saddam Hussein's aggression, in northern Iraq and Turkey.  For his endeavors, Mr. Jones received a letter of commendation from General John M. Shalikashvili, Chariman of the Joint Chiefs of Staff.  His civilian and military awards include: Presidential Rank of Meritorious Executive, Army Exceptional and Meritorious Civilian Service Awards, Secretary of the Army EEO Award, Legion of Merit, Army Meritorious Service Medal, Army Southwest Asia Medal (with two bronze stars), Humanitarian Service Medal, and Army Commendation Medal.  Off-duty, Mr. Jones participates in his church, his Parent-Teachers Association, Boy Scouts of America, and Big Brothers.  As of 20 August 1999, Mr. Jones was the President of Leadership Enterprises.

- AMC Historical Office, August 1999
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End of Tour Interview

Interviewee:
Mr. George Jones, Deputy Chief of Staff for Personnel, AMC

Place:

AMC Headquarters Building

Date:

6 November 1997

Interviewers:
Dr. Bob Darius, Command Historian, and Mr. Mike Bellafaire, Senior Historian, AMC

Q:  We are honored to have this interview with you today.  You’re leaving us as AMC Deputy Chief of Staff for Personnel.  Our last interview with you was in 1987 before you left for your position as administrator of U.S. Army Civilian Appellant Reviewxe "Army Civilian Appellant Review Agency".  You returned to AMC in 1989 as Assistant Deputy Chief of Staff for Personnel (ADCSPER), and then in August 1992, you were appointed AMC's Deputy Chief of Staff for Personnel (DCSPER).

Return to AMC

Mr. Jones:  Well, actually, it was August of 1992 because General Wheeler left in August of ‘91 right after I got back from Desert Stormxe "Desert Storm", and they were trying to make a determination at that time whether they were going to retain a two-star billet general officer here as DCSPER.  As you know, post Desert Stormxe "Desert Storm", as the military drew down, it also included a draw down of the general officer corps, and there were some positions that clearly could be converted to civilian.  A decision was made in that time frame between August of ‘91 and August of ‘92 that we probably ought to go ahead and civilianizexe "Downsizing:Civilianizing" the DCSPER position, because the likelihood of getting another general officer with the military drawdown was highly unlikely.  Therefore, we converted the top DCSPER position to civilian, vice military, and the position which I previously held as the ADCSPER, we converted to a colonel’s position; so essentially, what we did was flip flop the top two spaces between military and civilian.

Q:  When you left in 1987, did you think you’d come back to AMC?

Mr. Jones:  When I left, I wasn’t sure.  As I looked at what positions might be available, the only one that I saw that was an SESxe "Senior Executive Service" - and I clearly knew I wouldn’t come back unless it was SESxe "Senior Executive Service" - was the position of ADCSPER, occupied at that time by Archie Grimmettxe "Grimmett, Archie".  Through some unfortunate circumstances, Andy Forman, who was the USAEUR civilian personnel director, passed, and Archie Grimmett opted to take the position in Europe, which opened up this job.  That gave me an opportunity that I didn’t think would occur.  To be quite frank with you, what I thought would happen when I left is that probably I would eventually get an SESxe "Senior Executive Service" position, but it would probably be outside of the Department of the Armyxe "Army, Department of the".

DCS for Personnel

Q:  When you became the Deputy Chief of Staff for Personnel of AMC, was General Tuttlexe "AMC Commanding Generals:Tuttle, General William G. T., Jr." the Commanding General?  Did he give you any special instructions?

Mr. Jones:  Yes, General Tuttlexe "AMC Commanding Generals:Tuttle, General William G. T., Jr." was here in 1992.  He simply said that he had full confidence in my ability to do the job, based on my past accomplishments and my experience, both on the military side - as evidenced through my performance in Desert Stormxe "Desert Storm", when my Reserve unit got called up - and also my long civilian service, where I’ve held a variety of different kinds of positions in functional areas, EEOxe "Equal Employment Opportunity" and civilian personnel for different government agencies.  I have worked in the Defense Supply Agencyxe "Defense Supply Agency", Department of Navyxe "Navy, Department of the", and the Department of the Armyxe "Army, Department of the".  Because of that varied background, he felt that I would be highly qualified to do the job of DCSPER of Army Materiel Command.

Q:  Well, indeed, what you have done in the past has been unique, and it’s been a distinguished career.  I’m sure you felt not only highly qualified but more than qualified to do the job as DCSPER.  Would you elaborate on how some of the previous positions helped prepare you for the position as DCSPER?

Mr. Jones:  If you look at the two tracks that I had, I had a civilian track, but fortunately I also was able to have a military track through the U.S. Army Reserve Corpsxe "U.S. Army Reserve Corps".  I came into government as a supply intern.  I've served in the logistics field with the Navyxe "Navy, Department of the", the Defense Logistics Agencyxe "Defense Logistics Agency", and as a facility installation type of engineer with the Defense Supply Agencyxe "Defense Supply Agency" while in Philadelphia.  I then went over into the equal employment opportunity area.  Then, I headed up the Army Civilian Appellant Review Agencyxe "Army Civilian Appellant Review Agency", which oversaw all the grievances in the field for the Department of the Armyxe "Army, Department of the" civilians.  Then I was the ADCSPER for the Military Traffic Management Commandxe "Military Traffic Management Command".  Take that civilian track and look at that parallel with the military track, where I served at all levels of command in the Army Intelligence Corpsxe "Army Intelligence Corps", in the Civil Affairs Community, where I reached the rank of Colonel, and I showed the ability to interface with and understand various personnel systems.  In my military career, I served in various career fields, as Plans and Operations Officer, and Personnel Officer, and even had a stint as Supply Officer and Intelligence Officer.  I held all the staff positions, S-1 through S-4, so I was familiar with the military side of the Army.  This, in addition to the vast experience on the civilian side which gave me some qualifications that many civilians who could have been put in this position would not have had.

Q:  What areas consumed most of your time as the DCSPER?

Mr. Jones:  In the environment where we find ourselves now, it is primarily the civilian reshapexe "Downsizing" side of the equation that consumes probably 60 to 70 percent of my time.  The next area, of course, is the military, but to lesser degree, because I do have my ADCSPER, who I pretty much delegated a lot of things and issues in that area to.  And then, of course, other parts of my day or week are taken up with some strategic issues on the community or family support side and, to a lesser degree, the physical security that my provost marshal has responsibility for.  And then, of course, the internal operationsxe "Internal operations" of the organization.

I would say that, if you asked what actually do you do inside those, I guess you can say I attend meetings, meetings, and more meetings.  (Laughter)  But, where I would hope that I would be able to do a lot of these strategic kinds of planning, I sort of force my way into those kinds of stances to be able to do that kind of strategic planning.  But, by and large, a lot of things, because of the nature of reshapexe "Downsizing", are quite often day-to-day actions.  You’re trying to be proactive and stay ahead of the power curve and to give sound advice and assistance to the commanders and managers that are out there in the field and inside this headquarters.

Q:  How have your duties changed since you assumed this position in 1992?  That is, in five years, there has been a great deal of downsizing and change, and now we’re going through a Quadrennial Defense Reviewxe "Quadrennial Defense Review (QDR)", with a potential additional downsizing and change.  How have those affected your position?  Could you give us a broader evolutionary prospective?

Mr. Jones:  When I think of it in terms of the mix of what I do in a given day or a given week, it's changed the amount of time that I am able to focus on the full spectrum of areas inside the DCSPER.  It’s also meant that I’ve had to focus an awful lot on the systems out there in the field, so my travel schedule has intensified.  Because of the kinds of issues and concerns out there, you have to go out there on the ground and talk to the people, and look at them up close.  I try to run the organizationxe "Internal operations" through the ADCSPER internally, for the day-to-day operations, so that I can focus on customer assistance, face to face, up close and personal, with those commanders and managers and supervisors and people that are AMC out there in field.  

I am also having to deal more with the Pentagon, because probably the biggest kinds of things that I have experienced in terms of change is the sensitivity of reshapexe "Downsizing" issues with the Congressxe "Congress", where it becomes more and more difficult to try to work through issues.  Heretofore, you didn’t get a lot of interest from the Congress.  Now, it takes a lot more of your time to work people at Department of the Armyxe "Army, Department of the", the Office of the Secretary of Defense (OSD)xe "Office of the Secretary of Defense (OSD)" and in Congress to get a reshapexe "Downsizing" action through.  This is needed to proceed with what it is that you’re trying to get done on behalf of the commanders that are out there in the field who are having to deal with the congress day in and day out.

Leadership and Management Styles

Q:  On your stylexe "Management style" of management and leadership, what are the techniques you used for handling the vast spectrum of information and ideas, and how do you handle people?  How do you inspire people, and what are your management ideas and stylexe "Management style"?

Mr. Jones:  I guess you would say that my stylexe "Management style", some people call it "management by walking around."  I call it "up close and personal," because you need to commit yourself.  You need to ensure that your people and those that you deal with understand that you - number one - care about them as individuals.  My stylexe "Management style" is that you need to influence folks to do the right thing and to do what’s right, and the way you do that is you place confidence in them.  You give them the broad parameters, you set the stage, you give them any assistance that they need, and you make it clear to them that you’re going to give them a chance to succeed.  Just as important, you're going to give them the chance to fail, but you're not going to criticize them without first trying to help them.  That’s worked for me.  It’s worked for the organizationxe "Internal operations", because it’s an organization that, I believe, has a reputation for people taking care of people.  That kind of management stylexe "Management style" is necessary, as the DCSPER organization, which was close to 200 appropriated and non-appropriated funded employees when I came in, is now down to around 100, which means that there was about a 50 percent cutxe "Downsizing", but yet the task hasn’t changed.  

So some would say you cut all the fat out.  Well, you know that’s a matter of debate.  More importantly, what I think has happened is people have stepped up to the plate and said, "There’s a job to get done and a task to get done.  My boss has the confidence in me that I will get it done.  He’s delegated it to me, he’s given me all the assistance that I need, and by God, I’m going to see that it gets done."

So when you look at the up close and personal kind of management stylexe "Management style", I think it works very well in a downsized kind of environment, because you aren’t getting anymore resources to do the job.

Q:  Describe the leadership and management styles of the CGs that you worked for since General Tuttlexe "AMC Commanding Generals:Tuttle, General William G. T., Jr."?

Mr. Jones:  I have been fortunate in having a look at different management styles.  I believe the Commander of AMC when I came in many years ago as the EEOxe "Equal Employment Opportunity" director, Lieutenant General Sammetxe "AMC Commanding Generals:Sammet, Lieutenant General George R., Jr.", was focused, but was sort of, from what I could glean, the short time he was here that we overlapped, detached.  He didn’t really have a management stylexe "Management style" that seemed to impart a caring for people.  He was more focused on organizational entities, making the organization look a certain kind of way.  

When I look at General Guthriexe "AMC Commanding Generals:Guthrie, General John R.", who followed, I see a person who was clearly a "people" person, and I don’t think anyone you talk to would dispute that.  Jack Guthrie was what you would aspire to be in how you deal with people.  He had a legitimate caring for people and, more importantly, cared that they were treated fairly and equally.  If you look back at that time frame in which he commanded, it was right after Vietnamxe "Vietnam", turbulent times.  Affirmative actionxe "Affirmative action" was really getting moving, and he was the foundation for EEOxe "Equal Employment Opportunity" programs and the diversityxe "Diversity" that AMC enjoys today in terms of leading the Army and leading the way.  

