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	Enclosures #


	
	CGRC
	There is still an imbalance of the male-female ratio in the Coast Guard, and the female members of the HRC concurred.  In other words, the CG is still a majority-male organization.  Not in mentality, but in numbers.  The question is, "Why aren't more women joining the CG?"
	Recommendation: Intensify and focus recruiting/marketing in genres that women are interested in.  Our past recruiting and marketing efforts have been in NASCAR, Wrestling...typically "masculine" events.  

Solution:  Recruit and Market through women's-focused media and events.  For example: Women's sports magazines such as "Fair game" women's soccer magazine, "Sports Illustrated for Women" magazine, etc.  The internet has a wealth of networking opportunities for getting the Coast Guard career choice out to women such as http://www.womenforhire.com and http://womentodaymagazine.com, etc.  Women's sporting events would be a great place to fly a CG recruiting banner as well.  Marketing analysts would obviously be the best at advising the CG where to focus our efforts.

DAC to Monitor next few issues that comes out.  This can/will be visited at the Fall 2007 DAC

	

	
	CG-13
	 Awareness: Lack of awareness of reserve benefits and value as integral part of team Coast Guard.
	This issue and the associated benefits are outlined clearly in the MWR manual, however the situation illustrated the general lack of awareness and "inclusion" 

of reserves as part of team Coast Guard.

DAC needs more information as to whether this is systemic/DAC Issue
	See Enclosure

(4)

	
	CG-103
	 Morale funding.  Recently attended a morale event where civilians and reserves were restricted from door prize drawings
	While the Command admitted that the morale committee's limitations were inappropriate, it is important to understand that the basis for their actions was in the concern that morale funding formula is only based on  the number of active duty assigned, not the other components of team Coast Guard also assigned to a unit.

Outbrief W/COMMANDANT 05/04/07
	See Enclosure

(5)

	
	CG-13
	 Problem. Integration of Reserves Not Consistent throughout CG. Some CG units run "parallel commands" in effect having Senior Reserve Officer acting as "reserve CO" running an organizing all aspects of reserve component management, having, but default, a reserve unit.
	While, in some instances, it may be expedient, the commandant mandate is for an integrated workforce. Additionally, lack of consistency among similar units (Sectors for example) in organizational function of reserves makes it more challenging to share effective management practices. Also, this may remove the appropriate accountability from the active duty command and place the responsibility on senior reserves who do not have the authority, time or ability to accomplish the necessary functions as readily (or with the fullest

support) of the "process owners" on the active duty side.  

Refer to LAC for Consideration
	See 

Enclosure

(6)



	CG-121
	Major concern is the hiring, promotion practice within the USCG /DEPT of HOMELAND SECURITY.
	As a Civilian employee since 1989, "PLANK OWNER" I fall in the group WOMEN AND MINORITY. I have been applying for a promotion for a very long time, and have not been hired vice even an interview. I been made aware of the tools that are available, have been to school and have a degree, and still is never the best qualified. The persons hired are not in Special Emphasis Groups. What is the reason to have groups divided if there are just on paper? Thank you for your interest in Human relation, and Resources. From my point of view EQUAL OPPORTUNITY DOES NOT EXISTS!

Please address the issue of respect in the workplace.  I'd like to see the Office of Diversity conduct focus groups throughout the CG designed to address racial slurs, ethnic jokes, and inappropriate behavior based on race.  Recent newspaper articles and contacts may indicate that this practice is on the rise. 

 Outbrief W/COMMANDANT 05/04/07

	

	CG-00H
	There is the perception of discrimination in the advancement and career development at AR&SC.
	I intend to request / recommend developing some method of quantifying the data on applications to advancements broken down by ethnicity if none currently exists.  If there is a way to pull these numbers, I would like to respectfully request them by the Fall DAC
.
COMBINED W/MAJOR HIRING FOR OUTBRIEF

	See
Enclosure

(9)

	CGPC
	What is the status of afloat bbillets for women?
	There is a lack of afloat opportunities for women on construction tenders/river tenders.  This limits career options for women in the ATON community, and restricts women from many operational assignments.

