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ATCS-E (690-700)





        21 Apr 04



  

MEMORANDUM FOR SEE DISTRIBUTION

SUBJECT:  FY 2003 Annual Accomplishment Report and FY 2004 Plan Update

1.  Enclosed Annual Accomplishment Report and Update contains noteworthy activities for TRADOC's Equal Employment Opportunity (EEO) and Affirmative Employment Programs (AEP).

2.  The goal of TRADOC's EEO Program is to ensure all employees and applicants for employment are provided equal opportunity.

3.  It is imperative that commanders, supervisors, and employees work together to achieve equal employment opportunity for all.



                      //original signed//


  

Encl





  KEVIN P. BYRNES







  General, U.S. Army







  Commanding

DISTRIBUTION:

Commanders

U.S. Army Accessions Command 

U.S. Army Combined Arms Center

U.S. Army Combined Arms Support Command 

Commandants, TRADOC Schools

Directors

U.S. Army Nuclear and Chemical Agency

U.S. Army Aeronautical Services Agency

U.S. Army TRADOC Analysis Center

Deputy Chiefs of General and Chiefs of Special Staff Offices,

  HQ TRADOC
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HEADQUARTERS, TRAINING & DOCTRINE COMMAND (TRADOC)

AFFIRMATIVE EMPLOYMENT PROGRAM PLAN (AEPP) FOR

EQUAL EMPLOYMENT OPPORTUNITY (EEO) PROTECTED GROUPS

ANNUAL ACCOMPLISHMENT AND UPDATE REPORT – FY03

SUMMARY ANALYSIS OF WORK FORCE

REPORT OF OBJECTIVES AND ACTION ITEMS 

NOTEWORTHY ACCOMPLISHMENTS

NUMBER OF EMPLOYEES COVERED BY THE PLAN:  TOTAL:  10,520 

   PROFESSIONAL:  2,206    ADMINISTRATIVE:  4,412       

   TECHNICAL:  1,771    CLERICAL:  1,336     OTHER:  154  

   BLUE COLLAR:  641    

____________________________________________________________

PEGGY J. TIGHE, EEO SPECIALIST             (757) 788‑5258  

PERSON PREPARING FORM

//original signed//_______________________________4-15-40___
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INTRODUCTION

tradoc VISION

"Where Tomorrow’s Victories Begin"

1.  Recruit quality people, train Soldiers, and develop leaders.
 

2.  Prepare the Army to dominate land combat in joint war fighting.


3.  Continue to be the Army’s architect of the future and its agent for change and innovation.

tradoc Commander's Intent

1.  Our purpose is to ensure that TRADOC provides both the Army of today and tomorrow with the essential building blocks to be persuasive in peace and invincible in war.  It is paramount that we enhance our efforts in six critical areas:

    a.  Training & leader development:  Training is our primary mission.  It is our baseplate.  We establish the standards and requirements for training and developments for the Army.  TRADOC develops competent and adaptive leaders while ensuring currency in our doctrine.  TRADOC must look to the future while at the same time maintaining a firm grasp on today.

    b.  Innovation:  This is an open-minded organization that welcomes new ideas, fosters innovation, seeks collaboration, and embraces change where it makes sense.

    c.  Jointness:  We remain firmly connected to the Joint community with an ASCC-like relationship with the Joint Forces Command.  Our doctrine, combat, and training development, as well as our experimentation program, must be fully incorporated into  the Joint environment.

    d.  Accessions:  We recruit young Americans to be Soldiers who serve as the centerpiece of the Army formation and the Army’s readiness.  Once Soldiers enter, we ensure a smooth transition into our ranks.  We imbue Army values and the Warrior Ethos, instill discipline, and provide the necessary skills needed to immediately contribute to their first unit of assignment. 

    e.  Future Force:  TRADOC must build the Army of the future.  Quality forces must have quality training and quality equipment.  Transforming the Army, and achieving irreversible momentum toward that end, is an imperative.  We will strive to place the best capabilities and equipment into the hands of this quality

force. . . we can do no less.

    f.  People:  Above all, TRADOC remains committed to our soldiers, civilians, and families.  Through action, we will remain directly involved in ensuring their well-being.  Our people are the bedrock upon which our Army is built.  Without them, the best technology in the world is all for naught.

2.  Our end-state is:
    a.  A transformed command that embraces change and leads the Army in developing the dominant land force for the joint force commander.

    b.  The best and brightest of our nation accessed and provided world-class training and leader development that imbues the qualities and skills necessary to dominate across the spectrum of conflict. 

    c.  The Future Force fielded and trained to employ the best capabilities.

    d.  A commitment to our people institutionalized and incorporated into all that we do. 

TRADOC MISSION
TRADOC recruits, trains, and educates the Army’s Soldiers.  It  develops leaders, supports training in units, develops doctrine, establishes standards, and builds the future Army.

WHO WE ARE - TRADOC

TRADOC currently operates 32 schools and centers at 15 Army installations.  TRADOC schools presently conduct 1,753 courses taught by 9,141 instructors.  During FY03, TRADOC schools trained 328,918 Soldiers, 25,059 members of other US Services, 6,165 members of international forces, and 27,816 civilians.

TRADOC EEO Mission

Administer an EEO program that enables and assists our customers in creating and sustaining a discrimination-free workplace.

WHO WE ARE – EEO
The TRADOC EEO Office serves as the principal advisor to the TRADOC CG, DCG/CofS, and mission commanders and staff on all matters pertaining to EEO.  Serviced population encompasses approximately 12,000 civilians located at over 17 Army activities.  Our primary purpose is to foster a command climate in which each employee and applicant for employment is provided equal treatment as required by law and to ensure compliance with all Federal Statutes, regulations, and EEO Commission (EEOC) management directives.

OVERVIEW OF SERVICED POPULATION FOR EEO

The following provides a comparison of the EEO serviced population for each activity listed:

	Installation
	TRADOC
	IMA
	Other

	Benning
	19.5%
	35.5%
	44.9%

	Bliss
	18.6%
	34.3%
	47.1%

	Carlisle
	45.1%
	30.0%
	24.9%

	Eustis
	30.1%
	19.0%
	50.8%

	Gordon
	19.1%
	21.0%
	59.9%

	Huachuca
	10.7%
	11.1%
	78.3%

	Jackson
	17.8%
	44.7%
	37.6%

	Knox
	51.3%
	26.4%
	22.3%

	Leavenworth
	46.8%
	32.5%
	20.7%

	Lee
	40.6%
	26.2%
	33.1%

	Leonard Wood
	36.2%
	37.1%
	26.6%

	Monroe
	65.9%
	26.0%
	8.1%

	Presidio
	75.7%
	20.4%
	4.0%

	Rucker
	50.8%
	19.4%
	29.8%

	Sill
	19.1%
	40.4%
	40.4%


ABBREVIATIONS:  The following abbreviations are used in conjunction with this report:

WM = White Male
WF = White Female

BM = Black Male
BF = Black Female

HM = Hispanic Male
HF = Hispanic Female

AM = Asian/Pacific Islander (PI) Male
AF = Asian/PI Female

NM = Native American/Alaskan Native Male

NF = Native American/Alaskan Native Female

AEPP FOR EEO PROTECTED GROUPS – FY03
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SEXUAL HARASSMENT PREVENTION PLAN

The following chart lists the mandatory requirements for the Prevention of Sexual Harassment (POSH) program within TRADOC:

	ITEM
	PROPONENT
	REQUIREMENT

	Ensure all managers receive 2 hours of DA approved POSH training
	Commanders,

EEO Office (EEOO)
	Every other year for 100 percent of all managers and supervisors

	Ensure all new employees receive POSH training 
	Commanders,

Managers, EEOO
	Completed within 180 days of arrival for all new employees

	All employees or individuals supervising or managing civilians receive a minimum of 2 hours of updated POSH training annually
	Commanders,

Managers, EEOO
	Every other year for 100 percent of work force serviced

	Ensure only DA-certified trainers instruct POSH
	EEOO
	Certified trainers are available and utilized

	Ensure all POSH policy letters are in compliance with EEOC Notice #915.002
	EEOO
	New policy letter required for change in senior leadership 


TRADOC continues to take positive steps to combat sexual harassment including employee and supervisor training, defining organizational responsibilities for preventing sexual harassment, and taking appropriate action when allegations of sexual harassment arise.

Good News:  There were only 2 complaints alleging sexual harassment in FY03.  

AEPP FOR EEO PROTECTED GROUPS – FY03

SUMMARY ANALYSIS OF WORK FORCE
1.  The data included in this report was retrieved from HQ, Army Civilian Personnel System (HQ ACPERS), using the Business Objects Application (BOA).  Percentage calculations are taken to one decimal, thus totals may not equal 100 percent.  This AEP Plan was completed in accordance with EEO Commission (EEOC) Management Directive (MD) 715, 1 Oct 03; EEOC MD 714; and DA guidance.  Due to reorganizations in the civilian work force, a new baseline for this and future reports has been established.  Data includes TRADOC and US Army Recruiting Command (USAREC) employees.  However, data does not include employment information from Military Entrance Processing Command (MEPCOM) since they report their data in a separate report.  

2.  Federal civilian positions are analyzed by the following occupational categories:  Professional, Administrative, Technical, Clerical, Other, and Blue Collar (PATCOB).  PATCOB profiles for TRADOC employees are provided in Appendix A.  

    a.  Professional work requires knowledge in a field of science or learning typically acquired through education or training in, or pertinent to, the specialized field, as distinguished from general education.  Examples include Alcohol and Drug Abuse Specialist, General Engineer, Attorney, and Medical Officer.

    b.  Administrative work involves (1) the exercise of analytical ability, judgment, and discretion; and (2) the application of a strong body of knowledge of principles, concepts, and practices applicable to one or more fields of administration or management.  Examples include Social Worker, Paralegal, Program or Management Analyst, Power Projection Planner, or Marketing Specialist.

    c.  Technical work is typically associated with, and supportive of, a professional or administrative field.  Such occupations involve extensive practical knowledge gained through on-the-job experience and/or specific training less than that represented by college graduation.  An example would include a Supply or Engineering Technician.

    d.  Clerical occupations involve structured work in support of office, business, or fiscal operation.  Duties are performed in accordance with established policies and require training, experience, or working knowledge related to the tasks to be performed.  Duties include preparing correspondence, maintaining office files, and/or preparing typewritten material.

    e.  The "Other" category includes white-collar occupations that do not clearly fit into one of the above groupings.  An example would be a Police Officer.

    f.  Blue Collar applies to trades, crafts, and manual labor (unskilled, semi-skilled, and skilled) occupations such as Electrician, Pest Controller, and Food Service Worker.   

3.  The Civilian Labor Force (CLF) census data can be defined for the entire United States or for various geographical locations.  For purposes of this report, the National CLF was used as a comparator since the TRADOC data combines the work force profile of over 17 activities located throughout the United States. 

4.  TOTAL WORK FORCE DEMOGRAPHICS:  Since the establishment of the Installation Management Agency (IMA) and integration of many TRADOC civilian employees into IMA, it is no longer possible to compare previous TRADOC data with the current work force.  This report will provide current statistical data and does not include those TRADOC employees that moved to IMA 1 Oct 03.
	WORK FORCE
	FY03
	
	CLF

	WM
	4,489
	42.7%
	42.6%

	WF
	3,263
	31.0%
	35.3%

	BM
	723
	6.9%
	4.9%

	BF
	888
	8.4%
	5.4%

	HM
	306
	2.9%
	4.8%

	HF
	237
	2.2%
	3.3%

	AM
	223
	2.1%
	1.5%

	AF
	279
	2.7%
	1.3%

	NM
	61
	0.6%
	0.3%

	NF
	51
	0.5%
	0.3%

	TOTAL
	10,520
	Green / bold = meets or exceeds CLF
	


	
	FY03
	
	CLF

	Women
	4,718
	44.8%
	45.7%

	Men
	5,802
	55.2%
	54.3%

	
	
	
	

	Minorities
	2,768
	26.3%
	22.1%

	Non-minorities
	7,752
	73.7
	77.9%

	TOTAL
	10,520
	Green / bold = meets or exceeds CLF
	


5.  GENERAL SCHEDULE (GS) GRADE GROUPINGS:

    a.  The following charts provide statistical data showing manning levels for all GS grade groupings.  

	GS 1-4
	FY03
	

	WM
	78
	17.6%

	WF
	176
	39.8%

	BM
	31
	7.0%

	BF
	97
	21.9%

	HM
	15
	3.4%

	HF
	24
	5.4%

	AM
	3
	0.7%

	AF
	11
	2.5%

	NM
	1
	0.2%

	NF
	6
	1.4%

	TOTAL
	442 (5.0% of total GS work force)
	


	GS 5-8
	FY03
	

	WM
	506
	19.5%

	WF
	1,264
	48.8%

	BM
	137
	5.3%

	BF
	453
	17.5%

	HM
	37
	1.4%

	HF
	106
	4.1%

	AM
	18
	0.7%

	AF
	42
	1.6%

	NM
	12
	0.5%

	NF
	16
	0.6%

	TOTAL
	2,591 (29.3% of total GS work force)
	


	GS 9-12
	FY03
	

	WM
	2,071
	47.7%

	WF
	1,273
	29.3%

	BM
	355
	8.2%

	BF
	291
	6.7%

	HM
	155
	3.6%

	HF
	79
	1.8%

	AM
	39
	0.9%

	AF
	33
	0.8%

	NM
	26
	0.6%

	NF
	23
	0.5%

	TOTAL
	4,345 (49.1% of total GS work force)
	


    b.  The command continues to monitor promotions and hiring actions to grades GS 13-15 to ensure all qualified employees and applicants for employment are afforded equal opportunity for consideration for jobs and promotions.  Review reveals the largest disparities between TRADOC and the National CLF are among White females and that female and minority disparities increase as grade levels increase.  A separate breakout for each TRADOC GS 13-15 grade level is provided at Appendix B.  

