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NAMVE OF ORGANI ZATI ON:  DEPARTMENT OF THE NAVY
ADDRESS:

Room 4E789, The Pent agon

Washi ngton, D.C. 20350-1000

ORGANI ZATI ONAL LEVEL: AGENCY: X MOC: REG ON:
COMVAND: | NSTALLATI ON: HEADQUARTERS: X
NUVMBER OF EMPLOYEES COVERED BY PLAN: TOTAL: | 210, 324
PROFESSI ONAL: 44,303 | ADM NI STRATI VE: | 44 970 TECHNI CAL: 28, 869
CLERI CAL: 10, 217 OTHER: 6, 565 BLUE COLLAR 40, 584
NONAPPROPRI ATED FUND EMPLOYEES: 34, 806
Jam e Kaj our as (202) 764-0612
NAVE OF CONTACT PERSOV PERSON PREPARI NG FORM TELEPHONE NO.

Armandi na C. Sexton, Special Assistant for EEO (202) 764-0660

NAME & TI TLE OF PRI NCl PAL EEO COFFI CI AL TELEPHONE NO
[1sl/

SI GNATURE OF PRI NCI PLE EEO OFFI Cl AL
CERTI FI ES THAT THI S REPORT IS I N COWPLI CANCE W TH EEO- MD- 714

WIlliam A Navas, Jr., Director of Equal Enploynent Qpportunity
Assi stant Secretary of the Navy (Manpower and Reserve Affairs)

NAME AND Tl TLE OF HEAD OF CORGANI ZATI ON OR DESI GNATED EEO OFFI Cl AL

[1sl/ DATE: 9 ril 2003

ST GNATURE OF HEAD OF ORGANI ZATI ON OR DESI GNATED OFFI Cl AL CERTI FI ES THAT THI S
REPORT |'S | N COVPLI ANCE W TH EEO- MD- 714.
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EEO POLI CY STATEMENT

The attached DON EEO Policy Statement is posted on the DON Human
Resources Website. The current statement was signed by Gordon
England, Secretary of Navy on May 2002.

M. England departed in January 2003. An updated policy
statenent will be issued by his permanent replacenent.
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DELEGATI ON OF AUTHORI TY

The follow ng responsibilities and del egations of authority to
EEO O ficials are in accordance with Secretary of Navy (SECNAV)
Instruction 12720.5A, dated 8 April 1992. That guidance is
currently being rewitten to reflect updated rol es.

Responsibilities.

a. The Assistant Secretary of the Navy for Manpower and Reserve
Affairs (ASN(M&RA)) is the Director of EEO and is responsible
for establishing and maintaining a world-wide DON EEO Program
consistent with legal and regulatory requirements. The ASN
(M&RA) shall keep the Under Secretary and the Secretary informed
of progress and significant problems.

b. The Deputy Assistant Secretary for Civilian Human Resources
(DASN (CHR)) 1is delegated responsibility for the development of
Department-wide EEO policies, programs, and directives necessary
to accomplish administration, planning, reporting, and
assessment on all aspects of the program.

c. The Special Assistant for EEO (SA/EEQ) serves as the primary
technical expert for EEO to the Director of EEO, ASN(M&RA). The
SA/EEO serves as principal EEO representative and point of
contact between DON and various internal and external offices
for the accomplishment of the total DON EEO program. The SA/EEO
serves as the Director, Office of EEO Complaints Management and
Adjudication (OECMA) .

d. The Director, Office of Civilian Human Resources (OCHR)
shall:

(1) Provide program oversight for implementation and
assess EEO program effectiveness.

(2) Ensure that sufficient resources are made
available to implement a viable EEO program.

(3) Ensure that policies and practices are regularly
reviewed to ensure that barriers to EEO are identified and
eliminated.

(4) Ensure that EEO program initiatives, including
training in the prevention of sexual harassment, are developed
and implemented.
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e. The Chief of Naval Operations, Commandant of the Marine
Corps, Assistant for Administration USN, and Heads of Echelon 2

Commands are designated as Command EEO Officers (CEEOO) and
shall:

(1) Ensure that SECNAV EEO Program policy is
communicated and implemented within their respective commands.

(2) Issue command policies and procedures to
facilitate the implementation of DON EEO Program initiatives.

(3) Allocate adequate resources to effectively manage
the EEO Program.

(4) Ensure that EEO program officials providing service
at the headquarters and subordinate levels meet established
training requirements and are free from interference and
reprisal in the execution of their duties and in their efforts
to maintain the integrity of the process.

(5) Direct that appropriate EEO Program reviews and
evaluations are conducted to ensure compliance with regulation
by subordinate commands.

f. The Command Deputy Equal Employment Opportunity Officer
(CDEEOO) shall:

(1) Serve as the primary advisor to the CEEOO on all
matters pertaining to the effective management of the DON EEO
Program.

(2) Provide guidance, assistance, and command specific
training, as needed to subordinate activity and command
officials.

(3) Serve as a link between subordinate activities and
the SA EEO, OECMA, and OCHR to monitor and enforce compliance,
facilitate responses to reporting requirements and program
assessments.
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g. Officials responsible for resources for Base Operating
Support will ensure adequate resources are available to
administer and manage the civilian EEO program.

h. Activity Heads or Commanders. The head of each Naval
Activity and Marine Corps Command employing civilians shall
serve as the EEO Officer. EEOOs shall:

(1) Ensure that EEO Officials responsible for the
discrimination complaints process are free from interference and
reprisal in the execution of their duties and in their efforts
to maintain the integrity of the process.

(2) Promote accountability by ensuring that
appropriate training is made available to managers, supervisors,
employees, and EEO practitioners regarding roles and
responsibilities within DON EEO program.

(3) Ensure that supervisors, managers and employees
understand and meet their Affirmative Employment Program (AEP)
responsibilities.

(4) Modify policies and practices found to have an
unlawful discriminatory impact or pose barriers to AEP

initiatives.

i. Human Resources Offices (HRO) shall provide Civilian

HR/EEO functions for serviced Activities. This includes
identifying qualified individuals to perform specific EEO
Program initiatives. HR Directors (HRDs) shall ensure HR staff

provides advice and guidance to management and supervisors
regarding AEP initiatives, and the implementation of the DON EEO
policies and procedures. The servicing HRD shall:

(1) Designate a DEEOO and advise the respective EEOO
regarding the availability of adequate resources to effectively
manage and implement the EEO Program at the Activity or Command
level.

