Diversity Advisory Council (DAC) Fall 2005

Issues brought forward for consideration 
1. Minority assignment limitations due to social climate issues.  (Ethnic)
· G-CR has issued guidance to address social climate issues in the new EO manual.  

· DAC will continue to monitor

2. Status of the Reserve Diversity Plan.  (Workforce) 

· Will be presented as an issue in the DAC report

3. Clarification on the changes to the CGA AIM program.  (Workforce)
· Obtained information needed

4. CG Auxiliary needs to recruit younger and more diverse members.  (Workforce)
· Program working on this item; DAC will continue to monitor

5. Keep the information flow current and constant on the new MAX HR rules.  (Workforce)
· Info being released as it is available

6. Accommodation for members to observe religious holidays.  (Equal Opportunity)
· No evidence of widespread problem

7. Request update on recruiting trends from this past year.  (Gender)
· Obtained information needed

8. Training is requested on communications between men and women in the workplace.  (Gender)
· Issue not being pursued at this time

9. Can DAC members assist Areas in conducting unit EO reviews? (Equal Opportunity)
· Not recommended, as DAC members are not available for additional time away from units

· Also requires significant amount of training to conduct the EO reviews

10. It appears that more minorities and women are applying for Coast Guard civilian jobs, but there is not a similar increase in the number of women and minorities that are hired. (Equal Opportunity)
· Program manager is working on this issue, need to allow time to show progress

· New data system allows tracking of this info; DAC will review data again in Fall 06

11. Are minority members being rated fairly in the enlisted evaluation system? (Is there any systemic disparity in average marks between majority and minority members?) (Equal Opportunity)
· This item is complicated to assess; not being pursued at this time

12. Are personal awards based on actual performance or are they awarded based on rank? (Workforce)
· Not being pursued; more of a leadership issue than a DAC issue

13. Do majority members have better access to mentorship than minorities and women? (Ethnic)
· This question was directed at enlisted members

· Selected questions in the OAS that may inform on this question do not show a significant difference, although African American data is slightly worse than other groups
· May need focus groups conduct inquiry and analysis

14. Why are so few minority officers in command cadre positions afloat? (Ethnic)
· Because few go to sea as junior officers

· CG-12’s planned Officer Succession Management Team should look into this
· DAC will continue to monitor 

15. Update on Reserve Tricare issue raised at last DAC meeting. (Workforce)
· The particular issue that led to this question at the spring DAC has been addressed

16. Why aren’t there more career ladder positions so that people can advance in their civilian careers in the Coast Guard? (Workforce)
· Program manager is working on this issue, need to allow time to show progress

· DAC will continue to monitor

17. Status of the racial/ethnic identifiers in Direct-Access (correcting data errors). (Ethnic)
· Program manager is working on this issue, need to allow time to show progress

18. There is a perception that prior military personnel have an unfair advantage when applying for Coast Guard civilian positions. (Workforce)
· Data does not support this perception

19. Are people on Temporary Separation being “re-recruited” to return to the Coast Guard? (Gender)
· Will be raised as an issue in the DAC report

20. Does the civilian personnel system inhibit hiring a diverse workforce? (For example, delays in the hiring process lead to unit need for a body asap.  A retiring military person can start work asap, while a civilian needs to provide notice and relocate, and the retiring military workforce is less diverse than the general population.)  (Equal Opportunity)
· Program manager is working on increasing the diversity of civilian hires, need to allow time to show progress

· DAC will continue to monitor

21. Future workforce policy issues due to cultural changes in the workforce. (Ethnic)
· Deferred; will review OAS results and continue to monitor

22. Lower representation of minorities in special assignments – particularly recruit company commanders. (Ethnic)
· Small numbers available for assignment 

· focus groups may be able to find out why don’t apply for more of these special assignments

23. Concern about the graduation rate from recruit training of recruits for whom English is their second language. (Ethnic)
· Need to quantify the problem to see the scope of the issue; TRACEN Cape May will provide the data


24. Concern about recruits that do not have a high enough ASVAB score to qualify for any A-school. (didn’t fall anywhere, but assigned to Ethnic subcommittee to review)
· Very few cases; members can study/retake the ASVAB for try for better scores

· CGRC will document that these recruits are counseled on their limitations if they don’t improve their scores


25. Need for a rape victim support group for military women.  (Gender)
· Need to investigate the issue


26. Important policies that affect only/mostly women, like the pregnancy policy, are not read/adhered to by unit leadership, forcing women to have to bring policies to their supervisor’s/command’s attention.  This frequently involves a junior woman having to correct her supervisor/command about work assignments, putting her in a bad position. (Gender)
· This is a leadership issue


27. High attrition rate of junior women from the Coast Guard.  (including those that are discharged prior to completing their enlistment) (Gender)
· Will be raised as an issue in the DAC report

