EEOC Form

U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

MD-715 — FY22 Part H APF
Agency EEO Plan to Attain the Essential Elements of a Model EEO

Program

Please describe the status of each plan that the agency has implemented to correct deficiencies in the EEQ

program.

le the agency did not address any deficiencies during the reporting period, please check the box.

Statement of Model Program Essential Element Deficiency

Type of Program
Deficiency

Brief Description of Program Deficiency

A.3 - The agency assesses
and ensures EEO principles
are part of its culture

The command does not provide recegnition to employees,
supervisors, managers, and units demonstrating superior
accomplishment in equal employment opportunity? [see 29 CFR §

1614.102(a) (9)]

Objective(s) and Dates for EEQ Plan

Modified Date
Date Initiated Objective Target Date Date Completed
{mm/idd/yyyy} {mm/ddlyyyy) (mmiddlyyyy) (mmiddfyyyy)
Recognize
10/01/2021 superior 09/30/2022

accomplishment
in EEO

Responsible Official(s)




Title

Name

Performance Standards
Address the Plan?
(Yes or No)

Capital Region
MARCORSYSCOM

Director Human Capital Management
TECOM

Dep AC/S,G1

Program Analyst

Quantico

Commanding Officer
Headquarters

Staff Director of the Marine Corps
Director of Administration and
Resource Management

Shelia Johnson

Jeffrey Wolf
Steeve Jeanlouis

Colonel Michael Brooks

General G P Qlsen
Steven Grozinski

Deputy Equal Employment Penny Thomison
Opportunity Officer

MCI East

Chief of Staff Colonel Michael Jernigan
Deputy Director EEQ Anita Carse

Assistant Chief of Staff G-1 John Armour

Human Resources Director

Kristal Humphrey

Tri-Command

§-1 Officer/G-1 Officer

S-4 Officer/G-4 Officer

$-6 Officer/G-6 Officer
Comptroller

Provost Marshaill

Fire Chief

3/5/7 Program Manager
MCCS Director (APF Employess)
Special Emphasis Program
Managers

Randy Thomas/Eric Porter

Stephen Smith/William Tate

Capt Alex Djahankhan/Robert Weyant
John Bergeron/Keith Bass

Major Adam L. McKillop/Both Bases
Darran Vaughn/John Powsll

Troy Ward

John Snider

Various Members

MCI West

Deputy Director, EEQ
Miramar

Human Resources Director
Chief of StafffExecutive Office
Camp Pendleton

Human Resources Director
Chief of Staff/Executive Office

Dan Grissom

Kathleen Keelan
LtCol Andrew Norris

Gwenette Joseph
Colonel Richard Anderson

MCI PAC




Performance Standards

Title Name Address the Plan?
{Yes or No)
MCLB Albany
Planned Activities Toward Completion of Objective
Suffici
ent
Target Fundin
. Completion
Date - & Modified Date
Planned Activities Date
(mm‘:;l)diyy St;f;ln {mmiddiyyyy) (mmidd/ )
{Yes or
No)
Capital Region Ptanned Activities
Define what superior
accomplishments means and
how they can be recognized.
03/30/2022 {(MARCORSYSCOM,
TECOM,
Quantico,
Headquarters)
06/30/2022 Solicit commands to identify
eligible employees based on
the established guidance.
Track recognized employees.
{(MARCORSYSCOM,
TECOM,
Guantico,
Headquarters)
09/30/2022 Review and update

guidance for effectiveness
{MARCORSYSCOM,




Suffici

demonstrating superior

accomplishment in EEO

principles in the strategic
plan

ent
Target Fundin .
Completion
Date g& Modified Date
Planned Activities Date
(mm/ddlyy Staffin {(mmidd/yyyy) (mmiddlyyyy)
¥y) g?
(Yes or
No)
TECOM, Quantico,
Headquarters
Tri — Command Planned Activities
Meet with the responsible
09/30/2022 management officials on
the awards program Yes
Draft a position
management paper on the
09/302022 elements of the awards Yes
program
Convene the Special
Emphasis Program
09/30/2022 Committee to review the Yes
nominees and make
recommendations
MCI East Planned Activities
Address recognition to
employees, supervisors,
managers, and units
09/30/2022

