Diversity Strategy Actionable Items List (CG-12B)
During the Diversity Advisory Councils (DAC) Spring Conference out brief, CG-00 directed CG-1 to produce a list of actionable issues, bulletized format acceptable, that the DAC thought were necessary to address workforce related challenges, with emphasis on diversity.   The below list contains a myriad of actionable items, categorized based on the 5 Key Components recommended by the Diversity Strategy Group (DSG) in the diversity strategy being revised.  These actionable items have not been fully researched to determine resource needs or steps to implement.  Upon preliminary approval of this list, further research will be conducted to determine resource and timelines associated with chosen items.  
Leadership Accountability

· Identify diversity deficiencies in the workforce and task stakeholders (i.e., Ops Ashore – Response, CGD-14, Operations Command, etc.) to address these issues and then report back on a regular basis on progress or lack of progress.

· Schedule and fund a diversity summit for 2009.  Diversity summits provide truth to power from the rank and file to the top leadership of the organization.  The pulse on the organizational climate is delivered unfettered and uncensored at these events.

· Combine one of the DAC biannual conferences with a Flag/SES conference. 

· Leaders at all levels become familiar with and support the three affinity groups with which the CG signed MOUs (the National Naval Officers Association (NNOA), the Association of Naval Service Officers (ANSO), and CG Women’s Leadership Association (CGWLA).

· 360 evaluations can be used to uncover leadership issues within the workforce.  This is something that can benefit senior leadership as well as middle and junior managers in the field.

· Conduct post-exit interviews for minority groups leaving the CG to determine if there are issues that need to be addressed in the organization.

Communications

· Develop/produce plastic “CG Guardian Ethos Cards”

· Develop a video of the COMDT on his diversity views.

· Develop a diversity brochure 

· Develop Quick fact sheet on various workforce programs (i.e., temp separation, work life, civil rights programs, and education information).

· The Leadership Advisory Council and the Diversity Advisory Council should maintain a close working relationship.  

· Recommend that the COMDT meet with diversity related advisors each quarter for updates on the progress of the revised diversity strategy (DAC Spring & Fall, CG-12B Summer & Winter).

· Diversity needs to be a main topic in all public addresses internal and external to the organization.  Team CG needs to see that the topic of diversity is important to the COMDT.

· Commandant’s reading list should include books and articles on diversity and cultural awareness. 

Outreach

· Magazine advertisement in female/minority magazine (i.e., Ebony and essence)

· Strategically place recruiting offices based on Service goals, to include diversity goals (i.e., Chicago, Philadelphia, etc.)  

· Create a CG my space and Face Book webpage.  Very good tool for connecting with younger and more diverse population 

· Create a guardian video game.

· Down load CG information ads to i-pods/i-tunes

· Increase funds directed at recruiting and outreach, to include marketing. 

· CGA increase Diversity (i.e., Hispanic, African American, Asian/Pacific Islander, etc.) enrollment by specified amount (i.e., 20%) by the class of 2013 and by XX% by the class of 2014.  The target motivates the recruiting strategy to focus on a set goal.

· The College Student Pre-commissioning Program (CSPI) currently requires Colleges & Universities to have a minority enrollment 25% to qualify as participating institution.  The program should increase the school minority population requirement to 60% to increase the chance that the program will increase the numbers of the targeted population.  

· Consider reorganizing all of CG Recruiting into one Command.  One stop shop for CG recruitment (active, reserve, civilian and auxiliary).

· Civilian retirees have no affiliation/communications with the CG (military do).  This may serve as a valuable recruiting tool if we develop a program, website, etc. to keep CG retired civilians connected.  

· Fund and develop a USCG ROTC and JROTC program in some diverse populated communities.  

· CGRC and CGA are to join forces and come up with a strategy for minority officer recruiting. 

Career Development

· Develop SES/Flag mentorship program at CGHQ. This will entail Flag/SES level executives blocking off time on their calendars for members to sign up for career counseling sessions.  Many are curious about the path to senior leadership.  A similar program for Enlisted Members would also be a great tool for mentoring members seeking to become senior enlisted.
· Develop informal review process prior to entering the BCMR process.

· Consider revamping the promotion process for E-7 and above to include a board advancement vs. SWE.

· Match specialties to outreach opportunities

· Centralize USCGR assignments.

· Ensure schools are available to provide needed training for Reserve workforce.

· Work to ensure that all civilian position description match the actual work performed by people within the position.  Require a mandatory review of PDs once every 5 years, and develop system for verifying compliance.

· Develop a Civilian Advisory Board made up of nationwide representation to advise senior leadership on opportunities for improvement and current successful practices.  

· No evaluations are to leave a unit without the member having received evaluation counseling, and demonstrated proof of this counseling.  A signature block will need to be added to the OER.

· All O-4 and below and E-6 and below are required to have an individual development plans (IDP) on file.  A system for tracking the completion of this document, (i.e., TMT) needs to identified/developed.  

· Graduate school program managers and training allowance billet (TAB) managers should to explore the possibility of opening post-graduate (PG) opportunities to enlisted members.

· CG-1 to look into increasing the CGPC-opm-4 officer career advising staff.  This is based on an expressed need from junior members in the field for assistance in strategically planning and setting career goals.  

Training & Education

· Develop a video similar to “Its only 8 weeks” aimed at women and minority.

· Funding for diversity road show and work with DEOMI to develop a 3 hour seminar directed at sensitizing the field to diversity related topics.  

· Flag officers, SES Executives, and Command Master & Senior Chief’s, all serve in roles requiring a high level of sensitivity and should be required to attend the basic DEOMI course.

