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EEOC FORM U.S. Equal Employment Opportunity Commission
715-01 FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT
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For period covering October 1, 2010 to September 30,2011.
PART A 1. Agency 1.U. S. Coast Guard
Department 1.a. 2" level reporting
or Agency component
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Information

1.b. 3™ level reporting component

1.c. 4" level reporting component

2. Address

2. 2100 2nd Street, S.W.

3. City, State, Zip Code

3. Washington, District of Columbia 20593

4. CPDF Code 5. FIPS code(s) 4. 5.
PART B 1. Enter total number of permanent full-time and part-time employees 1. 8,354
Total
Employment 2. Enter total number of temporary employees 2. 422
3. Enter total number employees paid from non-appropriated funds 3. 1,363
4.TOTAL EMPLOYMENT [add lines B 1 through 3] 4. 10,139
PART C 1.Head of Agency 1. Robert Papp
Official Title (Admiral)
Agency
Official(s) )
Responsible 2. Agency Head Designee 2.
For Oversight
of EEO i) 4 )
Program(s) 3. Principal EEO Director/Official 3. Terri Dickerson

Official Title/series/grade

4. Title VII Affirmative EEO 4. Paul Boinay
Program Official
5. Section 501 Affirmative Action 5. Paul Boinay

Program Official

6.Complaint Processing Program
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6. Francine Blyther

7. Other Responsible EEO Staff

7. Vincent Patterson
Ronald Hewitt, Assistant Commandant for Human Resources
(Rear Admiral)




EEOC FORM

715-01
PARTS A - D

U.S. Equal Employment Opportunity Commission
FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

PART D

List of Subordinate Components Covered in
This Report

Subordinate Component and Location CPDF and FIPS

(City/State) codes

EEOC FORMS and Documents Included With This Report

*Executive Summary {FORM 715-01 PART
E], that includes:

*QOptional Annual Self-Assessment Checklist Against Essential
Elements [FORM 715-01PART G]

Brief paragraph describing the
agency's mission and mission-related
functions

*EEO Plan To Attain the Essential Elements of a Model EEOQ
Program {FORM 715-01PART H] for each programmatic
essential element requiring improvement

n/a

Summary of results of agency's annual
self-assessment against MD-715
"Essential Elements"”

*EEO Plan To Eliminate Identified Barrier
{FORM 715-01 PART I] for each identified barrier

Summary of Analysis of Work Force
Profiles including net change analysis
and comparison to RCLF

*Special Program Plan for the Recruitment, Hiring, and
Advancement of Individuals With Targeted Disabilities for
agencies with 1,000 or more employees [FORM 715-01 PART
J]

Summary of EEO Plan objectives
planned to eliminate identified barriers
or correct program deficiencies

*Copy of Workforce Data Tables as necessary to support
Executive Summary and/or EEO Plans

Summary of EEO Plan action items
implemented or accomplished

*Copy of data from 462 Report as necessary to support action
items related to Complaint Processing Program deficiencies,
ADR effectiveness, or other compliance issues.

*Statement of Establishment of Continuing
Equal Employment Opportunity Programs
[FORM 715-01 PART F]

*Copy of Facility Accessability Survey results as necessary to
support EEO Action Plan for building renovation projects

n/a

*Copies of relevant EEO Policy
Statement(s) and/or excerpts from
revisions made to EEO Policy Statements

*Organizational Chart




EEOC FORM U.S. Equal Employment Opportunity Commission

715-01 FEDERAL AGENCY ANNUAL
PARTE EEO PROGRAM STATUS REPORT
United States Coast Guard For period covering October 1, 2010 to September 30, 2011

Executive Summary
Overview

The United States Coast Guard (USCG) is a branch of the United States Armed Forces and one of
the seven U.S. uniformed services. The USCG is a maritime, military, multi-mission service that
enforces federal laws on the high seas and waters within U. S. jurisdiction. The 10,139"
Appropriated and Non-Appropriated Fund employees of the USCG support and contribute to
operational readiness and effective execution in eleven mission areas that include Port, Waterways,
and Coastal Security, Drug Interdiction, Aids to Navigation, Search and Rescue, Living Marine
Resources, Marine Safety, Defense Readiness, Migrant Interdiction, Marine Environmental
Protection, Ice Operations, and other Law Enforcement duties.

Admiral Robert Papp, Commandant of the U. S. Coast Guard has charted a course for the Service
that navigates on guiding principles, one of which is “Respect our Shipmates.” Under this principle,
Admiral Papp directs that leaders at all levels be held accountable for sustaining a workplace
climate of equity, building an organization that leverages a diverse workforce, and fostering an
environment where every employee has the opportunity for professional growth and to contribute to
mission execution.

FY11 Model EEO Program (Essential Elements)

The USCG reports 100% compliance with Model EEO Program Essential Elements for the third
consecutive year.

