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THE SECRETARY OF THE NAVY
WASHINGTON DC 20350-1000 NOV 5 2014

EQUAL EMPLOYMENT OPPORTUNITY STATEMENT

In the successful accomplishment of the Department of the Navy’s (DON) mission,
while meeting the challenges of today’s complex, high tech world, our people make the
difference. As Secretary of the Navy, I am committed to the principles of equal
employment opportunity (EEO) and will continue to ensure that EEO remains an
organizational imperative, fully integrated into our strategic mission.

I am holding leaders, managers, and supervisors accountable for keeping our
workplace free of discrimination and ensuring that we provide EEO for all in our workforce
or those seeking to become members of the workforce. I am also reminding all employees
of their rights and responsibilities under the law and how to seek assistance if they believe
they have been the subject of employment discrimination.

DON employees are protected by federal laws, Presidential Executive Orders, and laws
designed to protect federal employees from discrimination on the bases of race, religion,
color, sex (including pregnancy and gender identity), sexual orientation, parental status,
national origin, age, disability, family medical history or genetic information, political
affiliation, military service, or any other non-merit based factor. These protections extend
to all management practices and decisions, including recruitment and hiring practices,
appraisal systems, promotions, and training and career development programs.

DON employees are also protected against retaliation. Consistent with federal laws,
acts of retaliation against an employee who engages in a protected activity, such as, whistle
blowing or the exercise of any appeal or grievance right provided by law will not be
tolerated. Any employee who feels that he or she has been subjected to one of these forms
of discrimination or retaliation should contact his or her Command’s EEO Office, Human
Resources Office, or Office of Counsel as appropriate.

Our commitment to EEO requires more than mere compliance and tolerance. We must
continue to meet not only the letter of the law, but also its spirit. I ask each member of our
~ workforce to take responsibility for implementing our EEO policy and cooperating fully in
its enforcement. It is incumbent upon every employee to ensure the DON maintains an
organizational culture that promotes the full realization of equality of opportunity; one that
truly reflects the DON Core Values: Honor, Courage, and Commitment.

I appreciate your continued dedication to fulfilling the DON’s mission and thank you
for your service to the Nation.
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Department of the Navy (DON) For period covering October 1, 2013, to September 30,
2014

EXECUTIVE SUMMARY

DON EXECUTIVE SUMMARY

Essential Element A: Demonstrated Commitment

Strengths:

Secretary of the Navy (SECNAYV) draft DON EEO Policy affirming his commitment to EEO
and holding DON leaders, managers and supervisors accountable to integrate EEO into all
employment decisions.

Assistant Secretary of the Navy Manpower & Reserve Affairs (ASN M&RA) briefed
SECNAYV on DON'’s FY13 annual EEO Program Assessment

ASN (M&RA) appoints the DON IWD Senior Executive

DON SECNAV Instructions on EEO and Anti-Harassment currently in draft

DON Office of EEO Management and DON General Counsel (GC) focused on current
issues such sanctions for untimely investigations, the DON'’s plan to bring the DON in
compliance with EEO regulatory requirements and the need for the Agency
Representatives and EEO staff to ensure effective and efficient complaints servicing. It
was also reiterated how critical it is for the Agency Representatives and EEO staff to
understand their respective roles and responsibilities in complaints processing order to
conflict of interest and additional sanctions.

Challenges:

SECNAV Instructions not signed out in FY14 (ready for FY15)

Essential Element B: Integration of EEO into the Agency’s Strategic Mission

Strengths:

DON developed an enterprise-wide data system (HR Link) to assist the DON and its
commands in barrier analysis efforts. Ongoing efforts continue to enhance the newly-
established tool.

DON EEO practitioners training, Creative Solutions for EEO Professionals, provides
opportunity for integration, collaboration, etc.

DON-wide supervisory training developed for deployment in FY15

Collaboration with Civilian Workforce Development Division (CWDD) on training EEO staff,
development of supervisory training modules, bridging skills gaps in the 260 series and
accessible on-line training

DON EEO Program Office and Office of Civilian Human Resources (OCHR) Recruitment
and Staffing Division collaborate to discuss the way ahead for Schedule A Hiring.
Emphasis is also placed in ensuring hiring managers, human resources personnel, and
applicants understand schedule A and how to utilize it.

Collaboration with Executive Management Program Office (EMPO)on analysis of the SES
pipeline

Challenges:

Establishing alignment of Disabled Veterans Affirmative Action Program (DVAAP), Federal
Equal Opportunity Recruitment Plan (FEORP) and Management Directive 715 (MD-715)
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Essential Element C; Management and Program Accountability
Strengths:

o Deputy Assistant Secretary of the Navy, Civilian Human Resources (DASN CHR)
personally called commands and simultaneously sent a memo to commands reminding
them of the DON’s obligation to do everything possible to ensure timely processing.
Feedback from the commands has shown an appreciation that top DON leadership is
supportive and engaged in helping them resolve this issue and indicated a willingness to
align their efforts with the DON to ensure they meet regulatory requirements.

¢ Command visit by DASN (CHR) and Director, OCHR included discussion of need for timely
EEO investigations and the establishment of a DON-wide tool (HR Link) for barrier analysis
purposes.

o Commands were provided feedback on their FY 2013 annual program assessments to
include complaints processing and recommendations for improvement

e Continuation of complaints scorecard to hold commands accountable for timely complaints
process

¢ Established Reasonable Accommodation (RA) Job Search Continuous Process
improvement group for expanded searches

e On-line training on reasonable accommodation made available to EEO and HR
practitioners

¢ Resolution of three Section 504 and two Architectural Barriers Act (ABA) complaints

Challenges:

e Command climate concerns to include Defense Equal Opportunity Management Institute
Organizational Climate Survey (DEOCS) and Federal Employee Viewpoint Survey (FEVS)

e Ensuring all training material including computer based training (CBTs) are 508 compliant

e Enterprise-wide Electronic RA (ERA) tracker planned for deployment in FY15

Essential Element D: Proactive Prevention of Unlawful Discrimination
Strengths:
¢ DON EEO Program Office and OCHR Data Analytics Division to establish the DON-wide
data system tool and continuing to work on enhancements
o Development of standard suite of statistics for tracking and analyzing command complaints
processing and program management, resulted in cascading responsibility to the lowest
levels of the organization
¢ Hiring of Disability Program Manager, Affirmative Employment Program Manager and
Special Emphasis Program Manager in addition to Final Agency Decision ( FAD) writers
Challenges:
e Continued efforts to identify barriers in areas of low participation through collaboration,
integration, engagement of appropriate stakeholders

Essential Element E: Efficiency
o DASN (CHR) authorized the continuation of some flexibilities, including the use of contract
investigators, to assist the DON in resolving untimely investigations. The use of those
flexibilities across the DON has resulted in improvements in the investigation processing
timeframes, raising compliance with regulatory requirements.
Challenges:
e Untimely complaints processing
o Attitudinal barrier identified relative to Individuals with Disabilities (IWD)

Essential Element F: Responsiveness and Compliance
Strengths:
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e DON authorized hiring of re-employed annuitants and contract to draft SECNAV Final
Agency Decisions to resolve DON'’s backlog

e Timely submission of reports: 462, MD 715, Notification and Federal Employee
Antidiscrimination and Retaliation Act (NO FEAR), FEORP, DVAAP

e Ensuring complaints based on transgender status are processed as claims of sex
discrimination

Department of Navy Part E Summary

The Mission of the Department of the Navy

The mission of the Department of the Navy (DON) is to maintain, train and equip combat-ready
Naval forces capable of winning wars, deterring aggression and maintaining freedom of the seas.
The DON has three principle components: the Navy Department, consisting of executive offices
mostly located in Washington, DC; the operating forces including the Marine Corps, the reserve
components and, in time of war, the U.S. Coast Guard (in peace, a component of the Department
of Homeland Security); and the shore establishment.

Introduction/Background

Fiscal Year (FY) 2014 was a year that presented exceptional challenges to employees of the
federal government and specifically to the Department of the Navy (DON). The year began on the
heels of the FY13 continuing resolution (CR) and sequestration, which resulted in a DON hard
hiring freeze, training and travel restrictions, and summer furloughs. In the midst of furloughs and
the hiring freeze, the Secretary of Defense called for a 20% cut in the size and cost of headquarter
activities across the military services. This resulted in an August 29, 2013 Secretary of the Navy
(SECNAV) memo requiring that the DON find the required 20% savings at all levels of the
organization, including in personnel numbers.