MCI West Planned Activities

No plan was submitted for Barstow or Yuma




Suffici

ent
Target Fundin
Completion
Date . & Modified Date
Planned Activities Date
{mm/ddlyy Staffin {mm/ddiyyyy)}
W) g? (mm/ddiyyyy)
(Yes or
No)
09/30/2022 Collaborate with the HROs to

determine if any EEO or
disability awards are
mentioned in installation
award orders,

MCLB Albany Planned Activities

No plan was submitted waiver new DDEEO

MC1 PAC Planned Activities

No plan was submitted waiver new DDEEC

Report of Accomplishments

Fiscal Year

Accomplishments

FY 2022




EEQC Form

U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

MD-715 — FY22 Part H APF
Agency EEO Plan to Attain the Essential Elements of a Model EEQ
Program

Please describe the status of each plan that the agency has implemented to correct deficiencies in the EEQ

program.

le the agency did not address any deficiencies during the reporting period, please check the box.

Statement of Model Program Essential Element Deficiency

Type of Program Brief Description of Program Deficiency

Deficiency
Pursuant to 29 CFR §1614.102(a)(1),
= The command has not allocated sufficient funding and qualified
staffing to successfully implement the EEQ program, for the
following areas: To conduct a self-assessment of the command
for possible program deficiencies? [see MD-715, I{D)]
¢ The command has not allocated sufficient funding and qualified
B.4 - The agency has staffing to successfully implement the EEQ program, for the
sufficient budget and following areas: To effectively administer its special emphasis
staffing to support the programs (such as, Federal Women's Program, Hispanic
success of its EEO Employment Program, and People with Disabilities Program
program Manager)? [5 USC § 7201; 38 USC § 4214; 5 CFR § 720.204; 5

CFR § 213.3102(t) and {u); 5 CFR § 315.709]

= The command has not allocated sufficient funding and qualified
staffing to successfully implement the EEO program, for the
following areas: To effectively manage its reasonable
accommodation program? [see 29 CFR § 1614.203(d)(4)(ii)]

Objective(s) and Dates for EEQ Plan




. Modified Date
Date Initiated Objective Target Date Date Completed
(mm/ddlyyyy) Ll 4 7)) (mm/ddiyyyy) (mmiddiyyyy)
Allocate the
necessary
resources
10/01/2021 neadad to 09/30/2022
implement the
EEO programs
Responsible Official(s)
Performance
Standards
Title Name Address the
Plan?
(Yes or No})
Capital Region
MARCORSYSCOM Sheila Johnson

Birector Human Capital Management
JECOM

Dep AC/S,G1

Program Analyst

Quantico

Commanding Officer

Headquarters

Staff Director of the Marine Corps
Director of Administration and Resource
Management

Deputy Equal Employment Opportunity
Officer

Jeffrey Wolf
Steeve Jeanlouis

Colonel Michael Brooks
Major General G.P. Olsen
Mr. Steven M. Grozinski

Ms. Penny Thomison

MCI East

Chief of Staff

Deputy Director EEQ
Assistant Chief of Staff G1
Human Resources Director

Colonel Michae! Jemigan
Anita Carse

John Armour

Kristal Humphrey

Tri-Command
MCAS

Deputy Director EEQ
EEO Specialist

HRO Director

S-6 Officer

Cynthia Golson
Tamara McMillan
Cicely Dawson

Capt Alex Djahankhah
Bruce Green




Title

Name

Performance
Standards
Address the
Plan?
{Yes or No)

Deputy Director of ATC Operations
Deputy Public Works Officer

Fire Chief

Supervisory Police Officer

Federal Womens Program Manager
Black Employment Manager

Hispanic Program Manager

Native American/Alaskan Native Program
Manager

Asian/ Pacific Islander Program Manager
Disability Program Manager

MCRD

Deputy Director EEO

EEO Specialist

HRO Director

Supv Financial Management Specialist
Supv Information Technology Specialist
Fire Chief

Supv Facilities Operations Specialist
Supv Equipment Specialist

Federal Womens Program Manager
Black Employment Manager

Hispanic Program Manager

Native American/Alaskan Native Program
Manager

Asian/Pacific Islander Program Manager
Disability Program Manager

Lothar Hofmann Jr
Darran Vaughn
Jeffrey McKarmey
Kimberly Fleming
Odell Joiner
Tyronne Kinsey |ll
David Callaway