	GS 13-15
	FY03
	
	CLF

	WM
	1,022
	69.2%
	42.1%

	WF
	273
	18.5%
	40.4%

	BM
	58
	3.9%
	3.6%

	BF
	40
	2.7%
	5.3%

	HM
	43
	2.9%
	2.6%

	HF
	9
	0.6%
	2.6%

	AM
	11
	0.7%
	1.4%

	AF
	2
	0.1%
	1.4%

	NM
	14
	0.9%
	0.3%

	NF
	4
	0.3%
	0.3%

	TOTAL
	1,476 (16.7% of total GS work force)
	Green / bold = meets or exceeds CLF
	


	SES
	FY03
	

	Women
	1
	12.5%

	Men
	7
	87.5%

	TOTAL
	8
	


AEPP FOR EEO PROTECTED GROUPS – FY03

PROGRAM ANALYSIS

1.  Demonstrated Commitment:  The Commanding General, TRADOC, has communicated his commitment to equality of opportunity for all employees and applicants for employment by issuance of his EEO commander’s statement, dated April 2003.  Statement is located at Appendix C and also on the TRADOC web site at   www.tradoc.army.mil under ‘CG SPEAKS’.  

2.  Integration of EEO into the Agency’s Strategic Mission:
    a.  The EEO Officer reports directly to the Deputy Commanding General/Chief of Staff with needed access to the Commanding General and other senior management officials.  The TRADOC EEO Office is serviced by the Deputy Chief of Staff for Personnel, Infrastructure, and Logistics (DCSPIL) for administrative purposes only. 

    b.  The EEO Officer maintains an excellent relationship with the Civilian Personnel Director and the TRADOC Staff Judge Advocate (SJA).  Their partnership allows for continued consultation and resolution of matters relating to either EEO or civilian personnel. 

    c.  The EEO Officer regularly participates in senior staff meetings.

    d.  The TRADOC EEO Web Site contains information pertaining to all facets of the EEO program with additional links to the EEO Commission (EEOC), DA EEO, Census Bureau, and Department of Justice.  Web site address is www.tradoc.army.mil/eeo.

3.  Management and Program Accountability:
    a.  TRADOC personnel are now serviced by local EEO Offices that report to their Garrison Commander, who now is under the Installation Management Agency (IMA).            

    b.  Due to mission requirements and limited staffing, no program evaluations were conducted in FY03.  There are four program evaluations scheduled for FY04, and funds have been allocated to conduct these evaluations.  TRADOC EEO did participate, with a HQDA EEO representative, in the Civilian Personnel Evaluation Agency (CPEA) out-brief at Fort Leavenworth.
    c.  A critical issue for the TRADOC EEO office is to regain a lost EEO authorization in order to continue to maintain a viable EEO program.         

    d.  Complaint Analysis:

        (1)  There were 65 formal complaints processed in FY03.  Of the 65, 31 were carry-overs from FY02, 1 was a remand, and 33 were new complaints; 36 of the 65 were closed and 29 remained open at the end of FY03.  Eleven (11) complaints were settled, and 2 resulted in a finding of discrimination.  The 2 findings resulted in a total cost to the command of $111,625.    

        (2)  TRADOC’s most common bases for EEO complaints were 

race (27), gender/female (21), reprisal (21), age (15), and disability/physical (10).

        (3)  The primary issues of these complaints were promotion/non-selection (27), non-sexual harassment (16), and hostile work environment (12).    

4.  Proactive Prevention of Unlawful Discrimination:
    a.  Agency Self-Assessment:  Since the TRADOC civilian work force has changed, a new baseline has been established for this and future analyses.  Statistical data was obtained and reviewed for the Administrative and Professional series.  An initial analysis is provided in the Report of Objectives and Action Items.  Further data analyses will continue in FY04.

    b.  The FY03 Disabled Veterans Accomplishment Report showed that 16 percent of the total TRADOC work force were disabled veterans.  Of the disabled work force, 8 percent were 30% or more disabled veterans.  TRADOC remains committed to ensuring qualified disabled veterans are considered for available vacancies.
    c.  Prevention of Sexual Harassment (POSH):  The Commanding General, TRADOC, issued a statement (7 April 2003) pertaining to POSH (Appendix D) that can also be found on the TRADOC Web Page at www.tradoc.army.mil under ‘CG SPEAKS’.  This statement  reiterates the Command’s policy of zero tolerance for sexual  harassment and provides procedures for managers and employees to deal with sexual harassment issues.

5.  Efficiency:
    a. HQ ACPERS and BOA continue to be valid tools in obtaining information on the race, national origin, sex, and disability status of TRADOC employees.  Lesson plans for these valuable tools are located at the TRADOC EEO Web Site located at www.tradoc.army.mil/eeo under the section entitled Training.  TRADOC is continuing its efforts to train and assist EEO staffs throughout the Army with HQ ACPERS and BOA.    

    b.  EEO complaints will continue to be tracked using the EEOC’s 462 Report until an automated module becomes available in FY04.     

AEPP FOR EEO PROTECTED GROUPS – FY03

REPORT OF OBJECTIVES AND ACTION ITEMS

PROGRAM ELEMENT:  Recruitment and Hiring

----------------------------------------------------------------                                                               

POSSIBLE PROBLEM/BARRIER REVIEW:  Under-representation of certain protected groups exists within the General Education and Training (1701) series:

	1701 Series
	Professional CLF
	Total Population
	GS-13
	GS-14
	GS-15
	AD

	White Male
	40.1%
	36.3%
	63.6%
	40.0%
	60.0%
	34.7%

	White Female
	42.4%
	26.7%
	27.3%
	40.0%
	20.0%
	26.3%

	Black Male
	4.2%
	1.2%
	9.1%
	20.0%
	0%
	0.8%

	Black Female
	6.4%
	0.3%
	0%
	0%
	0%
	0.2%

	Hispanic Male
	1.8%
	2.4%
	0%
	0%
	20.0%
	2.3%

	Hispanic Female
	2.5%
	1.6%
	0%
	0%
	0%
	1.7%

	Asian Male
	1.0%
	13.2%
	0%
	0%
	0%
	14.1%

	Asian Female
	1.0%
	18.1%
	0%
	0%
	0%
	19.2%

	Native Male
	0.3%
	0%
	0%
	0%
	0%
	0%

	Native Female
	0.3%
	0.1%
	0%
	0%
	0%
	0.1%

	Total Employees: 1,042
	
	Green / bold = meets or exceeds CLF
	Green / bold = meets or exceeds CLF
	Green / bold = meets or exceeds CLF
	Green / bold = meets or exceeds CLF
	Green / bold = meets or exceeds CLF


----------------------------------------------------------------                                                                 

OBJECTIVE:  Ensure federal guidelines and procedures are monitored, managed, and maximized.  Maximize recruitment area to ensure qualified candidates in all protected groups are included in recruitment efforts where under-representations exist.  