Concurrent to the fiscal environment and furloughs, the September 16" Navy Yard shooting
occurred where 12 DON civilian and contractor employees lost their lives. The emotional fallout
from this event was felt across the DON but most acutely in the EEO and Human Resources (HR)
communities as HR specialists from across the country were gathered at the Navy Yard for a week
of training while the EEO community was at a training conference in Southbridge, MA, when first
word of the shooting came and as events unfolded throughout the day. The impact of this event
continues to haunt the DON, and particularly the Naval Sea Systems (NAVSEA) Command
employees.

As DON employees worked to regain their bearings from FY13 events, FY14 began with the partial
government shutdown and for the first 16 days of FY14, DON employees were furloughed if they
were not employed in working capital fund positions or positions deemed “essential”. FY14 was
also the first full year that the DON Commands owned their own EEO Offices following the FY13
transition to this new service delivery model.

The hiring freeze and budget cuts associated with CR/sequestration impacted the DON EEO
Office because as professional positions became vacant in FY13 and FY14, the corresponding
recruitment did not occur until late in the second quarter of FY14. The DON EEO Office staff
dropped from five specialists and a director to one specialist plus the director. Late in the second
quarter of FY14, the director was given permission to hire four specialists. Three specialists on
boarded at headquarters late in the third quarter of FY14. The fourth had a failed search that will
be filled in FY15.
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With the exception of complaints management, many of the projects were placed on hold until
late June when the new staff was onboard. Once the staff was on board, the Office quickly
became active with training, barrier analysis and Individuals with Disabilities (IWD) initiatives.
These will be covered in detail later in the report.

Similarly, The DON experienced a high turnover of EEO practitioners in FY14, particularly in
the EEO leadership at the major commands. Of the 21 major commands, there were 14 new
Command Deputy Equal Employment Opportunity Officers (CDEEOOSs) who were hired or
transitioned into those leadership positions between the HR Service Delivery transition in FY13
and the end of FY14. This is 66% of the EEO program managers at the Command level.
Additionally, 14 DEEOOs who manage subordinate echelon three and four programs were new
to their positions between HR service delivery and the end of FY14.

Despite the shortage of staff members at headquarters, the DON EEO Office continued to
assist the major commands with their work in barrier analysis and proactive prevention.
Possibly the most significant accomplishment of FY14 was the EEO App, a set of tools that
continue to be under development by the DON HR Data Analytics team. This tool sits on the
DON's HRLink, a COGNOS-based program that is fed by the Defense Civilian Personnel Data
System (DCPDS), the authoritative source for civilian HR data. Until 2013, the DON EEO
office was using another program (DART) for the production of the A & B Workforce Tables,
anticipating that eVersity would be the answer for acquiring data to conduct barrier analysis in
the future. While a very small percent of the DON’s Commands have invested in their own
data management system, the vast majority had no access to Command demographic data
other than data without the necessary Ethnicity/Race Indicator and Gender (ERIG) fields.
When eVersity was not going to continue to be developed in the ways that had been
anticipated, the DON EEO Program Director began looking for alternatives that would provide
the major commands with the ability to conduct a similar level of analysis. The result was the
collaboration with the HR Data Analytics team in creating the EEO App. The DON EEO App
will be discussed in further detail within the six essential elements.

Summary of Self- Assessment Against the EEO Model Essential Elements

The DON remains committed to maintaining effective equal employment opportunity through its
affirmative employment program that is based on Section 717 of Title VII (Part A) and Section
501 of the Rehabilitation Act (Part B). This commitment is found at all levels of the
organization and throughout the component activities of the DON as evidenced through the
work that is documented in the annual EEO Program Assessments of 20 of the 21 major
commands. The work of those commands is threaded throughout this document. (Please note
that the one command that did not submit an annual assessment timely is being held
accountable.)

ESSENTIAL ELEMENT A: Demonstrated Commitment from Agency Leadership
Strengths:
o After he received the FY13 annual assessment briefing by the DON EEO Program

Director, Mr. Juan Garcia, the Assistant Secretary of the Navy, Manpower and Reserve
Affairs (ASN M&RA) and EEO Director, he briefed the Secretary of the Navy on the
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state of the DON's EEO Program.

In support of the Human Resources (HR) service delivery transition in FY13, the DON,
specifically the ASN M&RA and the Deputy Assistant Secretary of the Navy, Civilian
Human Resources (DASN CHR), committed to continue investing in the sustainment
training and development of EEO specialists who were reassigned to positions where
they are now responsible for more than counseling complaints. (As discussed in the
DON 2013 Assessment Report, multiple training sessions have been provided, building
a foundation for those practitioners who have been reassigned into EEO or who only
had worked in a narrow field without the full benefit of cross training.) The funding and
support was established for a week of training to take place early in FY15. Planning
began in July with the development of a training needs assessment survey that was
developed in collaboration with the DON's Civilian Workforce Development Division
(CWDD). The assessment identified three tracks based on position responsibilities —
Command Deputy EEO Officers (major commands), Deputy EEO Officers (component
activities) and EEO Specialists/Technicians. The use of training tracks gives each
group the appropriate specialized training. Thirty-two session topics were identified
through the needs assessment. Based on each topic, EEO answered questions on
expected outcomes and CWDD turned the answers into learning objectives that would
become the basis for assessing the effectiveness of the training. In addition to
specialized tracks, each day was designed to cover a specific program area in EEO -
Complaints & Compliance, Disabilities, Affirmative Employment and Special Emphasis.
The schedule was developed with a plenary session at the start of the day and a
practicum at the end of the day on the particular EEO program area that was the focus
of the day. The concepts of collaboration and integration were foundational messages
for the program as a means of demonstrating the need for EEO to work with other
offices and to achieve an understanding of integration into the DON’s strategic mission.
The final day of the week was reserved for commands to meet with their own EEO
practitioners from across their Command to further drill down to specific command
requirements and assignments. Due to budget cuts that occurred concurrently with the
HR service delivery transition, many of the Command DEEOOs had not actually met
their new EEO staff members in person, so this was a valuable opportunity for the
CDEEOQO:s to further reinforce the messages they heard during the previous four days
of training.

Support for the EEO program and its work was apparent not only in the training that
was provided but also through the development of tools. The EEO App that was
mentioned previously was supported by the DASN CHR and the Director, Office of
Civilian Human Resources (OCHR) as they understood the gap in access to data that
was created when DART was taken off line. Their support provided the necessary
resources and enabled the relationship with HR Analytics to develop the EEO App.
Initially, the A & B Workforce Tables were developed. Standard reports are now under
development with work to begin on a cube in FY15. The cube will permit users to drill
down into the workforce data using command-specific demographics.

The Secretary of the Navy’s support for equality of employment opportunity was
actualized through an EEO Policy Statement prepared in FY14. While the major
commands have had annual policy statements signed by the EEOO of each Command,
the DON has not, as was noted in the FY13 Part G. The policy statement that was
developed in FY14 was signed and distributed early in FY15. The statement clearly
explains the Secretary of the Navy’s commitment to EEO and his expectation that
leaders, managers and supervisors be accountable for keeping the workplace free of

5
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discrimination and retaliation. His expectation is to achieve more than compliance and
tolerance, stating, “It is incumbent upon every employee to ensure the DON maintains
an organizational culture that promotes the full realization of equality of opportunity; one
that truly reflects the DON Core Values: Honor, Courage, and Commitment.”

¢ InFY14, DON leadership dedicated additional resources to draft two EEO Secretary of
the Navy (SECNAV) Instructions. Specifically, the commitment was visible through the
hiring of re-employed annuitants to assist in the writing and development of
approximately 15 SECNAVS.

EEO was given its own re-employed annuitant to draft the EEO instruction, the Anti-
Harassment instruction and the Nathaniel Stinson EEO award instruction, working
directly with the DON EEO Program Director. These instructions will provide clear
direction for employees of the DON. Completion of the instructions is anticipated in
FY15 as comments received from the field during the comment phase provided a great
opportunity to revamp the draft instruction to better meet their needs. The provision of
the resources to develop the instructions is clearly a strength, although it will also be
noted as a weakness in this report because the instructions were not completed in
FY14.