(2) Provide HR/EEO Program advice and guidance to
employees, managers, and EEO officials.

Jj. Human Resources Service Centers (HRSC) shall provide
assistance and support to HROs, EEOOs, management and
supervisors regarding AEP program initiatives and other DON EEO
program requirements.
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ORGANI ZATI ONAL CHART
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CERTI FI CATI ON OF QUALI FI CATI ONS OF EEO OFFI CI ALS

| CERTIFY THAT THE QUALI FI CATI ONS OF ALL STAFF OFFI Cl ALS, FULL-

TI ME AND PART-TI ME, RESPONSI BLE FOR THE ADM NI STRATI ON OF THE
EQUAL EMPLOYMENT OPPORTUNI TY PROGRAM AND AFFI RVATI VE EMPLOYMENT
PROGRAM HAVE BEEN REVI EWVED BY COMPETENT AUTHORI TY AND MEET THE
QUALI FI CATI ON STANDARDS | N THE OPERATI NG MANUAL FOR QUALI FI CATI ON
STANDARDS FOR GENERAL SCHEDULE POSI TI ONS.

I1sl]

SI GNATURE
08 April 2003
DATE
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PLAN FOR THE PREVENTI ON OF SEXUAL HARASSIVENT

The DON is comritted to providing a work environment free of
sexual harassment. The DON policy instruction SECNAVI NST
5300. 26C, issued in 1997, provides policy guidance for al
mlitary and civilian personnel.

This policy instruction clearly articulates DON' s intention to
di scourage enpl oyee conduct that undermines the integrity of the

enpl oyment relationship and the principle of good human resources
managenent .

Conpl ai nts of sexual harassnent in the workplace nmay be filed
under 29 CFR Part 1614 and Title VII of the Cvil R ghts Act of
1964, as anended.

10
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STATEMENT OF ADEQUATE MONI TORI NG EVALUATI ON SYSTEM

Eval uation of the DON Affirmative Enployment Program (AEP) Pl an
is the function of the Assistant Secretary of the Navy (Manpower
and Reserve Affairs)(ASN( M&RA)) .

Heads of activities, managers, and supervisors at each |evel are
responsi ble for effective barrier anal ysis and successf ul
acconplishnment of their AEP initiatives. Human Resources
Directors and EEO officials will provide advice and assi stance.
Managenent accountability for the acconplishnent of affirmative
enpl oyment goals is nmeasured through identified EEO Program

per f or mance obj ecti ves.

The Special Assistant for EEOw || ensure internal eval uations
are conducted to nonitor progress on DON-wi de and field
initiatives.

| nformati on systens currently in use will be reviewed to
ascertain whether features inherent in these systens are
avai l abl e in connection with applicant flow. For exanple, the
Resum x, an automated staffing tool currently required by

Depart ment of Defense, captures relevant data but currently does
not have a reporting feature for use by nanagers/supervisors to
determ ne the effectiveness of targeted recruitnent strategies,
i.e., representation of mnorities, wonen, and disabl ed

candi dates on nerit pronotion certificates.

In FY 2004, DON wi Il inplenent an aut omated AEP pl anni ng t ool

that will enable quarterly data updates to nonitor AEP pl an
acconplishnents. This tool is intended to assist DON managers and
supervisors in tracking acconplishnents and fully understanding
DON AEP obj ectives and action itens. Information on personnel
transactions and historical data for trend analysis wll be

i ncluded to provide a conplete picture.

11
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PROGRAM ANALYSI S

TH'S SECTI ON PROVI DES A NARRATI VE ANALYSI S OF THE AFFI RVATI VE
EMPLOYMENT PROGRAM FOR THE FOLLOW NG ELEMENTS:

: ORGANI ZATI ON AND RESOURCES

. WORK FORCE

1. DI SCRI M NATI ON COWVPLAI NTS

V. RECRU TMENT AND HI RI NG
EMPLOYEE DEVELOPMENT PROGRAMS
PROMOT|T ONS

. SEPARATI ONS

VI 1. PROGRAM EVALUATI ON

<<<

| . O gani zati on and Resources

SECNAV has designated the ASN (M&RA) to serve as the Director of
EEO as a nenber of his immedi ate staff. The ASN(M&RA) is
supported by the DASN(CHR), the SA/EEQ, and the Director, OCHR

The Policy and Prograns Departnent of OCHR has two divisions
responsi bl e for EEO Prograns. The Diversity and Quality of
Wrklife Division and the Ofice of EEO Conpl ai nts Managenent and
Adj udi cation have primary responsibility for formulating policy
and providing guidance to DON EEO Program O fici al s.

Each Maj or Conmand has a Command Deputy EEO Oficer and staff to
nmonitor all EEO Programinitiatives wthin the Conmand. This
includes, but is not limted to, AEP initiatives and EEO program
assessnents.

Program anal ysi s i ncluded assessnent of actual inplenmentation of
t he EEO Program t hroughout DON. This effort included an AEP
wor ki ng group and brainstorm ng sessions on issues critical to
pronoti ng DON EEO Program policy.

The working group identified a |l ack of consistency in the
execution of DON' s EEO Program pertaining to resources, training,
and understanding of roles and responsibilities.

DON | eader shi p has acknow edged sim | ar program concerns and
created the SAVEEO to centralize EEO program advi ce and
communi cat e gui dance to DON Seni or Leaders.

EEO O ficials need a better understanding of roles and
responsibilities. AEP initiatives nust be consistently

communi cated to managers and supervisors at all levels. It is
antici pated that through design and inplenentation of a new

pl anni ng and reporting tool, DON AEP initiatives will be clearly
communi cat ed and manager and supervi sor accountability measur ed.

12
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1. Work Force

Wor kf orce anal ysis using FY 2002 DON data and 1990 census dat a.

GROUP DON % NATI ONAL CLF UNDERREPRESENTATI ON

L EVEL

WF 20. 30 35. 30 | Underrepresent ed

BM 7.00 4.90 | Above parity

BF 5. 80 5.40 | Above parity

HM 2.90 4.80 | Underrepresent ed

HF 1.50 3. 30 ] Underr epr esent ed*

APM 7.10 1.50 | Above parity

APF 2.80 1.30 | Above parity

NAM 0.50 0.30 ] Above parity

NAF 0. 20 0.30 | Underrepresent ed

* Hi spanic Fenal e representation is |ess than 50% of the CLF.