----------------------------------------------------------------                                                       

ACTION ITEMS:
RESPONSIBLE
TARGET DATE


OFFICIAL

1.  Further analyze data
TRADOC EEO
Continuing

by activity


2.  Expand recruitment efforts  
Managers/
FY 04


Supervisors

----------------------------------------------------------------

REPORT ON ACCOMPLISHMENT OF OBJECTIVE:  Data for FY04 will be obtained for the 1701 series and will be used as a baseline for future statistical analyses. 

----------------------------------------------------------------
EEOC FORM 568 (8/87)           

AEPP FOR EEO PROTECTED GROUPS – FY03

REPORT OF OBJECTIVES AND ACTION ITEMS

PROGRAM ELEMENT:  Recruitment and Hiring

----------------------------------------------------------------                                                               

POSSIBLE PROBLEM/BARRIER REVIEW:  Under-representation of certain protected groups exists within the Operations Research (1515) series:

	1515 Series
	Professional CLF
	Total Population
	GS-13
	GS-14
	GS-15

	White Male
	49.1%
	65.0%
	67.5%
	68.9%
	80.0%

	White Female
	34.1%
	19.5%
	15.6%
	16.4%
	20.0%

	Black Male
	3.5%
	4.0%
	3.1%
	4.9%
	0%

	Black Female
	4.4%
	1.2%
	1.3%
	1.6%
	0%

	Hispanic Male
	2.0%
	4.6%
	5.6%
	6.6%
	0%

	Hispanic Female
	2.0%
	3.0%
	4.4%
	0%
	0%

	Asian Male
	2.5%
	1.8%
	2.5%
	0%
	0%

	Asian Female
	1.9%
	0.3%
	0%
	0%
	0%

	Native Male
	0.2%
	0.3%
	0%
	1.6%
	0%

	Native Female
	0.2%
	0.3%
	0%
	0%
	0%

	Total Employees: 329
	
	Green / bold = meets or exceeds CLF
	Green / bold = meets or exceeds CLF
	Green / bold = meets or exceeds CLF
	Green / bold = meets or exceeds CLF


----------------------------------------------------------------                                                                 

OBJECTIVE:  Ensure federal guidelines and procedures are monitored, managed, and maximized.  Maximize recruitment area to ensure qualified candidates in all protected groups are included in recruitment efforts where under-representations exist.  

--------------------------------------------------------------                                                       

ACTION ITEMS:
RESPONSIBLE
TARGET DATE


OFFICIAL

1.  Further analyze data
TRADOC EEO
Continuing

by activity


2.  Expand recruitment efforts  
Managers/
FY 04


Supervisors

----------------------------------------------------------------

REPORT ON ACCOMPLISHMENT OF OBJECTIVE:  Data for FY04 will be obtained for the 1515 series and will be used as a baseline for future statistical analyses.

----------------------------------------------------------------
EEOC FORM 568 (8/87) 

AEPP FOR EEO PROTECTED GROUPS – FY03

REPORT OF OBJECTIVES AND ACTION ITEMS

PROGRAM ELEMENT:  Recruitment and Hiring

----------------------------------------------------------------                                                               

POSSIBLE PROBLEM/BARRIER REVIEW:  Under-representation of certain protected groups exists within the Instructional Systems (1750) series:

	1750 Series
	Professional CLF
	Total Population
	GS-13
	GS-14
	GS-15

	White Male
	40.1%
	40.1%
	45.6%
	40.0%
	50.0%

	White Female
	42.4%
	32.2%
	32.9%
	40.0%
	33.3%

	Black Male
	4.2%
	5.2%
	2.5%
	6.7%
	0%

	Black Female
	6.4%
	15.5%
	16.5%
	13.3%
	0%

	Hispanic Male
	1.8%
	1.8%
	0%
	0%
	0%

	Hispanic Female
	2.5%
	2.4%
	0%
	0%
	0%

	Asian Male
	1.0%
	1.2%
	0%
	0%
	0%

	Asian Female
	1.0%
	0.6%
	0%
	0%
	0%

	Native Male
	0.3%
	0.3%
	1.3%
	0%
	0%

	Native Female
	0.3%
	0.6%
	1.3%
	0%
	16.7%

	Total Employees: 329
	
	Green / bold = meets or exceeds CLF
	Green / bold = meets or exceeds CLF
	Green / bold = meets or exceeds CLF
	Green / bold = meets or exceeds CLF


----------------------------------------------------------------                                                                 

OBJECTIVE:  Ensure federal guidelines and procedures are monitored, managed, and maximized.  Maximize recruitment area to ensure qualified candidates in all protected groups are included in recruitment efforts where under-representations exist.  
--------------------------------------------------------------                                                       

ACTION ITEMS:
RESPONSIBLE
TARGET DATE


OFFICIAL

1.  Further analyze data
TRADOC EEO
Continuing

by activity


2.  Expand recruitment efforts  
Managers/
FY 04


Supervisors

----------------------------------------------------------------

REPORT ON ACCOMPLISHMENT OF OBJECTIVE:  Data for FY04 will be obtained for the 1750 series and will be used as a baseline for future statistical analyses.

----------------------------------------------------------------
EEOC FORM 568 (8/87)           

AEPP FOR EEO PROTECTED GROUPS – FY03

REPORT OF OBJECTIVES AND ACTION ITEMS

PROGRAM ELEMENT:  Recruitment and Hiring

----------------------------------------------------------------                                                               

POSSIBLE PROBLEM/BARRIER REVIEW:  Under-representation of certain protected groups exists within the Social Science (0101) series.

	0101 Series
	Professional CLF
	Total Population
	GS-13
	GS-14
	GS-15
	AD

	White Male
	47.4%
	32.5%
	50.0%
	0%
	100%
	84.2%

	White Female
	41.4%
	42.5%
	50.0%
	0%
	0%
	5.3%

	Black Male
	2.0%
	5.0%
	0%
	0%
	0%
	5.3%

	Black Female
	3.0%
	12.5%
	0%
	0%
	0%
	0%

	Hispanic Male
	1.7%
	1.3%
	0%
	0%
	0%
	0%

	Hispanic Female
	1.9%
	3.8%
	0%
	0%
	0%
	0%

	Asian Male
	1.1%
	1.3%
	0%
	0%
	0%
	5.3%

	Asian Female
	1.2%
	1.3%
	0%
	0%
	0%
	0%

	Native Male
	0.2%
	0%
	0%
	0%
	0%
	0%

	Native Female
	0.1%
	0%
	0%
	0%
	0%
	0%

	Total Employees: 80
	
	Green / bold = meets or exceeds CLF
	Green / bold = meets or exceeds CLF
	Green / bold = meets or exceeds CLF
	Green / bold = meets or exceeds CLF
	Green / bold = meets or exceeds CLF


----------------------------------------------------------------                                                                 

OBJECTIVE:  Ensure federal guidelines and procedures are monitored, managed, and maximized.  Maximize recruitment area to ensure qualified candidates in all protected groups are included in recruitment efforts where under-representations exist.  
--------------------------------------------------------------                                                       

ACTION ITEMS:
RESPONSIBLE
TARGET DATE


OFFICIAL

1.  Further analyze data
TRADOC EEO
Continuing

by activity


2.  Expand recruitment efforts  
Managers/
FY 04


Supervisors

3.  Research to determine if
TRADOC EEO/
FY 04

a GS-14 position does exist
Civilian Personnel

----------------------------------------------------------------

REPORT ON ACCOMPLISHMENT OF OBJECTIVE:  Data for FY04 will be obtained for the 0101 series and will be used as a baseline for future statistical analyses.

