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To the Grand Officers of Omega Psi Phi Fraternity, Inc., the Third District Representative, Anthony Knight, Former Third District Representatives, Third District Officers, members and friends of Omega Psi Phi Fraternity, Inc. – I sincerely appreciate your invitation to share my thoughts on diversity. It is a subject that is of great importance to each of us as individuals, to CACI as an international provider of professional services and information technology solutions, and to our nation as a competitor within the community of nations.  In each instance, diversity is more than a business imperative. It’s the right thing to do.

Before I proceed too deeply into my prepared remarks, I want to acknowledge with respect, your founders: Howard University Professor Ernest E. Just, and Howard University students Edgar A. Love, Oscar J. Cooper, and Frank Coleman whose vision some 99 years ago manifested itself into the remarkable organization you have today.

As you prepare to celebrate your centennial next year, I will be among those who thank Dr. Charles Drew, Astronaut Ronald McNair, Dr. Carter G. Woodson, the Reverend Jesse Jackson, Gen. William Ward, Gov. Douglas Wilder, and a host of other distinguished Omega men who have contributed so much to our nation and indeed the world.

Now let me tell you a little bit about CACI.  In 1962, two former Rand Corporation coworkers, Herb Karr, a visionary with sound business instincts, and Harry Markowitz, a programming genius, founded CACI.  Starting with a phone booth and a park bench for an office and $2000 of working capital, they landed a $17,000 simulation software contract in 1963.  From this humble beginning, CACI has grown into an international organization, employing 12,800 people, with nearly $3B in annual sales.

During this 48-year period of exponential growth, we transitioned from a privately held to a publically traded company.  It was quite an experience to ring the Dow Jones bell to open the trading day in August of 2002!  We expanded our reach into overseas markets, adapted to the Competition in Contracting Act, and became a pioneer in the e-commerce field.
We also recognized that to expand and grow our capabilities, it’s wise to find solutions and technologies outside our own organization. So a very important part of our strategy for growth is our highly successful mergers and acquisition program.  This initiative has helped to keep us strong and competitive by acquiring companies that advance our business goals and growth objectives and share our corporate culture and ethics.  Over the last 18 years, we have acquired and successfully integrated 46 companies into the CACI family.

The events leading up to 9/11, and the 9/11 tragedy itself, signaled the need for us to establish an aggressive practice in support of the Intelligence Community.  Most recently, we have developed a world-class cyber security practice to combat the menace of cyber warfare that threatens our economic and national security. In fact, we recently co-hosted a symposium, at Ft. Myer, Virginia, on Cyber Threats to National Security. It was part of an ongoing series of conferences on countering the asymmetric threat that has attracted an array of guests from government agencies and civilian organizations.

Throughout our history, CACI has welcomed for employment all that were qualified for the positions we had available, without regard to race, color, creed, religion, or national origin.  This “fair” approach to staffing has served us well in the past.

But as I noted the changing national demographics, including an aging and more visibly diverse population and an increased emphasis on diversity in our client base and among our competition, I reached a very important conclusion. We must adopt a more proactive approach to increase the diversity of our workforce.
After all, people tend to join and stay with organizations where advancement is based upon talent, tenacity, and results rather than race, relationships, or gender.  The bottom line for me is that at CACI International, we believe hiring a diverse pool of talented professionals makes us a more attractive business partner and enables us to provide the best support to our government in the areas of defense, intelligence, homeland security, and government modernization.

I firmly believe that embracing, building, and nurturing a diverse work force are business imperatives in today’s federal government arena.  In our commitment to being the best employer, CACI embraces diversity as central to our business strategy and growth.  And our corporate culture values each individual’s unique contributions to the advancement and success of our company, our employees, and our customers. And it is clear that diversity also improves our potential for recruiting and retaining highly qualified employees.

So in May 2009, in keeping with CACI’s focus on becoming “the best in all that we do”… I chartered a diversity team, with representation from all areas of the company.  My charge to them was to develop recommendations on actions we could take to build robust external and internal pipelines that would help us increase the diversity of our work force at all levels of the corporation.
Of course, I soon discovered that establishing a company-wide policy is one thing… but making it work in the real world can be a continuing challenge.  One which is not easy to solve on our own! 