The follow ng charts and anal ysis show the change in work force
profile by PATCOB categories. The percentage onboard for each
race/ ethnic group i s shown:

P - Professional

Group/ Race FY2001 FY2002 NCLF
Nati ve Am Ml es 0.2 0.2 0.2
Nati ve Am 0.1 0.1 0.2
Femal es

Asi an Mal es 8.1 8.4 3.5
Asi an Femal es 2.7 2.9 1.9
Bl ack Mal es 2.6 2.7 2.4
Bl ack Fennl es 2.7 2.7 3.2
Hi spani ¢ Mal es 2.4 2.5 2.1
H spani ¢ Fenal es 0.9 0.9 1.4
White Mal es 63. 2 62.7 54.7
VWi te Fenal es 17. 1 17.0 30. 3

Not e: Numbers m ght not total due to rounding.
Sour ce: DCPDS Headquarters System — DM5, EEOCC Form 568 (8/87) for FY 2002.

Wi te Femal es, Bl ack Fenal es, Hi spanic Fenmal es and Native
Anerican Fenal es are underrepresented in the Professional group.

13
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A — Administrative

G oup/ Race FY2001 FY2002

:

Native Am Ml es

Native Am
Femal es

Asi an Mal es

Asi an Fenal es

Bl ack Mal es

Bl ack Fennl es

Hi spani ¢ Mal es

NN DN W 9 2
NP N DN W 9 2

MM HE e S

H spani ¢ Fenal es

VWi te Ml es

N
ha
N
ol
IS
N

Ol ©| Ol Yk O] © O w »
g N Ol O O N © O w H»
Bl PO O WO D W W

VWi te Fenal es 33. 32. 40.

Not e: Numbers m ght not total due to rounding.
Sour ce: DCPDS Headquarters System — DMS, EEOCC Form 568 (8/87) for FY 2002.

Wi te Femal es, Hispanic Mal es and H spanic Fenal es are
underrepresented in the Adm nistrative group positions.

T — Techni cal

Group/ Race FY2001 FY2002 NCLF
Nat i ve Am Ml es 0.5 0.5 0.4
Native Am 0.4 0.4 0.4
Femal es

Asi an Mal es 4.0 4.1 1.9
Asi an Femal es 4.7 4.5 1.6
Bl ack Mal es 5.3 5.4 3.6
Bl ack Fennl es 10.5 10. 3 6.0
Hi spani ¢ Mal es 2.2 2.3 3.2
H spani ¢ Fenal es 2.5 2.5 3.4
White Mal es 44. 3 45,7 36.1
Wit e Femal es 25.6 24. 42.9

Not e: Nunbers might not total due to roundi ng.
Sour ce: DCPDS Headquarters System — DMS, EEOC Form 568 (8/87) for FY 2002.

White Fenal es, Hispanic Mal es and Hi spanic Fenal es are
underrepresented in Technical group positions.

14
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C - Cerical

G oup/ Race FY2001 FY2002 NCLF
Nat i ve Am Ml es 0.2 0.2 0.1
Native Am 0.5 0.6 0.5
Fennl es

Asi an Mal es 3.3 3.1 0.8
Asi an Femal es 7.3 6.9 1.9
Bl ack Mal es 4.5 4.7 2.8
Bl ack Femal es 20.4 20.9 9.6
Hi spani ¢ Mal es 1.3 .1 1.7
H spani ¢ Fenal es 4.6 4.3 4.3
White Mal es 11.2 11.2 14.0
Wit e Femal es 46.7 47.0 63.4

Not e: Numbers mi ght not total due to rounding.
Sour ce: DCPDS Headquarters System — DMS, EEOC Form 568 (8/87) for FY 2002.

White Fenal es, Bl ack Ml es, Hi spanic Ml es and H spani c Fenal es
are underrepresented in the Cerical group positions.

O - Oher (Firefighters/ Guards)

Group/ Race FY2001 FY2002 NCLF
Native Am Mal es 1.1 1.2 0.9
Nat i ve Am Fenal es 0.0 0.1 0.2
Asi an Ml es 7.7 8.2 1.2
Asi an Fenul es 0.6 0.7 0.3
Bl ack Mal es 12.2 12.8 9.1
Bl ack Fenal es 1.5 1.6 3.2
Hi spani ¢ Mal es 7.1 7.0 4.8
H spani ¢ Fenal es 0.8 0.8 1.0
Wi te Ml es 64.5 63.0 67.6
Wi te Fenal es 4.3 4.6 11.2

Not e: Nunbers might not total due to roundi ng.
Sour ce: DCPDS Headquarters System — DMS, EEOCC Form 568 (8/87) for FY 2002.

White Femal es, Bl ack Femal es, Native Anerican Fenal es and

Hi spani c Fenales were identified as underrepresented in the O her
group positions.

15
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B — Blue Coll ar

G oup/ Race FY2001 FY2002 NCLF
Nati ve Am Mal es 1.0 0.9 0.8
Native Am Femral es 0.0 0.04 0.2
Asi an Mal es 12.2 13.2 1.7
Asi an Fenal es 0.5 0.6 0.5
Bl ack Mal es 14. 8 15. 3 9.1
Bl ack Femal es 1.7 1.7 2.2
Hi spani ¢ Mal es 4.8 4.6 8.7
H spani ¢ Fenal es 0.3 0.3 1.5
VWi te Ml es 61.0 59.8 65.4
White Fenal es 3.6 3.5 9.8

Not e: Nunbers might not total due to roundi ng.
Sour ce: DCPDS Headquarters System — DMS, EEOCC Form 568 (8/87) for FY 2002.

Wi te Femal es, Bl ack Femal es, Hispanic Ml es, Hi spanic Fenal es
and Native Anmerican Fenmales. Black Fenmal es were underrepresented
in Blue Collar G oup positions.