¢ Inthe Department of the Navy (DON), the obligation to ensure equal employment
opportunity (EEO) falls primarily to the more than 25,000 leaders, managers, and
supervisors who make the employment decisions that impact the DON workforce of
over 220,000 appropriated and non-appropriated fund employees. The DON EEO
Program provides the essential support, in compliance with applicable laws and
regulations, to ensure a discrimination-free work environment. This program support is
provided by EEO professionals at all levels of the organization with varying degrees of
responsibility.

o Department Level. The DON EEO Program Office is the authoritative source for
the DON EEO Program and directs the manner in which the program is
executed DON-wide in accordance with applicable law, regulations, instructions,
directives and rules. This authority applies to the execution of affirmative
employment program initiatives and the processing of discrimination complaints
and requests for reasonable accommodation. Evaluation of the program DON-
wide is conducted annually. Command evaluations detail progress and gaps of
Major Command programs.

0 Major Command Level. The Major Command EEO Office is the EEO authority
for the command, responsible for ensuring that DON EEO policies and
procedures are implemented command-wide. This office works directly with
command leadership and subordinate commands/activities in both program
execution and program evaluation. Command status reports and other required
data reports are submitted to the DON EEO Program Office.

0 Subordinate Command/Activity Level. As a component of a Major Command
EEO Program, the Activity EEO Office is the EEO authority for the activity,
responsible for ensuring implementation of DON and major command policies
and for carrying out effective programs to ensure equal opportunity including
advice to managers and supervisors, barrier analysis, and the processing of
discrimination complaints and requests for reasonable accommodation.

The latest EEO Program SECNAYV instruction capitalizes on this organizational approach,
defining roles, responsibilities and program components to ensure quality and consistency

6
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department-wide. The EEO Program SECNAV delivers detailed programmatic roles and
responsibilities as well as required program components and processing guides in one
document. This allows easy access to critical program guidance in one place which, with
ongoing reorganizations and inevitable turnover in key positions, allows for quick instruction
and therefore continuity of operations.

The new Anti-harassment SECNAYV is being developed to provide an overarching structure
to the existing major command anti-harassment programs that will ensure consistency in
execution as well as critical tracking. Whether an employee has raised concerns with the
Human Resources Office, the Office of General Counsel (OGC), the Inspector General (1G)
or the EEO Office, one system for tracking all allegations will give senior leaders at all
levels greater insight into discrete situations and/or broad problem areas thereby making
better solutions possible. While both instructions are in draft form, they will be finalized in
FY15 at which time they will be forwarded to EEOC.

e The FY13 Annual EEO Assessment Report detailed changes in HR Service Delivery
that were the result of senior leadership commitment to EEO and HR. . At all levels of
the DON, senior leaders continued to demonstrate their commitment to providing the
DON workforce and applicants for employment a complaints process that is not only fair
and effective but efficient and timely.

o Timely Investigations: The Deputy Assistant Secretary of the Navy (Civilian
Human Resources) (DASN (CHR)) remains committed to ensuring timely
investigations across the DON. To raise the DON’s compliance and mitigate
damages and sanctions, the DASN (CHR) authorized Commands to continue to
use contract investigators and reemployed annuitants to conduct investigations.
Furthermore, the DASN (CHR) personally contacted the top leadership of each
command to remind them that one vital responsibility in managing an EEO
Program is ensuring the complaints are processed in a timely manner. The
DASN (CHR) made it clear that delay outside the DON'’s control does not
absolve the commands from their responsibility to ensure complaints are
processed timely and required them to do everything possible to ensure
complaints are carefully monitored and timely processed. Where feasible senior
leaders should explore the possibility of settlement agreements. At the
command and subordinate activity levels, senior leadership hold their EEO
office accountable for timely process and ensure EEO, HR and OGC collaborate
on resolving processing issues. This action on the part of the DASN(CHR) was
responsible for Command Senior Leadership’s immediate focus on ensuring
EEO, HR and OGC worked together to resolve any delays in processing
complaints.

o0 Timely Issuance of Final Agency Decisions (FAD): DON leadership committed
resources to assure timely issuance of final agency decisions. Continuing from
FY 2013 into FY 2014 was the focus on timely issuance of Final Agency
Decisions (FAD). As previously reported, the DON lost two experienced FAD
Analysts due to retirement. The hard hiring freeze and sequestration of FY14
prevented the DON from backfilling these two positions, resulting in only two
experienced FAD Analysts onboard in FY 2013 compared to four in previous
fiscal years. Because of the DON leadership’s commitment, the DON was able
to secure resources to resolve the significant backlog and work on ensuring
current FADs are timely. Recognizing the critical nature of their work, at the
beginning of FY 2014 DON leadership brought onboard one full time and two
reemployed annuitant FAD Analysts. Before the end of FY 2014, the DON
authorized the hire of another full time FAD Analyst and approved a contract to

7
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expedite completion of 117 overdue cases. With these resources in place, the
DON is confident that timeliness in this area will significantly improve in the year
ahead.

e Senior leadership also demonstrated their commitment to EEO by providing resources
to ensure that managers have access to EEO training as detailed in Essential Element
B below. Numerous Supervisory Training modules were created in FY 2014 for
deployment to all DON supervisors. EEO reviewed all modules in collaboration with
CwDD.

e The ASN M&RA, who is the DON EEO Director, laid the groundwork for a DON wide
Individuals with Disabilities (IWD) Campaign with the appointment of a DON IWD
Champion who is a member of the Senior Executive Service (SES). The appointment
will be effective in FY15. This IWD SES Champion will be responsible for aligning the
efforts of the major command IWD champions to identify and eradicate barriers and
promote the hiring of IWDs/IWTDs. Twelve of the DON major commands, representing
81.87% of the DON population, have designated a disability champion and nine
commands have also established designated disability teams to assist in their
command’s disability programs. A major initiative in FY15 is to ensure all remaining
commands designate a senior level disability champion and/or disability team.

Challenges:

e Although the support of leadership enabled the development of the SECNAV
instructions in FY14, they were not signed out in FY14. At the end of FY14, the draft
SECNAV instruction on EEO was sent out to the commands for comment. The Anti-
harassment SECNAYV instruction is in final development, and it is anticipated that both
instructions will be deployed in FY15. Final drafts will be shared with EEOC for review
and comment.

ESSENTIAL ELEMENT B: Integration of EEO into the Agency’s Strategic Mission

A copy of the DON Organizational chart and a brief description of responsibilities can be found
in the Part E attachment labeled Organizational Chart. The DON EEO Office is embedded with
OCHR which creates natural opportunities for the integration of EEO into the regular work of
HR including data analytics, barrier analysis, workforce and executive development,
recruitment, etc. Being embedded assists in heightening awareness about discrimination. The
FY14 theme of the work in EEO has been Coordination, Collaboration and Integration. These
three factors were crucial to the effective functioning of EEO especially with the limited number
of EEO staff members and the personnel changes that occurred as a result of the HR Service
Delivery transition.

Strengths:

e Examples of strengths related to the integration of EEO into the agency’s strategic
mission:

o Civilian Workforce Development Division (CWDD) — The team in Workforce
Development worked with EEO on the training at Southbridge through the
development of learning objectives, the registration website and providing
support for a multitude of logistics details like mailing materials, on-site
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registration, preparing rooms, and assisting with Audio/Video (AV) concerns.
They were the team behind the EEO team that made the details come together.
Through all of these support functions the Workforce Development team also
learned about EEO and how it interfaces with their own work, opening up new
opportunities for future collaboration.

0 CWDD - As was noted earlier, portions of the new supervisory training to be
deployed in FY15 are specific to EEO and its programs. These were developed
collaboratively with CWDD in FY14 and will be deployed for all supervisors in
FY15. One of those trainings was Supervisory Responsibility in the Reasonable
Accommodation Process. The Disability Program Manager (DPM) collaborated
with the CWDD to ensure subject matter accuracy. The collaborative
development of supervisory training results in one more documented way that
regulations, rights, responsibilities and best practices are distributed to inform
and educate supervisors and managers. In addition, the CWDD team assisted
the DON EEO Office with deployment of a single consistent EEO, Anti-
Harassment/No FEAR training for the civilian workforce in FY15, deployed
across all commands. These collaborative projects not only allow a common
level of training for all DON employees, they also ensure tracking and
accountability of completion by the commands.