FY11 Workforce Data Tables

The Department of Homeland Security (DHS), Office of Civil Rights and Civil Liberties (CRCL) is
continuing to work through technical challenges associated with migration of DHS component
work force data to a new web-based affirmative employment development plan and management
system. USCG is continuing to work with DHS CRCL as they overcome challenges that impact the
availability of end-of-year workforce data for DHS components. To ensure timely submission of its
FY11 MD 715 report, the USCG utilized a combination of workforce data extracted from the DHS
CRCL Consolidated Personnel Reporting Online (CPRO) system, as well as the United States
Department of Agriculture, National Finance Center (NFC) database. Use of two independent
systems and differing retrieval parameters resulted in bifurcated outputs. Additionally, under the
circumstances, some workforce table information was not available. However, the USCG
continues to refine tracking and data capturing processes necessary for workforce analysis
activities. Thus, the USCG submits its FY11 annual report based on multiple source workforce

'

! Under Commandant’s Instruction 5350.4C, the agency also extends EEO protections to its approximately 42,000
military members




data as specified in the following table:

Workforce Table
Numbers

Workforce Tables

Source

Included/Not Included

Al & Bl

Total Workforce — Distribution by Race/Ethnicity
& Sex (Al) & Disability (B1)

CPRO

Included

A2 & B2

Total Workforce by Component—Distribution by
Race/Ethnicity & Sex (A2) & Disability (B2)

CPRO

Included

A3-1 & B3-1

Occupational Categories—Distribution by
Race/Ethnicity & Sex (A3-1) & Disability (B3-1)

NFC

Included

A3-2 & B3-2

Occupational Categories—Distribution by
Race/Ethnicity & Sex (A3-2) & Disability (B3-2)

NFC

Included

A4-1 & B4-1

Participation Rates for General Schedule (GS)
Grades by Race/Ethnicity & Sex (A4-1)
& Disability (B4-1)

CPRO

Included

A4-2 & B4-2

Participation Rates for General Schedule (GS)
Grades by Race/Ethnicity & Sex (A4-2)
& Disability (B4-2)

NFC

Included

A5-1 & B5-1

Participation Rates for Wage Grades by
Race/Ethnicity & Sex (A5-1) & Disability (B5-1)

NFC

Included

AS5-2 & BS-2

Participation Rates for Wage Grades by
Race/Ethnicity & Sex (A5-2) & Disability (B5-2)

NFC

Included

A6 & B6

Participation Rates for Major Occupations—
Distribution by Race/Ethnicity & Sex (A6)
& Disability (B6)

Not Included

A7 & B7

Applicant and Hires for Major Occupations by
Race/Ethnicity & Sex (A7) & Disability (B7)

Not Included

A8 & B8

New Hires by Type of Appointment—
Distribution by Race/Ethnicity & Sex (A8)
& Disability (B8)

CPRO

Included

A9 & B9

Selections for Internal Competitive Promotions
for Major Occupations by Race/Ethnicity & Sex
(A9) & Disability (B9)

Not Included

Al0 & B10

Non-Competitive Promotions-Time in Grade—
Distribution by Race/Ethnicity & Sex (A10)
& Disability (B10)

NFC

Included

All & Bl11

Internal Selections for Senior Level Positions (GS
I3, GS 14, GS 15 and SES) by Race/Ethnicity &
Sex (All) & Disability (B11)

Not Included

Al2 & B12

Participation in Career Development by
Race/Ethnicity & Sex (A12) & Disability (B12)

Not Included

Al3 & B13

Employee Recognition and Awards—Distribution
by Race/Ethnicity & Sex (A13)
& Disability (B13)

NFC

Included

Al4 & B14

Separations by Type of Separation—Distribution
by Race/Ethnicity & Sex (A14)
& Disability (B14)

NFC

Included




In FY12, the USCG plans to continue refining processes which facilitate the tracking of applicants
and reporting their participation and selection rates for major occupations. The USCG Office of
Human Resources has examined the data contained in this report to validate that it accurately
depicts the status of the civilian workforce for the period ending September 30, 2011.

Civilian Workforce

The overall total workforce (Permanent, Temporary, & Non-Appropriated Fund employees)
increased 3.95% from 9,754 employees in FY10 to 10,139 employees in FY11. Groups undergoing
a positive net change during the period were Males overall, Women overall, White males, White
females, Black or African American males, Black or African American females, Native Hawaiian
or Other Pacific Islander males, Native Hawaiian or Other Pacific Islander females, American
Indian or Alaska Native males and Two or more races males”. Compared with the Relevant
Civilian Labor Force (RCLF)?, USCG’s work group participation rate in major occupations is at or
above the RCLF availability rates for all groups except Women overall, Hispanic females, White
females, Asian males, and Asian females. In FY11, the number of persons with disabilities (PWD)
and Individuals With Targeted Disabilities (referenced herein as IWTD) increased in the permanent
workforce. The USCG’s participation rate for IWTD is 0.81%; the Federal average is 0.88%".

Hiring

USCG hired 858 new permanent employees between FY10 and FY11. The following groups were
hired at rates higher than the previous year: Women overall, Hispanic females, White females,
Black or African American females, Native Hawaiian or Other Pacific Islander females, American
Indian or Alaska Native males, and American Indian or Alaskan Native females®. These results
reflect significant outreach and recruitment by USCG to diversify its workforce. The hiring of
IWTDs in the permanent workforce declined during FY11 and the overall IWTD participation rate
decreased slightly from FY10 (0.84%) to FY11 (0.81%). PWD participation in the permanent
workforce increased from FY10 (10.22%) to FY 11 (10.75%)°.

Workforce Participation in Grades in GS13 — GS15

In Grades GS13-GS15, Males overall and White males both participate at rates above the CLF, with
increasingly higher participation of both groups at higher Grades. In Grades GS13-GS14,
participation rates of Black or African American males, Black or African American females, Asian

? Workforce Table Al.

3 The sum of the employed and the unemployed constitutes the civilian labor force (CLF). The data includes non-
institutionalized individuals 16 years of age or older, employed or unemployed, U.S. citizens and non-U.S. citizens
and excludes temporary or term specific workers. The Relevant Civilian Labor Force (RCLF) is agency-specific,
and represents individuals of a population group in an occupational category. RCLF data allows agencies to
benchmark against the CLF. (For example, if discussing the representation of Hispanic engineers in the Federal
workforce, “Hispanic engineers” represent the RCLF. Comparisons can be of this group against their
representation in the larger Civilian Labor Force (CLF). (Source: Office of Personnel Management)

* Workforce Table B1; FY2009 Federal average. FY2010 IWTD data is not yet available from EEOC.
® Workforce Table A8
¢ Workforce Tables B1 & B8




males, and American Indian or Alaska Native males are also higher than their respective CLF
participation rates’. Participation rates of PWD and IWTD in Grades GS13-GS15 remained
relatively consistent with their FY10 rates®.