*Anal ysis by G ade G oupi ngs*

EECC Form 570 is attached, depicting conparisons of EEO groups by
Grade DON-wide. A summary of that data is provided bel ow

GS 1-4 GS 5-8 GS 9-12 GS 13-15 SES DON
VWKFC
Native Am
Mal es 0.3 0.4 0.5 0.3 0.6 0.5
Nati ve Am
Femal es 0.4 0.5 0.3 0.1 0.0 0.2
Asi an Ml es
5.3 4.8 5.5 4.2 1.0 7.1
Asi an
Femal es 8.8 6.1 3.2 1.3 0.3 2.8
Bl ack Mal es
7.8 6.4 4.7 3.6 2.9 7.0
Bl ack
Femal es 19.8 14. 7 5.6 3.3 0.6 5.8
Hi spani c
Mal es 2.4 2.8 2.4 1.8 0.6 2.9
Hi spani ¢
Femal es 4.2 3.4 1.7 0.7 0.6 1.5
White Mal es
22.0 26.0 50.7 65.5 76. 8 51.8
VWi te
Femal es 29.2 35.0 25.5 19.3 16. 4 20. 3

Not e: Numbers might not total due to rounding.
Sour ce: DCPDS Headquarters System — DMS, EEOCC Form 570 (8/87) for FY 2002.
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UNDERREPRESENTATI ON

UNDERREPRESENTATI ON
LESS THAN 50% OF CLF

GS 1-4 WHITE FEMALE HISPANIC MALE
GS 5-8 HISPANIC MALES
WHITE FEMALES HISPANIC MALES
GS 9-12 HISPANIC FEMALES
WHITE FEMALES HISPANIC MALES
BLACK MALES HISPANIC FEMALES
GS 13-15 BLACK FEMALES NAT.AMERICAN FEMALES
BLACK MALES WHITE FEMALES
AA/PI MALES BLACK FEMALES
HISPANIC MALES
HISPANIC FEMALES
AA/PI FEMALES
SES NAT. AMERICAN FEMALES
BLUE COLLAR
UNDERREPRESENTATI ON
UNDERREPRESENTATI ON LESS THAN 50% COF CLF
WHITE FEMALE HISPANIC MALE
BLACK MALE HISPANIC FEMALE
WD 1-10 BLACK FEMALE NAT. AMERICAN FEMALES
BLACK FEMALES WHITE FEMALES
HISPANIC MALES HISPANIC FEMALES
WG 1-15 AA/PI FEMALES NAT. AMERICAN FEMALES
BLACK FEMALES WHITE FEMALES
HISPANIC MALES HISPANIC FEMALES
WL 1-15 NAT. AMERICAN FEMALES
BLACK FEMALES WHITE FEMALES
HISPANIC MALES HISPANIC FEMALES
WM 6-29 NAT.AMERICAN MALES NAT.AMERICAN FEMALES
BLACK MALES HISPANIC MALES
BLACK FEMALES
HISPANIC FEMALES
NAT. AMERICAN FEMALES
WN 4-7 AA/PI FEMALES

17
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*Anal ysis by Major Cccupations*

SERIES OCCUPATION # EMPLOYEES
0343 MANAGEMENT ANALYSIS 5,262
0855 ELECTRONICS ENGINEER 5,187
0856 ELECTRONICS TECH 3,934
1102 CONTRACT & PROCUREMENT 3,805
0081 FIRE PROTECTION & PREVENTION 3.505
0830 MECHANICAL ENGINEERING 3.154
0318 SECRETARY 3,141
0346 LOGISTICS MANAGEMENT 3.023
0801 GENERAL ENGINEERING 2,703
0560 BUDGET ANALYSIS 2,590
0083 POLICE 2,083

Not e: Nunbers might not total due to roundi ng.
Sour ce: DCPDS Headquarters System — DMS, EEOCC Form 570 (8/87) for FY 2002.

UNDERREPRESENTATI ON

SERIES UNDERREPRESENTED LESS THAN 50% OF CLF

0343 BM, HF HM

0855 WF, BF, HF, NAF

0856 NAM WF, BF, HF, APF, NAF

1102 HM, APM

0081 BM WF, BF, HF, APF, NAF

0830 BM, APF WF, BF, HF

0318 APM, NAF BM, HM

0346 WF, HM, APF HF, NAF

0801 BM, HM, NAM WF, BF, HF, NAF

0560 BM, NAM HM

0083 BF, NAF WF, HF

I[11. Discrimnation Conplaints

A total of 939 formal discrimnation conplaints were filed within
DON during FY 2002. The nost frequently all eged bases were:
reprisal, race (Black), age, disability (physical) and sex

(femal e).

The nmobst common issues raised in formal conplaints filed this FY

wer e pronotion/non-sel ection, non-sexual harassnent and
di sciplinary actions (i.e., suspensions, reprimands).

18
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[11. Discrimnation Complaints (CONT' D)

Cl osure by Category for FY 2002*

Type Nunber
Di smissals (including AJ) 140
W t hdr awal s 92
Settlenents 298
Fi nal Agency Deci si ons (FADs) 580

*Source: Department of Navy, Annual Federal EEO Statistical Report of
Di scrimnation Conplaints — EECC Form 462 for FY 2002.

The wor ki ng group al so reviewed i ssues pertaining to the
resolution of conplaints and the full utilization of ADR
resources. Suggestions included adjusting policy to nake
managenent participation in ADR nmandatory and better educating
managers and supervisors of ADR benefits.

V. Recruitnent and Hiring

I n February 2003, EEO and HR program officials participated in a
wor ki ng group to identify issues/concerns regarding current DON
recruitnment policies. Several thenmes enmerged fromthe

di scussi ons:

Applicant Flow Data: Currently there is no reporting systemto
identify the representation of candidates on nerit pronotion
certificates. Wthout this data, gauging the success or validity
of recruitnment initiatives continues to be difficult. Wth the

i ncreased use of the Resum x tool to devel op candi date pool s,
efforts nmust be nade to have that system provide reports on

candi dat e representation.

Seni or Leader/ Manager/ Supervi sor Awareness: Current systens do
not enable officials to measure accountability for acconplishnent
of DON AEP initiatives. Several |evels of awareness were
identified: managers and supervisors are not fully apprised of
established AEP initiatives; AEP Programroles and
responsibilities are not clearly identified or conmunicated; and,
i nformation regardi ng underrepresentati on and availability of
candi dates is not provided to selecting officials.