0 CWDD - Especially critical to progress in the overall DON complaints program is
bridging the competency gaps within the 0260 community. Work was started in
FY14 to revitalize the DON'’s efforts to build an enterprise-wide EEO (260)
Competency Model that will identify critical skills required to become high-
performing, competitive and results-oriented EEO practitioners. This will be a
focus of the work shared by Workforce Development and EEO in FY15.

o0 Executive Management Program Office (EMPO) — EMPO and EEO share
common interests in the SES pipeline which has resulted in collaborative
briefings. The EMPO staff proactively looks at the SES pipeline and how to best
develop persons in GS-13 to GS-15 or equivalent positions for future leadership
within the DON. The result is the development of a program called Bridging the
Gap which takes an intentional approach to skill-building for writing to ECQs and
understanding the DON of the future. The work of EMPO dovetails with the
analysis that EEO has been conducting on the SES pipeline. Data analysis
from EEO and EMPO is used to brief the Executive Diversity Advisory
Committee (EDAC) and in developing future initiatives that will prepare the DON
workforce for leadership opportunities.

0 HR Data Analytics — This division was critical to the development of the EEO
App including the A & B Tables for use by the DON EEO Office, the major
commands and their activities. Again, through their collaborative efforts on the
EEO App, this group has gained a greater appreciation for EEO and what it
contributes to the mission of the DON. Success of the HR Analytics
collaboration is discussed further in Essential Element D. This was a complex
and difficult task that required extensive man-hours to accomplish. Each table
required its own analysis and detailed discussion on the correct Civilian Labor
Force (CLF), intent, and interpretations. The team assisting with this effort was
drawn from across the DON and represented HR, data analytics, major
Commands, and Don EEO personnel. This massive undertaking has resulted in
the first complete EEO data set for many Commands. It has also ensured
common interpretations of EEO Tables and guidance, thereby allowing a more
meaningful data analysis at all levels of the DON.

0 Reasonable Accommodation (RA) - The DON RA Job Search Continuous
Process Improvement (CPI) Group is looking at the expanded job search piece
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of the RA process. This group made significant progress in FY14.This CPI
project involved ensuring compliance with pertinent laws and regulations while
also ensuring reassignments as a result of the RA process are done in the most
effective manner and address the needs of all stakeholders. This group met
weekly to complete and verify the mapping of expanded job searches; review
past RA expanded searches; and collect stakeholder feedback through an
outreach plan. This group’s hard work will continue into FY 15 where
stakeholder feedback will be analyzed, appropriate changes recommended and
necessary updates made to portions of the DON Guide for Processing RA. The
updated guide will be sent to EEOC for review when completed.

0 Recruitment - The EEO Office has worked closely with the Recruitment and
Staffing team to ensure the HR community is informed on the many resources
to hire individuals with disabilities. A fact sheet for “Schedule A” applicants was
created, disseminated, and posted onto USAJOBs when applicants apply for
DON positions. Additional language was added to Job Announcements that
specifically addressed applicants with disabilities. Additional projects (Schedule
A Hiring Campaign, additional fact sheets, IWD related trainings, and how to
guides) are scheduled to be worked on in FY15.

o Office of General Counsel — DON Office of EEO Management, Navy Office of
EEO Complainants Management and Adjudication (NAVOECMA) continued to
work with the Deputy Assistant General Counsel (Manpower & Reserves
Affairs) to model collaborative relationship between EEO and OGC at the
command and activity levels. The goal is to maintain an effective and efficient
complaints process across the DON enterprise by ensuring the OGC community
understands its role in the process and executes their responsibilities
accordingly.

DON senior leadership reviews monthly and annual reports on disability hiring and has
taken a special interest in making this visible to DON managers. The regular drumbeat
of reports creates increased awareness and knowledge of how the Rehab Act is being
actualized in the DON. As a result, DON leadership has high level talking points that
are easily accessible on a regular basis. OCHR runs the monthly Disability Hiring
Reports and disseminates the reports to the major commands and their component
activities. The accessions reports are broken down by major command, the number of
hires made utilizing the Schedule A hiring authority, and the number of persons self-
identifying targeted disabilities. The separations report shows the number of individuals
with disabilities separating by command also broken down by the same categories.

Leadership’s interest in disabilities is also apparent through the support for training the
workforce on Reasonable Accommodation (RA) procedures. This was done through the
DON Disability Program Manager who was given the resources to host DCO training
sessions on RA for EEO/HR practitioners across the DON. In FY14, 9 separate DCO
sessions were held with over 100 participants per session. Additionally, the DON Guide
for Processing RAs was made available on the DON EEO website.

Challenges:

The DON takes an integrated total force perspective on command climate which is
measured annually by the DEOMI Organizational Climate Survey (DEOCS). In addition
focus groups are held during 1G visits to gain a greater understanding of command
climate at individual commands. In FY14 civilian responses to the DEOCs were below
the military average on climate factors that included diversity management,
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organizational processes, racial discrimination and disability discrimination.

Over the past few years, there has been anecdotal evidence that the command climate
for civilians who are supervised by military leaders is often not as favorable as the DON
would desire. In FY15, the Deputy Chief of Naval Operations’ Human Resources
(N1B1) is deploying and requiring completion of the Basic Personnel Management for
Supervisors course for all civilian and military supervisors. This should educate military
leaders on the legal roles and responsibilities of civilian management.

The DON'’s Military Equal Opportunity (MEO) Office and EEO Program Office plan to
meet quarterly in FY15 to develop plans that address issues arising from civilian
responses to the DEOCS.

e While DON Senior Leadership actively supported all aspects of the work of the EEO
Office, the DON hiring freeze in FY13 and FY14 left the EEO Office without an AEP
manager or an SEP manager and eventually without an IWD program manager. The
anticipated in-depth review of policies, practices and procedures on Merit Promotion,
Employee Recognition and Employee Development/Training programs that was noted
in the FY13 report was started but not completed. The DON working group on policies
practices and procedures will continue this analysis in FY15.

e The FEORP report has been a collaborative effort with Diversity Management and
Recruitment. This is an area for continued development with the hiring and onboarding
of a new Director of Diversity Management in FY14 and the anticipated hiring and
onboarding of a Special Emphasis Program Manager in FY15. Lessons learned
regarding multiple conflicting/duplicative data calls associated with the DVAAP,
FEORP, and the MD-715 have led to the DON'’s decision to establish a process to
ensure alignment and data capture for common areas of interest. This will be a Part H
for FY15.

e Section 508 was enacted to eliminate barriers in information technology, open new
opportunities for people with disabilities, and encourage development of technologies
that will help achieve these goals. The law applies to all Federal agencies when they
develop, procure, maintain, or use electronic and information technology. A barrier
under Section 508 was identified related to equal access of Computer Based Trainings
(CBTSs) for individuals with disabilities that utilize assistive technology (including JAWS,
screen reader software and Dragon Naturally Speaking, voice recognition software).
Numerous commands reported to the DON EEO Office that employees within their
command were having issues with taking the trainings (most of them mandatory)
because the trainings were not compatible with their assistive technology. The DON
EEO Office is working with CWDD to ensure all DON training materials are Section 508
compliant. This effort will continue in FY15. While progress has been made, more work
is required to ensure compliance.

ESSENTIAL ELEMENT C: Management and Program Accountability
Strengths:

e Beginning in July through the end of FY14, the DASN CHR, Ms. Patricia Adams, and
the new Director of the Office of Civilian Human Resources (OCHR), Mr. Tony
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TorresRamos, met with the leadership of ten of the major commands to discuss the
DON HR and EEO programs following the HR service delivery transition. The
understanding that these leaders had of the complaints process and the need for
responsiveness was communicated to the command leadership through these visits.
The visits were made in acknowledgement that to successfully complete the HR service
transition and to achieve the desired change, ongoing and open communication was
key. Due to DON identified issues with the timeliness of requests for investigations and
the completion of investigations, EEO was a focus of the discussion because sanctions
were anticipated for a number of complaints. Ms. Adams and Mr. TorresRamos met
with the Commanders (command EEO Officers), Executive Officers (senior civilians),
SES leads for Corporate Operations and command Directors of Civilian Human
Resources for feedback and to maintain accountability for command EEO programs.
To assist commands with their own responsiveness and proactive prevention,
communication on the availability of new DON resources for supporting command
programs was incorporated into the meeting discussions.