General Don Keithxe "AMC Commanding Generals:Keith, General Donald R." followed him.  He was a caring individual, not really up close and as personal as General Guthriexe "AMC Commanding Generals:Guthrie, General John R." was, but nevertheless, he had a legitimate concern for the welfare of the soldiers and civilians of his command.   He was followed by General Thompsonxe "AMC Commanding Generals:Thompson, General Richard H.", who in fact had a lot on his plate.  He was a focused individual, had a very demanding kind of management stylexe "Management style", which, if I had to describe it, I would say probably many folks found intimidating.  But it worked for him, and so that’s a management style.  It is not a criticism, but I would simply say that’s the way he was successful, and he had made it that way, and if it worked for him, then, okay.  

Then, of course, I believe General Wagnerxe "AMC Commanding Generals:Wagner, General Louis C., Jr." succeeded General Thompsonxe "AMC Commanding Generals:Thompson, General Richard H.".  General Wagnerxe "AMC Commanding Generals:Wagner, General Louis C., Jr." was focused, also.  He was focused on the mission kinds of things, the organizational issues, and so he sort of let people do their thing.  He was trying to ensure that AMC was sold and was selling the AMC story.  He did a very effective job of that.  

General Tuttlexe "AMC Commanding Generals:Tuttle, General William G. T., Jr." came in, and he was a highly structured individual.  I guess that’s attributable to his background, because he had a very strong R&D background.  He had a strong sense of organization, but he also believed in giving people opportunities that heretofore they might not have gotten.  He gave me the opportunity to be the best DCSPER, because he believed in giving people challenges and letting them take them on and helping them where he needed to.  

He was followed by General Rossxe "AMC Commanding Generals:Ross, General Jimmy D.", who again was a person who was focused on trying to define the essence of AMC.  He had a focus on getting at what AMC was and what AMC was about and trying to make the Army understand.  That kind of issue.

He was succeeded by General Lee Salomonxe "AMC Commanding Generals:Salomon, General Leon E.", who carried on that tradition.  He had a strong marketing philosophy, which helped AMC immensely with what he was trying to do, and he had a legitimate caring for people, as he demonstrated in some of the things that occurred during his tenure.  

Followed by the current Commanderxe "AMC Commanding Generals:Wilson, General Johnnie E." who, everyone knows, is a "people" person.  It’s ironic that one of the folks, one of the original commanders that I mentioned, was Jack Guthrie.  Johnnie Wilson is a throwback, in a sense, to Jack Guthrie, in terms of his caring and generally caring for people.  If you ask who the "people" generals were that I worked under, I would say they were Jack Guthrie and Johnnie Wilson.  General Guthriexe "AMC Commanding Generals:Guthrie, General John R." was my mentor.  Because he did care about people, he recognized that one of his leverage points was ensuring fairness, and he looked to the EEOxe "Equal Employment Opportunity" officer to do that.  He took the Army on in terms of, is it fair to have people who are working in civilian personnel who are one functional versus an EEOxe "Equal Employment Opportunity" officer who has the whole spectrum?  General Guthrie saw that I was only at the GS-14 level and yet, others who are in stovepipes in the personnel community who were GS-15s.  He saw a sense of fair play to give status to the EEOxe "Equal Employment Opportunity" program.  He insisted and worked it through, and so I became the first GS-15 EEOxe "Equal Employment Opportunity" director at the Major Command level within the Department of the Armyxe "Army, Department of the". 

He also was instrumental in getting me into the first and only Army SESxe "Senior Executive Service" candidate development program.  He personally interceded, endorsed, gave me recommendations to get me in there, and then served to give me guidance and worked with the person who was appointed as my formal mentor, because he knew he was not going to be here.  That was Frank Cipollaxe "Cipolla, Frank" who, as you may know, ultimately left here as the Director or the Deputy Director for Personnel, Training, and Force Development, the organization which preceded the DCSPER.  If he had been in this organization - the DCSPER/ADCSPER - he would have been the ADCSPER.  He went over to the Department of Defense and, now, of course, heads up the civilian piece of the National Academy of Public Administration.  So through General Guthriexe "AMC Commanding Generals:Guthrie, General John R.", he was able to show the way to move me forward, to get the doors open for me, to get me professional guidance and the leadership, the mentoring, and the stylexe "Management style" that works in a successful organizationxe "Internal operations".

Initiatives

Q:  Sir, what were your major initiatives at DCSPER and the major problems, maybe we shouldn’t say "problems" but "challenges" you faced in getting these initiatives accepted over time?

Mr. Jones:  Well, I guess I'd like to focus on one, because that sort of encompasses an awful lot of initiatives.  Take our Organizational Vitality Initiativexe "Initiatives:Organizational Vitality Initiative", which focused on the positive aspects of what you need to do in an environment where the organizationxe "Internal operations" is being downsizedxe "Downsizing", reshaped; where you’re trying to pay attention to those who are leaving, taking care of them as they go out the door, but also and just as importantly, trying to find the balance between those that are staying, who comprise the "legacy" of the organization.  When I say "legacy," I mean those individuals who will carry AMC into the 21st century.  But you need to give them the trainingxe "Training" that they need, provide them the leadership skills, and also ensure that you’ve opened the communications.  

So when you have those three elements of commitment: training, leadership, and communications, you have a powerful synergy that has brought success.  In spite of the downsizing, in spite of the many things that have happened to people, we have an awful lot of success stories. And I think they manifest themselves in many of the Malcolm Baldridge Awards, because it says that people are still proud of their organization.  They’re proud of what they do.  They’re focused on taking care of people that leave and people that stay and on moving the organization’s soldiers, civilians, and families - wherever they may be - into an environment in which things are going to happen in a positive kind of way.  Through Organizational Vitality, we’ve maintained a high level of productivity, of quality and benchmark organizations that people like to be a part of.

Q:  Did you make any major organizational changes?  If so, why?  Do you see a need to change the organization, staffing, or budget responsibilities within your office circle?

Mr. Jones:  We didn’t make any major reorganizationsxe "Reorganizations".  We did civilianizexe "Downsizing:Civilianizing" the community and family activities chief, which used to be a colonel position, to a GS-15.  As the Army was downsizing and as we needed to have quality leadership, we opted to take that colonel position and make it a civilian GS-15.  It has worked really well, especially when I see the high degree of productivity that that organizationxe "Internal operations" produces day in and day out.  We have worked more on building the team that we have through cohesive teambuilding strategies, periodically working through strategic kinds of issues that the organization is going to face in the 21st century.  The organization recognizes that it still has to reshape itself and reduce itself commensurate with the Command restructuring and downsizing, as well as the shrinking of the headquarters, and still remain an organization of people serving people that focuses on quality to the customer, whoever that customer might be.  

They have a realization and acceptance that they have to find better, smarter ways of still doing those kinds of things and that they’re going to have to begin to blend more and more with contractorsxe "Contractors" vice government employees in the new kind of AMC.  I look at AMC in 1987 as a million civilians and through the year 2007 as a million contractorsxe "Contractors".  And so you can see that, as you go through, there has to be a realization within this organization of how you make that transition to deal with that substantial kind of change as you move out to 2007.

Challenges and Accomplishments

Q:  What was your greatest challenge?

Mr. Jones:  Trying to maintain the morale, quality of life, and productivity of the-organizationxe "Internal operations", keeping them upbeat as the organization shrankxe "Downsizing" and as they saw AMC shrinking, and ensuring that this was not Armageddon.

Q:  What were your most significant accomplishments?

Mr. Jones:  Well, many things come to mind.  Going back into the 60s, an initial breakthrough when I was with the Defense Logistics Agencyxe "Defense Logistics Agency" was being the first Black/minority to hold a top-level management position at the Defense Industrial Supply Center as a Deputy Director of Installation Services.  It was probably unheard of in the late 60s and especially within the Department of the Navyxe "Navy, Department of the", who didn’t have a sterling record of equal employment opportunity successes, but I guess I would be one of the earliest successes they had.  And then, of course, the job that I did as the EEOxe "Equal Employment Opportunity" director, helped by General Guthriexe "AMC Commanding Generals:Guthrie, General John R.", because of his strong command leadership, but fashioning a program which was the envy of many government agencies.  Then putting together a program in the face of downsizing, Organizational Vitalityxe "Initiatives:Organizational Vitality Initiative", in the last five or six years.  

On the military side, probably the most significant one is what my folks and I did over in the follow-on to Desert Stormxe "Desert Storm", because as you know, my Reserve unit had to get involved in the Kurdishxe "Kurdish Relief" relief operations and went up to northern Iraq and Turkey after thinking we were coming home from Desert Storm.  We put programs in place for units that General Shalikashvili headed.  I have a letter from him that commends my organizationxe "Internal operations" and me in pretty direct terms that we were able to relieve the dying and the suffering of the Kurds, who were trapped up there in northern Iraq with Saddam Hussein.  He was literally slaughtering them and getting them resettled.  Our humanitarian assistance and that "military relief" - I guess that's the way you would characterize that - is one I personally feel and still get a great deal of satisfaction from, in seeing up close and personal peoples whose lives you know you saved and changed.

Q:  You’ve done a great deal also at AMC as DCSPER.  Talk about your accomplishments here as DCSPER of AMC, as well, at the highlight of your career, the apex of your career.

Mr. Jones:  Within the DCSPER, the highlight here is looking at the organizationxe "Internal operations" and putting in place programs that have given people training that they might not have gotten.  Across the Command, in the face of not having programs for leadership developmentxe "Initiatives:Leadership development", where there was a void, we put programs in place.  This ensured we helped people to get what they might not have gotten, but needed to aspire to GS-15s and SESxe "Senior Executive Service".  Seeing them, actually, in the face of all the downsizing, being promoted and being promoted in large part because they were able to take advantage of our senior management executive development program we set up for them.

Q:  What areas still concern you, and what things did time not allow you to complete?

Mr. Jones:  The biggest concern, which is going to be continuing, is the uncertainty of continuing workforce reductions.  Just as you thought that you had bottomed out with the reductions, you now get a new, significantly lower target, which causes a tremendous upheaval within an organization already in turmoil.  The concern is that many of the programs we’ve put in place to help people, need now to be substantially upgraded and resourced.  I'm just not sure that we now have the capability or the will to see what's needed, because of changes in the leadership at the top and the uncertainty of who will come in behind, what will be their view of caring for people.  Changes will occur soon.

I would have liked to see the organization stabilizedxe "Downsizing".  I would have liked to see it stabilized, so that, as I leave it, I would be leaving it with a fairly calm environment.  Clearly, after 37 years, I guess I have the will, but I just don’t have the time in terms of what my life’s ambitions are to see it through for what I foresee as probably another 10 years.  Although you say QDRxe "Quadrennial Defense Review (QDR)", 2004; based on what I’ve seen over the last 10 years, we would be fortunate if, by the year 2007, there is the stabilization within this command where you can then move on with taking care of what needs to happen.

I would have liked to see the senior managementxe "Initiatives:Senior Management Executive Development" executive development program certified as a legitimate candidate development program by the Department of the Armyxe "Army, Department of the", where people could be pre-certified and selected, so we don’t have the convoluted process of trying to fill our senior civilian positions through the SESxe "Senior Executive Service" process.  So as I leave, one of my greatest frustrations is that we still have an SES approval process that is far, far too convoluted to serve the leadership of AMC and the Army well.  And unfortunately, we have not been able to make the inroads that I would have liked to make that happen.  There would be some people who probably would be irritated with that comment, but that’s the truth.

Q:  That’s one of the major issues you think your predecessor or your successor would face?