Enpl oyee Coding (Mnority/Disability): A conplete review of

enpl oyee mnority and disability codes has not been conduct ed.
On a smaller scale, sonme Maj or Cormands have found errors in the
data reported by DCPDS. An accurate estimte of the inpact of
these errors has not been determ ned. A corporate solution is

presently being considered. This effort will involve a review of
current systens and determinations that will include both DoD and
DON Oficials. It is expected that a conplete solution may take

several years to inplenent.
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V. Recruitnent and Hiri ng (CONT' D)

Corporate Recruitnent Strategy: Currently no corporate
recruitment strategy exists. This effort will involve

coordi nati on of workforce planning initiatives of each major
command to forecast future recruitnent needs and resources

avai lable. Identification and coordination of existing corporate
recrui tnment resources and efforts will pronote DON-w de based on
a long-range recruitment strategy. DON s recruitnent stategy
wi Il include increased use of student prograns, intern
opportunities, and apprenticeship contracts.

V. Enpl oyee Devel opnent

Managers and Supervisors are responsible for ensuring that
i ndividual s are selected for training in accordance with their
needs and responsibilities on a case-by-case basis.

Program anal ysis reveal ed insufficient data is available to
properly assess whet her enpl oyee devel opnent opportunities
(training, work assignnents, etc.) are granted in a fair and
equi tabl e manner. A corporate information systemto track
training is not currently available. Discrimnation conplaints
data does not indicate a negative trend in this area. However, a
corporate informati on systemw || provide nmanagers and
supervisors with tools to assess target group participation and
other indicators in this inportant Human Capital neasure.

VI. Pronotions

Total pronotions throughout the DON civilian work force by
race/ ethnic group for FY 2001 and FY 2002.

Work force: FY2001 FY2002
Afri can- Aneri cans 3, 366 3, 330
Asi an/ Paci fic |sl anders 3,166 3,211
Hi spani cs 1, 169 1,217
Nat | ve- Areri cans 180 215
Wi t es 18, 838 19, 290
Wnen 8, 554 8, 949
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VI. Pronotions(cont’d)

GROUP

( DON*A FY98 FY99 FY00 FYO1 FY02
WE (20. 3) 26. 32 23. 35 22. 75 21. 69 21.87
BM (7.0) 5.52 6. 83 6. 83 6. 79 6. 28
BF (5. 8) 6. 79 6. 02 6. 23 5.81 5.93
HV (2. 9) 2. 46 2. 66 2. 70 2. 80 2. 83
HE (1.5) 1.78 1.62 1.47 1.57 1. 64
APM (7. 1) 5. 94 7. 05 7. 50 9. 11 8. 64
APF_(2.8) 2.87 277 2.81 2. 74 3. 14
NAM (0. 5) 0.50 0.54 0. 55 0. 47 0.55
NAF (0.2) 0. 25 0. 23 0. 28 0. 20 0. 24

TOTAL # 24, 156 24, 373 25, 814 26, 719 27, 263

Source: Defense Civilian Personnel Data System (DCPDS) Headquarters System —
Dat a Managenent System (DMS).

This data indicates that over the last five years pronotions were
distributed fairly consistently throughout DON. Although
pronotion/ non-sel ection remains a significant claimin conplaints
of discrimnation, current data collection nethods do not

i ndi cate any significant trends.

VII. Separations

Separations across DON declined for all groups fromthe previous
fiscal year

Total separations throughout DON civilian work force by
race/ ethnic group for FYs 2001 and 2002.

Work force: FY2001 FY2002
African- Aneri cans 1, 966 446
Asi an/ Paci fic |slanders 1,072 202
Hi spani cs 562 170
Nati ve Anmeri cans 97 25
Whi t es 8,744 2, 007
Wnen 3, 987 512

Source: Defense Civilian Personnel Data System (DCPDS) Headquarters System —
Dat a Managenent System (DVB).
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VII. Separations(cont’d)

GROUP

DON%) FY98 FY99 FY00 FY01 FY02
VWE (20. 3) 22. 04 22. 62 19. 33 21. 68 17. 96
BM (7. 0) 9. 25 8. 62 8. 10 9.02 9. 26
BF (5. 8) 7. 47 7.04 6. 16 6. 78 6. 39
HV (2. 9) 3. 06 2. 80 3.01 3.40 4.28
HE (1.5) 1.38 1. 39 1.37 1.12 1. 68
APM (7. 1) 6.57 6. 71 10. 69 6. 41 5.61
APF (2.8) 2.37 2. 17 3. 05 2. 21 1. 47
NAM (0. 5) 0. 46 0. 65 0.57 0.52 0.63
NAF (0.2) 0.28 0.28 0. 28 0.26 0. 25 |

TOTAL # 15, 743 14, 897 14, 281 12, 441 2, 850

Over the last five years, no groups |left DON at a significantly
hi gher rate than their representation in the workforce. No
significant trends were identified.

VIl1l. Program Eval uation

DON continues to evaluate policies and initiatives established
for the Corporate EEO Program Policies and instruction manual s
are bei ng updat ed.

The DON AEP Working group identified issues and concerns
regarding the consistency and efficiency of current EEO Program
evaluation tools. The variety of established and required
program reviews (IG, HR assessment, etc.), either do not include
EEO Program measures or are not adequate to measure and assess
program accomplishments.

As with other program elements reviewed in this analysis, a need
for guidance and consistent policy from OCHR was identified as a
problem. Guidance will focus on training, and adjustment of
current assessment tools to reflect EEO Program measures and
information to leadership at all levels.
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PROBLEM BARRI ER | DENTI FI CATI ON

** Lack of consistency in the execution of DON s EEO Program as
to resources, training, and understanding of roles and
responsi bilities.

« Significant underrepresentation exists for Wite, Hi spanic
and Native Anerican wonen in all groups in the DON Bl ue
Col l ar work force.

% Significant underrepresentation exists for Wiite, Black and
Native American wonen in all groups in the DON Fire-
Fi ghter/ Police positions (O her occupations).

« Significant underrepresentation exists in the representation
of Mnorities and Wonen in grades 13-15 and SES.

% Trend anal ysis of discrimnation conplaints identified
continuation of Reprisal clains and the npost preval ent

i ssues are non-sexual harassnent, pronotion/non-sel ection,
terns and conditions of enploynent and assi gnnent of duti es.

« Significant underrepresentation of Hi spanics continues in
total DON Workforce. The use of external recruitnent tools
for inmproving H spanic representation is limted or

i nefficient.

»* Data collection nethods to nonitor and assess applicant
flow, recruitment efforts and hiring trends are
insufficient. Roles and definitions of recruitnment
responsibilities are unclear wthin DO\

% There is no corporate informati on systemto accurately
noni tor training and devel opnent program participation.