Separations

Four-hundred seventy nine (479) employees separated from the USCG in FY11 of which 21 (4.4%)
were separated involuntarily (i.e. for reasons other than retirement, voluntary resignation, or
transfer to other federal agencies). Of the total voluntary separations: Women overall, Hispanic or
Latino males, Hispanic or Latino females, White females, Black or African American females, Two
or More/Other Races females and individuals with disabilities separated at rates higher than their
permanent workforce participation rates. For involuntary separations, six groups separated at rates
higher than their participation in the permanent workforce: Women overall, White females, Black
or African American males, Black or African American females, Asian females, and Persons with
Disabilities. Individuals with Targeted Disabilities were not involuntarily separated from the
USCG inFY11°.

Internal Promotions

USCG promoted 476 employees during FY11, of which 31.93% were White females and 11.55%
were Black or African American females; both exceeded their respective participation rates in the
permanent workforce. IWTDs comprised 0.21% of the employees promoted in FY11.

Barrier Analysis

For FY12, the USCG will focus on triggers associated with low participation rates in the total
workforce, low participation in mission critical occupations, low participation rates for several
groups in Grades GS13-GS15, and low participation of Individuals with Targeted Disabilities.
Although the USCG’s IWTD participation rate is higher than all other military services and most
other DHS components, the USCG will continue to pursue parity with the DHS target of 2% IWTD
participation as a longer term goal. The USCG plans to address other identified triggers based on
workforce needs, priorities, resources, and persistence of trends over time. Results of the USCG’s
barrier analyses conducted during the report period are contained in Part I of this report.

The USCG developed nine planned activities for FY12 as a follow-up to barrier analyses
undertaken in FY11. Plans in Part I “EEO Plan to Eliminate Identified Barrier” section denote
ongoing review of agency policies, practices, and procedures to eliminate potential workplace
barriers.

Complaint Activity

Part I. A summary of USCG complaint data captured in the FY11 Annual Federal Equal
Opportunity Statistical Report of Discrimination Complaints (EEOC Form 462) reveals the
following for civilian employees:

e Civilian employees initiated 78 pre-complaints, of which 33 (42%) did not result in formal

7 Workforce Table Ad-1
8 Workforce Table B4-1
? Workforce Tables A14 & B14




filings. Comparatively, in FY10, employees initiated 72 pre-complaints, 25 (35%) of which
did not result in formal filing. Thus the USCG resolution rate rose by 7 percent.

The rate of formal complaints decreased by 4.25% (45 compared with 47 last year). No
findings of discrimination were rendered. The average number of days pending prior to
dismissal of complaints decreased by 140 (39.5%).

Complaint bases most commonly raised in FY11, in order of frequency, were disability, age,
and race. In FY10, the top bases were reprisal, race and sex.

In FY11, ninety-three percent (93%) of investigations were conducted within the regulatory
timeframe. USCG’s performance is well above the Federal average (72%) of timely
investigations according to EEOC’s Annual Report on Federal Workforce, last posted in
FY10. Based on the regulatory investigative timeframe, seventeen (17) were completed
within 180 days or less, eleven (11) were completed within the authorized extension period
of 181 to 360 days, two (2) were untimely, and (15) are still being processed.

Part II. Complaint Activity - Significant Accomplishments

USCG’s Civil Rights Directorate (CRD) increased the number of personnel trained in cyber
security procedures by providing training to all staff including those in field detachments.
USCG achieved this by providing training to all CRD personnel at Headquarters, and
included a similar module at the bi-annual Civil Rights Service Provider (CRSP) training
presented to CRD personnel serving in detached locations.

USCG CRD undertook a strategy aimed at recognizing management officials who exhibited
exemplary EO behaviors and practices. Based on reviewing actual Equal Employment
Opportunity/Equal Opportunity (EEO/EO) cases and how they were handled by
management, staff identified and CRD recognized three management officials for taking an
active role and achieving a successful outcome in reconciling a complaint, holding
individuals accountable for their positive or negative EEO behaviors, and for EEO
leadership in Social Climate (community) matters.

USCG CRD published and distributed 4 Civil Rights Guide for Managers, a pocket-sized
booklet which provides an easy reference for information, including the Equal Opportunity
Mission, harassment and hate descriptions and procedures, military and civilian complaint
processes, climate survey requirements, contact information, etc. USCG CRD distributed
the guide to 3,485 supervisors and managers.

USCG CRD also produced a brochure, which promotes Alternative Dispute Resolution
methods, in an effort to raise awareness of and promote alternatives to the Equal
Opportunity complaint process. To promote the concept, the Commandant’s leadership
(Flag officer and Senior Executive Service member) team were briefed on utilization of
dispute resolution alternatives.

USCG CRD produced 12 editions of the monthly newsletter, Civil Rights On Deck (12
editions produced in FY11), which contains best practices and solutions, and distributed the
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publication electronically to the workforce.

USCG CRD field level CRSPs assisted commands by conducting Equal Opportunity on-site
reviews in response to local incidents, climate survey results, community incidents, and
other activity (such as informal complaints). CRD conducted eight EO on-site reviews
during the period at a variety of locations and unit types.