Stephen Smith
Ronald Lanoie

Cynthia Golson
Tamara McMillan
Cicely Dawson
Rose M. Carey
Robert Weyant

John Powell (Acting)
John Walsh

Louis Compion
Renee Hendershot
Melvin Bobian
Vacant

Vacant

Michael Kaneshige
Vacant

MCI West

Deputy Director, EEQ

MCRD

Human Resources Director
Chief of StafffExecutive Officer
Miramar

Human Resources Director
Chief of Staff/Executive Officer
Camp Pendleton

Human Resources Director
Chief of Staff/Executive Officer
29 Paims

Human Resources Director
Chief of Staff/Executive Officer
Yuma and Barstow

No Response

Dan Grissom

Lesa Jones
Colone! Edward Sullivan

Kathleen Keelan
LtCol Andrew Norris

Gwenette Joseph
Colonel Richard Anderson

Kimberly Martinez
Colonei David Suggs

MCLB Albany




Title

Name

Performance
Standards
Address the
Plan?
(Yes or No)

MCI PAC

Planned Activities Toward Completion of Objective

Target Date
(mmidd/yyyy)

Planned Activities

Sufficient

Funding &

Staffing?
(Yes or No}

Maodified
Date
{mm/dd/yy

yy)

Completion
Date

{(mmiddiyyyy)

Capital Region Planned Activities

12/30/2021

Consult with senior
leadership to address the
lack of sufficient funding
(MARCORSYSCOM,TECOM
, Headquarters)

Meet with EEO to discuss
local requirements (Quantico)

03/30/2022

Consolidate and get approval
(MARCORSYSCOM,
TECOM, Headquarters)

Research what training
options are available
{Quantico)

06/30/2022

Implement ideas
(MARCORSYSCOM,
TECOM, Headquarters)

Consolidate and present
to leadership (Quantico)

09/30/2022

Analyze process for success
(MARCORSYSCOM,
TECOM, Headquarters)




Sufficient Modified .
: Completion
Target Date I Funding & Date
(mmiddiyyyy) LR SO Staffing? (mm/ddiyy (mmm‘f ;
(Yes or No) vy} yyyy
Evaluate
Effectiveness (Quantico)
Tri - Command’s Ptanned Activities
Provide adequate staffing Funding - Yes
to assist the barrier
09/30/2022 analysis committee with Staffing - No
conducting a barrier
analysis
Begin the process of Funding — No
barrier analysis with the
09/30/2022 full committees. (MCAS Staffing - Yes
and MCRD)
09/30/2022 Recruit. the vacant Special Funding - No
Emphasis Program Manager
POSitionS Stafﬁng - Yes
MCI East Planned Activities
09/30/2022 Acquire the resources No
needed to manage the EEQ
program and train EEO staff
to enable the command to
successfully implement the
EEO program to conduct
thorough barrier analysis of
its workforce, self-
assessment of the command
for possible program
deficiencies.
MCI| West Planned Activities
No plan was submitted for Barstow or Yuma
09/30/2022

Collaboration between EEQ No
and HR to determine if a desk




Target Date
{mm/ddiyyyy)

Planned Activities

Sufficient Modified

Funding & Date
Staffing? {mm/ddiyy
(Yes or No) vy)

Completion
Date

{mm/ddlyyyy)

audit can be completed for
the EEQ Office.

MCLB Albany Planned Activities

No plan was submitted waiver new DDEEQ

MCI PAC Planned Activities
No plan was submitted waiver new DDEEO

Report of Accomplishments

Fiscal Year

Accomplishments

FY 2022




EEOC Form
U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

MD-715 —FY22 Part H APF
Agency EEO Plan to Attain the Essential Elements of a Model EEO
Program

Please describe the status of each plan that the agency has implemented to correct deficiencies in the EEOQ

program,

I:Ilf the agency did not address any deficiencies during the reporting period, please check the box.

Statement of Model Program Essential Element Deficiency

Type of Program Deficiency Brief Description of Program Deficiency

Pursuant to 29 CFR § 1614.102(a)(5),

"= Managers and supervisors have not received training
on their responsibilities under the following areas under
the command EEC program: EEO Complaint
Process? [see MD-715(11)(B)].

e Managers and supervisors have not received training
on their responsibilities under the following areas under
the command EEO program: Reasonable
Accommodation Procedures? [see 20 C.F.R. §

B.5 - The agency recruits, hires, 1614.102(d)}3)}

develops, and retains

supervisors and managers who

have effective managerial, e Managers and supervisors have not received training
cemmunications, and on their responsibilities under the foliowing areas under
interpersonal skills, the command EEO program: Supervisory, managerial,

communication, and interpersonal skills in order to
supervise most effectively in a workplace with diverse
employees and avoid disputes arising from ineffective
communications? [see MD-715, II(B)].