« Current methods of eval uating EEO Program ef fectiveness are
i nefficient.
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REPORT OF OBJECTI VES AND ACTI ON | TEMS

PROGRAM ELEMENT: I.

(a) Organization & Resources

PROBLEM/BARRIER STATEMENT :

under st andi ng of

training,

and
roles and responsibilities.

Lack of consistency in the execution of DON s EEO
Program as to resources,

OBJECTIVE:

Develop/Deploy a systematic approach to delivery
of EEO Programs and services.

RESPONSIBLE OFFICIAL: OCHR, CDEEOO, HRD, DCPP, HRSC Dir.
TARGET DATE: SEP 30 2007
ACTION ITEMS: RESPONSIBLE MILESTONE
OFFICIAL(s)
1. Standardize EEO Program Requirements DON-Wide.
a. Devel op EEO Program gui dance to
accurately define roles and
responsibilities:
(1) DON Di scri m nati on Conpl aints
Managenent SA/EEO, OECMA | JUL 2003
(2) AEP Program Management SA/EEO, AEP DEC 2003
Manager
SA/EEO, OCHR
(3) General Program Management ’ DEC 2003
b. Deliver Program Guidance to Major OCHR
Commands . JAN 2004
2. Design EEO Program Marketing tools to
conmuni cate roles and responsibilities of EEO SA/EEO, OCHR, MAR 2004
Oficials.
3. Inplenent use of marketing tools to
comuni cate EEO Official roles and CDEEOO, HRO JUN 2004
responsi bilities.
4. As§e§s gxecutlon of DON EEO Program policies ANNUALLY :
and initiatives.

a. Review current assessment methods to OCHR, CDEEOO SEP 2004
ensure value of measures currently in 200
place (Self-Assessments, Command IG) and SEP >
consistency with EEOC compliance SEP 2006
requirements.

b. Implement adjusted assessment methods. CDEEOO, HRO SEP 2007
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REPORT OF OBJECTIVES AND ACTION ITEMS

PROGRAM ELEMENT: I. (b) Organization & Resources

PROBLEM/BARRIER STATEMENT: Lack of consistency in the execution of DON s EEO
Program as to resources, training, and
under standi ng of roles and responsibilities.

OBJECTIVE: Implement a corporate EEO training/marketing
program that clarifies roles and
responsibilities.

RESPONSIBLE OFFICIAL: OCHR, CDEEOO

TARGET DATE: SEP 30 2007

ACTION ITEMS: RESPONSIBLE MILESTONE

OFFICIAL(s)

1. Ensure DON EEO/HR
Managers/Specialists have necessary
competencies to execute EEO Program
policies and initiatives.

a. Develop/Deploy system to

communicate DON EEO Program OCHR, DCPP, CDEEOO SEP 2003
policy updates in a timely
fashion.

b. Develop metrics to assess SA/EEO, OCHR DEC 2003

integration of EEO
principles and policy into
all HR functions.

C. Ensure metric are included OCHR, DCPP, CDEEOO JAN 2004
in HR assessment program.
d. Identify/custom ze training

nodul es and resource tools

for DON EEQ HR Program OCHR, DCPP, CDEEOO MAR 2004
Manager s/ Speci al i st s.
e. Provide opportunities for
OCHR, CDEEOO, DCPP JUL 2004

standardized training
resources/tools to be shared
between Major Commands DON-
Wide.
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REPORT OF OBJECTIVES AND ACTION ITEMS

PROGRAM ELEMENT:

I. (b) Organization & Resources (Continued)

PROBLEM/BARRIER STATEMENT :

Lack of consistency in the execution of DON s EEO
Program as to resources, training, and
under standi ng of roles and responsibilities.

OBJECTIVE:

Implement a corporate EEO training/marketing
program that clarifies roles and
responsibilities.

RESPONSIBLE OFFICIAL:

OCHR, CDEEOO

TARGET DATE:

SEP 30 2007

ACTION ITEMS:

RESPONSIBLE
OFFICIAL (s)

MILESTONE

2.
tools necessary to promote a highly
effective EEO Program.

Ensure DON Management access to

a.

DON identify topics for
annual EEO training
reqguirement.

Review Annual DON-wide
Manager/Supervisor training
to ensure consistency of
message.

Conduct annual 4 hours of
Manager/Supervisor training
covering current EEO
issues/and clarifying roles
and responsibilities in

DON EEO Program objectives.

SA/EEO, OCHR

CDEEOO, HRSC, HRO

CDEEOO, HRSC, HRO

ANNUALLY:
SEP 2003
SEP 2004
SEP 2005
SEP 2006

SEP 2007
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REPORT OF OBJECTI VES AND ACTI ON | TEMS

PROGRAM ELEMENT:

II. (a) Workforce Analysis

PROBLEM/BARRIER STATEMENT:

Significant underrepresentation exists for Wite,
H spani ¢ and Native Anerican wonen in all groups
in the DON Blue Collar work force.

OBJECTIVE:

Improve the representation of Women in Blue
Collar positions throughout DON.

RESPONSIBLE OFFICIAL:

Major Commands, Managers & Supervisors, HRSC, HRO

recruitment methods/sources.

TARGET DATE: SEP 30 2007

ACTION ITEMS: RESPONSIBLE MILESTONE
OFFICIAL(s)

1. Develop/Deploy guidance on SA/EEO, OCHR JAN 2004

(Recruitment)

consideration

2. Review recruitment methods/sources
to ensure targeted groups are
available for selection

CDEEOO, DEEOO, HRSC, ANNUALLY: SEP
HRO 2004, 2005,
2006, 2007

3. Assess use of apprenticeship
programs to attract women into

ANNUALLY: SEP

L 2003, 2004,
trades positions. 5005, 2006
a. Advise Managers/ Supervisors HRD, HRO (Staffing 2007’ !
on avail abl e hiring function), HRSC Dir.
programns.
b. TIdentify candidate sources HRSC Dir. HRD, DEEOO
to feed such programs. ’ ’
SR S A LB e HRSC Dir, HRD, DEEOO
apprenticeship contracts/
Sources for adequacy and
revise for improved results.
d. Recognize significant HRSC Dir, HRD, DEEOO
14 14

strategies/results.
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REPORT OF OBJECTI VES AND ACTI ON | TEMS

PROGRAM ELEMENT : II. (b) Workforce Analysis

Signi ficant underrepresentation exists for Wite,
Bl ack and Native Anerican wonen in all groups in
the DON Fire-Fighter/Police positions (O her
occupati ons).