----------------------------------------------------------------
EEOC FORM 568 (8/87)           

AEPP FOR EEO PROTECTED GROUPS – FY03

REPORT OF OBJECTIVES AND ACTION ITEMS

PROGRAM ELEMENT:  Recruitment and Hiring

----------------------------------------------------------------                                                               

POSSIBLE PROBLEM/BARRIER REVIEW:  Under-representation of certain protected groups exists within the Training Instruction (1712) series.  

	1712 Series
	Admin CLF
	Total Population
	GS-13
	GS-14
	GS-15

	White Male
	42.1%
	62.7%
	81.3%
	50.0%
	0%

	White Female
	40.4%
	11.9%
	12.5%
	25.0%
	0%

	Black Male
	3.6%
	14.2%
	4.2%
	0%
	0%

	Black Female
	5.3%
	1.9%
	2.1%
	0%
	0%

	Hispanic Male
	2.6%
	5.6%
	0%
	0%
	0%

	Hispanic Female
	2.6%
	0.4%
	0%
	0%
	0%

	Asian Male
	0.3%
	1.7%
	0%
	0%
	0%

	Asian Female
	0.3%
	0.4%
	0%
	0%
	0%

	Native Male
	1.4%
	1.2%
	0%
	25.0%
	0%

	Native Female
	1.4%
	0.1%
	0%
	0%
	0%

	Total Employees: 1,314
	
	Green / bold = meets or exceeds CLF
	Green / bold = meets or exceeds CLF
	Green / bold = meets or exceeds CLF
	Green / bold = meets or exceeds CLF


----------------------------------------------------------------                                                                 

OBJECTIVE:  Ensure federal guidelines and procedures are monitored, managed, and maximized.  Maximize recruitment area to ensure qualified candidates in all protected groups are included in recruitment efforts where under-representations exist.  

--------------------------------------------------------------                                                       

ACTION ITEMS:
RESPONSIBLE
TARGET DATE


OFFICIAL

1.  Further analyze data
TRADOC EEO
Continuing

by activity


2.  Expand recruitment efforts  
Managers/
FY 04


Supervisors

---------------------------------------------------------------

REPORT ON ACCOMPLISHMENT OF OBJECTIVE:  Data for FY04 will be obtained for the 1712 series and will be used as a baseline for future statistical analyses. 

----------------------------------------------------------------
EEOC FORM 568 (8/87)           

AEPP FOR EEO PROTECTED GROUPS – FY03

REPORT OF OBJECTIVES AND ACTION ITEMS

PROGRAM ELEMENT:  Recruitment and Hiring

----------------------------------------------------------------                                                               

POSSIBLE PROBLEM/BARRIER REVIEW:  Under-representation of certain protected groups exists within the Miscellaneous Admin (0301) series.  

	0301 Series
	Admin CLF
	Total Population
	GS-13
	GS-14
	GS-15

	White Male
	42.1%
	62.2%
	77.6%
	83.3%
	88.0%

	White Female
	40.4%
	24.1%
	10.7%
	8.3%
	8.0%

	Black Male
	3.6%
	5.5%
	5.1%
	3.6%
	0%

	Black Female
	5.3%
	3.4%
	3.1%
	2.4%
	0%

	Hispanic Male
	2.6%
	1.7%
	1.0%
	0%
	4.0%

	Hispanic Female
	2.6%
	1.1%
	0.5%
	0%
	0%

	Asian Male
	0.3%
	0.6%
	1.0%
	0%
	0%

	Asian Female
	0.3%
	0.9%
	0%
	1.2%
	0%

	Native Male
	1.4%
	0.4%
	1.0%
	1.2%
	0%

	Native Female
	1.4%
	0.1%
	0%
	0%
	0%

	Total Employees: 817
	
	Green / bold = meets or exceeds CLF
	Green / bold = meets or exceeds CLF
	Green / bold = meets or exceeds CLF
	Green / bold = meets or exceeds CLF


----------------------------------------------------------------                                                                 

OBJECTIVE:  Ensure federal guidelines and procedures are monitored, managed, and maximized.  Maximize recruitment area to ensure qualified candidates in all protected groups are included in recruitment efforts where under-representations exist.      

----------------------------------------------------------------                                                       

ACTION ITEMS:
RESPONSIBLE
TARGET DATE


OFFICIAL

1.  Further analyze data
TRADOC EEO
Continuing

by activity


2.  Expand recruitment efforts  
Managers/
FY 04


Supervisors

----------------------------------------------------------------

REPORT ON ACCOMPLISHMENT OF OBJECTIVE:  Data for FY04 will be obtained for the 0301 series and will be used as a baseline for future statistical analyses.

----------------------------------------------------------------
EEOC FORM 568 (8/87)           

AEPP FOR EEO PROTECTED GROUPS – FY03

REPORT OF OBJECTIVES AND ACTION ITEMS

PROGRAM ELEMENT:  Recruitment and Hiring

----------------------------------------------------------------                                                               

POSSIBLE PROBLEM/BARRIER REVIEW:  Under-representation of certain protected groups exists within the Management Analyst (0343) series.  

	0343 Series
	Admin CLF
	Total Population
	GS-13
	GS-14
	GS-15

	White Male
	42.1%
	30.9%
	31.7%
	50.0%
	100%

	White Female
	40.4%
	47.9%
	54.0%
	30.0%
	0%

	Black Male
	3.6%
	3.2%
	3.2%
	0%
	0%

	Black Female
	5.3%
	10.3%
	3.2%
	10.0%
	0%

	Hispanic Male
	2.6%
	2.0%
	0%
	10.0%
	0%

	Hispanic Female
	2.6%
	1.7%
	0%
	0%
	0%

	Asian Male
	0.3%
	1.1%
	4.8%
	0%
	0%

	Asian Female
	0.3%
	0.6%
	1.6%
	0%
	0%

	Native Male
	1.4%
	0%
	0%
	0%
	0%

	Native Female
	1.4%
	2.3%
	1.6%
	0%
	0%

	Total Employees: 349
	
	Green / bold = meets or exceeds CLF
	Green / bold = meets or exceeds CLF
	Green / bold = meets or exceeds CLF
	Green / bold = meets or exceeds CLF


----------------------------------------------------------------                                                                 

OBJECTIVE:  Ensure federal guidelines and procedures are monitored, managed, and maximized.  Maximize recruitment area to ensure qualified candidates in all protected groups are included in recruitment efforts where under-representations exist.      