Case in point… back in mid-2009 we were looking to hire a very senior executive, and I hoped to use this search as an opportunity to achieve a real step forward in our mission of bringing more diversity to the hiring process.  I had made it very clear how serious I was about having a wide range of hiring choices.  We always wanted to present enough qualified candidates to help hiring managers make the right decision and hire the best people.  Now it was my turn to practice what I preached, because I was the hiring manager!

So I contacted a national-wide recruiting firm and laid out the game plan: We’re going to hire the best person available… looking both internally and externally.  But for outside choices, I want to be presented with a viable, diverse slate of candidates.

Months went by.  Then more months.  Unfortunately, the firm did not provide an optimal roster of candidates.  After I had sent them back to the drawing board a couple of times, with no results, I became convinced that I had reached the point of diminishing returns.  Unfortunately, our good faith effort simply did not bring the results for which we were looking. So we promoted a very exceptional professional from within CACI.
What does that tell me? We need to find other ways and open additional pipelines to draw diverse, qualified candidates into the recruiting pool.  And for this critical mission, we can use your help!
We’re looking to establish relationships with organizations such as yours to help us find qualified candidates and to benefit from your advice.

To increase the number of diverse candidates for our recruitment pipeline, we are reaching out to a wide range of organizations such as the National Society of Black Engineers, Society of Hispanic Engineers, Women in Technology, historically black colleges and universities (HBCUs), the national black MBA association, National Association of Asian American professionals, Society of Women Engineers and, as evidenced by my presence here today, the Divine Nine historically black Greek letter organizations.
By participating in diversity job fairs, conferences and celebrations, and by teaming with HBCUs to pursue business opportunities such as we have recently with Howard University, we want to make it clear that we’re serious about improving diversity at CACI.

Let me just mention here a specific hiring initiative of which we are very proud.  Our Deploying Talent – Creating Careers program provides meaningful careers for talented veterans with disabilities.  It is our way of doing the right thing for the people who served our country and growing our business with the best talent available.  Over the years, we’ve hired many vets through this program.  They enrich CACI with their talent and experience, and their sense of duty and commitment that is so integral to the spirit of the U.S. armed forces.

CACI’s employment doors are open to all who are qualified.  I do have to admit that by making Omega Psi Phi the first of the Divine Nine with whom I have spoken, I have created a small problem for myself.  It turns out that one of my senior vice presidents who helped to make this visit possible is an Alpha, and he is having an identity crisis right now.

Recruitment is only half the equation to increasing the diversity of our workforce.  What we do and what those we hire experience after they become CACI employees are the things that really matter.  Our retention efforts are designed to encourage all people to view their employment at CACI as an opportunity to build a career rather than just a place to go to work.  We believe this focus is attractive to all of our employees regardless of their diversity status.  Let me just touch on three examples of our retention efforts.
We have initiated a mentorship program to assist employees in all stages of their growth with CACI.  We have automated systems to help protégés connect with mentors who have volunteered to provide this service.  Our mentorship program is particularly valuable to our new employees, but in all cases it reinforces our message that at CACI you are more than just a revenue generator… you are a valued member of a team that is interested in helping you achieve your maximum potential.
Education and training comprise a second key element of our retention efforts.  We have a strategic partnership with an accredited online provider of bachelor and master’s degree programs and we supplement this capability with a generous tuition assistance program.  We also have an in-house training capability that we call CACI Virtual University or CVU.  CVU has 3500 online training courses and more than 70 industry certification tracks.  CVU is free to all of our employees!
Our newest retention effort is our Mobility Program, which provides online visibility into employment opportunities throughout the company.  So if we have an employee who is looking for a new challenge or growth opportunity, he can look within CACI for such an opportunity rather than move to another company.  Again, this reinforces our commitment to providing career opportunities to our employees and not just a job.
So what do others think of our company.  In November of 2009, Washington Technology Magazine, the Professional Service Council, and the Fairfax County Chamber of Commerce recognized CACI as Government Contractor of the Year for companies with revenue greater than $300M.

That’s all well and good, and we welcome the recognition.  But much work remains to be done.  For every vacant position that becomes available at CACI, it is our goal to always make sure diversity is a key factor in the screening process. I invite you to work with us to make this happen!

I’ll close with just one last thought.  I believe I’ve made the case that embracing, building, and nurturing a diverse workforce is a business imperative.  But let me again emphasize that in addition to the pragmatic rationale, we should embrace diversity because it is simply the right thing to do.

Thanks again for your kind invitation to speak with you this afternoon.
Now I welcome any questions. Please fire away…
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