Mr. Jones:  They’re working it, but that’s one of the issues that my successor is going to have to deal with.  Another one, of course, is how do you, in the face of what people see as continued downsizing that seems to have no bottom to it, inspire people across the Command to keep upbeat programs, to keep Organizational Vitalityxe "Initiatives:Organizational Vitality Initiative" programs, that people feel a sense of confidence in?  It's not bottoming out, and then as you look at the military, it’s no better.  As you downsizexe "Downsizing" the military to the degree that we have - I remember in ‘89 when we were up around 9,000, and today we’re down below probably 3400 headed toward a little over 1,500 - in the face of that and the civilian downsizing, it’s amazing to me that we still are doing it.  The AMC work force, military and civilian, is an amazing work force.

Q:  What advicexe "Advice" would you give your successor?

Mr. Jones:  I don’t know if they would be calling me.  I would tell that person to keep focused on what the job is about, and that is trying to find a way, in spite of all the things that are happening, to take care of the soldiers, civilians, and families for which the DCSPER has the primary responsibility on behalf of the Commander.  If you lose sight of that, then you’ve lost sight of why there is a DCSPER.

Organizational Structure ( Regionalization

Q:  Changes in the organizational structure.  Do you think it’s been a beneficial change in DCSPER operations?

Mr. Jones:  I think you need to go back to what roles have changed.  Under the National Performance Reviewxe "National Performance Review", under Vice President Al Gore, they identified certain occupations that needed to be reduced substantially, and one of the occupational areas that they named was civilian personnel administration.  DOD and the rest of the government had a mandate to reduce the size of its civilian personnel community, so they withdrew dollars through the budget process, which meant you had no choice but to reducexe "Downsizing" the size.  If you stayed as you were, did you have the ability to still accomplish the myriad of services that a civilian personnel office provides?  Clearly, you could have provided them, but not at the level that you would have needed to, so the alternative is to try to find a completely new way of doing business.

Because DOD was looking to try to make things more standard across DOD, they then said that the services had to regionalizexe "Regionalizing".  Army got out in front and said, "We will, in fact, divide up into regions."  DOD approved that plan and said, "Go for it."  Army has been charging forward, but the problem is that it relies heavily on automation, and because the automation wasn’t there when it was standing up, a big void was created trying to accomplish what the expectations were.

In the face of that substantial culture change, not being able to execute anywhere near what you anticipated has caused an awful lot of uncertainty and I guess you could say lack of confidence on the part of people whom the civilian personnel regionalxe "Downsizing:Regionalizing" centers and their local civilian personnel advisory centers are going to service.  There have been discussions, of course, because as you look just in this building at the on-site civilian personnel services, the numbers are too small to accomplish the needs.  But you have to remember that we’re still going through the transition in an awful lot of things that the civilian personnel office used to do for you.  The managers are going to take on an increased responsibility, just for instance, in the area of classifications of positions.  That’s one of the areas where the managing supervisors are going to have a key responsibility, and they’re being trained up now.  The success of civilian personnel regionalization is going to depend a great deal on how quickly we can get the automation hardware, and how well the software works, and then, thirdly, the quality of people that we still will have at the regional centers and the advisory centers.  

My biggest concern is the quality of people that are on site, because the highest grades are at the regional centers, and you can understand that your best and your brightest tend to go where the higher grades are.  We have a tremendous training requirement for on-site people in those advisory centers, in training managers, in getting people to accept the culture change, and in how we do business and how information flows from one regional site down through and to these various locations that the regional sites services.

Q:  How does it work in terms of AMC and the regions?

Mr. Jones:  It depends on what region you’re in.  Within the capitol region, we’ve had an awful lot of growing pains that they are fixing.  Many would say, and rightly so, probably, that they aren’t being fixed fast enough or they’re not being fixed so that they don’t recur.  But I’m confident that, because of who it services, namely the high-level officials in the Pentagon and high-level officials in other Army agencies in the capital region, that the problems they’re experiencing will be fixed.

Q:  How about for the field?

Mr. Jones:  Again, it depends on what regions you’re talking about.  You know, you can go look at the west region.  They’ve just awarded that regional center to Fort Huachuca, so they have a schedule that is further out.  If you go to the southeast, which was the first one, they’re pretty well along, but then they don’t have, I think, the myriad of organizations or installations to deal with like the Northeast, which is up at Aberdeen.  That processing center has a substantial number of different kinds of activities, and, of course, they're heavily AMC in that particular region.  

So, really, if you look at the various regions, it depends on which ones you go to.  If I had to give any of the regions marks, I wouldn’t give anyone above a “C”, because we haven’t gotten there.  In many instances, it’s not that they aren’t competent; it’s because they haven’t gotten the primary tools that they need, mainly the automation that they need.  Until you can get the automation and get the managers up and running, and get all of the software out there that needs to get out there, and get the DOD functional process improvements out there that need to get out there, you aren’t going to get much above a “C”.  You have any that are flunking?  Yeah, we do, and I’m not going to name them.

Newcomers Briefings

Q:  The newcomers briefingsxe "Newcomers briefings", do you think they are effective?

Mr. Jones:  I’ve gotten some positive feedback.  Of course, we really just got those cranked back up in the last year or so, because we recognized within the headquarters that there was a void.  They were still going on out in the field, but I guess as the headquarters, you become perhaps a little too focused on other kinds of things, and sometimes, you forget to focus on people who are coming into your organizationxe "Internal operations".  And so, yeah, I think that it has given many of the people who come into the organization at the headquarters a little different perspective.  I think you also have to recognize that at a headquarters, the people that come into a headquarters, many of them or most of them are people at higher levels, people who have an extensive familiarity with government and, more importantly, within the Army.  They understand AMC, because they’re coming from AMC installations, as opposed to people who go to the AMC installations, who quite often are people who have never been in AMC, who come off the street, who come in out of the school houses, etc. 

So if you look at the mix of people, you might sometimes tend to overlook the fact that you still have to tailor something for anybody who comes into your organization, be they military or civilian at the headquarters level.  So I think that they have given people a sense of what’s going on out there in AMC, so that they can deal more effectively with their customers.  I think that, really, the ultimate test is how our customers feel about how people in the headquarters are dealing with them: Better, worse, same.  That would really be the sensing, and so far, to my knowledge, no one really has taken a sensing.  At some point, if you have a benchmark, and you then do that survey, it would be interesting to see what that would be, and that would be an indicator of how the newcomer’s briefings are.  

I think, from a newcomer’sxe "Initiatives:Newcomers briefings" perspective, if you question them, those who attended would probably say that they’ve been to the good.  I think they couldn’t deny that they were helpful.  They at least got an understanding of what AMC is and how you do business inside the headquarters and outside the headquarters.

Contractors - Downsizing

Q:  You mentioned contractorsxe "Contractors", and you sort of presented a portrait of AMC being largely contractor work in the year 2007.  Would you shed light on this vision and on how this is going to work?  What is "inherently governmental," what is not, what kind of impact contractors are going to have, and when really the balloon goes up?  What is your philosophy?

Mr. Jones:  Well, you are going to get all kinds of debates about it.  Right now, of course, they’re trying to clearly define what’s "inherently governmental."  We’ve made a honest attempt, I believe, to do that as we’ve worked through this in concert with the legal folk, but I’m not sure we’re there, yet.  I think the concept is that, as the work force gets smaller and because of the need to cut the size of government which, of course, as you know, is a strong initiative of this administration, endorsed by the Congressxe "Congress", that we still have work to get done.  So the question becomes how do you still get the work done and satisfy the administration’s intent to downsizexe "Downsizing" government?  And supposedly do it faster, cheaper, etc.  

I’m not sure contractors can do it faster, and I’m not sure they can do it cheaper.  My sensing of it, though, is that, because of the initiatives that are from a lot higher pay grade than mine, that are all over the political spectrum, that you are going to have many, many more political overlays onto that.  This is going to drive the contracting of many functions, whatever they determine is not "inherently governmental."  Only time will tell if it becomes more efficient.  Of course, the ultimate test will be how efficient it is, and if the balloon goes up, have we in fact gotten ourselves more efficient or inefficient, and I just hope that we don’t have to pay for inefficiency with some young man or woman’s life out there on the battlefield because of that.  

Contractors are good, dedicated folks, but the reality of it is that they are doing it for a primary reason, and that’s the profit motive.  Some people would say, "Well, they are patriotic."  Well, I imagine some of them are, but the bottom line of any company contractor is a profit.  So you’re going to have different skills, and you’re going to need some of the motivations to make things happen.  Clearly, where the things that contractorsxe "Contractors" can do are going to be overseen by government employees.  We are going to say that you need to train the government civilian to do perhaps a little different, non-traditional kind of job because of the fact that they now have many of the doers being contractors and the government employees being the people who oversee.

Q:  The glidepathxe "Glidepath" started down under General Rossxe "AMC Commanding Generals:Ross, General Jimmy D." and has been going down and down ever since then.  When are we going to reach a breaking point in AMC?

Mr. Jones:  Some functional areas will tell you we’re probably just about there.  I think the first thing that you will find, whether we did or didn’t, is in the military.  We are going to find out pretty quickly with the "take out" plan that we’ve got to take 2000 out of this Command by the year 2000.  We are going to find out real quick if something is broke.  Civilians will be a little longer time frame out.  If you sense that the civilian piece is broken, the way we fix it is through outsourcing.  It probably would have been broken before now, if we hadn’t had the ability or the dollars to go contract some of those things out.  Because if you look, there are people who have said that AMC is about the same size as it was except now you’ve got more contractorsxe "Contractors".

Q:  So we haven’t really downsized it, we just contracted it out?

Mr. Jones:  That’s what I’m saying.  You simply moved the peg.  But you see, until you really look at it, you don't know.  At some point, I imagine some oversight agency will pick it up.  We are beginning to get the question now, "How many contractorsxe "Contractors" do you have?  They call them our "shadow" work force.  What did you downsize?  What are the contractors doing?  How did you compensate for that function?  

Probably the only way to really take a look at that is to look at what functions you were performing 10 years ago, what functions you are performing now, how were the functions that you are performing now done 10 years ago, in terms of was the government doing them or what?  And if it’s still there and the government’s not doing it, then, who’s doing it?  Or maybe it’s not being done, and so it would be interesting to see how many things are not being done.  I would submit to you that we are told we aren’t going to do many things, and when someone screams from on high or some congressman asks or somebody in the Pentagon asks, then all of a sudden, we’re doing it again.

Q:  Is there a concern, in keeping large proportions of contractorsxe "Contractors" and the few remaining true civilians working for the Command, over the loss of continuity over the way things have been shaped over the years and over the operation, the method of doing of it?

Mr. Jones:  Well, there’s always that fear, because as you well know, you don’t get people who will contract it forever.  You know they have a set time, and then you go back and re-bid them for a new time.  And so the likelihood is that, as more and more people become aware who are looking to contract things, the competition becomes more intense, and the likelihood is that you are going to lose the continuity, and that’s the downside.  The good side of it is that, at least in new competition, perhaps you can improve the quality and the efficiency, because you’ve got people in competition.  The danger is, of course, that if you don’t get the competition that you are looking for, you wind up with one contractor who charges extravagant fees, and so you're not more efficient, and you are not less costly. 

Q:  And every time with a contractor you yield, and if you want to make any changes, it will cost you and you have to re-bid.

Mr. Jones:  But because that’s the nature, and you have to accept it, you have to find a way of trying to deal with it.  That’s what I was trying to emphasize with my folks.  Here’s the reality:  Turning back is not an option; you have to find a way to make it happen and go forward and look at it as a new day, a new opportunity.  I know they say, "It’s easy for you to say that, because you are going out."  Well, I will say to you that I’ve said this back in 1992 as we started this process right after Desert Stormxe "Desert Storm".  You need to look at things as a new opportunity; I still maintain that philosophy.  Look at it as a new opportunity.  And find ways to make it work for you.  If you do that, I think that, and as I said to folks, you will stop focusing so much on, "Am I going to make it through, or am I going to get out before they get me." 