--------------------------------------------------------------                                                       

ACTION ITEMS:
RESPONSIBLE
TARGET DATE


OFFICIAL

1.  Further analyze data
TRADOC EEO
Continuing

by activity


2.  Expand recruitment efforts  
Managers/
FY 04


Supervisors

----------------------------------------------------------------

REPORT ON ACCOMPLISHMENT OF OBJECTIVE:  Data for FY04 will be obtained for the 0343 series and will be used as a baseline for future statistical analyses.

----------------------------------------------------------------
EEOC FORM 568 (8/87)        

AEPP FOR EEO PROTECTED GROUPS – FY03

REPORT OF OBJECTIVES AND ACTION ITEMS

PROGRAM ELEMENT:  Recruitment and Hiring

----------------------------------------------------------------                                                               

POSSIBLE PROBLEM/BARRIER REVIEW:  Under-representation of certain protected groups exists within the Information Technology (2210) series.  

	2210 Series
	Admin CLF
	Total Population
	GS-13
	GS-14
	GS-15

	White Male
	42.1%
	55.0%
	62.2%
	83.3%
	0%

	White Female
	40.4%
	27.2%
	35.1%
	16.7%
	0%

	Black Male
	3.6%
	6.7%
	0%
	0%
	0%

	Black Female
	5.3%
	3.5%
	0%
	0%
	0%

	Hispanic Male
	2.6%
	2.6%
	0%
	0%
	0%

	Hispanic Female
	2.6%
	1.5%
	0%
	0%
	0%

	Asian Male
	0.3%
	0.9%
	0%
	0%
	0%

	Asian Female
	0.3%
	1.2%
	0%
	0%
	0%

	Native Male
	1.4%
	0.6%
	2.7%
	0%
	0%

	Native Female
	1.4%
	0.9%
	0%
	0%
	0%

	Total Employees: 342
	
	Green / bold = meets or exceeds CLF
	Green / bold = meets or exceeds CLF
	Green / bold = meets or exceeds CLF
	Green / bold = meets or exceeds CLF


----------------------------------------------------------------                                                                 

OBJECTIVE:  Ensure federal guidelines and procedures are monitored, managed, and maximized.  Maximize recruitment area to ensure qualified candidates in all protected groups are included in recruitment efforts where under-representations exist.      

--------------------------------------------------------------                                                       

ACTION ITEMS:
RESPONSIBLE
TARGET DATE


OFFICIAL

1.  Further analyze data
TRADOC EEO
Continuing

by activity


2.  Expand recruitment efforts  
Managers/
FY 04


Supervisors

----------------------------------------------------------------

REPORT ON ACCOMPLISHMENT OF OBJECTIVE:  Data for FY04 will be obtained for the 2210 series and will be used as a baseline for future statistical analyses.

----------------------------------------------------------------
EEOC FORM 568 (8/87)   

AEPP FOR EEO PROTECTED GROUPS – FY03

NOTEWORTHY ACTIVITIES – HQ TRADOC FY03

1.  OVERVIEW:  TRADOC EEO office has two authorizations after the remaining spaces transferred to IMA.  Goal is to hire another EEO Specialist in FY04.  

2.  SIGNIFICANT HIGHLIGHTS:
    a.  TRADOC’s EEO Specialist assisted the South West Regional EEO Office and Forces Command (FORSCOM) with HQ Army Civilian Personnel System (ACPERS) and Business Objects Application (BOA) training on short notice after the scheduled instructor cancelled.  Training was well received as indicated by the positive remarks in the 16 course evaluations.   
    b.  The TRADOC EEO web site was redone in FY03 to ensure a  broader and faster access, to add new and recent developments in EEO, and to update current web site information.     

    c.  EEO Officer attended the annual DA EEO Worldwide Conference.  Highlight of the conference was discussion of EEO issues pertaining to MACOM and IMA transition.  Topics of discussion also included framing complaint issues, Hispanic Employment Program reporting requirements, need for EEO as a critical element for supervisors, reasonable accommodation, and National Origin discrimination. 

    d.  Professional development training included attendance at the following conferences:  Federally Employed Women (FEW), Federal Dispute Resolution (FDR), and National Association for the Advancement of Colored People (NAACP).  Noteworthy information was obtained regarding the recently enacted No Fear Act.  Additionally, the latest information on dealing with sexual harassment issues, becoming a Federal Women’s Program Manager, operating a successful disability program, and conducting mediation was obtained during the various training programs.       

3.  GOOD NEWS STORIES:  

    a.  Each year, nominations are submitted for the TRADOC Individual with a Disability Award.  The TRADOC winner this year was Ms. Mary Auer, Chief, Advertising and Public Affairs, US Army Recruiting Battalion, Indianapolis, IN.  Ms. Auer received a plaque and an award for her contributions to TRADOC’s mission.  Each nominee received a personalized note from the CG thanking them for their service.
    b.  Fort Bliss was the TRADOC activity winner of the Best Disability Program Award.  Program highlights include the following:  increasing partnerships with local, state, and federal agencies from five to nine; participating in monthly meetings of the El Paso, TX, Mayor’s Committee for People with Disabilities; providing Computer/Electronic Accommodations Program (CAP) training to employees, managers, and supervisors; and conducting an accessibility survey which resulted in old buildings being renovated.  The Fort Bliss EEO officer received an engraved plaque for her efforts.

AEPP FOR EEO PROTECTED GROUPS – FY03

NOTEWORTHY ACCOMPLISHMENTS – TRADOC ACTIVITIES

Overview
The EEO offices currently fall under the Installation Management Agency (IMA) and their FY 03 AEP reports were submitted through IMA EEO channels.  The following information highlights significant EEO activities involving TRADOC personnel:
US Army Recruiting Command (USAREC)
1.  USAREC established a Civilian Training Oversight Committee that ensures all civilian employees receive requisite training to perform successfully in their jobs.  The committee consists of the Chief of Staff and Career Program Managers.

2.  Efforts continue to partnership with minority colleges to help in recruiting minority applicants for employment.  Efforts include contacting and working with Historically Black Colleges and Universities (HBCU), Hispanic Association of Colleges and Universities (HACU), Hispanic Servicing Institutions (HIS), and Tribal Colleges and Universities (TCU).  USAREC employees also participated in the HACU Internship Program.  

3.  USAREC updated its civilian personnel and EEO handbooks providing employees and managers the resources and knowledge to use available tools, techniques, and flexibilities to success-fully enhance leadership skills, while at the same time allowing employees to take control of their own careers.  A Command Civilian Personnel/EEO News Bulletin is also published quarterly.  

4.  A majority of USAREC’S subordinate commands are members of Federal Executive Boards in their areas and participate in opportunity networks that enhance career development, upward mobility, and help reduce or resolve EEO issues.  