***SEE BELOW

	See Enclosure

(2)

	CGPC
	Females in ratings requiring underway time for promotion, qualifications etc. are not afforded the same opportunities for professional achievement/development as their male counterparts due to limited berthing.  


	Sea time for females and other opportunities, why is this always a issue?

Recurring DAC issue.  11% of the woman in overall workforce are in Non-Traditional rates Refer to EPM Website for more
	

	CGPC
CG-122
	Single parents face high stress, tough issues and limited resources (housing, day care, school registration etc.) when reporting to new units during the summer months.     


	CHILDCARE ISSUE NEEDS ASSESMENT SPRING 06 Funds allocated for CC subsidized program went into effect.  Shortfall of funding for that program is issue currently on the table at this present time.

	

	CG-12
	Authorized footwear during pregnancy
	The request is that members who are pregnant be allowed to purchase and wear all black leather walking shoes instead of low-quarters while wearing the maternity uniforms.  This may or may not be an issue for the uniform board, but I have heard the request often enough to bring it up again to the DAC.
Referred to uniform board

	

	CG-111
	Availability / Accessibility of childcare

.  
	Outbrief W/COMMANDANT 05/04/07
	

	CG-122
	Female uniforms & Hair
	The other services (USAF, USMC) have a better-looking blouse for women (does not tuck in)...recommend not squeezing women into male uniform sizes/styles. 

Hair Standard is vague and often violated. Is this properly taught/emphasized/enforced at OCS/USCGA/Cape May?

FORWARD TO UNIFORM BOARD

	See

Enclosure

(10)

	CG-111
	Day care for CG members.
	Day care services currently offered at Corpus Christi NAS rarely have vacancies which greatly affects the majority of CG members.  The cost, quality and location of daycare often contributes to undue stress and anxiety in the workplace.  If the CG considered either providing daycare services or more daycare options, especially to accommodate single parents, that may alleviate much of their hardship, foster a healthier work environment and increase retention.
Combined Childcare Issue on table

	

	CG-111
	Physical Fitness Tests (Men vs. Women):
	Currently there are different standards for men and women and for age.  Two points about this:  If it is to measure general health, I can understand the difference because of the different physiological makeup.  But if the goal is to measure fitness to be in the CG or to do a specific job (ie. Boarding team mbr, Fire Party, etc), the standard needs to be the same.  As a leader I need to know if my people can do their job, e.g. scaling a boarding ladder to go on a ship, or haul a fire hose up three decks.  Equality being what it is, if we are truly available for world wide assignment, we should meet the SAME fitness standards.

Looked at DAC Session in FALL 04 

	

	CGRC
	Recruitment/Retention of Native Americans.
	I would like to see a broader recruitment and retention effort toward Native American in the workforce.  Are we doing this already?  If so, where?

Targeted Recruiting in Place By Coast Guard.  Statistics show USCG rate up in comparison to US Ratio

	

	CG-12B
	Issue in regards to make up of the DAC.
	The CMC billets from LANT AREA and PAC AREA should be added to the council. The addition of both CMC positions gives the DAC access to the pulse of the active duty and reserve side of the CG. The AREA CMC’s are tied into the Gold & Silver badge network and would be a great asset to the DAC for information and current issues that face our workforce

Discussed issue NOT A DAC ISSUE
	

	CG-122
	BHA With/Without Disparity


	BHA with dependents and single, (disparity)
.
FEDERAL  LAW Not A DAC ISSUE
	See Enclosure

(3)

	CGPC
	For several years the CG had a policy of not sending minorities (predominantly Black) Coasties to certain areas of the country
	These areas were well known to be racist and very openly discriminated against Black CG members. Instead of the CG using its considerable financial clout to address this issue the bigots were appeased by not having to have these undesirable individuals in their midst. Is the CG or does the CG have a plan to address this issue?  It is apparent to me that the CG's presence aided the economy in these areas and could use this as leverage instead of giving in to the racist population.

DAC Met W. CGPC will include training on Social Climates/HRA Training

	

	CGPC
	Collocation in the assignment season
	Important and a reality, but it has been the leading factor (skill sets should be) in SMTC's last 2 officer assignments.