Purple Logistics and Stars

Q:  How do you see this purplexe "Purple Logistics" (joint military forces) thing?  What’s the future of AMC versus the Defense Logistics Agency (DLA)?

Mr. Jones:  You are going to see probably more DLAxe "Defense Logistics Agency", as you go more and more towards standardization at the DOD level.  But are the Services going to be able to put together a warfighting strategy that would say that DLA can do what the Army Materiel Command, the Air Force Materiel Command, and whatever element within the Navyxe "Navy, Department of the" is doing for their counterpart of materiel kinds of things?  I’m not sure that the DLA kind of organization will be equipped to do that, because before you can do that, you first have to get the Services to accept common kinds of warfighting support stock.  If you don’t do that, taking the Army Materiel Command and the Air Force Materiel Command down is folly, because you’ll never be able to support the warfighter.  And so if you want to do that and you are penny-wise and pound-foolish, go ahead, but somewhere down the line, an American young boy or girl - I hope it’s not my son, who is 10 years old - is going to pay the ultimate price.  

Q:  Do you see AMC as being a 3-star post through the year 2007?

Mr. Jones:  I think AMC will remain a 4-star postxe "Reorganizations", and the reason I think it will remain a 4-star post is because of who it has to deal with.  I know they say the CINCxe "Commanders-in-Chief (CINCs)"

xe "Commanders-in-Chief (CINCs)"s are important and the warfighters are important, but let me tell you that, when the congressmen are looking for someone to talk to, they want to talk to somebody who has horsepower and somebody who is dealing with issues within their districts.  They understand the rank process.  As you know, in spite of the warfighters and everything else on the congressmen’s scopes, especially as you get close to elections, interest is heavily slanted towards issues that AMC has oversight on.  I will say to you that they want a 4-star commander at AMC talking to Congressxe "Congress", and I would think that the Pentagon would want a 4-star commander over there to talking to them.  Because if they don’t, what they will wind up with is the Vice or Chief of Staff of the Army on Capitol Hill talking to Congress on AMC kinds of issues, when they need a 4-star over there who is representing AMC, talking those kinds of issues.  

So it’s going to remain, I would think, a 4-star because it‘s a highly politicized position.  It’s also a position that has to deal with the CEOs in private industry, and it’s going to be even more so because you’ve got all these contractorsxe "Contractors" and these CEOs you are going to have to deal with.  If the Chief of Staff of the Army or the Vice Chief of Staff of the Army want to deal with all these CEOs on an ongoing basis, be my guest.  I don’t think they've got the time.

Q:  This is the only 4-star post for a logistician?

Mr. Jones:  That’s my point.  When you are talking private industry and you are talking about a contracted command, you are talking about a command that needs to deal with some very heavy hitters.  I know General Tuttlexe "AMC Commanding Generals:Tuttle, General William G. T., Jr." would say to you that you could contract it out, but the reality of it is that is where the politics are.  Who will deal with the Tuttles and not necessarily the Tuttles but the Boeings, etc., because those are the heavy hitters.  And the heavy hitters, if they don’t see a 4-star there, they are gonna be saying, "Shucks, I don’t want to talk to that 3-star.  I want to go talk to the Chief of Staff of the Army or the Vice.  That’s where the 4-stars are.  Take me to your leader.  I’ll see you later."

Conclusion

Q:  If you were here five more years as DCSPER, what would you do, if it were your choice?

Mr. Jones:  If it were my choice, I would begin the process of trying to identify the skills that the work force needs in a new environment that’s heavily contracted and then what commitment in dollars.  You need an increased investment in training for these individuals so that they have the skills - the government employees - to deal with that new organizationxe "Internal operations".  I would also look for ways to incentivize people toward increased productivity.  To ensure that we have the lines of communications, I would focus on the triad of Organizational Vitalityxe "Initiatives:Organizational Vitality Initiative" to really push that extra hard, because you are going to need it as we get smaller.  I would also push the leadership to give me what the bottom linexe "Downsizing" number is.  Stop playing around, stop changing the number on me every three years, getting smaller, smaller, and smaller.  If you are going to do away with the Command, then somebody make the decision, and let’s get on with it, because it’s too important an enterprise not to get on with.  At some point, as you keep nickel and dime-ing, a balloon goes up, and now you are out there, and you’ve lost your ability to do the job.  

So you need to look down the road with all the threats that are out there and try to come to some kind of conclusions, rather than nickel and dime-ing and piecemealing and causing people to sort of wait it out.  What you have if you aren’t careful, and I’m sure you have heard some of this, is people are looking at "When am I eligible to retire?"  Because what their concern is is give them the time lines they have, or "They’re going to get me first," or "I’d better get out of here before they get me."  With that kind of a mind set, you can understand that a lot of people aren’t going to do their best work.  So I would work toward that from that end, to try to make that happen, to try to get that number, so that people stop focusing on "Am I going to get out before they get me so that I can retire with a full annuity?"  Because the best and the brightest are saying, "I’m not going to wait until they get me; I’m going to find myself another place."  So what you are going to wind up with are mediocre people who can’t find a job someplace else or really don’t care anyway.  And so how much high productivity can you get with that kind of a workforce.  So you have to be very careful.

It’s been a great 37 years, and if I had it to do again, I wouldn’t do it any other kind of way.  I’ve been fortunate.  A lot of things have happened over the years, but I guess if I had to encapsulate it, I would use the words of Thurgood Marshallxe "Marshall, Justice Thurgood" and say, “I’ve done the best I could with what I’ve got.”
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Personal Experiences

Dr. Darius:  Have you studied race relations throughout your private life and career?  If so, what have you noticed?

Mr. Jones:  In my privatexe "Personal experiences" life, I guess I really wasn't fully aware of the implications of race relations in the country until I went away to college, Penn Statexe "Penn State University" back in 1956.  I had spent my younger years in Philadelphiaxe "Philadelphia, PA", and I was shielded from a lot of the things that were going on outside of Pennsylvania.  When I went away to school and to college up at Penn State and away from Philadelphia in the inner city, I got used to a fairly diverse group of individuals: whites, blacks, a few Asian-Pacific Islanders, and a few Hispanics.  One year at Penn State, out of a student body of 12-15,000 on the main campus at University Park, Pennsylvania, there were probably 300 African-Americans.  As I talked to people from around the country, mainly Caucasians, I learned that their view of African-American was something that they obviously had learned from their parents.  Therefore, they were victimized by many of the stereotypes in this society.  Having to overcome those kinds of things within the university itself was an experience and helped me over the years.

I guess one of the things that would manifest itself that you could attribute to nothing more than the fact of the color of your skin was that, in some of the courses I would take, you were able to take "take-home" exams and write papers.  Some of my good friends, Caucasians from different parts of the country, would rely on me, because I was a good note taker and would do my research and write my papers.  I would, be it legal or illegal share my papers with them, and they would take my papers and virtually write the same paper and turn in the same paper that I would, and they would get A+s, and I would get Cs.  I attributed it to nothing more than the color of my skin.  This was back in the ‘56 to ‘60 time frame.  A couple of times, I called it to the attention of a couple of the deans at the risk of getting expelled, and my mother tried to talk me out of it by saying that they will accuse you of being the one cheating, and I said, "I’ll take my chances because I produced the notes."

The way they solved it - because the students I was helping had some fairly "well-heeled" parents, captains of industry, who had some fairly large-size dollars and contributed to the university - rather than take action against me, knowing full well that I had the proof that they were my papers, and rather than take action against the individuals, I found that my grades were upgraded not to an “A” but to a “B”.  I decided that, well, okay, I'll take that.  That was the first time that I became aware that there were problems with race relations.  That helped me over the years, as I’ve looked back on that experience, to realize that you need to sometimes find a different way of doing things to make things happen.  As I look at my career, I begin to find some of those things also manifesting themselves in the way decisions were made back in the early ‘60s when I first came into the governmentxe "Government employment".  The way they’re made now, there is a distinct difference.  I hope that progress will continue.

Dr. Darius:  Do you have any other similar anecdotes beyond college that perhaps you’d like to share with us on your private or career life?  How would you describe race relations changing over the last forty years?

Mr. Jones:  I think they are perhaps not as blatant, and some naysayers have adopted the argument that there’s a race preference for decisions that are made, be it college admissions, contracts, or employment decisions, that peoples' color or sex (if it’s female ( gives them some warped kind of preference in hiring decisions.  People who were as qualified or better qualified than Caucasian males in the past but did not get the job are now getting the job.  In some warped way, they’re saying those highly qualified people of color and females are less qualified, when in fact, they are better qualified and as qualified.  It’s manifested itself in some of those decisions that are on the books, and this is overlooked.  What has happened is, if you look at industry and if you look at government, the proportion of women and minorities who are in top-level key positions in or outside government is small.  If you look at the right things, you know there is still discrimination.  One can draw the conclusion that discrimination is still against women and minorities simply by the numbers that are not there.  

If you go off to some of these training courses that they have at Brookings and at Harvard and look at the makeup of the classes, and if you walk into the board rooms of these Fortune 500 companies at these seminars, you can draw your own conclusions.  Look at who’s in the key positions, I mean your latest surveys show that there hasn’t been much change in the very top since the 1960s.  Some little movement, but not a whole lot.  When you start talking with debaters on affirmative actionxe "Affirmative action", I say let’s focus on the top and ask why does the top look the way it does.  But they’ve masked the argument by talking about quotas.  They’re talking about preference decisions by singling out certain other decisions.  What the debate ought to be about is who is making the decisions at the top, what did it look like then, what does it look like now, and so how has preference occurred for known minorities that would have caused them to rise into those positions, because they just aren’t there.

What I’m saying to you is, as you look at the upper echelons of government and the upper echelons of industry, there haven’t been a lot of changes.  The Army on the other hand, the uniformed side, has done a good job.  I wouldn’t say a great job, because there have been some things that perhaps I’ve seen over a military career in the Reservesxe "U.S. Army Reserve Corps".  The civil affairs units when I first came in were almost all white males, a few women.  Now they have quite a few women, white women, and very few blacks.  In the office of Chief of Army Reserves and civil affairs units, because they are the elite units where the rank is, I’ve seen these units now show a reversion to what they used to be, primarily Caucasian males at your upper ranks and in the Reserve structure.  If you look at the Reserve structure, who the general officers are, again, if you have one or two general officers of color in the Reserve structure, you’re fortunate, because they just aren’t there.  The Reserve structure has not been as successful as the Active Component.

In the National Guardxe "U.S. National Guard", you know I hate to use the word, but the National Guard is an abomination when you look at how many general officers of color they have; I don’t know of any in the National Guard.  They need to be careful in the Active Component because, if they aren’t careful, they’ll turn the clock back there, too.

Current Situation

Dr. Darius:  How is the situation in the active Army now?

Mr. Jones:  The active Army, I think, is healthy.  I will tell you that the Army has made a considerable effort to try to make the Army reflect what the society looks like, but that’s a conscious effort.  There are no quotas involved there except to make a conscious effort to say, "Hey, we know that what we were doing before wasn’t right."  If you go back to the decisions to integratexe "Integration of the Armed Services" the Armed Services in 1948, that’s an admission right there.  That says that there is a vestige of what was then.  Those people that were there then have gone out of the Service.  But remember, today’s leadership sprang from somebody.  They didn’t just come out of nowhere.  They have some baggage that they still have from their forefathers, who manned the Armed Services, whether they want to admit it or not.  They need to make sure that they don’t, in fact, fall into the traps and the debates that are going on now in the general society, like Proposition 209xe "Proposition 209" out in California where they, in fact, are turning the clock back, because they said in effect we don’t need to do anything positive because nothing’s wrong.  We need to go on with business as usual.  