Other Notable USCG Accomplishments

In FY11, USCG was recognized by the U.S. Office of Personnel Management (OPM) for
best practices in diversity and inclusion.

For the second consecutive year, USCG was acknowledged as the “Top Supporter” for
Historically Black Colleges and Universities (HBCUs) by the Career Communications
Group. USCG received the Top Supporter citation for exemplary support in areas such as
career opportunities, internships, and scholarship opportunities.

For the second consecutive year, Connect.com recognized the USCG as a Top 50 employer
for HBCU.

Signed Memorandum of Understanding (MOU) with HBCUs Hampton University,
Savannah State University, and Dillard University. The MOUs provide for faculty and
student scholarships and internship opportunities while supporting Coast Guard civilian and
military recruitment efforts. With these most recent agreements, it brings the total number of
MOUs that USCG has with HBCUs to six. Additionally, USCG has Flag Officer/Senior
Executive Service liaisons with 15 HBCUs. '

USCG updated and published its Diversity Strategic Plan to align diversity goals with the
Commandant’s four guiding principles: “Steady the Service, Honor our Profession,
Strengthen our Partnerships, and Respect our Shipmates.”

USCG increased its Office of Diversity base funding by 295% to support FY11 diversity
initiatives.
Created and launched a “Diversity Champion of the Week” program that recognizes

members for their efforts in helping the USCG achieve its diversity goals. Thirty-six
employees USCG-wide were recognized in FY11.

Published a Commandant’s Diversity Message Video Broadcast on the USCG Office of
Diversity website.

USCG outreach and recruitment teams participated in 126 national diversity outreach
events, of which 22% supported Hispanic community outreach.

Established Leadership and Diversity Advisory Councils (LDACs) to identify and address
diversity issues affecting the workforce. The councils solicit employee input on a quarterly
basis regarding leadership and diversity management issues and offer recommendations for
improvement to top leadership at regional commands. LDACs are required at commands

6




with 50 or more personnel assigned (approximately 300 units employing roughly 81% of the
combined military and civilian USCG workforces).

Enhanced collaboration with the National Society of Black Engineers (NSBE) through
hosting of the NSBE annual National Leadership Conference at the Coast Guard Academy.
The conference brought the NSBE’s collective leadership to New London for professional
development coupled with a showcase of Coast Guard history, heritage, and available career
opportunities.

Collaborated with Great Minds in Science, Technology, Engineering, and Math (STEM)
Organization to conduct a Viva Technology event in a large metropolitan area to promote
engagement of inner city and suburban K-12 students, teachers, and parents in activities that
stimulate interest and academic achievement in STEM subjects.

USCG Flag Officer and Senior Executive Service members participated as guest speakers
and volunteers for the 2011 World Children’s Festival held on the National Mall in
Washington, DC. This event brought children and delegates from all over the world to
celebrate unity and promote strength in diversity. Over 50 Coast Guard active duty military,
reserve military, auxiliary, and civilian members displayed the USCG’s missions through
various workshops and activities with over 5,000 attendees.

The USCG conducted extensive EEO/EQ training for its military and civilian workforces.
In FY11, 22,695 employees attended training in Civil Rights Awareness, 39,641 employees
completed Sexual Harassment Prevention training, and 3,577 employees completed
Notification and Federal Employee Anti-Discrimination and Retaliation Act (NO FEAR)
training.

The USCG continued its use of the Defense Equal Opportunity Management Institute
(DEMOI) Organizational Climate Survey (DEOCS) as an assessment tool to assist units in
evaluating their workplace EEO/EO climate. During FY11, 18,534 employees (31%)
participated in the survey, an increase of 2% over FY 10, and the seventh consecutive year of
increased annual participation.

In 2010, more than 4,500 USCG civilian employees participated in the Office of Personnel
Management (OPM) Organizational Assessment Survey (OAS). Of the respondents, 77%
of employees perceived that differences (i.e., gender, race, national origin, religion, age,
cultural background, & disability) among individuals were respected and valued; 66% of
employees perceived that advancement opportunities were available regardless of those
differences.

The USCG allocated budgetary resources to ensure Civil Rights Service Providers (CRSPs)
received timely training required in providing the best service, assistance, and advice to
commands enterprise-wide. CRSPs completed courses in Disability Program Management,
Special Emphasis Program Management, Equal Opportunity Advisor, Basic EEO
Counselor, EEO Counselor Refresher, Alternative Dispute Resolution (Mediation), EEO




Officer, and Leadership Training Awareness Seminar. In total, CRSPs completed 106 job
related courses in FY11.

e The USCG hosted a 2-day Senior Executive Leadership Equal Opportunity Seminar
attended by 15 Flag Officers, Senior Executive Service members, and senior military
enlisted personnel.

FY12 Plans

The USCG will continue to pursue eradication of discrimination in the workplace and potential
barriers that may contribute to low participation rates of any work group. The USCG plans to
continue to develop, codify, and implement systematic approaches to conducting barrier analyses.

Executive Summary




EEOC FORM

715-01
PART F

U.S. Equal Employment Opportunity Commission
FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

CERTIFICATION of ESTABLISHMENT of CONTINUING
EQUAL EMPLOYMENT OPPORTUNITY PROGRAMS

1, Terri Dickerson am the

(Insert name above) (Insert official
title/series/grade above)

Principal EEO Director/Official for  U. S. Coast Guard

(Insert Agency/Component Name above)

The agency has conducted an annual self-assessment of Section 717 and Section 501 programs against the essential
elements as prescribed by EEO MD-715. If an essential element was not fully compliant with the standards of EEQ MD-
715, a further evaluation was conducted and, as appropriate, EEO Plans for Attaining the Essential Elements of a Model
EEO Program, are included with this Federal Agency Annual EEO Program Status Report.