Met w/ CGPC /EPM PERSMAN INSTRUCTION

	

	CGPC
	Concerns about  the OS rating 
	 Afloat billets, job opportunities,  and other issues
NOT A DAC ISSUE
	See Enclosure

(1)

	CG-092
	I would like to bring up the gross misrepresentation of Team Coast Guard in the Coast Guard magazine
	Take for example issue 1-2007, Special Pictorial Issue.  If you review this publication you will note the pictures of the following:

Caucasian Males:  
69
Caucasian Females: 7

Black Males:
 
 4
Black Females: 1

Hispanic Males: 
 4
Hispanic Females:0

Pacific Island Males:  1
Pacific Island Females: 0

I've been in the service for 27 years now and this has been the norm for the duration.  I think it is high time this pattern is put to rest.  I am offended by the lack of pictures representing people of color.  My sole purpose for looking at this magazine is to see if the pattern of misrepresentation continues.  The expression goes, "A picture is worth a thousand words."  When a civilian picks up this magazine and reviews it what message is put out?  I believe it implies the Coast Guard is 95% Caucasian male and minorities, with the exception of the first African-American Female pilot, are not involved in operational activities.  A concerted effort for equal representation, for both genders and all ethnicities, in all facets of Team Coast Guard is a must for this magazine!

Referred to FALL DAC Monitor for next 6 months Set up Meeting w/ Program Manager


	

	CG-00H
	In the past 6 months I have seen 2 e-mails forwarded to several commands.

In both cases action was taken at the unit level against members that

forwarded these e-mails that contained pictures derogatory to women and

African Americans. 


	Something additional needs to be done on the organizational level to

educate and deter members from sending inappropriate e-mails.  Something along the lines of a "think before you hit send" informational campaign. Also, some education that just because it's on cable does not mean that it is OK in the Coast Guard.  Too many members are using the excuse that I saw

it on TV so it must be OK to say/show/do things contrary to the core values of the CG in the work place. 


NOT A DAC ISSUE

	

	CG-112
	Questions regarding race/ethnicity on forms:
	During my overseas physical, I was asked about my ethnicity and race.  No idea why these questions are even asked.  What do they have to with my physical health??  The CG already has that information when I joined the CG anyway (which to me, shouldn't have even been a question posed at the recruiting office).  This tells me there are "quotas" that must be met.  Why?
NOT A DAC ISSUE

	

	CG-132
	Foreign Language Assessment & Education.
	The CG currently recognizes bilingual/multilingual members through awards, monetary allowances and evaluations.  Since speaking a language other than English is not highly encouraged in the workplace, members with an ability to speak another language may go unrecognized. In order to further promote our members to learn and utilize languages other than English, it is suggested that a program be in place to assess those already possessing that capability and offer training aids to those that want to learn.

NOT A DAC ISSUE
	

	CG-00H
	The current CG Policy of handling HR issues at the lowest level
	CG policy instructs members to handle situations at the lowest level, which normally entails confronting the offender. If this is done and the behavior ceases, the situation is considered corrected and the incident is never reported or documented. Although the intention of this policy is to create a workplace environment free of discrimination and harassment, it has proven to actually enable the offender. In two separate cases, new members just reporting were offended. The harassment ceased when the offender was confronted by a stronger individual, and the situation was considered resolved and thus never reported. In both cases, the predator moved on to 'weaker' personnel that succumbed to harassment/advances. Once the command was made aware of the situation it was too late to prevent anything other than termination of the offender. If the first case of harassment had been brought to the commands attention, or the second, or the third, perhaps we could have intervened, prevented, and trained the member. Policy should find a way to stop, not enable this type of behavior. 
NOT A DAC ISSUE

	

	
	CGPC
CG-12B

CG-00H
	Problem areas in the U.S.:
	I find overall the Coast Guard is very good at promoting training for diversity, sexual harassment, and leadership.  The problems I encounter in the diversity arena are outside of the workplace, in the community.  Although Caucasian I have a dark complexion, especially during the summer.  While TAD to Louisiana and North Carolina, on both occasions I went to a local convenience store to get goods and was looked upon with a cautious eye by those working.  One of those times I was asked what race I was.  Once workers in the store heard me speak, their attitudes changed as they had a different opinion of me and were more than willing to help (they said they thought I was Hispanic or Middle Eastern).  Does the CG recognize some area's within the U.S. as anti-diversity?  Does Headquarters have data showing which areas are troublesome?