Mr. Bellafaire:  Do you think that’s a trend?

Mr. Jones:  Yes.  You know, people have been captured in the debate, but again they muddle the debate by saying that there are preferences where there need not be.  What I’m saying to you is, let’s take the preferences that you’re talking about, and where you have two people who are relatively- who are equal or not equal- where you had in the past many women and minorities who had superior qualifications who were not selected for positions. . . I don’t know of any minority or woman who has succeeded to positions in the government (because that’s my closest orientation to SESxe "Senior Executive Service" positions) without college degrees.  There are quite a few SESs around right now, recently selected, white women and white males who have a high school education and have been selected over blacks and women who have college degrees and masters degrees.  My question is, where is the preference?  You find the same thing out in the general society.  Proposition 209 has masked the argument.  What I say to those framers of Proposition 209 is, go ask the people in private industry, why are your boardrooms made up of white males?  Why?  You know, where’s the race preference when you’re talking about those?  You know, you can talk about the bottom jobs or those entry-level jobs, but the issue is, who’s at the top?  Who’s making those corporate decisions where the big dollars are?  Corporate America is still, in fact, not letting minorities into their inner circle. 

Corporate America, is of course, who finances the campaigns and the politicians out there.  Pete Wilson and Proposition 209.  I would say to Pete Wilson, “Okay, Gov. Wilson, let’s go into the board rooms.  Where did some of these decisions, affirmative actionxe "Affirmative action" decisions, disadvantage somebody in the board room?”  Who did they disadvantage?  They disadvantaged minorities.  How do you overcome that?  The only way you overcome that is, "Hey, put something on the book that says, you in fact have to correct that, because you aren’t going to tell me that is the way it is and say it didn’t occur through some malice aforethought.  How do you correct those past positions?  

The people in the civil rights movement have, perhaps, let themselves be captured by that debate, when in fact, they shouldn’t have been captured by that debate and been deflected into an argument that doesn’t hold water if you frame it in it’s proper perspective.  What’s happening at the top of America?  What’s happening at the top of corporate America?  What’s happening at the top of government?  What's happening at the top of the Army on the civilian side?  You can go on and on, organizationxe "Internal operations" by organization, and what you find is that things have changed very little at the top.

Mr. Bellafaire:  A year ago, we saw that whole issue where those corporate members were caught on tape.  They gave discriminatory remarks, obviously indicating they weren’t going to allow anybody up, and here we are a year later, and it doesn’t look like we’ve made any progress at all.  In fact, it sounds like it’s been swept under the rug.

Mr. Jones:  It’s sort of like in Hamletxe "Hamlet" when he’s asked, "What are you reading?"  And he said, “Words, words, words.”  And so, that’s how I look at what’s happened since last year.  You know they’ve postured.  They’ve had a lot of studies.  They’ve hired contractorsxe "Contractors" to do these diversityxe "Diversity" studies, but what’s changed, and what’s on paper?  "Words, words, words!"

Diversity Programs

Dr. Darius:  These diversity programs, ethnic awareness programs, do they really do any good?

Mr. Jones:  They’re a nice eyewash.  It says that, you know, you are doing an awakening, but what you find is that usually the diversityxe "Diversity" programs are like preaching to the choir.  That is to say, if you have African-American history monthxe "African-American history month", unless the commander or the top person in the organization tells people they will go, they don’t attend voluntarily, unless they’re African-Americans, if it’s African-American month.  If it’s Women’s History Monthxe "Women’s History Month", it’s women.  And so, you know, who goes?  It’s the people who least need to go.  The people that should be going are people who are not part of that group, because that’s how you have an awakening and an awareness.  But more than that, what the diversity programs ought to be focusing on is, what commitment are you going to make?  It’s sort of like the political parties when they ask you what commitment are you going to make as a person to this cause if you sign up and you make a commitment.  Then, I think you now have gotten the essence of what these diversity programs and celebrations were supposed to be all about.  It’s raising the consciousness level, but more importantly, getting people to committing to doing something.  That’s what’s not coming out of these, a commitment to doing something.  

Dr. Darius:  In other words, you would leave that to the commander to make the commitment?

Mr. Jones:  I think that, in a way, if you raise the consciousness level, the commander ought to challenge people to make a personal, professional commitment that they believe in doing the right thing, and that’s hard for people.  As government and the Army and DOD get smallerxe "Downsizing", it's "Why should I give up my chance and help someone else, when it’s every man for himself and god for us all?"  You’re going to have that, and it’s very difficult to get that kind of commitment in a downsized environment.  If jobs were plentiful, then, yes, you could probably get that commitment, because people don’t feel threatened, and they say, "Oh, there’s plenty out there.  I can let you have some."  And they will tell you that the impact of downsizing is minimal because we haven’t lost much ground with women and minorities.  Yes, you have, because what you’ve lost is you’ve lost the consciousness and the ability to gain the commitment of people who are not part of the groups, who have been historically discriminated against and disadvantaged.  People see a shrinking ability to get themselves ahead, so they can’t afford to think corporately.  They have to think from a personal perspective.  That is the thing, in my estimation, which will impact the government, it will impact the Army, it will impact AMC.  In the long run, it will be in the mindset of the people who are left to carry on the organization.  That’s what the Army needs to be sensitized to, both uniformed and non-uniformed.  If you don’t do that, then what you’re doing is you’re building an ingredient for lack of teamwork.  The Armyxe "Army, Department of the"’s motto “one team, one fight,” well, I will tell you that will be rhetoric and nothing more, because people will be looking to protect and help themselves, and that’s it.

Dr. Darius:  If you were askedxe "Advice" to handle this challenge for the Army, what would you say?

Mr. Jones:  I would reorient my discussions and begin to look at the value system that the Army has.  How does that fit in with the mindset of downsizing?  How do you build interventions that support teamwork in a shrinking human resource environment, because that’s one of the things all the human resource specialists can talk about.  They haven’t really looked at that.  How do you build that kind of personal commitment and mindset for teamwork rather than the "me" syndrome?  Try to structure within that an open-mindedness to diversityxe "Diversity" and not to look at it as threatening affirmative action.xe "Affirmative action"
One of the reasons that the people are complaining more that affirmative action is doing them in, is because they are fearful that, as the work force shrinksxe "Downsizing" in industry and government, that fewer opportunities are there.  Therefore, they can’t afford to have those few decisions impacted by things that happened in the past.  No one can debate that those things did not happen, because that’s why you have the public laws.  That’s why you have the Civil Rights Act of 1964xe "Civil Rights Act of 1964" and the EEOxe "Equal Employment Opportunity" Act of 1972 for the federal government.  They knew that something had to happen.  Now, it’s an effort to turn the clock back, because jobs aren’t as plentiful as they used to be as you move into an information age and as you move toward the year 2000.  As you get more people retiring in the year 2000 and beyond, you are setting yourself up for turning the clock back so that those jobs that are left go to the people who generally got them in the past, before those Civil Rights Acts.

Dr. Darius:  Can you really turn the clock back?  

Mr. Jones:  In terms of the work place, you’d better believe it, because there’s where you have two people, and the only recourse that a person has, if they are non-selected or denied an opportunity, is to go file an EEOxe "Equal Employment Opportunity" complaint with an enforcement agency.  They have two things that can happen to them, both bad.  They can complain and not get the job, and therefore, they’re blackballed and forever buried; or they can complain, they can win, and they’re reprised against.  A person is reluctant to put themselves into that position, and people in power know that.  You leave a person no choice, except to force management to make a decision, to do something about what’s happening, given the relative qualifications of people.  You now have placed the person into a role adversarial against management and against employees and branded them, while you get on with the business of the organization.  When you take Proposition 209xe "Proposition 209", what you’ve said is that individuals now have to go fight for their individuals rights, and a smart person knows, as they watch other people, that two things can happen to you, both bad.

Dr. Darius:  So really these institutions that are supposed to help people, really don’t work out?

Mr. Jones:  That’s the point, and that’s why affirmative actionxe "Affirmative action" forced the institution to help the person, rather than the person having to go complain to help themselves.  That’s what it forces them to do.  What you do is you build disunity, you build disharmony, and you build something that is less than a team where, again, everybody is out there for themselves.  Affirmative action, rather than being divisive, if handled properly, with institutions taking responsibility for what they should do, would, in fact, be a bonus.  In organizations who have done that and done it successfully and continue to do it, affirmative action doesn’t threaten them.

Dr. Darius:  The diversityxe "Diversity" programs.  I remember back a few years ago, I went into an ethnic heritage month activity in the cafeteria here, and someone, and I’d rather not name the individual, said, “Well, how come they don’t have it for the white people?”  What would be your response to a comment like that?

Mr. Jones:  Well, they do have diversity programs that honor people whatever ethnic background they have.  For white people.  You know, I don’t know of many Black Germans.  I don’t know of many Black Irishmen.  But yet they have programs as part of all the American heritage celebrationsxe "Heritage celebrations".  So what I would say to that individual who would make that contention is, "Have you come to many diversity programs?  Because if you had, you wouldn’t make that comment.  And you’re the kind of person that ought to come to diversity programs, because what it says is that you have missed out."  I don’t know of any white person who doesn’t have some kind of ancestor from some country that’s touched by one of the American heritage weeks.

Mr. Bellafaire:  We truly are a melting pot. 

Mr. Jones:  Well, that’s my point.  A person who says that is making a statement, an admission to the fact they don’t understand what the essence of a diversityxe "Diversity" program is, and why it’s all encompassing and all embracing and that it touches everyone.

Dr. Darius:  And yet, in many ways, as you pointed out, these programs haven’t really succeeded because they’re not bringing in the right people.

Mr. Jones:  That’s the point, because if you go to see them, all you need to do is look around the audience.  If it’s Hispanic heritage month or week, when you go there, you find lots of folks there who you know are Hispanic.  You remember the observance that they had in the auditorium for the African-American - or was it the Martin Luther King, Jrxe "King, Dr. Martin Luther, Jr.". - observance, where they had the play, the meeting of Malcolm X and Martin Luther King, Jr..  If you looked around, there were a few white faces in there, but most of them were black.  When in fact, that program, had you had a more diverse audience, would have opened a lot of eyes and would have given them a historical perspective of something that they didn’t care about or didn’t really understand.  So again, it’s like preaching to the choir, people who already knew it.  It just gave them additional insights, but really didn’t give them the broad-based knowledge that it would have given people who all they know of Martin Luther King, Jr., is he said, “I have a dream” and of Malcolm Xxe "Malcolm X" is he was assassinated 

Clinton Initiative

Dr. Darius:  How do you bring in other people?  We can’t force people to go to the auditorium.  They know that they need to understand another perspective if they haven’t sensitized themselves, but how can an organization sensitize someone on an individual basis to be sensitive? 