The agency has also analyzed its work force profiles and conducted barrier analyses aimed at detecting whether any
management or personnel policy, procedure or practice is operating to disadvantage any group based on race, national
origin, gender or disability. EEO Plans to Eliminate Identified Barriers, as appropriate, are included with this Federal
Agency Annual EEO Program Status Report.

I certify that proper documentation of thi ment is in place and is being maintained for EEOC review upon request.
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Terri A. Dickerson : ’ 2-(- I
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Signature of Principal EEQ él ector/Official( ™\ Date

Certifies that this Federal Ageney Annual EEO Program Status Report is in compliance with EEO MD-715.
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EEOC FORM

715-01 PART G

U.S. Equal Employment Opportunity Commission
FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT
AGENCY SELF-ASSESSMENT CHECKLIST MEASURING ESSENTIAL ELEMENTS

Essential Element A: DEMONSTRATED COMMITMENT FROM AGENCY LEADERSHIP
Requires the agency head to issue written policy statements ensuring a workplace free of
discriminatory harassment and a commitment to equal employment opportunity.
Al . iE gﬁ;"n Measure
ce has been For all unmet measures, provide a brief
Indicator EEO policy statements met explanation in the space below or complete
are up-to-date. and attach an EEOC FORM 715-01 PART H
to the agency's status report
,u, Measu Yes No
res
A.l.a.l The Agency Head was installed on :
25 May 10
A.l.a.2 The EEO policy statement was issued
on : 25 May 10
Ala.3 Was the EEO policy statement issued
within 6-9 months of the installation ¢
of the Agency Head?
A.l.b During the current Agency Head's
tenure, has the EEO policy statement o
been re-issued annually? If no,
provide an explanation.
Alc Are new employees provided a copy of
the EEO policy statement during v
orientation?
A.l.d When an employee is promoted into
the supervisory ranks, is s/he Ve
provided a copy of the EEO policy
statement?
A.2 Com EEO policy statements iessura For all unmet measures, provide a brief
mmlie-plian have been Ha-HeEn explanation in the space below or complete
ce communicated to all Aat and attach an EEOC FORM 715-01 PART H
Indicator employees. to the agency's status report




Measu
‘ res

Yes

No

A.2.a

Have the heads of subordinate
reporting components communicated
support of all agency EEQ policies
through the ranks?

A.2.b

Has the agency made written
materials available to all employees
and applicants, informing them of the
variety of EEOC programs and
administrative and judicial remedial
procedures available to them?

A.2.c

Has the agency prominently posted
such written materials in all personnel
offices, EEO offices, and on the
agency's internal website? [see 29
CFR §1614.102(b)(5)]

A.3

i plian

Com

ce Agency EEO policy is

Indicator vigorously enforced by

Measu
& res

agency management.

Measure
has been

met

Yes

No

For all unmet measures, provide a brief
explanation in the space below or complete
and attach an EEOC FORM 715-01 PART H
to the agency's status report

A3.a

Are managers and supervisors
evaluated on their commitment to
agency EEO policies and principles,
including their efforts to:

A3.a.l

resolve problems/disagreements and
other conflicts in their respective work
environments as they arise?

A.3.a.2

address concerns, whether perceived
or real, raised by employees and
following-up with appropriate action
to correct or eliminate tension in the
workplace?

A3.a.3

suppport the agency's EEO program
through allocation of mission
personnel to participate in community
out-reach and recruitment programs
with private employers, public schools
and universities?.

A.3.a.4

ensure full cooperation of employees
under his/her supervision with EEO
office officials such as EEO
Counselors, EEO Investigators, etc.?

A.3.a.5

ensure a workplace that is free from
all forms of discrimination,
harassment and retaliation?




A.3.a.6

ensure the subordinate supervisors
have effective managerial,
communication and interpersonal
skills in order to supervise most
effectively in a workplace with diverse
employees and avoid disputes arising
from ineffective communications?

A.3.a.7

ensure the provision of requested
religious accommodations when such
accommodations do not cause an
undue hardship?

A.3.a.8

ensure the provision of requested
disability accomoodations to qualified
individuals with disabilities when such
accommidations do not cause an
undue hardship?

A.3.b

Have all employees been informed
about what behaviors are
inappropriate in the workplace and
that this behavior may result in
disciplinary action?

A.3.c

Describe what means were utilized by
the agency to inform its workforce
about the penalties for unacceptable
behavior.

A.3d

Have the procedures for reasonable
accomodation for individuals with
disabilities been made readily
available/accessible to all employees
by disseminating such procedures
during orientation of new employees
and by making such procedures
available on the World Wide Web or
Internet?

A.3.e

Have managers and supervisors been
trained on their responsibilities under
the procedures for reasonable
accommodation?

Essential Element B: INTEGRATION OF EEO INTO THE AGENCY'S STRATEGIC MISsION

Requires that the agency's EEO programs be organized and structured to maintain a workplace that
is free from discrimination in any of the agency's policies, procedures or practices and supports the

agency's strategic mission.

B.1

Com The reporting Structure
== plian for the EEO program

ce provides the Principal
Indicator EEO Official with
appropriate authority

Mals and resources to
"' 6t - effectively carry out a
successful EEO

Measure
has been
met

Yes No

For all unmet measures, provide a brief
explanation in the space below or complete
and attach an EEOC FORM 715-01 PART H

to the agency'’s status report




program.

B.1.a

Is the EEO Director under the direct
supervision of the agency head? [see
29 CFR §1614.102(b)(4)] For
subordinate level reporting
components, is the EEOQ
Director/Officer under the immediate
supervision of the lower level
component's head official? (For
example, does the Regional EEO
Officer report to the Regional
Administrator?