o FY14 marks the first year under the new service HR delivery model. There were new
positions created and new EEO program managers at the command-level. In FY14, 14
of the 21 (66%) Command Deputy EEO Officers (CDEEOO) were new. These
CDEEOOs were tasked with re-building (and in many cases) establishing model EEO
programs. Program Management for the DON EEO Program starts from the top down.
In FY14, command program scorecard assessments were postponed in lieu of one-on-
one program reviews with CDEEOOs and the DON EEO Office program managers.
This was done to provide commands with a period to establish programs and train
practitioners, many of whom had no extensive experience outside of the complaints
management area. Assessments will resume in FY15 to include discussions with
senior leaders of each command, stressing the importance of holding commands
accountable for developing model EEO programs. The DONEEO Program Office
continues to raise the bar for excellence in measuring program accountability through
assessment of commands. Accountability is being cascaded to all levels of the
organization. Several commands are holding their subordinate activities accountable
through their own version of a scorecard and/or on-site visits, and a genuine
commitment by senior leadership to ensure they have a robust and compliant program
in place is evident. Feedback on a command’s program is not solely dependent upon
their annual status report submission, but takes into account all the information that is
shared throughout the reporting period, reflecting a more accurate assessment of each
command’s program. Command assessments and working groups have also resulted
in on-going dialogue and networking between the commands. Annual assessment of
the DON EEO Program shows that the DON'’s structure, program management and
accountability measures are effective and position the DON to be on track towards
maintaining a model EEO Program.

o The development and deployment of the EEO App created a tool for the management
and accountability of the EEO program that flows into other parts of DON management.
The EEO App became a reality through the support of senior leaders, specifically
DASN (CHR), Ms. Adams, and OCHR Director, Mr. TorresRamos, who support it
through funding and committing the time of the HR Analytics team members to develop
the EEO App.

¢ The Naval Office of EEO Complaints Management and Adjudication (NAVOECMA), a
division within the DON Office of EEO Management, is delegated responsibility and
authority to manage the Department of the Navy's Discrimination Complaints Program
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and issue Final Agency Decisions (FADs) and Final Orders on behalf of the Secretary
of the Navy. In FY14, NAVOECMA developed a standard suite of statistics for tracking
and analyzing the command complaints processing and program management. The
DON established efficiency criteria to monitor compliance to regulatory processing
requirements and hold servicing office accountable for timely process via a Complaints
Scorecard. Although the DON'’s ultimate goal is for all cases to be processed timely,
the DON acknowledges that establishing milestones and recognizing small successes
will help the servicing offices in their efforts to improve. Consequently, the green,
yellow, and red zones were instituted to assist commands in reaching 100%
compliance. In order to be effective, these zones will be adjusted at least on a yearly
basis, ultimately recognizing only the green zone, which will equate to 100% timely
processing. The DON established the DON Complaints Working Group chartered to
track processing at the command/activity levels and discussed specific issues that
posed as a barrier to a more efficient process. The areas tracked included complaints
filed monthly and whether these were processed within 30 days. A case was
considered processed if it was dismissed; withdrawn/settled and closed; or, accepted
and submitted for investigation. Furthermore, status of investigation of cases was also
monitored as well as submission of case files to Equal Employment Opportunity
Commission Administrative Judge when complainant chose to go to hearing. A positive
result of the scorecard is the cascading of accountability to all levels of the organization,
i.e., some commands are holding their subordinate activities accountable through their
own version of a complaints scorecard and/or on-site visits, and a genuine commitment
by senior leadership to ensure they have a robust and compliant program in place.
Another positive outcome of the scorecard is the initiation of an on-going dialogue and
networking between the commands and a healthy competition that challenges each to
raise their efforts to the next level. This all reflects positively on the DON program.

e In FY14, the OCHR EEO Office reenergized its relationship with the Department of
Defense Computer/Electronic Accommodations Program (CAP). Due to the complexity
of the Navy Marine Corp Intranet (NMCI) — the DON program that provide information
technology services to the Navy and Marine Corps - many pieces of assistive
technology that CAP provides for free to DON employees were delayed to the end user
due to testing and certification issues. Quarterly meetings were held between CAP and
the DON DPM to ensure a solid partnership and to be proactive in advance of any
possible issues with assistive technology. These meetings will continue in FY15. Also in
FY14, the NMCI contract was ended and a new contract the Next Generation
Enterprise Network (NGEN) was put in its place. The OCHR DPM was involved in the
writing of the contract for NGEN and ensured that a 30 day time limit was placed on all
testing and certification of assistive technology to be used on the network. This will help
employees get the assistive technology they need in a more expedited fashion. In
addition, the OCHR DPM requested the most recent assistive technology from CAP in
order to get an enterprise license across the network. This will help speed up the
process as well instead of having to individually order licenses for the piece of assistive
technology. To ensure employees are getting the accommodations they need,
managers and supervisors need to be fully engaged in the reasonable accommodation
process and ensure the effective implementation for the accommodations. New
supervisory training has been created and will be deployed in FY15 regarding
supervisory responsibilities during the RA process. In addition, information will be
provided regarding RA as part of the FY15 Hiring Campaign.

e The DON Supervisory Training modules that were mentioned in Essential Element B
ensure accountability for the necessary EEO training of all DON supervisors as this
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training is deployed in FY15. EEO reviewed material for the training and acted as
subject matter experts. For example, the Disability Program Manager (DPM) validated
the accuracy of the subject matter for the module on Supervisory Responsibility in the
Reasonable Accommodation Process.

In FY14, three 504 complaints (Section 504 of the Rehab Act) and two Architectural
Barrier Act (ABA) Complaints were closed out by completing the necessary corrections
mandated by law. These complaints had been active for numerous years and through a
re-examination of the files and working in close collaboration with the Command
DEEOOs were able to be closed out quickly in late FY14.

NAVOECMA conducted DON-wide sessions with command and activity EEO
processing offices to discuss and learn from sanctions and default judgments due to
untimely investigations. These sessions included a review on where the untimely
process occurred and what the command/activity can do to proactively ensure timely
process and mitigate liability. NAVOECMA had one-on-one meeting with the
commands and discussed the result of the annual scorecard on complaints efficiencies.
Commands were given tools to track and monitor efficiencies and quality of their
servicing offices and recommendations for improvement. The DON through the
Working Group on Complaints Efficiencies ensured critical and ongoing advice and
guidance throughout FY 2014 to ensure effective program management and
accountability measures are in place at the command and activity levels.

Challenges:

Managers are responsible for ensuring their employees have the tools and resources to
perform the duties of their job. This was noted as an issue in FY14 as employees were
not able to access some of the Computer Based Trainings (CBTSs) required for their
jobs. The EEO office worked in collaboration with CWDD to ensure that on-line training
programs are consistently compatible with software that accommodates members of
the workforce. This effort will continue into FY15 as a process is deployed to ensure
508 compliance for CBTSs prior to deployment of training sessions.

In FY14, the DON recognized the need to develop a plan that will integrate and align
DVAAP, FEORP and MD-715 in order to increase management and program
accountability for these requirements across the DON. The three requirements are
interrelated and based on current areas of low participation. The areas of low
participation for the DON have not changed in over five years so management has
cognizance of them. Creating and implementing aligned plans, increases accountability
through the establishment of common goals and reporting mechanisms. By linking the
requirements, the alignment of the plans and measures of accountability will eliminate
duplication of effort and potentially eliminate conflicts between the three plans. A
working group comprised of stakeholders internal and external to EEO will be put into
place to develop the data requirements, a timeline for data collection and measures of
accountability.

ESSENTIAL ELEMENT D: PROACTIVE PREVENTION OF UNLAWFUL DISCRIMINATION

Strengths:

Proactive prevention was identified early on as an area where the DON EEO Office needed to
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invest additional time based on the number of EEO specialists who had never conducted
barrier analysis in the past and had a limited knowledge of the value of ADR. This was a
weakness in FY13 but due to an investment of resources into training, it is now a strength.

While conducting fast track training with new DON EEO specialists in FY13, Barrier
Analysis training was noted as a key area for future training. The DOD director of EEO,
Ms. Beatrice Bernfeld, also recognized this as a training area for the three days of
training that she offers to EEO and Military Equal Opportunity (MEQO) professionals
annually. Ms. Bernfeld attended the DON’s FY13 fast track training and invited the
DON EEO office to develop a Barrier Analysis training that could be deployed at her
training conference in July. Seven major commands that had been identified as having
strong barrier analysis programs were asked to allow their CDEEOQOs to participate with
the DON EEO staff in the development and deployment of the half-day Barrier Analysis
training that would be expanded to a full-day of training at the DON’s FY15 EEO
training. Evaluations of the two half-day training sessions for DOD were extremely
positive. One of the most frequent comments was that the sessions alleviated the fear
of barrier analysis. Ultimately at a DOD-wide EEO meeting, one person stated that the
DON's program was “like Barrier Analysis on steroids.”

