SPRING 06 DAC UNFILTERED ISSUES
1. Review data on average enlisted marks as per the issue raised at last DAC regarding whether minority members are being rated fairly in the enlisted evaluation system. (Ethnic subcommittee)

· Data was reviewed for the period 2003-2005 and there was not a significant difference noted in the average marks between minority and majority enlisted members.
2. A Coast Guard rap song that appears to be a recruiting ad is making its way around the Coast Guard.  Many believe it projects an image that is not consistent with our Service and some are offended by the song’s lyrics.  Seeking clarification from CGRC as to whether this is an actual ad or not. (Ethnic subcommittee) 
· The song was produced by CGRC in 1998 and should have been discontinued by 1999.  CGRC has been asked to issue a disclaimer of the ad.
3. There is a lack of women and minorities in leadership positions. (Ethnic Subcommittee)
· The DAC will work with rating force managers, detailers, etc to identify what the key leadership positions are for different ratings and career paths to begin to analyze this issue.
4. There is a lack of women and minorities in special assignment positions. (Ethnic Subcommittee) 
· Data shows that women and minorities that apply for these positions are assigned at a similar rate to majority males.  Of note, the recruiting workforce has over 150 minority and 52 women out of 370 recruiters.
5. CG regulations allow members to use backpacks to carry gear, but the rules require the backpack to be carried in the left hand.  Why can’t the backpack be worn on the back, as designed and as is the preferred method for protecting an individual’s back muscles. (Ethnic subcommittee)

· This is not a Diversity issue.  It will be forwarded to CG-122 to be considered in Coast Guard Uniform Manual policies.
6. There is concern about availability of training for Reserves to learn new specialty areas under Sector organization. (Workforce subcommittee)
· This issue will be addressed by the DAC in this week’s outbrief.
7. The Coast Guard developed a civilian recruiter program, but we have not capitalized on bringing women and minorities into career development and career ladder positions. (Workforce subcommittee)
· More time is needed to collect and analyze the data available through Quickhire to assess whether this is an issue or not.  DAC will continue to track.
8. It appears that Performance Improvement Plans (PIPs) for civilian employees are being used too frequently by supervisors prior to using other leadership and development techniques. (Workforce subcommittee)
· Data does not support this assertion.
9. The Coast Guard mentoring program is not well advertised and many are unaware of it. (Workforce subcommittee)
· This data is part of an issue on civilian career development that will be addressed in this week’s outbrief.
10. There is a lack of information about MAX HR in the field. (Workforce subcommittee)

· Continue to spread the word about data available on CG-121 and DHS websites.
11. Some Auxiliarists feel pushed out of the way from the changes in the AIM program. (Workforce subcommittee)

· This is not an issue that needs to be addressed.  The Academy revised the AIM program to meet the recruiting needs for CGA.  The changes were coordinated through the Auxiliary leadership and appropriately communicated to Auxiliary members.
12. First term enlisted members should not be sent to out of specialty tours because it puts them behind the curve in their rating before they ever have an opportunity to learn about the CG and develop their specialty. (Workforce subcommittee)

· The make up of our workforce does not allow the CG to refrain from assigning first termers to out of specialty tours (such as MSSTs, LEDETs).  The pyramidal workforce structure and the fact that most members advance to E5 before their second enlistment would make it nearly impossible to avoid this .  This problem can be eased though good mentorship and aggressive use of IDPs at the units.
13. First term enlisted members should not be sent to independent duty tours because it limits their exposure to the whole CG during a time they need to learn and develop their careers. (Workforce subcommittee)

· This is not a servicewide issue, as members cannot qualify for independent duty assignments without specified time and experience in their rate.
14. Physical Fitness standards (boat crew) should apply CG-wide to ensure all members are physically qualified for LE duty when they report to a unit.  Small units, such as WPBs, are at a disadvantage when members report who are not able to pass the boat crew PE test. (Workforce subcommittee) 
· This is not a Diversity issue.  It will be forwarded to CG-1 for review and consideration.
15. Civilian Orientation training classes are only held by LDC twice per year for 60 quotas per year; however, Coast Guard has been hiring new civilians into the Service at nearly 1000 per year for the last several years.  The quotas need to be increased to properly acculturate our new civilian employees. (Workforce subcommittee)

· This data is part of an issue on civilian career development that will be addressed in this week’s outbrief.