B.1.b

Are the duties and responsibilities of
EEO officials clearly defined?

B.1.c

Do the EEO officials have the
knowledge, skills and abilities to carry
out the duties and responsibilities of
their positions?

B.1.d

If the agency has 2nd level reporting
components, are there organizational
charts that clearly define the reporting
structure for EEO programs?

B.l.e

If the agency has 2nd level report
components, does the agency-wide
EEO Director have authority for the
EEO programs within the subordinate
reporting components? If not, please
describe how EEQ program authority
is delegated to subordinate reporting
components.

B.2

Com The EEO Director and
=il plian other EEO professional

ce staff repsonsible for
Indicator EEO programs have

regular and effective

means of informing the

"*' Measu agency head and senior
res

management officials of
the status of EEO
programs and are
involved in, and
consulted on,
management/personnel
actions.

Measure
has been
met

Yes No

For all unmet measures, provide a brief
explanation in the space below or complete
and attach an EEOC FORM 715-01 PART H
to the agency's status report

B.2.a

Does the EEQ Director/Officer have a
regular and effective means of
informing the agency head and other
top management officials of the
effectiveness, efficiency and legal
compliance of the agency's EEO
program?

B.2.b

Following the submission of the




immediately preceding FORM 715-01,
did the EEO Director/Officer present
to the head of the agency and other
senior officials the 'State of the
Agency' briefly covering all
components of the EEO report,
including an assessment of the
performance of the agency in each of
the six elements of the Model EEO
Program and a report on the progress
of the agency in completing its barrier
analysis including any barriers it
identified and/or eliminated or
reduced the impact of?

B.2.c

Are EEO program officials present
during agency deliberations prior to
decisions regarding recruitment
strategies, vacancy projections,
succession planning, selections for
training/career development
opportunities, and other workforce
changes?

B.2.c.1

Does the agency consider whether
any group of employees or applicants
might be negatively impacted prior to
making human resource decisions
such as re-organizations and re-
alignments?

‘B.Z.C.Z

Are management/personnel policies,
procedures and practices examined at
regular intervals to assess whether
there are hidden impediments to the
realization of equality of opportunity
for any group(s) of employees or
applicants? [see 29 CFR
§1614.102(b)(3)]

B.2.d

Is the EEO Director included in the
agency's strategic planning, especially
the agency's human capital plan,
regarding succession planning,
training, etc., to ensure that EEO
concerns are integrated into the
agency's strategic mission?

Com

sl plian The agency has

ce committed sufficient

| Indicator human resources and
|

budget allocations to its
EEO programs to ensure

JJ Measu successful operation.
r

es

Measure
has been

met

Yes

No

For all unmet measures, provide a brief
explanation in the space below or complete
and attach an EEOC FORM 715-01 PART H
to the agency's status report

B.3.a

Does the EEO Director have the
authority and funding to ensure
implementation of agency EEO actions
plans to improve EEO program
efficiency and/or eliminate identified




barriers to the realization of equality
of opportunity?

B.3.b

Are sufficient personnel resources
allocated to the EEO Program to
ensure that agency self-assessments
and self-analyses prescribed by EEO
MD-715 are conducted annually and
to maintain an effective complaint
processing system?

B.3.c

Are statutory/regulatory EEO related
Special Emphasis Programs
sufficiently staffed?

B.3.c.1

Federal Women's Program - 5 U.S.C.
7201 38 U.S.C. 4214 Title 5 CFR,
Subpart B, 720.204

B.3.c.2

Hispanic Employment Program - Title
5 CFR, Subpart B, 720.204

B.3.c.3

People With Disabilities Program
Manager Selective Placement Program
for Individuals With Disabilities -
Section 501 of the Rehabilitation Act
Title 5 U.S.C. Subpart B, Chapter 31,
Subchapter 1-3102 5 CFR 213.3102(t)
and (u) 5 CFR 315.709

B.3.d

Are other agency special emphasis
programs monitored by the EEO office
for coordination and compliance with
EEO guidelines and principles, such as
FEORP - 5 CFR 720 Veterans
Employement Programs and
Black/African American American
Indian/Alaska Native, Asian
American/Pacific Islander programs?

B.4

Com

=i plian The agency has
ce

committed sufficient

Indicator budget to support the

success of its EEO

JJ Measu programs.
res

Measure
has been
met

Yes No

For all unmet measures, provide a brief -
explanation in the space below or complete
and attach an EEOC FORM 715-01 PARTH
to the agency's status report

B.4.a

Are there sufficient resources to
enable the agency to conduct a
thorough barrier analysis of its
workforce, including the provision of
adequate data collection and tracking
systems?

B.4.b

Is there sufficient budget allocated to
all employees to utilize when desired,
all EEO programs, including the
complaint processing program and




ADR, and to make a request for
reasonable accommodation?
(Including subordinate level reporting
components?

B.4.c

Has funding been secured for
publication and distribution of EEO
materials (e.g. harassment policies,
EEO posters, reasonable
accommodations procedures, etc.)?

B.4.d

Is there a central fund or other
mechanism for funding supplies,
equipment and services necessary to
provide disability accommodations?

B.4.e

Does the agency fund major
renovation projects to ensure timely
compliance with Uniform Federal
Assembly Standards?

B.4.f

Is the EEO Program allocated
sufficient resources to train all
employees on EEO Programs,
including administrative and judicial
remedial procedures available to
employees?

B.4.f.1

Is there sufficent funding to ensure
the prominent posting of written
materials in all personnel and EEO
offices? [see 29 CFR
§1614.102(b)(5)]

B.4.f.2

Is there sufficient funding to ensure
that all employees have access to this
training and information?