During the planning for “Creative Solutions for EEO Professionals”, (the EEO training to
be held at Southbridge, MA early in FY15), proactive prevention was at the heart of the
preparation as each of the 32 sessions were designed with learning goals that linked to
MD-715 action plans, barrier analysis and alternate dispute resolution (ADR). Sessions
were planned to provide an understanding of the importance of ADR and how to share
information on ADR to complainants. A full day’s training was dedicated to Barrier
Analysis. The training design included formal barrier analysis training presented by the
CDEEOQOQ s as well as a session on unconscious bias presented by Dr. Renee
Yuengling to equip attendees in identifying their own patterns of thinking that may
impact their analysis of employment policies, practices and procedures.

As was noted earlier in Essential Element B, the development and deployment of the
EEO App was one of the major accomplishments of FY14 and has the potential to
transform how barrier analysis is conducted at the earliest stages. The DON EEO
Program Management Office recognized the need for a tool to replace DART and
eVersity and approached the Data Analytics Group to explore the potential of utilizing
the existing workforce demographic tool. During this developmental stage, the HR
Analytics division began to understand the need for the A & B Workforce Tables to be
available to all commands — not just at the headquarters level. This started regular
discussions about how to meet the requirements for the workforce tables using DCPDS
data and EEOC'’s requirements. Using the guidance from EEOC, the business rules for
the tables were developed. Throughout this initial design phase, table continued to be
refined. One measure of the success of the EEO App is the use of this tool. The EEO
App did not exist in FY13, but after it was deployed late in FY14 a total of 6,763 reports
were run from it.

As commands were provided access to the EEO App that houses the workforce tables,
requests for additional information continued to be received. The staff at the major
commands wanted the ability to conduct more in-depth data analysis. As the EEO staff
continued discussions with the Data Analytics group, HR Link where the EEO App is
housed was considered as a model that could be duplicated in the EEO App with
Ethnicity/Race Indicator and Gender (ERIG). The HRLink model houses standard
reports and cubes for conducting in-depth HR data analysis. Through working with the
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Data Analytics division, they began to understand that EEQ’s need for data touches all
areas of a successful EEO Program. One of the unexpected benefits of this project was
ensuring users received the required training on Personally Identifiable Information (PII)
prior to gaining access to the tools in the EEO App. This ensures that users have the
requisite knowledge on how the data is to be used. Following Pll/Protected Health
Information (PHI) training, CDEEOOSs were given the responsibility for granting access
to trained users and ensuring appropriate us of the data. The HR Data Analytics Group
will also run reports of usage at the request of CDEEOOSs to validate who is using the
EEO App, what data is being pulled, and how often the data is accessed.

After creating the A & B Tables, the Data Analytics division suggested that EEO look at
the HR reports and determine the five to ten reports that would be most valuable to
EEO practitioners. The suggestion to revise reports with diversity data provided a quick
win for analysis. The reports were identified in FY14 and will be deployed as ERIG and
disability reports in FY15. Included in these reports is detail information on accessions,
separations, awards, total workforce, etc. Commands will be able to conduct more
effective barrier analysis and complete data requests for information regarding
complaints.

In order for this project to come to fruition, senior leaders had to support it through
funding the EEO App and committing the time of the HR Analytics team members to
develop the App. DASN CHR, Ms. Adams, and OCHR Director, Mr. TorresRamos
provided the necessary support for this project to become a reality.

Without the EEO App, the DON and its commands would not have the ability to
accurately and authoritatively conduct basic barrier analysis using workforce data.
Commands would not have consistent data for briefing managers, supervisors and
leaders so they understand the workforce, the areas of low participation and where
changes might be made to assure equality of opportunity — ensuring program
accountability, efficiency and responsiveness to employment trends.

e In FY14, the DON hired new people to the following positions that were empty until
June 2014: Disability Program Manager (DPM), Affirmative Employment Program
Manager (AEPM), and Special Emphasis Program Manager (SEPM) — all of whom are
responsible for aspects of proactive prevention of unlawful discrimination. This is
significant as these positions are responsible for developing, assessing and training
practitioners and managers in critical elements of a model EEO program.

e As was noted previously, developing EEO (0260) Community Competencies is critical
to moving the DON complaints program to the next level. For this reason, the DON
deployed training and information meetings on a regular basis in FY 2014.
Training/information sessions delivered via Defense Connect Online (DCO) and/or
teleconference included:

o Daily management of complaints program ensuring timely and quality
processing

o Discussion of issues and recommendations for solutions on complex cases
and/or complex processing issues

0 Learning how to use the appropriate e-tools to ensure timely compliance of
DON and EEOC requirements and accurate and quality updates into the DON
corporate complaints database, iComplaints

In FY15, the DON will revitalize its efforts to build an enterprise-wide EEO (260)
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Competency Model that will identify critical skills required to become high-performing,
competitive and results-oriented EEO practitioners who will respond to current and new
challenges in the EEO program areas and ensure the DON maintain a model EEO
Program.

Challenges:

e The DVAAP, FEORP AND MD-715 have each been developed by separate divisions in
HR and EEO. These will be aligned to harness the power of all the stakeholders and
management to strengthen the proactive prevention of unlawful discrimination. See
Essential Element C above for additional detail.

ESSENTIAL ELEMENT E: EFFICIENCY

Timely processing of complaints has always been one of the DON’s major program
deficiencies. In addition, efficiencies and quality of servicing were greatly impacted when the
DON transitioned to a new EEO Service Delivery model in May 2013. With the goal of
resolving this deficiency and raise compliance, the DON continued to issue complaints
scorecards, provide regular feedback and dialogue with the commands/activities, and require
consistent and effective collaboration with appropriate stakeholders. As reported above, the
DON leadership demonstrated its commitment to a more timely and effective process by action
of the DASN (CHR) authorizing in September 2014 the continuation of the flexibilities that will
remain in place until otherwise rescinded. Current data show that the use of contract
investigators was one of the contributing factors in raising the commands’ compliance to
investigation requirements. Another significant contributing factor to the improvements in
timely processing was the work of the DON Complaints Working Group. The group met
regularly to track processing at the command/activity levels and discussed specific issues that
posed as a barrier to a more efficient process.

Strengths:

e For the first time in five years, the DON has gone beyond the 50% mark of timely
investigations completed. At the end of FY 2014, 68% of DON investigations were
processed timely. In addition, in FY 2014, the DON completed the 2nd most number of
investigations when compared to the investigations done for the last five years.
However, even with the volume processed in FY 2014, the average processing days is
at its lowest compared to the last four reporting period, a good indication the DON is on
track towards raising compliance. The DON acknowledges that there is more work
ahead to reach the goal of 100% timely investigations. The DON will leverage this
year’s positive change to further raise compliance.

e The DON data shows 100% compliance with offering ADR to complainants at the
precomplaint stage. However, there is a noticeable decrease in complainants’
participation in FY 2014. Furthermore, on average 50% of complainants declined ADR.

¢ The DON EEO Office has been working on getting a DON wide Reasonable
Accommodation (RA) Electronic Tracking System implemented for a few years. While
the RA tracking system test site has already been completed, due to the depleted staff,
this project did not make much progress in FY13. Late in FY14 following the selection
of the new DON DPM, the DON EEO Office completed and submitted the necessary

17




Department of Navy Annual EEO Program Status Report, Part E

paperwork to the Office of Management and Budget (OMB) for approval. In order to
comply with Executive order 13163, which requires agencies to track the processing of
RA requests, the DON EEO Office has already created the RA Tracking System but
has not yet received approval to get it to all DON EEO employees to utilize and track
their RAs in one system. By submitting this package to OMB, DON is one step closer to
having a fully operational tracking system for all Reasonable Accommodations. OMB
approval and subsequent implementation of the DON wide tracking system is planned
for FY15.