16. What is the status of afloat billets 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 on D8 rivers.  (Gender Subcommittee)
· There are over 700 afloat billets available to enlisted women on 378’s, 270’s, Polar icebreakers, and selected 110’s and buoy tenders.  In AY06 all female EMs, MKs, or BMs who requested an afloat billet were sent afloat.  19 women who requested afloat billets were turned down including 9 HSs and 10 OSs due to lack of billets or (for some HSs) due to career development that was needed in a clinic atmosphere.  On the D8 rivers, two cutters accommodate women.  There are also 14 ANTs with women assigned.  Creative solutions to berthing issues on 49’ and 55’ buoy boats are employed to allow the women to get underway on overnight missions, such as tying up for the night at a CG unit with berthing or providing lodging expenses at a hotel.
17. A survey of women who leave the Coast Guard (at about 6 mo after departure) is recommended to determine causes for leaving. (Gender subcommittee)
· DAC will readdress this issue after reviewing the 2006 OAS results, Career Intention Survey trends, and the results of the focus groups on retention of enlisted women.
18. Few women enter engineering, aviation, and other nontraditional ratings.  Efforts need to encourage women into these fields. (Gender subcommittee)
· DAC will continue to monitor this issue.  The DAC applauds the emphasis placed by CG-1 in monthly recruiting meetings that provides a continuing emphasis on the recruitment of women and minorities, as well as the need for women in nontraditional specialties.
19. Need clarification on pregnancy policies for women in aviation. (Gender subcommittee)
· The Office of Operational Medicine (CG-112) is currently revising the Aviation Medical Manual and is receptive to include clarifying language in the manual to ensure policies are clear.  DAC members will continue to work with CG-112 to assist with this issue as the document is revised.

20. An ODU sizing chart is needed for women. (Gender subcommittee)

· There is no need for a women’s ODU sizing chart.  The sizing chart available online applies to all.  It relies on measurements of height, sleeve length, inseam, etc. for both men and women.
21. What is the status of options for nontraditional childcare for Coast Guard members?  Also, information on the CG subsidies available for GSA and other national childcare centers is not widely known.  (Gender subcommittee)

· The DAC was provided new information from the Office of Worklife and a timetable for rolling out the new subsidies.  The changes on the horizon will greatly benefit many Coast Guard families.
22. There is a disparity between paternity leave options for military members and civilian employees. (Gender subcommittee)

· The Coast Guard already offers the most generous paternity time (5 days administrative leave) of any of the Services.
23. There are repercussions to women for “ill-timed” pregnancies. (Gender subcommittee)

· This issue will be monitored.  The 2006 OAS has two questions that may provide insight into this issue.  Also, the results of the efforts to develop best practices for both supervisors and members for planning both a Coast Guard career and a family may help address this.
24. Recruiting marketing/advertisement should be better targeted to attract women, minorities, persons interested in specific ratings. (Equal Opportunity subcommittee)

· DAC will continue to monitor this issue.  The DAC applauds the emphasis placed by CG-1 in monthly recruiting meetings that provides a continuing emphasis on the recruitment of women and minorities.  There is a contract underway that will provide CG-1 with some recommendations about marketing on a regional level.

25. LDC courses need more diversity coverage in the curriculum. (Equal Opportunity subcommittee)
· This issue will be addressed by the DAC in this week’s outbrief.
26. Prior military personnel have an unfair advantage in the hiring process into civilian positions. (Equal Opportunity subcommittee)
· The data does not support this assertion.
27. There is a disparity in benefits between married and single members. (Equal Opportunity subcommittee)
· This issue has been raised by the Defense Advisory Committee on Military Compensation and will be evaluated by Service Chiefs and OSD.
28. Personnel assigned to small cutters are disadvantaged when they get underway, as they lose all connectivity to CG systems. (Equal Opportunity subcommittee)
· This is a known issue.  CG-62 representatives indicated that a project has been initiated by G-RCC to look into how to solve this issue.  Constraints are bandwidth, space/weight issues of additional equipment on the smaller cutters, and funding.