Recurring DAC Issue  Data does not support a systemic problem in the Coast Guard
	

	CG-00H
	Can there be some type of change to Headquarters or Field Unit commands recognizing the small number of unsung heroes whose responsibility it is to make sure the Civil Rights program is in place?
	An employee under this heading includes everyone who falls under the Civil Rights umbrella, I.e.; Human Relations Council (HRC) members, SEP managers, and EEO staffs, most who are Collateral duty employees military and civilian. These people work against the odds to try to minimize cultural and climatic disharmony within our organization. In a time of Pay for Performance, evaluations, e linking individual performance to organizational goals, and creating a system that is fair and quantifies the value of a work product, what is being done to recognize these kinds of employees? 

Will Address again Fall 2007 Met w/ CG21 , will find answers to, also spoke w/ Jerry Jones to see how other HQ’S units are recognizing their people.
	See

Enclosure 

(8)

	CG-00H
	 Problem. Human Relations' Council function may be

unclear: Human Relations' Councils tend to focus on the "event of the month", Women's history month, black history month, etc. without addressing some of the ongoing diversity issues related to "human relations".  
	 Is there CG-wide guidance on the functions of a human relations council?

The Guidelines For the Program can be Referenced in the EEO Manual Under Human Relations Program


	See 

Enclosure 

(7)

	CGPC
	CS transfers (Single individuals vs. Co-loco's):
	While detailers will use the catch-all term "Needs of the Coast Guard", I was wondering if detailers look at two married members of the CG differently than someone that is single?  Example:  I was verbally told I was transferring to Hawaii (my #2 choice on my dream sheet); two weeks later I get a call from the detailer telling me my orders are amended and I was going to Alameda (not even on my dream sheet).  The detailer said he had to give the orders to a co-loco couple, citing "needs of the service".   To me that's a travesty.  Do detailers view co-loco's as a HIGHER priority?  Just because I'm single, doesn't mean I should get knocked out of a job that was promised.  (In case you were wondering, I'm an excellent performer...case in point...I was a prior finalist for the Boat Forces Engineering Award).  Just doesn't seem fair.


THERE IS A POLICY ALREADY IN PLACE FOR CO-LOCO INDIVIDUALS

	

	CG-113
CG-3RPL
	TACT vests and body armor are often too large for females and are made for the male body shape resulting in extremely uncomfortable wear.


	NOT A DAC ISSUE
	

	CG-132
	Cultural differences in theater.
	For example, Arab men express surprise when they encounter a female boarding member.  This has the potential of becoming a barrier, but has been dealt with positively by CG females in the AOR.  *More cultural awareness is recommended for females coming into the AOR, especially if they are being assigned to a cutter and may be performing boarding's.

NOT A DAC ISSUE
	

	CG-3RPL
	Women appear to be underrepresented in the Basic Boarding Officer and Boarding Team Member courses.
	I have been the XO at the MLE Academy since May 2006. In my time I have observed that women appear to be underrepresented in the Basic Boarding Officer and Boarding Team Member courses. Generally, there are 1-3 female students in each class of 48-54 personnel. In the class that reported aboard yesterday, there are no women. Two classes prior to that, there were 6 women. So, there are spikes, but the average has been 1-3. By extension, my assumption is that women are underrepresented in the Coast Guard's larger LE program.
DAC To Monitor will refer to LAC address at FALL 2007 Session

	See 
Enclosure 

11

	CG-111
	Day care for CG members is a serious issue affecting a majority of members.
	The price, quality and location can be the most difficult challenges associated with securing day care; causing stress and anxiety for members. If the CG could come up with a plan that alleviates some of these hardships (for example: at the larger units have a day care facility provided for members attached), it would be an excellent retention point and bring the service in-line with other branches.