Challenges:

o In FY 2014, there was a slight decline in timely held counselings from 90% to 88%.
The DON will continue to include pre-complaint processing in our FY 2015 plan to bring
the DON into compliance in this area.

e The DON Workplace ADR Program underwent changes in FY14 as the new Center of
Excellence (CoE) was set up at the OCHR Philadelphia Operations Center. The
program supports the DON EEO program but is managed outside of EEO by OCHR
HQ, the Office of General Council and the ADR CoE. The CoE provides workplace
mediation services and management to all DON Commands with one-stop service for
all workplace ADR. Requests for ADR will be streamlined to 10 working days or less;
mediator pools will be regional rather than command-based; and the structure was
developed to minimize or eliminate real and perceived conflicts of interest.

In the past, EEO was the primary user of ADR services. The changes to the ADR
program with a focus on the DON workplace will raise awareness about using ADR for
ER/LR concerns as well as EEO complaints. It is anticipated that these changes will
positively impact proactive prevention for EEO.

e Attitudinal barriers have been identified for Individuals with Disabilities who are fearful
of coding themselves correctly in MyBiz or via the SF-256 because of how they believe
the data may be utilized or that the information may be shared inappropriately.

¢ While the RA Tracking System made huge progress by submitting the required
package to OMB for approval as noted in the accomplishments above, the DON does
not yet have a fully operational tracking system for all Reasonable Accommodations.
OMB approval and subsequent implementation of the DON wide tracking system is
planned for FY15.

e The DON reviewed EEOC’s 462 Report and other agencies’ MD 715 to find best
practices that the DON can use to improve the DON’s posture in this element. One of
the best practices that the DON adopted was to contract out FAD work to improve
timely FAD issuance. The DON conducted a study on the quality and timeliness of
work products from various agencies/companies to determine the best solution. The
DON leadership fully supported the effort by authorizing a contract for 117 overdue
cases. Execution of contract scheduled in October 2014.

There is still a lot of work ahead to bring the DON to 100% compliance. We will leverage
improvements reported above to resolve the DON deficiency in complaints processing by
way of scorecard, working group initiatives/efforts and engagement of appropriate
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stakeholders and senior leaders at the DON, command and activity levels.

ESSENTIAL ELEMENT F: RESPONSIVENESS AND LEGAL COMPLIANCE

Strengths:

The DON was timely in submitting the FY 2014 462 and FY 2013 MD 715 reports.
With the implementation of EEOC’s EFX tool, the DON timely complied with all case file
requirements for cases pending hearing and appeals.

Another area of concern in FY 2013 and FY 2014 was the issuance of Final Agency
Decisions (FAD). Due to leadership support, at the beginning of FY 2014, the DON
brought onboard one full time and two reemployed annuitant FAD Analysts. Before the
end of FY 2014, the DON authorized the hire of another full time FAD Analyst and
approved a vehicle to contract out 117 overdue cases. With these resources in place,
the DON is confident that timeliness in this area will significantly improve in the years
ahead based on past success.

One of the visible ways that the DON is responsive and holds commands accountable
is through feedback on command MD-715 submissions annually. All aspects of a
command’s EEO program are considered as the DON EEO Office seeks to validate
that commands have proven what they say they are doing to create a model EEO
program. In FY14, a decision was made to provide direct assessments in lieu of
command scorecards. This was done due to a need to develop EEO practitioners and
provide an opportunity for commands to rebuild command programs.

In accordance with EEOC’s recent guidance, the DON has required DON EEO
processing offices to ensure complaints of discrimination on the basis of transgender
status are processed under Title VII of the Civil Rights Act of 1964 and through the
federal sector EEO complaint process at 29 C.F.R. Part 1614 as claims of sex
discrimination. In addition, the DON will start tracking these complaints in FY 2015 as
required by EEOC.

The DON continues to ensure there is a clear delineation of roles/responsibilities
between the EEO and agency representatives to avoid potential and real conflict of
interest.

FY14 Command Reports

A full review of all Command reports yielded the following additional notable areas for FY14:

Numerous commands have noted low patrticipation of women in all groups. This is an
area that will require closer examination in FY15 as we work to understand the common
concerns/barriers of women across all groups.

Significant improvement was noted in the Barrier Analysis efforts by all commands in
FY14 following deployment of in-depth training in FY13 and FY14.
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The Space and Naval Warfare Systems Command’s (SPAWAR) Disability Program is
to be commended for several best practices: Establishment of a Wiki Page with
Disability Awareness and Resources for Empowerment; Establishment of a Schedule A
Hiring Registry; Identification of a Barrier regarding failure to include Schedule A in the
area of consideration of most recruitment actions.

Excellent Barrier Analysis was displayed by the Wounded Warrior Team that found the
following: 98% of WWs who are Non-Schedule A hires do not identify a disability;
Schedule A Form needs better descriptions of disabilities; the inability of HR and DORS
to assist with the coding is viewed as a barrier; Form 256 is not included in the
onboarding package; Candidates often were not aware of the requirement to fill out the
256 Form; HR Personnel were not all aware of the requirement of Schedule A hires to
disclose their disabilities; and a finding that WW'’s frequently code as “I do not wish to
disclose my disability status.”

The Bureau of Medicine Command has developed an On-line BA Course for their
workforce.

The Naval Air Systems Command continues to stand out as an example of a Model
EEO Program that pushes the boundaries to ensure process improvement and equality
of opportunity. Significant best practices from NAVAIR included the following:

Installation of Video Phones for the Hearing Impaired; Integration of EEO/Diversity/HR
and Senior Leadership commitment is evident in NAVAIR’s Diversity Council and 5
Affinity Group Advisory Teams. Members of the Council and Affinity Groups are
required to participate as Mentors; The council has actively sought Command feedback
on the Asian Pipeline through the LEAP (Leadership Education for Asian Pacifics)
Project (aThree-Phase multi-year initiative); Another Affinity group, the African
American Pipeline Advisory Team is engaged in an assessment of the Return on
Investment from NAVAIR’s two leadership programs — NAVAIR Leadership
Development Program and the Journey Level Development Program along with the
HR. NAVAIR continues to participate in the Diversitylnc Benchmarking initiative; All
Managers and Supervisors are evaluated under a Diversity Objective; NAVAIR created
a Management Inquiry Initiative Working Group comprised of HR (LR/ER), Legal, and
EEO to develop Workplace Harassment Investigation Training (one 4 hour sessions for
supervisors and managers on the Management Inquiry Process and a more detailed 2
day course for designated fact-finders who will be selected from all sub-commands and
sites.); NAVAIR University, modeled on the Defense Acquisition University and OPM
HR University offers courses on leadership and diversity with their specific competency
colleges. NAVAIR is to be commended for integrating Diversity and Equality of
Opportunity into all aspects of the NAVAIR culture.
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DON Workforce Analysis®

DON Total Workforce*?

In FY14, the DON total workforce was 239,790, which is -0.18% difference from FY 13. Of that total,
190,979 were permanent Appropriated Fund (AF) employees; 3,770 were temporary Appropriated Fund
employees and 45,041 were Non-Appropriated Fund (NAF) employees. The decrease in the workforce
between FY13 and FY 14 occurred with permanent and temporary AF employees. The percent of
change for permanent AF employees was -0.12%, while the percent of change for the temporary AF
positions was -13.55% between FY13 and FY14. The percent of change for NAF employees between
FY13 and FY14 was 0.91%. The Total Workforce numbers for FY14 exclude 19 male and 5 female
permanent appropriated fund employees who did not provide their race.

Table 1: Total Workforce Participation®?

CLF less Performance
FY 2014 Rate Marker

RNO | Gender FY 2010 FY 2011 FY 2012 FY 2013 FY 2014 CLF (2010)

L]
Male 335% t 339% t 350% t 361% = 3.61% 5.20% 1.59%
Hispanic S 0
Female 262% 1 261% 1 268% 1 279% b 275% 4.80% 2.05%
et
44.84% |4 44.80% |0 44.63% [ 44.00%  |4r 44.73% 38.30% ’
L]
Female 2042% } 1996% | 1958%  t 19.60% I 19.10% 34.00% 14.90% )
——y
Male 7.35% | 751% |4 7.70% |4 7.83%  |B 7.78% 5.50% —_
L]
Female 6.96% |& 6.81% |4+ 6.82% |4 6.99% |[{ 6.84% 6.60% S
-
Male 6.43% |4+ 652% |+ 653%  |f 6.69% |4+ 6.72% 2.00%
-
Female 471% |2 471%  |§ 463% |4 481%  |§ 4.65% 2.00%
L]
Male 094% |4+ 1.00% | 1.05% |§ 1.07% |4 1.10% 0.10% ’
-
Female 0.63% |4 0.69% |4+ 0.71% |4 074% |f 0.77% 0.10% T
L]
Male 041% |2 041% | 039% |4 057% |4 0.58% 0.30% —
AIAN .
Female 025% = 0.25% |1 024% |FrSRVEZI I BRI 0.30% s

Table 1 shows the overall participation rates, inclusive of AF and NAF permanent and temporary
employees, for each major ethnic/racial group in the DON civilian workforce. Three groups - Hispanic
males (HM), Hispanic females (HF) and White females (WF) are represented in the DON workforce at
lower rates that they participate in the National Civilian Labor Force (NCLF). For more than five years,
HM, HF, and WF have participated in the DON workforce at a lower rate than they do in the NCLF. HM
maintained the same percent of the DON workforce that they did in FY13 (3.61%), while HF (2.75%) and
WF (19.10%) both had slight drops in their participation rates equating to changes of -0.04% and -0.50%
respectively compared to FY13.