PROBLEM/BARRIER STATEMENT:

OBJECTIVE: Improve the representation of Women in Fire-
Fighter/Police (Other Occupations) positions
throughout DON.

RESPONSIBLE OFFICIAL: Major Commands, Managers & Supervisors, HRSC, HRO
TARGET DATE: SEP 30 2007
ACTION ITEMS: RESPONSIBLE MILESTONE
OFFICIAL(s)
1. Develgp/Deploy guidance on SA/EEO, OCHR JAN 2004
recruitment methods/sources. .
(Recruitment)
2. Review recruitment methods/sources CDEEOO, DEEOO, HRSC, ANNUALLY: SEP
to ensure targeted groups are
) , , HRO 2003, 2004,
available for selection/promotion
, ) 2005, 2006,
consideration. 2007

3. Encourage use of all hiring
authorities to attract women into
Fire-Fighter/Police positions.

ANNUALLY: SEP
2003, 2004,
2005, 2006,
HRO (Staffing 2007

a. Advi se Manager s/ Supervi sors function)

on avail able hiring prograns.
b. Broaden recruitment sources HRSC, HRO, DEEOO
to supply women candidates.
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REPORT OF OBJECTI VES AND ACTI ON | TEMS

PROGRAM ELEMENT: II. (c) Workforce Analysis

PROBLEM/BARRIER STATEMENT: ;nsuff}01ent sys?ems/data to assess factors
impacting retention of targeted groups.

OBJECTIVE: Develop system to analyze factors impacting
retention of targeted groups.

RESPONSIBLE OFFICIAL: Major Commands, Managers & Supervisors, HRSC, HRO

TARGET DATE: SEP 30 2007

ACTION ITEMS: RESPONSIBLE MILESTONE

OFFICIAL(s)
1. Identlfy(Develop sys?em tolcollect SA/EEO, OCHR JAN 2004
data regarding factors impacting .
i (Recruitment)

retention of targeted groups.

2. Conduct assessment of data and SA/EEQ, CDEEOO Annually: SEP

report trends. 2004. 2005
2006, 2007
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PROGRAM ELEMENT:

III.

Discrimination Complaints Management

PROBLEM/BARRIER STATEMENT:

duti es.

Trend anal ysis of discrimnation conplaints
identified continuation of Reprisa
t he nost preval ent
har assnent,

clains and

i ssues are non-sexua
pronoti on/ non-sel ecti on,
conditions of enploynent and assi gnnent of

terns and

OBJECTIVE:

disputes.

Provide DON Management with tools/resources to
enhance working relationships and minimize

RESPONSIBLE OFFICIAL:

OCHR, CDEEOO

TARGET DATE: SEP 30 2007
ACTION ITEMS: RESPONSIBLE MILESTONE
OFFICIAL(s)
1. Provide guidance/training tools to
DON workforce to address claims of
discrimination.
a. ldentify/Customze trainin
nndulesyor resources to degl OCHR, CDEEOO SEP 2004
wi th workpl ace rel ati onshi ps
and | eadership initiatives.
b. Deliver training within CDEEOO, DEEOO ANNUALLY: SEP
Major Command. 2005, 2006,
2007
2. Increase use of ADR methods to
improve resolution of claims of
discrimination.
a. Devel op gui dance/ policy
requiring facilitated SA/EEO, DON ADR DEC 2003
di scussi on between Manager
manager/ supervi sor and
enpl oyees during conpl ai nt
process.
b. Provide managers/ supervisors
training on ADR net hods and DON ADR Manager, ANNUALLY: JAN
t he val ue of using these CDEEOO, HRSC (Code 10), 2004, 2005,
nmet hods to effect DEEOO. 2006, 2007
resol ution.
c. Ensure DON employees are
aware of ADR methods CDEEOO, HRSC(Code 10), |ANNUALLY: JAN
available to achieve DEEOQO. 2004, 2005,
resolution of issues. 2006, 2007
d. Assess effectiveness of
prescribed ADR interventions
and adjust policies as CDEEOO, HRSC(Code 10), |ANNUALLY: JAN
necessary. DEEOO. 2004, 2005,
2006, 2007
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PROGRAM ELEMENT: IV. (a) Recruitment & Hiring

PROBLEM/BARRIER STATEMENT : Signi ficant underrepresentati on of Hispanics
continues in total DON Wrkforce. The use of
external recruitment tools for inproving H spanic
representation is limted or inefficient.

OBJECTIVE: Improve representation of Hispanic Males and
Females through targeted recruitment and
retention efforts.

RESPONSIBLE OFFICIAL: Major Commands, Managers & Supervisors, HRSC, HRO

TARGET DATE: 30 SEP 2007

ACTION ITEMS: RESPONSIBLE MILESTONE
OFFICIAL(s)

1. Issue DON-wide Hispanic Employment SA/EEO, OCHR DEC 2003

Program Plan (HEP) with milestones and
strategies that reflect a continuing
priority for eliminating Hispanic
underrepresentation.

2. Identify appropriate recruitment
sources to reach Hispanic Males and
Females for the variety of occupations
in DON.

HRO, MAR 2004
Managers/Supervisors,
Community Managers

3. Increase utilization of
Outstanding Scholars, Federal Career
Intern Program, HACU Interns, PMI,
apprenticeships, Co-op hiring, and
other hiring authorities to increase
Hispanic representation.

HRO, JUN 2004
Managers/Supervisors,
Community Managers

4. Develop/Update Command HEP Plan SA/EEO, OCHR MAR 2004
initiatives in accordance with

SECNAVINST 12720.8 and communicate
initiatives to Manager/Supervisors.