B.4.g

Is there sufficient funding to provide
all managers and supervisors with
training and periodic up-dates on their
EEO responsibilities:

B.4.g.1

for ensuring a workplace that is free
from all forms of discrimination,
including harassment and retaliation?

B.4.9.2

to provide religious accommodations?

B.4.9.3

to provide disability accommodations
in accordance with the agency's
written procedures?

B.4.9.4

in the EEO discrimination complaint
process?




. B.4.9.5 to participate in ADR?
v

Essential Element C: MANAGEMENT AND PROGRAM ACCOUNTABILITY
This element requires the Agency Head to hold all managers, supervisors, and EEO Officials
responsible for the effective implementation of the agency's EEO program and plan.

C.1 Com EEO program officials
sl plian advise and provide I:?sa:::\
ce appropriate assistance et
Indicator to For all unmet measures, provide a brief
managers/supervisors explanation in the space below or complete
B Measu about the status of EEO Yes No and attach an EEOC FORM 715-01 PART H
e programs within each to the agency's status report
manager's or
supervisor's area of
responsibility.
C.la Are regular (monthly/quarterly/semi-
annually) EEO updates provided to v
management/supervisory officials by
EEO program officials?
C.1.b Do EEO program officials coordinate
the development and implementation ok
of EEO plans with all appropriate
agency managers to include Agency
Counsel, Human Resources Officials,
Finance and the Chief Information
. Officer?
C.2 Com The Human Resources
mdle- plian Director and the EEO ;ia::;f‘
ce Director meet regularly e
Indicator to assess whether

For all unmet measures, provide a brief
explanation in the space below or complete
Yes No and attach an EEOC FORM 715-01 PART H
to the agency's status report

personnel programs,
policies, and
.' PAS Sl procedures are in
e conformity with
instructions contained
in EEOC management
directives.

C.2.a Have time-tables or schedules been
established for the agency to review v
its Merit Promotion Program Policy
and Procedures for systemic barriers
that may be impeding full
participation in promotion
opportunities by all groups?

C.2.b Have time-tables or schedules been
established for the agency to review o
its Employee Recognition Awards
Program and Procedures for systemic
barriers that may be impeding full
participation in the program by all
group?




C.2.c

Have time-tables or schedules been
established for the agency to review
its Employee Development /Training
Programs for systemic barriers that
may be impeding full participation in
training opportunities by all groups?

C3

Gam When findi f
mmfp-plian en findings o

f_-,e discrimination are
Indicator made, the agency
explores whether or not

disciplinary actions
) Measu should be taken.
res

Measure
has been
met

Yes No

For all unmet measures, provide a brief
explanation in the space below or complete
and attach an EEOC FORM 715-01 PART H
to the agency's status report

C.3.a

Does the agency have a disciplinary
policy and/or a table of penalties that
covers employees found to have
committed discrimination?

C.3.b

Have all employees, supervisors and
managers been informed as to the
penalties for being found to
perpetrate discriminatory behavior or
for taking personnel actions based
upon a prohibited basis?

C.3.¢c

Have the agency, when appropriate,
disciplined or sanctioned
managers/supervisors or employees
found to have discriminated over the
past two years?

C3.c.1

If so, cite number found to have
discriminated and list
penalty/dsiciplinary action for each
violation type. :

C.3.d

Does the agency promptly (within the
established time frame) comply with
EEOC, Merit Systems, Protection
Board, Feeral Labor Relations
Authority, labor arbitrators and
District Court orders?

(€ 5.E

Does the agency review disability
accommodation decisions/actions to
ensure compliance with its written
procedures and analyze the
information tracked for trends,
problems, etc.?

Essential Element D: PROACTIVE PREVENTION
Requires that the agency head makes early efforts to prevent discriminatory actions and eliminate
barriers to equal employment opportunity in the workplace.

D.1

Compliance | Analyses to identify and

Measure

For all unmet measures, provide a brief




sl Indi remove unncesessary

r

cato barriers to employment
are conducted
throughout the year.

Measu
' res

has been

met

Yes

No

explanation in the space below or complete
and attach an EEOC FORM 715-01 PART H
to the agency's status report

D.1.a

Do senior managers meet with and
assist the EEO Director and/or other
EEO program officials in the
identification of barriers that may be
impeding the realization of equal
employment opportunity?

D.1.b

When barriers are identified, do senior
managers develop and implement,
with the assistance of the agency EEO
office, agency EEO Action Plans to
eliminate said barriers?

D.1.c

Do senior managers successfully
implement EEO Action Plans and
incorporate the EEO Action Plan
Objectives into agency strategic
plans?

D.1.d

Are trend analyses of workforce
profiles conducted by race, national
origin, sex and disability?

D.1l.e

Are trend analyses of the workforce's
major occupations conducted by race,
national origin, sex and disability?

D.1.f

Are trend analyses of the workforce's
grade level distribution conducted by
race, national origin, sex and
disability?

D.1.g

Are trend anaiyses of the workforce's
compensation and reward system
conducted by race, national origin,
sex and disability?

D.1.h

Are trend analyses of the effects of
management/personnel policies,
procedures, and practices conducted
by race, national origin, sex and
disability?

D.2

i plian
ce

Com

The use of Alternative

Indicator Dispute Resolution

(ADR) is encouraged by

Measu
‘ res

senior management.

Measure
has been

met

Yes

No

For all unmet measures, provide a brief
explanation in the space below or complete
and attach an EEOC FORM 715-01 PART H
to the agency's status report

D.2.a

Are all employees encouraged to use




‘ ‘ ADR? v
D.2.b Is the participation of supervisors and
managers in the ADR process v
required?