Mr. Jones:  What I’ll say to you is the dialog, and that’s the value.  Clintonxe "Clinton Initiative" gets criticized a lot, but the dialog that Clinton says he needs to start on race relations in the country can, in fact, I think, make some inroads.  But you can already see people lining up against it to find a way to criticize it.  For instance, he’s trying to get people who are positive in dialog, and yet you get the Newt Gingriches and some of the others who are saying, "But you need to get the guy from California who is pushing Proposition 209 who has been excluded."  Of course, the counter to that is that person can’t add anything constructive to the dialog.  I would say to you, if I were putting it together, I’d tend to disagree with that.  That person needs to put the dialog in there.  Perhaps that person should be included in the dialog, so that that person would be forced to listen to other points of view whether they wanted to or not, because right now, those folks that are on the Proposition 209xe "Proposition 209" side are not listening to the other side of the dialog.  As we continue to talk from that perspective, negative, and from the other perspective, positive, there somewhere needs to be somebody who talks about constructive dialog.  Whichever side you’re on.  You invite those who have constructive dialog and an open mind for that discussion to come and talk.  But if all you want to do is talk and then leave, then don’t come.  Because you have to agree that you’re going to stay and you’re going to participate in constructive dialog, so that both sides can be looked at because, if you don’t do that, then we’re going to continue to talk past each other.  It needs to start from the President, who will help to frame that dialog, so that, if you begin to do that, Corporate America and the government agencies begin to take their cue from that.  Then, you begin to get inside the leadership within the various parts of the agencies within the Department of the Armyxe "Army, Department of the" and DOD, who now takes that cue and structures something that might be relevant to their work force so that you engage people in dialog so that you can get at what’s myth and what’s reality.  How do you deal with that constructively so that, you know, we’re groundbreakers?  If you don’t do that, if you don’t have the dialog that starts from the top and then filters down and permeates the whole institution and the organizationxe "Internal operations", then we will continue to talk by each other and past each other.  I suspect sometimes on both sides of the issue people want that to happen.

Dr. Darius:  President Clinton is in his last term.  He will be out of office.  Do you think this will gain any momentum beyond him?

Mr. Jones:  Unfortunately, I think not because, politics being what it is, people are beginning to focus already on running for president.  And of course, congressionalxe "Congress" members are always running for office.  So that, had he done this in his first term, I will tell you it would have been constructive.  I think he wouldn’t touch it in his first term because, if he had, he ran the risk of not being re-elected.  Because he would have then perhaps framed an issue that he didn’t want on the table during his re-election, and that was affirmative action.  Because for people, that’s a buzzword.  You say to a person, "Do you like the Nazis?"  You know a person who likes the Nazis has no chance of being elected.  People who have banned affirmative action have created something that for white America is akin to Nazism.  You know, people are in a democracy where you have dialog, and people want to do what’s right and want to affect some of the things that have happened in the past, but they equate it to giving people undue favoritism. 

I think, if you look at what’s happened and some of the things that are still happening, that those things are still there, and unless there is something...  You know, I say, "Okay, let’s change the term.  Let’s call it 'positive' action."  What are you talking about?  We have a commitment to doing something that’s positive.  To fix things that have been wrong and make a commitment that it won’t happen again.  So we go and get into a positive kind of way, rather than a reactive kind of way.

Dr. Darius:  Immigrants of all ethnic groups or what have you, religious groups, religious freedom, tolerance.  So what’s wrong about diversityxe "Diversity"?  This is a diverse nation.  Shouldn’t this be a fact of history commonly acceptable?

Mr. Jones:  Well if you look at the facts of history, the most blatant forms of discrimination, of course, occurred back in the colonial times, religious discrimination.  And so this country has a history of persecution of some kind.  Religious discrimination was followed by slaveryxe "Slavery", and then, of course, there is the discrimination that has occurred since slavery, and all of the things that were part of that institution.  This nation has come a long way in its 200 years.  Many of the European countries, many of the things that they used to criticize the U.S. about, as their populations become more diverse, are finding that it ain’t so easy, because you’re dealing with human nature, and it always has to be somebody at the bottom.  That’s been a part of history.  You know, students of the Bible will tell you that there is always somebody who was at the bottom, who was disadvantaged, and who needed help.  I am gratified that, as I look at the U.S., not as a melting pot, but in terms of what it’s overcome in it’s history, when you go back to when it was formed just over 200 years ago and coming through the institution of slavery, that we have looked at those kind of things and are willing to try to deal with them.  

But again, what you are dealing with in this society presently, our fast-paced society, is a survival mentality of a society that, as it becomes more multicultural and more diverse, you begin to say, "Yeah, diversityxe "Diversity" has been around."  But people have taken diversity and linked it to affirmative action and tried to trade the words off.  The words are not, in fact, the same, because diversity is an outcome.  Affirmative actionxe "Affirmative action" is a process that helps you to get to what an organization reasonably could be expected to look like, given the education, the experience, and the makeup of the society at large.

The pool of people that you draw from should cause you to ask questions.  Why does Corporate America, at the top, look the way that it does when clearly you have some pretty smart African-Americans, Hispanics, and Asian-Pacific Islanders out there, who some how come out Sum Cum Laude and Cum Laude out of college and, yet, they find that they can’t reach the top echelons of Corporate America?  If you look at the top echelons of Corporate America or even look at the business page 365 days a year, you might find one black face or one Hispanic face if you’re lucky on the business pages, as they talk about all these corporate people are changing over, etc.  Sort of like in the boardrooms of football and baseball.  You've got lots of athletes out there, and if you look at the mix of them, very few people that are at the top reflect what’s on the field.  If you go, especially to football. . . You know, it’s always interesting to me when I watch a football game, and they show who’s playing in the graphics, and you’ve got teams that are 90 percent black.  But I ask you, "Well, is there a black owner somewhere?"  Nobody stands up.  Is there a black general manger somewhere?  Nope.  Nobody stands up.  Two black coaches. 

In fact then, when you’re talking about those people who are in the business end of it, they aren’t there.  You begin to ask, how do you fix that?  The only way you’re going to do it is that you have to have some kind of positive way of getting people to make decisions that will build people, that will get people developed, that will take them over.  If you are interested in doing what’s right, you begin to question, do they really have a commitment to doing that?  What I would say to you, is probably not, because they don’t want diversityxe "Diversity" at the top.  It's like, the old mindset, remember?  I said somebody has to be at the top, and in spite of everything else, those people who are at the top now, there’s no room at the top unless you look like them.

Latent Racism

Dr. Darius:  Do you think there is a latent sense of racism, as in the '60s?

Mr. Jones:  Well, they call it something else.  You can call it latent racismxe "Racism, latent".  

Dr. Darius:  What would you call it?

Mr. Jones:  I’d simply call it a business decision.  I’ve got mine; you get yours.

Mr. Bellafaire:  But I don’t want you to get in the way of my getting mine.

Mr. Jones:  Yes, so if you get yours, you are going to disadvantage somebody who I had in mind.  Of course, who I have in mind are the people that I was brought up with, and so you can’t break the inner circle.  If you don’t break the inner circle, you’ll never get to the top.  The only way to break into that inner circle is through some intervention that you don’t control.  Because as long as you and the people who look like you control it, you’re never going to let anybody else in.

Dr. Darius:  Then it’s going to be perpetuated forever and ever?

Mr. Jones:  Unless that happens, "the intervention."

Mr. Bellafaire:  Can we break it economically, that kind of mindset there, with talk of boycotts where it’s basically said, "Well, then, fine, we won’t do business with you because you don’t think open-mindedly?"

Mr. Jones:  Well, you can do that, but the fact is that African America and Hispanic America and female America, whatever you want to call it, whatever group you’re identifying with, is not as homogeneous as people think.  If they were, then, in fact, yes, you could do that.  But trying to mobilize that is something different.  I will tell you that the closest that African-Americans ever came to be netted like that - and that’s why he got assassinated - was Martin Luther King, Jrxe "King, Dr. Martin Luther, Jr.".  That’s the closest that you ever saw a group of people of color who came together able to do that.  Martin Luther King, Jr., who sounded the cry because the vestiges of discrimination had been so rampant in this country that he was able to mobilize people.  I would tell you that, as the movement began to dissipate after the Civil Rights Act of 1964xe "Civil Rights Act of 1964", that you began then to see the fragmentation of the movement, and because of the fragmentation, you now had African-Americans and those who were drawn to the movement begin to filter off.  So you no longer had that one thought of trying to remove the vestiges and trying to put programs in place which would carry forth and force positive actions off into the future.  They’ve worked along, and they’ve been attacked.  If you go back to the Baake decisionxe "Baake decision" back in 1979, you begin to see some of the fragmentation.  You begin to get the courts involved as they changed.  

That’s why you come to today and find blatant examples of people of color who deny that affirmative action or things that were put in place to help, did in fact help.  If that were not true, then, I would challenge anybody that Clarence Thomasxe "Thomas, Justice Clarence" would be on the Supreme Court.  Not because of his position on affirmative action as he stands now, but because of the fact that he denies a basic truth:  That affirmative action did help.  Affirmative actionxe "Affirmative action" caused Clarence Thomas to be where he is today.  There is no doubt in my mind, and any reasonable person that would look at it and look at Clarence Thomas would come to that conclusion.  That’s interesting, as I look at it, because Clarence Thomas presents, I think, something of an anomaly.  It’s interesting that he denies affirmative action helped him, but yet affirmative action is why he’s there, and because affirmative action says that he was there, you now have given fuel to the people who argue against affirmative action, because they will argue to you that Clarence Thomas was less qualified to be a U.S. Supreme Court justice than others who might have been placed there.  Affirmative action then is what got him there, but affirmative action is something that he opposes, so all the opponents of affirmative action can use Clarence Thomas as an example for why you shouldn’t have affirmative action.  That’s why I said that you get yourself into a loop there, and that’s why he presents something to you that is really interesting, if you look at it from that perspective.  I’ve written some papers on that.  You know, Clarence Thomas would deny that, but if you wanted to say, "Give me an example of affirmative action that gave preference to somebody who was not the best qualified, the proponents would say "Clarence Thomas."  Clarence Thomasxe "Thomas, Justice Clarence" would say to you, "affirmative action ain’t good."

Presidential Actions

Dr. Darius:  Let’s talk about action.  You talked about things that we can do institutionally.  The Presidentxe "Clinton Initiative"’s dialog may be a very good one, but being in his last term, it’s probably far less effective than it would have been, and politically it was not something that he would have undertaken in his first term, but perhaps should have.

Mr. Jones:  Right.  If he really meant it, because this just wasn’t a revelation to him.  From a perspective of "Does he really want to affect change?" the answer becomes, well, perhaps if he really wanted to create change and his heart was in it, he would have forgone the possibility that he could have been defeated, because he would have had a higher calling, and that was to help to continue to fix what was wrong in the country.  I would say to you that, had he done that, he would have probably been the President for maybe that one term.  Down the road, historians would have looked at him and written, “He made a difference.”  Now, I don’t think he will, because his own party will, in terms of trying to get ready to run for the presidency and the Congressxe "Congress" in the year 2000, try to distance themselves, because they know that issue is politically damaging to them now.  Because most of the voters in the country are white males.  Because of the sheer numbers, the fact is that they are the majority.  So what votes can you gain if you want to take that as an issue?  So you try to skirt that issue. 

Dr. Darius:  Which American Presidents, in your mind, have done a great deal for race relations?

Mr. Jones:  Probably the ones people would perhaps give you debate about would be two I would name.  Lyndon Johnsonxe "Johnson, President Lyndon B." who, of course, helped to get the Civil Rights Act of 1964xe "Civil Rights Act of 1964" passed, or maybe it perhaps was a legacy to Kennedyxe "Kennedy, President John F.".  President Kennedy sort of tried to do what Johnson did, but if you read the biographies- although at the time, I remember as I was just coming out of college, he came across as a caring kind of person - but as you begin to read more and more, he was sort of pushed into that position.  But Johnson wasn’t pushed.  Johnson did it because he thought it was the right time, because of the Washington Marchxe "Washington March, 1963" that pushed him over the top.  He didn’t have to buy off on that, but he did.  I say, however rude he was in some of the stories you'd hear, he did do that for whatever reason.  I’d like to think that it’s because he wanted to do what was right.  