! Analysis excludes data for “Two or more races”

? Based on Analysis of Workforce Table Al of 30 Sept 2014

* Includes Non-Appropriated Fund (NAF) data

* Red blocks denote groups at less than 80% of the NCLF; Gray blocks denote groups at less than 100% of
NCLF but at or above 80% of the NCLF

> Performance markers with the trend line are at the right side of each chart to easily see the five-year
trends and the NCLF marker is to the far right



Since FY12, the DON has analyzed AF and NAF workforce data separately. The funding for these two
groups comes from different allocations. AF positions are paid from funding approved and received
from Congress; while NAF positions are paid from revenue generated by “fee for services” provided by
the Morale, Welfare and Recreation (MWR), Marine Corps Community Services (MCCS) and the Navy
Exchange (NEX). The two different types of employees are also governed by separate employment
policies, practices and procedures. Only three of the 20 major commands in the DON have NAF
employees. These include NV52 Commander, Navy Installations Command (MWR employees); NV27
U.S. Marine Corps (MCCS employees); and NV23 Naval Supply Systems Command (NEX employees). In
FY14, the three major Commands with NAF employees conducted their initial analysis of NAF workforce
data. The analysis of the combined NAF data will be provided later in this document.

AF Analysis — Permanent Employees™?

Table 2 provides a snapshot of the permanent AF employees in the DON workforce. The groups that fall
below the 2010 NCLF include HM, HF, WF, Black Females (BF), American Indian/Alaskan Native Females
(AIANF). These are the same groups that were below the NCLF in FY13. In FY14, HM improved by 0.2%
while the other four groups that are below the NCLF dropped by the following amounts: HF (-0.01%),
WF (-0.32%), BF (-0.16%), AIANF (-0.02%). While still above the NCLF, Asian Females and Black males
also experienced a drop in their participation rates. It should be noted that the three groups of most
concern in the AF Permanent workforce remain HM, HF and WF.

Table 2: Permanent Appropriated Fund Participation Rate™

CLF less Performance
FY 2014 Rate Marker

P *
325% f 332% f 348% 1 363% 1 3.65% 5.20% 1.55%

Hispanic

RNO | Gender FY 2010 | FY 2011 | FY 2012 | FY 2013 | FY 2014 | CLF (2010)

1.62% = 1.62% T 1.68% T 1.69% I 1.68% 4.80% 3.12%
Female 18.68% I 18.18% 1 17.69% 1 17.43% b 17.11% 34.00% 16.89% ’
Female 5.61% I 5.45% I 541% t 5.48% I 532% 6.60% 1.28% ’

S

Male 6.72% |4+ 6.74% |2 6.74%  |f+ 7.01% [ 7.03% 2.00% .
Female 275% |1 271% (B 263% |4+ 276%  [§ 2.71% 2.00% .
Male 0.85% |4+ 0.92% [{+ 098% |4+ 1.00% [ 1.00% 0.10% .
Female 032% |4+ 036% |f+ 0.38% |2 0.38% |=» 0.38% 0.10% .
Male 044% | 0.44% [I 043% |{+ 065% |4 0.66% 0.30% .
Female 020% } 019% 1} 017% & 0.27% ||} 0.25% 0.30% 0.05% )




AF Analysis - Temporary Employees'?

Between 2013 and 2014, AF temporary employees in the DON workforce decreased by -13.55%
equating to a loss of 591 employees. In the past these employees were analyzed with the permanent AF
employees. While they are a small group, without splitting them out, it is impossible to tell if they are
impacting the data on permanent employees or if the larger number of permanent employees is
covering something that may be occurring within this group. Table 3 shows the participation rate of
temporary AF employees by gender and demographic group. The Temporary AF employees follow a
pattern similar to the permanent AF employees in that the groups with low participation in this segment
of the workforce include HM, HF, WF, BF, BM and AIANM. The only difference between FY13 and FY14
is that AIANM have fallen slightly below the NCLF in FY14. As noted previously, the number of
temporary AF employees in the DON is small and as a result the loss of 9 AIANM (see Workforce Table A-
1) moved this group from being above the NCLF in FY13, to just below the NCLF in FY14.

Table 3: Temporary Appropriated Fund Participation Rate™

Performance
Marker

CLF less
FY 2014 Rate

2.88% f 297% 1 2.26% 1 218% t 260% 5.20% 2.60%

RNO | Gender | FY2010 FY 2011 FY 2012 FY 2013 FY2014 | CLF(2010)
]

Hispanic *
Female 2.68% I 234% T 246% 1 250% I 218% 4.80% 2.62%
Male 44.82% |4+ 45.91% HF 45.82% |4+ 49.81%  |[{i+ 51.35% 38.30%
L]
25.33% b 24.46% 1 25.25% 1 22.86% t 22.94% 34.00% 11.06% "

5.89% {F 5.87% 1 5.10% T 5.21%  5.38% 5.50% 0.12%

6.15% I 5.74% + 5.88% 1 5.07% 1 5.04% 6.60% 1.56%

Female

AN |

Male 3.44% |4+ 368% |f 3.82% |fr 4.15% | 3.00% 2.00% .
Female 528% |4 504% |+ 557% |fr 5.64% |[§ 5.23% 2.00% .
Male 047% |4+ 058% |fr 059% |[& 057%  |{ 0.80% 0.10% .
Female 064% |4+ 067% |4 049% |§ 048% | 0.34% 0.10% .
Male 047% |4 042% |& 034% |4+ 046%  [LEORLL 0.30% 0.01% .
Female 037% |4+ 0.41% |& 032% |fr 044% | 0.34% | 0.30% .

NAF Analysis**®

FY14 is the first time the commands with NAF employees have analyzed and understood their data. In
the past, the three commands with NAF data provided it for consolidation into the DON EEO Annual
Assessment but an in-depth analysis at the command-level did not occur. This is changing as a working
group will meet throughout FY15 to understand this population at the DON level and gain insight on
potential barriers to full participation at the activity level. The NAF population is largely comprised of
females (65.39%), making the groups with low participation different than for the AF workforce.
Similar to the AF workforce, HM and WF in the NAF workforce are participating below the NCLF; but
unlike the AF workforce, WM and AIANM also have low participation in the NAF occupations. The NAF
working group will begin its analysis by looking at the types of positions that are available in the NAF at
each command as well as how recruitment, retention and development are handled for NAF employees
in the three commands. This should help illuminate why BF and AF are over two to six times higher
than the NCLF.

® Excludes Appropriated Fund (AF) data



Table 4: Non-Appropriated Fund Participation Rate*’

CLF less Performance

RNO | Gender FY 2010 FY 2011 | FY 2012 | FY 2013 | FY 2014 | CLF (2010)

FY 2014 Rate Marker
] *
3.88% I 3.74% T 3.75% 1 3.65% I 355% 5.20% 1.65%
Hispanic .
7.04% [ 7.02% |4 7.09% [+ 7.19% |4 7.34% 4.80% -
L]
16.92% b 16.44% 1 16.42% 1 16.17% b 15.70% 38.30% 22.60% -
——————
Female 27.34% b 27.21% 1 27.08% 1 27.89% b 27.23% 34.00% 6.77% "
——
Male 7.10% 4 7.08% 4 7.13% I 6.90% 4k 6.80% 5.50%
-
Female 13.06% @ 13.00% 1} 13.12% {} 13.13% 1} 13.44% 6.60%
-
Male 5.64% [+ 592% |4+ 596% [I 5.68% |4+ 5.7