Essential Element E: EFFICIENCY
Requires that the agency head ensure that there are effective systems in place for evaluating the
impact and effectiveness of the agency's EEO programs as well as an efficient and fair dispute
resolution process.

E.1 Com :
plian The agency has Measure
ce sufficient staffing, has been For all unmet measures, provide a brief
Indicator funding, and authority met explanation in the space below or complete
to achieve the and attach an EEOC FORM 715-01 PART H
elimination of identified to the agency's status report
,., Measu barriers. Yes No
res
E.l.a Does the EEO Office employ personnel
with adequate training and experience v

to conduct the analyses required by
MD-715 and these instructions?

E.1.b Has the agency implemented an
adequate data collection and analysis %
systems that permit tracking of the

information required by MD-715 and
‘ these instructions?

E.l.c Have sufficient resources been
provided to conduct effective audits of v
field facilities' efforts to achieve a
model EEO program and eliminate
discrimination under Title VII and the
Rehabilitation Act?

E.l1.d Is there a designated agency official
or other mechanism in place to v
coordinate or assist with processing
requests for disability
accommodations in all major
components of the agency?

E-14e Are 90% of accommodation requests
processed within the frame set forth v
in the agency procedures for
reasonable accommodation?

= Com The agency has an Measure
mafle-plian effective complaint has b
ce tracking and monitoring a;e:en For all unmet measures, provide a brief
Indicator system in place to explanation in the space below or complete

and attach an EEOC FORM 715-01 PART H
to the agency’s status report

increase the

‘ Measu effectiveness of the Yes No
res agency's EEO programs.




‘ Does the agency use a complaint

tracking and monitoring system that v
allows identification of the location
and status of complaints and length of
time elapsed at each stage of the
agency's complaint resolution
process?

E.2.b Does the agency's tracking system
identify the issues and bases of the o
complaints, the aggrieved
individuals/complainants, the involved
management officials and other
information to analyze complaint
activity and trends?

Ex2.c Does the agency hold contractors
accountable for delay in counseling .
and investigation processing times?

E.2.d Does the agency monitor and ensure
that new investigators, counselors, v
including contract and collateral duty
investigators, receive the 32 hours of
training required in accordance with

EEO Management Directive MD-110?

E.2.e Does the agency monitor and ensure
that experienced counselors, v
investigators, including contract and
collateral duty investigators, receive

the 8 hours of refresher training
‘ required on an annual basis in

accordance with EEO Management
Directive MD-110?

E.3 Com The agency has
walis-plian sufficient staffing,
ce funding and authority
Indicator to comply with the time
frames in accordance For all unmet measures, provide a brief
easu with the EEOC (29 Yes No explanation in the space below or complete
“ s C.F.R. Part 1614) and attach an EEOC FORM 715-01 PART H
regulations for to the agency's status report
processing EEO
complaints of
employment
discrimination.

Measure
has been
met

E.3.a Are benchmarks in place that compare
the agency's discrimination complaint v
processes with 29 CFR Part 1614?

E.3.a.1 Does the agency provide timely EEO
counseling within 30 days of the initial v
request or within an agreed upon

extension in writing, up to 60 days?

E.3.a.2 Does the agency provide an aggrieved
person with written notification of v
his/her rights and responsibilities in




the EEO process in a timely fashion?

E.3.a.3 Does the agency complete the
investigations within the applicable e
prescribed time frame?

E.3.a.4 When a complainant requests a final
agency decision, does the agency T
issue the decision within 60 days of
the request.

E.3.a.5 When a complainant requests a
hearing, does the agency immediately &
upon receipt of the request from the
EEOC AJ forward the investigative file
to the EEOC Hearing Office?

E.3.a.6 When a settlement agreement is
entered into, does the agency timely Y4
complete any obligations provided for
in such agreements?

E.3.a.7 Does the agency ensure timely
compliance with EEOC A) decisions v
which are not the subject of an appeal
by the agency?

E.4 Com There is an efficient and

melie- plian fair dispute resolution
ce process and effective For all unmet measures, provide a brief

. Indicator systems for evaluating explanation in the space below or complete

Measure
has been
met

the impact and and attach an EEOC FORM 715-01 PART H

effectiveness of the to the agency’s status report
& $aasy agency's EEO complaint Yes No
nES processing programs.

E.4.a In accordance with 29 CFR
§1614.102(b), has the agency &
established an ADR Program during
the pre-complaint and formal
complaint stages of the EEO process?

E.4.b Does the agency require all managers
and supervisors to receive ADR v
training in accordance with EEOC (29
CFR Part 1614) regulations, with
emphasis on the federal government
interest in encouraging mutual
resolution of disputes and the benefits
associated with utilizing ADR?

E.4.c After the agency has offered ADR and
the complainant has elected to o
participate in ADR, are the managers
required to participate?

E.4.d Does the responsible management
official directly involved in the dispute 7
have settlement authority?




E.5

Com The agency has
mmfie-plian
ce

Indicator and evaluating the

impact and

., Measu
res programs.

effective systems in
place for maintaining

Measure
has been
met

effectiveness of its EEO

Yes No

For all unmet measures, provide a brief
explanation in the space below or complete
and attach an EEOC FORM 715-01 PART H
to the agency’s status report

E.5.a

Does the agency have a system of
management controls in place to

ensure the timely, accurate, complete

and consistent reporting of EEO
complaint data to the EEOC?

E.5.b

Does the agency provide reasonable

resources for the EEO complaint
process to ensure efficient and
successful operation in accordance
with 29 CFR