MISCELLANEOUS

1.  Affirmative Employment Program:
    a.  Fort Knox selected three GS-04 TRADOC females for non-traditional upward mobility positions to take them from
GS-1702-04 to the GS-1712-07 level as Training Instructors
in the Tank Driver Simulator.

    b.  A TRADOC female employee at Fort Knox was also selected for a position in the DA Intern Program after receiving training in the design, development, logistic support, and execution of training.  She was also provided support in completing her Masters in Education.
    c.  Fort Huachuca conducted a climate assessment for the 111th Military Intelligence (MI) Brigade.  There were 118 survey forms disseminated, and 53 were completed.  The overall assessment of the organization was a positive one.  Issues involving training opportunities and the need for more communications at all levels of the organization were highlighted.   

2.  Recognition:  

    a.  Fort Eustis conducted their annual EEO awards ceremony, and the winner of the Unit of Excellence Award for EEO went to the U.S. Army Aviation Logistics School, Department of Attack Helicopter Training.

    b.  During the Fort Lee annual EEO awards ceremony, the following were award winners:

        (1)  Mr. Charles Holmes, EEO Counselor of the Year, Combined Arms Support Command (CASCOM).

        (2)  Ms. Sherry Kidd, Disabled Employee of the Year, Quartermaster Center and School.

        (3)  Ms. Joyce Small, Employee of the Year, CASCOM.

3.  Training:  

    a.  EEO offices continue to provide POSH training for TRADOC employees.  Based on data, over 90 percent of employees had POSH training in FY03.

    b.  Defense Equal Opportunity Management Institute (DEOMI) conducted Senior Leadership Training for 120 senior executives, managers, and supervisors at Fort Monroe.

    c.  EEO Assistant at Fort Monroe was selected for the DA EEO Intern Program and is currently assigned to Fort Gordon, GA.
    d.  Civilian training at Fort Knox is supported through payment for college courses for course work that will enhance employee productivity.  All participants in this program are currently women and minorities.     

4.  Special Emphasis Program (SEP)/Disability Program:  
    a.  It is encouraging that six TRADOC employees competed for the Individual with a Disability Award this year.  The TRADOC CG sent a memorandum to all nominees personally thanking them for their efforts.  Goal continues to be winning the DA and DOD award.  Guidance for future submissions is located at www.tradoc.army.mil/eeo under the Disability Program.

    b.  One participant of the Work Force Recruitment Program (WFRP) for College Students with Disabilities at Fort Monroe was hired as a Management Analyst Intern, GS-0343-07 target 11, and is currently working in the Deputy Chief of Staff for Resource Management Directorate.  The WFRP is co-sponsored by the Department of Defense (DOD) and the President's Committee on Employment of People with Disabilities (PCEPD) and assists college students with disabilities find summer employment.  The program's recruitment and referral system provides a systematic review of applications from college students with disabilities who are current or recent graduates and are seeking summer or permanent employment.  The program includes students who have a disability, have graduated from an accredited institution of higher learning within the past six months, or are enrolled at such an institution in a degree program on a full time basis. 

    c.  The Army Training Support Center (ATSC), 765th Transportation Battalion, 10th Transportation Battalion, and 7th Transportation Center each hosted an ethnic observance at Fort Eustis.

    d.  The 1st Armor Training Brigade at Fort Knox recognized the accomplishments of 11 National Honorees and 10 local women during Women’s History Month, including women in non-traditional roles such as training and maintenance activities.
APPENDIX A
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COMMANDER’S STATEMENT ON EEO
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ATCS-E (690-700)
                        7 April 2003

MEMORANDUM FOR SEE DISTRIBUTION

SUBJECT:  Commander’s Statement on Equal Employment Opportunity (EEO) 

1.  AR 690-12, paragraph 1-7b, requires each commander to publish an EEO policy statement.

2.  Equality of opportunity provides for a diverse work force that is reflective of the changing Nation we serve.  

3.  Within Training and Doctrine Command (TRADOC), managers must ensure that all employees are given the opportunity to achieve their full potential without regard to their race, color, religion, sex, national origin, age, or disability.  A climate must exist where dignity and respect for the individual are paramount. 

4.  I am strongly committed to ensuring discrimination does not exist in our policies, practices, and work environment and will expect no less than absolute support of this policy by all within TRADOC.  Management must understand, support, enforce, and incorporate the principles of EEO into all their personnel management practices.  

5.  TRADOC--Where Tomorrow’s Victories Begin!


                             // original signed //






  KEVIN P. BYRNES







  General, U.S. Army







  Commanding

ATCS-E                                         7 April 2003

SUBJECT:  Commander’s Statement on Equal Employment Opportunity (EEO) 

DISTRIBUTION:

Commanders

  U.S. Army Combined Arms Center

  U.S. Army Combined Arms Support Command

  U.S. Army Accessions Command

Commandants, TRADOC Service Schools

Directors

  U.S. Army Nuclear and Chemical Agency

  U.S. Army Aeronautical Services Agency

  U.S. Army TRADOC Analysis Center 

Deputy Chiefs of General and Chiefs of Special Staff Offices, 

  HQ TRADOC 

APPENDIX D

COMMANDER’S STATEMENT ON POSH
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REPLY TO

ATTENTION OF


ATCS-E (690-700)






7 April 2003

MEMORANDUM FOR SEE DISTRIBUTION

SUBJECT:  Commander’s Statement on Prevention of Sexual Harassment (POSH)


1.  It is the policy of Training and Doctrine Command (TRADOC) to ensure a work environment free from sexual harassment.  Accordingly, I am strongly committed to ensuring sexual harassment does not exist in TRADOC because it undermines the integrity of employment relationships, interferes with work productivity, impacts resources, and is in violation of the law.  

2.  Engaging in sexual harassment is misconduct.  Sexual harassment is also considered a form of sex discrimination that violates Equal Employment Opportunity law.  Any deliberate or repeated, unsolicited, and unwelcome verbal comments, gestures, or physical contact of a sexual nature that interferes with any individual's work performance or creates a hostile or offensive working environment is considered sexual harassment.  Another form of sexual harassment is the request for sexual favors when submission is a condition of employment or the basis for employment decisions.

3.  I expect management officials to take steps to prevent sexual harassment and, when necessary, take immediate and appropriate corrective action when problems occur to ensure similar incidents will not occur in the future.  Individuals who believe that they have been sexually harassed by super-visors, coworkers, contractors, or peers should immediately make it clear to the person engaging in such conduct that their behavior is unwelcome.  Sexually harassing conduct should also be reported to an appropriate supervisor or management official. 

ATCS-E

SUBJECT:  Commander’s Statement on Prevention of Sexual Harassment (POSH)

4.  Enclosure establishes procedures for dealing with all allegations of harassment.  As we strive to accomplish our mission and maintain the public trust, we must carry out our responsibility for maintaining high standards of honesty, integrity, and conduct.  I expect each manager, supervisor, and employee to share this important responsibility with me and treat sexual harassment as a serious problem that we will work together to eliminate.