The other one, believe it or not, was Richard Nixonxe "Nixon, President Richard M.", for Executive Order 11478.  Not a law; Congressxe "Congress" didn’t pass the law.  Richard Nixon signed Executive Order 11478xe "Executive Order 11478" that is still the basis of affirmative actionxe "Affirmative action" programs and Equal Employment Opportunity (EEOxe "Equal Employment Opportunity") programs in the federal sector, because it was incorporated by Congress in the EEOxe "Equal Employment Opportunity" Act of 1972.  President Nixon signed the Executive Order three years before that.  

Dr. Darius:  What do you think was the underlying notion that led him to sign that?

Mr. Jones:  I think that probably he was a smart enough man to know that there were things that needed to be fixed in the federal sector and that the Civil Rights Act of 1964xe "Civil Rights Act of 1964" was essentially driven by the Democrats.  He, as a Republican, wanted to make a business decision, and Corporate America had found the things incorporated in the Civil Rights Act of ‘64 to be successful, so, why not the federal government?  Because Nixon was a smart businessperson, too.  Driven by that, he looked at that and said, "That makes good business sense."  So he signed it.  People can dispute that, but what’s indisputable is he didn’t have to sign the Executive Order, but that is the origin of EEOxe "Equal Employment Opportunity" programs today, going back to 1969.  Richard M. Nixon.

Dr. Darius:  What is your historic evaluation of the EEOxe "Equal Employment Opportunity" Program?  It’s been in effect since 1969, that’s almost 30 years.  How has it restructured and made teamwork?

Mr. Jones:  It put a framework in place.  It did make changes because, you know, if you look at the statistics at mid-level and to a lesser degree at some of the higher levels, it’s forced different agencies, managers and supervisors, to look at decisions for development, to look at how do you expand, to look at merits of decisions, to make them think twice about doing things.  It’s forced government managers to think beyond the “good old boy network.”  It has forced them to invite women and people of color and other ethnic groups into the inner circles.  Therefore, you now have, I think, a better representation of women and minorities at many of the key positions, albeit perhaps not as many as people would think would reasonably be expected, and there is an awful lot of room for improvement.  But it’s changed the makeup of the government work force.  It affected it in a positive kind of way.  

Dr. Darius:  It’s made an institutional change for the better in the government.  Who is ahead, the government or industry, in affirmative action and diversityxe "Diversity"?

Mr. Jones:  Well, if you look at government as a whole, I’d say that probably industry, depending on which industry you are talking about.  But if you now say within government, clearly DOD, because of its orientation is ahead.  But now if I have to look at the Services, I’d have to say that you now are talking Army, Air Force, Navyxe "Navy, Department of the", and Marines and, of course, Navy and Marinesxe "U.S. Marines Corps" might equally be better at the bottom.  If you look at the uniformed services, clearly the Army is the leader.  If you look at the civilian side, I came into government in the Navy, so I’ve seen some of the things that the Navy has done/hasn’t done.  And clearly, if you look at the Navy’s makeup, the Navy has some ways to go.  They still have some vestiges of some blatant kinds of discrimination that occur, and you can pick that up in the newspaper.  The Marines, I’m not sure where they are.  They are a sister to the Navy, and I’ve known some people who have worked for the Marine Corps, and they haven’t had too many complimentary things to say about their EEOxe "Equal Employment Opportunity" programs.  Of course, that might be a reflection of the culture itself, too, in terms of civilians as a whole. 

The Army is highly structured.  The Army will enforce things that other DOD entities and non-DOD entities will look past.  The Army’s actions speak louder than their words, and that’s a credit to the institution of the Army that they’ve done that and will continue to do that.

Army and AMC Programs

Dr. Darius:  Do you think the Army will stay on course? 

Mr. Jones:  I believe it will.  I don’t have any reason to think that it will not.  But the minute you become complacent, that’s when it will happen.  That’s why the Army has to remain vigilant.  Those at the top still need to strive to get better because, if they rest on their laurels, that’s when, in fact, some of the things that happened in the past will begin to creep back into the institution, and they don’t want that to happen.  Especially since people will use it as an excuse when you downsize.  You have no choice.  You need to look for opportunities.  You need to remain updated.  We need to reaffirm and put our trust and our support on Army values because, if you do that, I believe the Army, as an institution, will continue to lead the way.  They have to make a commitment to do that and remain proactive.

Dr. Darius:  If you were a contractor advisor, what advicexe "Advice" would you give to General Johnnie Wilson (Commanding General, U.S. Army Materiel Command), and Togo West (Secretary of the Army)? 

Mr. Jones:  Let’s look at what actions we have on the books now and what actions we need to improve.  The first thing that I would say is that we need to do an assessment of where the Army has been and where the Army is now and where the Army needs to go in the future.  Just as we set a goal for the Army After Next and the Army of the 21st century, we need to say, "Okay, within that context, what goals are you going to set as they relate to the diversityxe "Diversity" and the EEOxe "Equal Employment Opportunity" and EO programs within the Army that will overlay what that Army of the 21st century is going to look like?  What kinds of values do you want to build into the Army during that time frame and beyond?  What’s the penalty if, in fact, you get people who are in positions to make that happen who do not execute that in the Army?  I'd want to publish it so everybody knows what’s there, and you can’t hide it, so that those who follow know that commitment is out there, and they would have a hard time backing away.  You challenge them to come up with kinds of programs that are needed, to sign up for those, and in addition, to make a move forward.

Mr. Bellafaire:  What do the surveys of the IG sensing sessions tell you, and do you think we should have them on a periodic basis?

Mr. Jones:  The IG sensing sessionsxe "Inspector General sensing sessions" clearly pointed out that there is still room for improvement out there and that there are lots of people of persuasion who still have a sense that they Army is reverting, that the Army is not moving ahead as it should, that we don’t have as caring an Army as we thought we did in terms of caring for people.  That is why the Chief of Staff of the Army now has endorsed a “Consideration of Others” programxe "Consideration of Others Program", which is simply about respect and dignity of individuals, for each other, for the organization, and for the institution.  It says that, if you become complacent, those are the kind of things that are going to happen, because what it said overall is that we are beginning to rest on our laurels.  Sort of like saying, "Look at me; look how good I am."  While you’re saying that, of course, you’re dashing forth as the hare, and you’re saying look how good I am, and you fall asleep, and the turtle just crawls right by you.  So if you aren’t careful, you wind up looking around, and the race is over.

Mr. Bellafaire:  Are there any new programs that are going to be developed to help foster race relations in the government, you know, awareness programs perhaps?

Mr. Jones:  No, I wouldn’t say new programs.  I think really what you are saying is programs that are there that need to be revised, revitalized, and modified so that they are abreast of the changing times.  For instance, if I’m still talking about race relations but my orientation is still back in the '60s and '70s as opposed to the information age, I haven’t related to people who are in key positions.  More importantly, those who are coming along at mid-level and entry-level, I haven’t connected to them.  So you need to revise those programs to connect to all those levels, given what’s now, and more importantly, what’s in the immediate and the near future.  It will take some of those things and identification of what programs you have, and then, what do you have to do to put those in place?  By the way, given that, are these programs still relevant?  If not, you shouldn’t keep them on the books.  Just because you had them before doesn’t mean you need them now.  What kind of holes do you have in programs that you still may need to try to move people forward?  For instance, if I’m still talking equal employment opportunity and affirmative action, do people really connect with that?  Diversityxe "Diversity".  You really understand that?  You need to structure programs, and of course “consideration of others” is an effort to take a look at recasting programs that deal with human resources and organizations.  I applaud the Chief of Staff of the Army, for in fact looking at that and endorsing that.  Take programs like that, that look at the institution and what you will need, proactive things that will be needed for the Army, uniformed and civilian into the 21st century.  I would call it a 21st Century look at human resources, because so far, we’ve focused on hardware and software, the materiel, and you need to focus on, what about the human resource issues that we are going to looking at into the 21st century?  How do you deal with that to ensure a "one team" that the Chief of Staff of the Army keeps talking about, so that in fact you do have one team and one factor?

The Army has kept up, and again, all you need to do is look at the Air Forcexe "U.S. Air Force", which was a little slow to start, but they got spun up.  The Navyxe "Navy, Department of the" is, finally, I believe, beginning to get the idea, because I think they just had their first black four-star admiral, and that’s a first, so they’re beginning to learn.  But when you look at where the Army was in the Second World War, when you had to serve in all-black units headed by white officers, you at least had black units available.  But what kinds of jobs did the Air Force have?  How many black pilots did you have?  If you look at the ships, how many blacks did you know who commanded ships?  That’s where you get your rank and people who control the Navy.  I remember at Penn Statexe "Penn State University" going up to the Naval Academyxe "U.S. Naval Academy" on the track team and going into some of their mess halls.  I remember they served the visiting teams meals, and we would go into their mess halls, and it was interesting to me that all the cooks and all the people who worked the tables and stuff were Filipinos.  And that was, "Whoa!"  This was back in the late 50s.

Personal Incidents

Dr. Darius:  Would you talk about some incidentsxe "Personal experiences" of discrimination you had?

Mr. Jones:  If you talk about how things have grown, probably one of the most vivid ones, well, here are two.  When I first got hired into the governmentxe "Government employment", I remember going to take the Federal Service Entrance Examination on the college campus. It was interesting later when I found out that the Office of Personnel Management was then the Civil Service Commissionxe "Civil Service Commission".  I was trying to find a job, and of course, they brought the different government agencies on campus, so I’d go interview for them, and of course, you knew they didn’t want you for a job.  But I remember that I happened to see a sign on the board.  If I hadn’t read the board, I wouldn’t have known about it, but the Civil Service Commission went to certain college campuses and gave the Federal Service Entrance Examinationxe "Federal Service Entrance Examination".  They were all college campuses where there were very few blacks.  You know, it was Penn State or Ohio State or you name it, and so I took the federal services examination and guess what?  That’s why I said that the kind of education I got at Penn Statexe "Penn State University" was the kind that was needed, because the kind of education that they gave in the liberal arts prepared me to take the test.  Some people that I know, some people that were very smart at some of the black institutions, who of course, once I told them how to get in the government, went and took the test, and they didn’t do too well.  But I knew they were smart.  The course of study they were taking at the historically black colleges wasn’t preparing them for the Federal Service Entrance Examination, which of course, later, led to a court suit that validated what I perceived!  There it was, an institutional discrimination that was built into the federal government.  I passed, and I got a letter from the Naval Aviation Supply Depot, which was the Navyxe "Navy, Department of the", before I graduated.  When I graduated and had my diploma and I reported in, they offered me a job up there in the Naval supply office.  I went out and they interviewed me, and there was another black guy there who had gone to the University of Pennsylvaniaxe "Pennsylvania, University of", right there in Philadelphia.  He, too, had taken the FSEE.  There were about 20 of us being brought to the ranks.  There were 18 white students, interns.  I wanted to go into personnel.  I looked around the personnel office, and there was one black in there, and he was a nice guy, tie, well trimmed, neat.  Doing his thing, and everybody knew him, "Clyde, how you’re doing?"  And stuff, and I thought this guy is a big deal.  I shook his hand, and I said, "So what are you, one of the big personnel specialists here?"  No, he was the mailman.  That was the only black they had.  They asked me what I wanted to do, and I said I wanted to go into the personnel office.  They said, "We don’t have any vacancies."  The other guy asked them, too.  No vacancies.  So we were there.  We were the first ones interviewed.  No vacancies, so they put us in supply.  Well, there were other people that I knew, and we stayed in touch with each other, and after about a couple of months, I had to go back over to personnel, and I said, "Oh, Flora what are you doing here?"  "Oh, Bill, how are you doing?  Where did they put you?"  She said, "Oh, I’m over here in personnel."  I said, "But they didn’t have any jobs."  I said okay, I understand.  So there was an instance there.  

