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	Begin Coverage Year: 2004
	Text1:        The Washington Headquarters Services (WHS) continues to provide administrative and operational services to enable the Office of the Secretary of Defense (OSD) and its serviced-components to accomplish their mission in support of the Secretary of Defense. This is WHS’s first Equal Employment Opportunity Commission (EEOC) Management Directive (MD) 715 Update.        During this fiscal year, WHS, Human Resources Directorate (HRD), continued to focus on diversity recruitment with the development and implementation of an annual Strategic Recruitment Plan. To this end, a “Corporate Recruitment Strategy” was created which focuses on specific recruitment endeavors, objectives and goals (see attachment 1). These include school visitation, marketing, job and career fairs and conferences. To assist our aggressive endeavor and comply with EEOC directive, Office of Personnel Management (OPM) and the Office of Management and Budget (OMB), HRD piloted an applicant flow data system in August 2005. It was fully deployed in November 2005. This system will provide all applicants the opportunity to report race, national origin (RNO) and disability information via an electronic application process available on the internet. In conjunction with the Plan, the new applicant flow data system will assist WHS and its serviced-components with diversity identification and employment progress.       The newly deployed applicant flow data system has the capability to collect the recently designated RNO categories—Native Hawaiian or Other Pacific Islander and Two or More Races. However, the agency has elected to wait until the National Security Personnel System (NSPS) is implemented to conduct the resurvey via “electronic system” which will allow employees to access their personnel files to verify whether their RNO and disability elections are accurate. The NSPS is the new Department of Defense’s (DoD) personnel management system intended to improve the method by which the organization hires, compensates and rewards employees. It is scheduled to be deployed in October 2006.      Of significance, during this reporting period, was the participation of 182 employees in career development and/or individual training courses. Of the 182 employees who participated in training, 52.2% (95) were minorities and/or White females. Other notable accomplishments included, the publication of a Diversity Dialogue by WHS, HRD, Equal Employment Opportunity Programs Division (EEOPD); the selection of one Asian female and one Asian male in the OSD, WHS’ Presidential Management Fellows Program; the hiring of 14 interns—five Hispanics, four African Americans and five Native Americans; and the participation of two African Americans in the Minority Institute Faculty Fellows Program during the summer.       During FY 2005, the Collaborative Resolution Program (CRP) had significant accomplishments. For instance, the number of cases increased significantly from 6 to 12 (100%); seven (58%) were resolved.  Of the 12, eight were EEO-related.  Of these eight, four (50%) were resolved and saved the agency $56,000 by avoiding formal administrative processes (see attachment 2). The CRP processing time improved considerably, from 36 to 18 days (50%). More importantly, the agency published its first CRP Administrative Instruction (AI) 106. Through its agency-wide publication, marketing initiative and training, this AI will ensure a more dynamic and robust program to resolve workplace disputes at the lowest level.(continued on page 2)
	End Coverage Year: 2005
	Title: Office of the Secretary of Defense/Washington Headquarters Services (WHS) and WHS-serviced organizations
	Text2:       An Analysis of Table A1—Total Workforce (6,140) revealed a net increase of 7.3% (420 employees) for FY 2005. Except for American Indian/Alaskan Native males, whose representation remained unchanged (23 or .4%), White females and all targeted minority groups showed population increases in FY 2005.  Specifically, the greatest net increases occurred in American Indian/Alaskan Native females (from 3 to 7 or 133%); Hispanics, as a whole (from 173 to 196 or 13%); and Asian Americans, as a whole (from 163 to 182 or 12%). However, this Table further revealed that White females and all minority groups, except for African Americans, continue to remain below their respective national civilian labor force (CLF) indicators.        Table A3-1—Occupational Groups showed that employees populated the “Officials and Managers” category at a rate of (2306 or 41.7%). Minorities (male and female) at the senior grade level (GS-15 and above) within this category represented 9.3%. White females represented 27.3%. With the exception of American Indian/Alaskan Native males, White females and all other targeted groups (male and female) remain below their respective national CLF indicators.     Tables A4-1 and A4-2—Grade Levels (Permanent and Temporary Workforce) revealed that at the senior levels (15 and above), White females and minorities (male and female) continued to remain below their national CLF participation rates.  In an effort to address this shortfall, the Under Secretary of Defense (Personnel & Readiness) established a Diversity Work Group. The group analyzed military and civilian data to assess senior level positions in an effort to create pipelines available for future career progression at the senior levels. The WHS, HRD, EEOPD, will manage and monitor progress, communicate findings to senior management, identify barriers with action plans, and provide EEO-related training to the managerial staff and the senior leadership.        A review and analysis of Tables B1 – B14 (disability employment data) highlights the need for leadership attention and more aggressive recruitment in the hiring and development of people with disabilities in general, and in particular of people with targeted disabilities. The Federal goal for targeted disability is 2.27%. Overall, WHS at .7% fails to meet this goal.