Outbrief W/COMMANDANT 05/04/07
	

	CG-132
	The CG recognizes and awards bilingual personnel either through a monetary allowance, in an award, and/or in the evaluation process as a bullet.  However, if the CG wishes to attract and maintain the minority member there should be a system in place that attracts all types of language speakers.
	The CG should encourage bilingual speakers through education or through test taking, and examine the feasibility of allowing a monetary allowance, separate from what is now in place - where the billet determines the number of allowed foreign speakers.  Monetary incentives could be awarded to the member upon their initial entry into the CG and to maintain that allowance they member must take a test every 2 to 3 years, proving their proficiency.

NOT A DAC ISSUE
	

	CGPC
	From CDR Bill Kelly (former DAC mbr)  Hope all is well in HQ!  I was speaking with CAPT D at the recent LANTAREA CO's Conf and we were discussing the opportunity to provide feedback/input to DAC. 

One issue that came up during the LANTAREA CO's Conf was; how we manage the assignment of Women Afloat o/b 270's & 378's and more specifically how would a 270 go from being all male to being a mixed gendered crew.


	The item for DCA - Is it time to re-visit the current loading plan for women afloat?  Do we have a plan to move fwd and extend opportunities afloat o/b more cutters or are we at max capacity right now given our current workforce?  If we are at max capacity can we communicate that to the fleet and if we are not what is the plan to move fwd to diversify the crew's further?  

It seemed to be a good question that resonated with the folks in the room.

A lot of head scratching wondering what the next step was and is there a next step or do we just hold what we have.

NOT A DAC ISSUE/ REFER TO FORCE MANAGERS/DETAILERS

	

	CG-3RCU

CG-3RCA
	Female aviation deployment issue - 


	NOT A DAC ISSUE REFER TO DETAILER
	See attached email (above).

	
	Liberty risk policy in  PACAREA
	Liberty risk board meets before pulling into port- categorizes various risks levels for individual members. Appears to specifically affect females adversely.

LIBERTY POLICY IS IN PLACE WITH LANT /PAC AREA. NOT A DAC ISSUE
	

	
	Alcohol policy
	“Diagnosing” w/in 15 minutes level of alcohol dependence.

DISCUSSED WITH DAC, APPEARS TO BE A LEADERSHIP ISSUE, POLICY IS IN PLACE FOR ALCOHOL DEPENDENCY
	

	
	C School Reserve quotas lacking. 
	A/D gets slots first then Reservists get “leftovers”. Reserve still need qualifications but cannot get into training to get them.


REFER TO DETAILER NOT A DAC ISSUE
	

	
	Recruitment for diverse membership in Auxiliary.
	
	See 

Enclosure 
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	Greater use of Auxiliary in the Coast Guard.
	
	See 

Enclosure 

12

	
	CDCRO and HRC need more opportunities for training/resources.
	THIS IS NOT A DAC ISSUE.  INSTRUCTIONS FOR TRAINING/OPPORTUNITIES ARE COMMANDS RESPONSIBILITY.  RESOURCES ARE AVAILABLE IN THE EEO MANUAL
	

	
	New sexual assault policy.
	Restricted v unrestricted reporting. Does this change require increased/different training and awareness?

NOT A DAC ISSUE
	

	
	Increased diversity in command positions.
	How do we get there from today?

NOT A DAC ISSUE
	

	
	Leadership schools/training do not include diversity
	Specifically, LAMS does not have diversity in curriculum.

REFER TO TRAINING TEAM TO SEE IF DIVERSITY CAN BE PROMOTED MORE IN LAMS/OTHER COAST GUARD TRAINING
	

	
	Cadets are experiencing negative events (ie assault, harassment, etc) while in the fleet during summer trng (both sexual/racial).
	~50% of these events occur outside of CGA grounds.

THIS DOES NOT APPEAR TO BE A SYSTEMIC PROBLEM ACCORDING TO THE STATISTICS. DAC WILL MONITOR AND ADRESS AT FALL 2007 DAC
	