Well, okay, that’s when you begin to become aware, because now you’re in the world of work, but I remember when I had a deferment, but I had to go on active duty because I had been commissioned.  I was going to Fort Benningxe "Fort Benning, GA", and so I said, "Well, I’m going to go on the train."  I was so proud of my uniform.  I dressed up in my uniform.  You know, at that time, there were still the mixed uniforms [pinks and greens], and I mean I was sharp.  My mom and family took me to the train station and waved me off.  I got on the train, and I had to connect to a train in Atlanta.  I got off the train, and I strolled with my bags, and I went to change trains and saw the waiting station.  I sat down on one of the benches and started reading my paper.  I was sitting there with my new bars on, my shiny bars.  I’m already looking good, and pretty soon one of the station workers came over, and he said, "Sir, Lieutenant."  And I said, "Yes.  How are you doing?"   He says, "Are you catching a train?"  I said, "Yes, I’m catching a connecting train to Columbus, Georgiaxe "Columbus, GA".  I’m just waiting for it and it will be about 20 minutes."  He said, "Well, you’re in the wrong side of the station."  I said, "I’m not sure what you mean."  He says, "This is the white side, and you can’t sit over here."  That was in January 1961.  I had to go around to the back of the station.  It was uncovered, and of course, if it had been raining it would have been tragic or if it was cold, but it was mild, and so it wasn’t too bad.  I looked at him, and I said, "I got it; I understand."

Dr. Darius:  Now in the same regard, sir, how was the Service at that time?

Mr. Jones:  The Service wasn’t bad, because the officers' infantry basic course, of course, was full of people from all over the U.S., college-educated, who were there after one thing.  Of course, you focused on trying to get through officer’s infantry basic, where you built teaming, but you also recognized that in the little bit of time you have off duty, off hours, you still needed to recognize that there were certain places that you couldn’t go.  One of the instances was when we had some off-duty time, and there were some southerners that were in the crowd, too.  About six of us got into a van and drove to downtown Columbus to go eat.  We walked into an establishment, and a guy walked up, and, of course, said, "We can’t serve you here.  You have to go around to the back."  So the other five folks said, "No, we can’t stay here."  So we left.  I said, "Don't leave just because of me.  It’s obvious that you won’t have a good time."  What that does is force you to join up with some of the other black lieutenants there and go to the places that permitted blacks only.  They had a black section of town.  The year was 1961, January 31, 1961, so yes, I’ve experienced it.

Dr. Darius:  Tell us about some of the changes since then. 

Mr. Jones:  Well, obviously, if you do the same thing now, you don’t have to worry about it.  You travel through the south, in a car, you can stop anywhere you want.  I would say, in many respects, now, that probably the south is better than some of the northern places that you go, because although they don’t deny you service, you can still sense the hostility in some of the places that you go in northern cities.  They won’t say it.  Of course, I don’t like to frequent places that have a sensing of that anyway.  There are places right around here that I don’t frequent, because the clientele is notorious for - although not officially condoned - a whites only policy.  You try not to go there because of those establishments' unspoken policy.  If you go to some of these places, you run the risk of getting into an altercation of some kind.  I will tell you that if you go right over here to a place called Nicki’s, if you walk in there, just go in there on some evenings and look around, it’s a redneck crowd.  I’ve had some comments made in there.  So that’s what I’m saying; yes, they’re around here.  Trust me.  So it’s changed.  But because of public law, you can’t be denied the service, but you still have the mindsets that you have to overcome.  So you have to be mindful of those.  Many of my younger contemporaries perhaps aren’t, and that’s why you read occasionally in the paper about some fist-to-cuffs or somebody getting shot or somebody getting stabbed in some place that somebody wandered into.  That can happen the other way too, where you have whites that have wandered into some of the places that are predominantly black.  

Race relations have improved because the laws are enforced to deny certain things from happening by penalty of being prosecuted, but they nevertheless exist.  We still have some things to do.  I will tell you that I have not experienced, since that time, denial of services, as the laws changed and began to take effect.  I will tell you that transportation-wise you can go anywhere you want to and you go in and out of these airports.  Back then, you wouldn’t see any black face anywhere, or Hispanic faces anywhere in the transportation hubs.  They would be in a service capacity.  Now, if you go to some of these airports, you have black-owned or Hispanic-owned businesses in there who have contracted, and they’re integrated.  Some of them are in some prime locations in those airports.  You can’t deny that visibly this country’s changed and for the better.  I think that it’s prospered because of that, too, because it is now taking advantage of a lot of the citizens that they had denied, and also it’s increased the economic base.  The gross national product (GNP) of the country has expanded because of that.  If you want to turn the clock back, and I’ve said this before, if Corporate America turns the clock back and the GNP begins to shrink, you will begin to see the economic impact of that action.

Again, because you don’t have unity of purpose within the African-American community, economically, you can’t exert the influence that you might have.  If you begin to boycott certain kinds of things, colleges, businesses, etc., you begin to have an impact; it then takes on the aura of a Rosa Parksxe "Parks, Mrs. Rosa", who in fact, forced America and the folks who ran the transportation down in Montgomery, with the bus boycott, to take notice because it impacted them.  Unless you do that, you’ll never get the unity of purpose that you are going to need.  Clearly, America as an institution has changed, and it has manifested itself in those kinds of discriminatory things that were commonplace back in the early, middle, late sixties.

Current Situation and Future

Dr. Darius:  The country is becoming more diversifiedxe "Diversity".  The projections tell us this.  I don't see how we can shy away.  How can you see a reversal?

Mr. Jones:  As you get more and more Hispanics, more women, Asian-Pacific Islanders, and African-Americans, remember I said the downsizing is the bane of us all, but mostly of the minorities.  Let me tell you what happens.  You have a pie that is 20 inches in diameter that now shrinks to 15 inches in diameter, so you have less of a pie to divide up.  Not only now do you have the minorities who wanted a part of that bigger pie, what you are finding is that you have white America protecting their piece of the pie, and now you have the minorities fighting over their smaller piece of the pie.  You get the women complaining that blacks are getting the jobs.  Black males are complaining that white women are getting all the jobs, and Hispanics are saying that Hispanics need a special plan for themselves.  You have Corporate America, who now has the minorities and women fighting among each other for their little piece of the pie.  That’s why you have to re-look at the implications of Proposition 209xe "Proposition 209" and what gave it its impetus.  Then see what is the reality and what is myth in this country, and begin to reframe, reconstitute, and refocus efforts that you are talking about.  Whether you want to call it affirmative action, positive action, or diversityxe "Diversity", look at what you need to do to fix the things that are wrong now.  You don’t want to return to what happened before.

I would add that for race relations in this country, the dialog is long overdue.  But unless you invite all people into that dialog, you haven’t had a dialog.  In that respect, I agree with the Newt Gingriches that you need to have open dialog, but you can also say that you come with an open mind to listen to other’s dialog, that you will have a chance to speak, and you also need to allow others an opportunity to speak.  It’s through that dialog that the country is going to be better off.  Maybe we can frame the issues as they ought to be and put programs in place, which will help this country to grow for the next 200 years.  You and I won’t be around to see that, but unless we do that, this country. . . When you talk about the rise and fall of the Roman Empire, the issue that will cause this country to recede into a minor power will be the issue of what are the citizens doing, what are the citizens thinking.  In the world arena, unless we take advantage of every single citizen in this country, give them opportunities to do what they can aspire to and give them a piece of the pie through their abilities, we won't be successful.  

This country can’t afford the Clarence Thomasesxe "Thomas, Justice Clarence", who deny things that have helped them and things that are, in fact, historically pluses for this nation because, in doing that, what we deny is our own heritage.  We need to look at our heritage, we need to take advantage of that, and we need to define our values.  We need to take those, and we need to apply them to the institution for positive change.

Dr. Darius:  You really see strength in diversityxe "Diversity".  Diversity is one of the strengths of America, is it not?

Mr. Jones:  It is.  The strength of diversity. . . When you talk about human resources, diversity is the glue that holds human resources together, and many people lose sight of that, because that’s what human resources management is about.  It’s about looking at how we can manage people who are of different cultures, different backgrounds, different education, different sociological, different orientation.  If you take all of those people - you could call them a melting pot, but I’d call it a diverse rainbow of people - that is the thread that holds human resources together.  If you define human resources as what this country is about, now and into the 21st century and beyond, then you can see why diversity is very important.

As you can see, that is one of the areas that I like to talk about, because I do believe that I have something to bring to the table.  I just hope that throughout my government career and with things that I’ve done and some of the things that I leave, that I’ve made a difference.

Dr. Darius:  You have a commitment to a diverse workforce, and no doubt, I think you respect the diversityxe "Diversity" that exists in America, and you have a personal commitment to make sure that it works for the best of this country.

Mr. Jones:  Because I have a love for this country.

Dr. Darius:  What is your view of the term "melting pot?" English and Germans, the Europeans, they melted.  Others have not.

Mr. Jones:  When you talk melting pot, "melt" sort of says to me that there’s two ways that you can melt.  You can melt a bar of gold and merge it with other bars of gold, and it’s still gold.  You can melt a bar of gold, a bar of silver, and a bar of zinc, and now it doesn’t have any identity.  That’s why you've got to be careful when you talk about a melting pot, because what you are saying is that you are going to cause people to have no identity.  And that’s not really what you are talking about.  What you are really talking about and what I believe they meant by it is that, when you talk about melting pot, you melt your differences so that you form an institution that is much stronger, but you retain your own group identity so that you still have some ties back to some roots and so you agree to melt those things which will help to make this country stronger.  So within the context of melting pot, you've got to be careful, because otherwise you run into the argument and buttress the arguments of organizations like the Ku Klux Klanxe "Ku Klux Klan" or some elements of the Black Muslimsxe "Black Muslims", who talk about the purity of their particular group.  They’re not willing, then, to come to the table and try to take those things which will make the Muslims and the Ku Klux Klan the same.  I’m talking now. . . When I say Ku Klux Klan and Muslim, I’m talking about the elements of the Muslims that would be even to the far right of Farrakhan.  These are people who are black nationalists, because that’s really what your white supremacists are.  You can call them white nationalists.  When you have those fringe elements.  By and large, the black extremists are, rightly or wrongly, associated for some reason with extreme elements of the black Muslims.  Probably it has its origins back when the black Muslims first came on, and they talked about going back to Africa.  That says that they want to maintain their racial purity.  And of course the Ku Klux Klan, the white supremacists would say, "We’ll pay for them to go back to Africa."

You can see why, even when you have two groups that diverse, they can agree on something.  One says, "I want to go;" and the other says, "I’ll pay for you."  They’re just happy in their ignorance.  Even when you take those extreme groups, you can have elements of the Ku Klux Klan and then elements of the black extremists who would come together and say that there’s some things that we can come together on that we need to foster. And if we do that, then we’re gonna be stronger for it.  And yet you can still maintain your identity, if you want to do that.  I would say to you that in some instances where you’re an extremist, it would probably temper what your group would look like. 

Melting pot also perhaps implies that, through that process, you change your group's orientation for the better.  You can still have your ethnic group, and you haven’t lost its identity; you simply change what it looks like, but for the better.  Melting pot implies strength, and it implies strength through diversityxe "Diversity", and diversity, by it’s own definition, says that you have recognition of different groups and respect for each other.
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