5.  TRADOC--Where Tomorrow’s Victories Begin!

   



     //original signed//

Encl




      KEVIN P. BYRNES






      General, U.S. Army






      Commanding

DISTRIBUTION:

Commanders

  U.S. Army Combined Arms Center

  U.S. Army Combined Arms Support Command

  U.S. Army Accessions Command

Commandants, TRADOC Service Schools

Directors

  U.S. Army Nuclear and Chemical Agency

  U.S. Army Aeronautical Services Agency

  U.S. Army TRADOC Analysis Center 

Deputy Chiefs of General and Chiefs of Special Staff Offices, 
  HQ TRADOC 
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PROCEDURES FOR DEALING WITH SEXUAL HARASSMENT

POLICY:
The Training and Doctrine Command will not tolerate harassment based on sex (with or without sexual conduct), race, color, religion, national origin, age, disability, or protected activity.  This prohibition covers harassment by anyone in the workplace-–supervisors, coworkers, contractors, or peers.  

RESPONSIBILITIES:
    a.  Employees:  

       (1)  Report sexual harassment before it becomes severe or pervasive.  

       (2)  Attend an initial Prevention of Sexual Harassment (POSH) training session and refresher POSH training every other year.

    b.  Supervisors/Managers:  

        (1)  Must understand that the standard of liability is premised on the following two principles: (1) an employer is responsible for the acts of its supervisors, and (2) employers should be encouraged to prevent harassment and avoid or limit the harm from harassment.  

        (2)  Encourage employees to report harassing conduct before it rises to the level of a violation of federal law.  Timeframe for filing an EEO complaint is 45 days from the date of the alleged event.

        (3)  Investigate allegations of sexual harassment and take appropriate action based on the results of an inquiry.

        (4)  Protect the confidentiality of the individual or individuals alleging sexual harassment to the extent possible.  

        (5)  Take whatever measures are necessary to prevent  retaliation for reported instances of sexual harassment or inappropriate behavior, conduct, or language.  Scrutinize actions taken against those filing complaints to ensure decisions are not based on retaliatory motives.

        (6)  Ensure all employees attend an initial POSH training session and refresher POSH training every other year.

GUIDELINES FOR INVESTIGATING COMPLAINTS:
When an allegation of sexual harassment is brought to the attention of a management official, the following will take place:


(a)  Evaluate the substance of the complaint and, where appropriate, appoint an independent and objective party outside the complainant’s office to look into the allegations immediately.  This person should be able to interview and evaluate witnesses, determine credibility, and be impartial during the proceedings.


(b)  As a minimum, the complainant and alleged harasser will be interviewed.  Third parties who could reasonably be expected to have relevant information should also be interviewed.


(c)  Once the individual conducting the review of the allegations completes their fact finding, a written report should be completed and provided to the appropriate management official for action as appropriate.

    (d)  If the allegation is substantiated and found to be in violation of policy or law, immediate and appropriate corrective action must be taken.  This may include disciplinary action depending on the seriousness of the offense.

GOAL:  To ensure incidents of sexual harassment do not occur within TRADOC!
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APPENDIX E
GLOSSARY

Action Item: Clearly identified step to the attainment of an objective.

Applicant Sources:  Any pool of applicants from which members of underrepresented groups can be recruited for federal employment.

Barrier:  Personnel principle, policy, or practice which without supportable reason restricts or limits the equal opportunity for employment of any group of applicants or employees.

Barrier Analysis:  Analyzing the personnel principle, policy, or practice which may restrict or limit the equal opportunity for employment of any group of applicants or employees.

Civilian Labor Force (CLF):  The number of persons in the U.S. work force, 16 years of age and over, who are employed or seeking employment (excluding active members of the armed forces).  The use of the CLF is mandated by the EEOC and deviation from its use is authorized only by the EEOC.   
Determination of Underrepresentation (MICA index):  A comparison between the percent of a particular race or national origin group by sex in a category of federal employment and the percentage of the same group and category in the appropriate civilian labor force.

Employee:  Permanent, full, or part-time civilian members of the agency work force including those in excepted service positions.  Category does not include temporary or intermittent individuals or military members.
Employment Category:  The major occupational categories for the white-collar pay system and wage board pay system.

EEO Protected Groups: Members of groups protected under Title VII of the Civil Rights Act and other federal guidelines. Includes White Male, White Female, Black Male, Black Female, Hispanic Male, Hispanic Female, Asian Male, Asian Female, Native American Male, Native American Female, and Individuals with Disabilities.

FEORP (5 USC 7201) Federal Equal Opportunity Recruitment Program:  An affirmative recruitment program required by the Civil Service Reform Act of 1978 and predicated upon a determination of underrepresentation in various categories of civil service employment.

Multi-Year Plan:  An affirmative employment planning cycle, usually five years, which will extend beyond one year, and will coincide with the agencies ongoing budgetary and personnel management planning in order to address both long-term and short-term goals.

Objective:  Statement of a specific end-product or condition to be attained by a specific date.  Accomplishment of an objective will lead to the elimination of a barrier or other problem.

Race National Origin (RNO):  Major designations that define the racial or ethnic group to which an individual belongs.  These categories are established by the U.S. Census Bureau and used by the U.S. Department of Labor and the EEOC to determine work force demographics.  Not all internationally recognized or imaginable group designations are used because of the expense that would be incurred by the Census Bureau in gathering and compiling such information.  The purpose of the specified groupings is to measure the effects of hiring and promotion policy and practices on each group.  The groups are based on descent:  European, Asian, African, Native American, or Spanish.  Individuals are asked to make a voluntary disclosure regarding their RNO designation at the time of employment.  The individual can change this designation any time.

APPENDIX F
ACRONYMS
ADR – Alternative Dispute Resolution

BEPM – Black Employment Program Manager

CG – Commanding General

CPAC – Civilian Personnel Advisory Center

CPOC – Civilian Personnel Operations Center

DEOMI – Defense Equal Opportunity Management Institute

EEO – Equal Employment Opportunity

FEW – Federally Employed Women

FWPM – Federal Women’s Program Manager

HBCU – Historically Black Colleges and Universities

HEP – Hispanic Employment Program

IWDP – Individuals With Disabilities Program

MDCPDS – Modern Defense Civilian Personnel Data System

MSPB- Merit Systems Protection Board

NAACP – National Association for the Advancement of Colored

 

 People

POSH – Prevention of Sexual Harassment

SAV – Staff Assistance Visit

SEP – Special Emphasis Program

VTC – Video Teleconference
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The relevant CLF is the entire blue-collar work force in the U.S.
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TRADOC. . .WHERE TOMORROW’S VICTORIES BEGIN
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CG Pen Add:  I am very proud of those who serve in TRADOC & our Army.  This program has my personal attention & I will ensure that we create the best possible atmosphere in this command.
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The relevant CLF is the entire administrative work force in the U.S.
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The relevant CLF is the entire administrative work force in the U.S.
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The relevant CLF is the entire blue-collar work force in the U.S.
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The relevant CLF is the entire other work force in the U.S.
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The relevant CLF is the entire clerical work force in the U.S.
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The relevant CLF is the entire technical work force in the U.S.
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The relevant CLF is the entire administrative work force in the U.S.
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The relevant CLF is the entire professional work force in the U.S.
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FY 2003 Accomplishment Report and FY 2004 Update





The relevant CLF is the entire administrative work force in the U.S.
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