BOD, CDEEOO, MAR 2004

a. Incorporate Government-wide .
Managers/Supervisors

Hispanic Employment Initiatives
issued by OPM in HEP Plans.

b. Increase manager/supervisor OCHR, CDEEOQOO JUN 2004
awareness of DON Hispanic

Employment Initiatives through
briefings and training.
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PROGRAM ELEMENT: IV. (b) Recruitment & Hiring

PROBLEM/BARRIER STATEMENT: Data coll ection nethods to nmonitor and assess
applicant flow, recruitment efforts and hiring
trends are insufficient. Roles and definitions
of recruitnment responsibilities are unclear

wi t hi n DON.
OBJECTIVE: Enhance corporate recruitment efforts.
RESPONSIBLE OFFICIAL: OCHR, DCPP, CDEEOO, HRO, Community Managers
TARGET DATE: 30 SEP 2007
ACTION ITEMS: RESPONSIBLE MILESTONE
OFFICIAL (s)
1. Def}ne rolesland respon51bll}tles OCHR, CDEEOO, DCPP, JAN 2004
connecting recruitment efforts with HRO
AEP initiatives.
2f Enhancelcurrent agtomgted toolsl OCHR (RegOps), HRO,
(i.e. Resumix) to assist in generating CDEEOO
applicant flow data.
a. Provide CDEEOOs training on NOV 2003
DON policy and implement use
of automated AEP tool. SEP 2004
b. Incorporate quarterly
monitoring of workforce
statistics (trend analysis)
through automated AEP tool. SEP 2005
c. Develop reporting format for
inclusion with certificates.
3T Develop/deploy strategy/pgllcy to OCHR (Recruitment), SEP 2004
link DEU and HRSC’s efforts with .
, . , CDEEOO, Community
targeted recruitment initiatives.
Managers.
4. Develop a plan to capture and OCHR (RegOps, EEO), SEP 2004
verify employee minority group self- DCPP, CDEEOO
identification data.
5. Develop/Deploy standardized OCHR (RegOps) SEP 2004
satisfaction survey tool that includes
assessment of targeted recruitment
results.
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PROGRAM ELEMENT :

V. Employee Development Programs

PROBLEM/BARRIER STATEMENT :

There is no corporate information systemto
accurately nmonitor training and devel opnent
program partici pation.

OBJECTIVE:

Develop information system to track Employee
Development information.

RESPONSIBLE OFFICIAL: OCHR, DCPP

TARGET DATE: 30 SEP 2007

ACTION ITEMS: RESPONSIBLE MILESTONE
OFFICIAL(s)

1. Review current methods of DCPP, CDEEOQO, DEC 2003

advertising career development Community Managers

opportunities.

2. Identify significant programs of OCHR (Training), DCPP, SEP 2004

leadership and executive development Community Managers

for inclusion in data analysis.

3. Develop/Deploy DON information OCHR (Training) SEP 2005

system for Employee Development

Programs.

4. Conduct analysis and provide OCHR (EEO, Training) DEC 2005

assessment to community managers and
senior leadership.

CDEEOO
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PROGRAM ELEMENT:

VI. Promotions

PROBLEM/BARRIER STATEMENT:

Si gnificant underrepresentation exists in the
representation of Mnorities and Wwnren i n grades
13-15 and SES.

OBJECTIVE:

Improve the representation of Women and
Minorities in positions at grades 13-15 and SES.

RESPONSIBLE OFFICIAL:

Major Commands, Managers & Supervisors, HRSC, HRO

occupations.

eliminate barriers that impede
progression above grade 12 for
minorities and women in identified

TARGET DATE: SEP 30 2007

ACTION ITEMS: RESPONSIBLE MILESTONE
OFFICIAL (s)

1. Conduct analysis to identify and OCHR, CDEEOO, HRO JAN 2004

2. Identify appropriate

partici pants.

Leadership/Career enhancing

b. Depl oy established tools.

HRO, JUN 2004
Managers/Supervisors,

assignments and market to targeted Community Managers

audience.
a. Devel op nechani sm f or OCHR, CDEEOO, DEEOO, SEP 2004
foll owup and feedback from HRO

JAN 2005

Community Managers.

3. Provide pertinent analysis of AEP OCHR, HRD, HRSC Dir
initiatives to Managers/Leaders and

ANNUALLY: JAN
2004, 2005,
2006, 2007
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PROGRAM ELEMENT: VIII. Program Evaluations

PROBLEM/BARRIER STATEMENT:

Current methods of evaluating EEO Program
effectiveness are inefficient.

OBJECTIVE:

Develop consistent methods/tools to evaluate
effectiveness/success of DON EEO Program
initiatives and policies.

RESPONSIBLE OFFICIAL:

OCHR, CDEEOO

are in compliance with DON and EEOC
regulatory requirements.

TARGET DATE: 30 SEP 2007
ACTION ITEMS: RESPONSIBLE MILESTONE
OFFICIAL(s)
1. Reviewtools currently used to
eval uate EEO Prograns. SA/EEO, OCHR, CDEEOO
a. Review OCHR sel f-assessnent
programtools for EEQO SEP 2003
b. Benchmark program eval uation DEC 2003
best practices used in other
gover nnent agenci es, DON DOD
entities and private
conpani es.
c. ldentify/Inplenment adjusted
eval uati on net hods. DEC 2004
2. Implement assessment tools that OCHR, CDEEOO JUN 2006
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Secretary of the Navy's Statement on
Equal Opportunity, Equal Employment Opportunity and

Sexual Harassment

committed to ensuring Equal Opportunity for eac
Sailor and Marine and Equal Employment
Opportunity for each Civilian. The Department
of the Navy's leaders, managers and supervisors i
shall ensure that individuals are judged solely on -‘.
the basis of merit and ability and with respect for '

As Secretary of the Navy, 1 am personally .,'
1

the differences that make us stronger.

Our Nation’s diversity is one of its most
enduring strengths. A workplace free from
unlawful discrimination and reflective of our
Nation’s diversity is central to maintaining a
mission-ready workforce. It is essential that we
maintain an environment free of harassment,
including verbal or physical conduct that creates an intimidating or hostile work
environment for any individual.

I am fully aware that achieving these goals will require both a sincere
commitment to and active participation in our Equal Opportunity and Equal
Employment Opportunity efforts. That is my expectation of our leaders, managers,
supervisors, and employees. My office is fully committed to ensuring that all
personnel have the maximum opportunity for selection, advancement, retention, and
recognition. Therefore, I charge our leaders to empower our Sailors, Marines and
Civilians with the means necessary to reach their full potential. 1also expect each
Sailor, Marine and Civilian to demonstrate their talents and cooperation in helping
our leaders meet this expectation.

Through our united efforts to maintain sensitivity to our cultural differences
and value the contributions of each member of our team, we will enhance our
ability to accomplish the Depariment of issign at home angd abroad.