* Managers and supervisors have not received training
on their responsibilities under the following areas under
the command EEO program: ADR, with emphasis on
the federal government's interest in encouraging
mutual resolution of disputes and the benefits
associated with utilizing ADR? [see MD-715(1)(E)).




Objective(s) and Dates for EEO Plan

Date Initiated
(mmidd/yyyy)

Objective

Target Date
{mm/ddlyyyy)

Modified
Date
(mmidd/yyyy)

Date
Completed
(mmiddlyyyy)

To ensure that
all Managers
and Supervisors
are trained on
their
responsibilities
toward the EEQ
Program. In
light of the
COVID-19
pandemic this
has been
challenging,
however will
attempt to
utilize other
methods to
achieve these
goals.

10/01/2021 09/30/2022

Responsible Official(s)

Performance
Standards
Address the
Plan?
(Yes or No)

Title Name

Capital Region
MARCORSYSCOM

Director Human Capital Management
TECOM

Dep AC/S,G1

Program Analyst

Quantico

Commanding Officer

Headquarters
Staff Director of the Marine Corps

Sheila Johnson

Jeffrey Wolf
Steeve Jeanlouis

Colonel Michael Brooks

Major General G.P. QOlsen




Title

Name

Performance
Standards
Address the
Plan?
{Yes or No)

Director of Administration and Resource
Management

Deputy Equal Employment Opportunity
Officer

Steven M. Grozinski

Penny Thomison

MCI East

Chief of Staff

Deputy Director EEO
Assistant Chief of Staff G-1
Human Resources Director

Colonel Michael Jernigan
Anita Carse

John Armour

Kristal Humphrey

Tri-Command
Deputy Director EEQ
EEO Specialist

Cynthia Golson
Tamara McMillan
Cicely Dawson
Bertram Merchant

Juan Allen
MCi West
Deputy Director, EEO Dan Grissom
MCRD
Human Resource Director Lesa Jones

Chief of Staff/fExecutive Officer
Miramar

Human Resource Director
Chief of Staff/Executive Officer
Camp Pendleton

Human Resources Director
Chief of StaffifExecutive Officer
29 Palms

Human Resources Director
Chief of Staff/Executive Officer
Barstow and Yuma

No Response

Colonel Edward Sullivan

Kathleen Keelan
LtCol Andrew Norris

Gwenette Joseph
Colonel Richard Anderson

Kimbery Martinez
Colonel David Suggs

MCAS Cherry Point
Training Specialist
Deputy Director EEO

Carrie Ulery
Lindsay Smith

MCI PAC




Performance
Standards
Title Name Address the
Plan?
{Yes or No)
MCLB Albany
Planned Activities Toward Completion of Objective
Sufficient Modified .
Completion
Target Date . Funding & Date
(mmiddiyyyy) e e Staffing? (mmiddiyyy (mmf(""gf )
(Yes or No) y) vy
Capital Region Planned Activities
Consult with EEO training
program manager to

brainstorm ideas on how to

ensure all Managers and
12/30/2021 Supervisors are trained

(MARCORSYSCOM,TECOM,
Headquarters)

03/30/2022 Consolidate and get approval

(MARCORSYSCOM,TECOM,

Headquarters)
Implement ideas

06/30/2022 (MARCORSYSCOM,TECOM,

Headquarters)




Sufficient Modified
(Tar’g:; ’Date) Planned Activities Fsu n:lf!ng:‘ ( DI:::, corgzltz“on
mmiad/yyyy taffing mm/dd/yyy
{Yes or No) y) (mmiddiyyyy)
09/30/2022 Analyze process for success
(MARCORSYSCOM,TECOM,
Headquarters)
09/30/2022 Ensure that all
managers/supervisors of
civilians are notified of the
mandatory training, dates,
courses and forms of training
available to complete this
task.(Quantico)
Tri - Command Planned Activities
Conduct training for Funding — Yes
supervisors and managers on
their EEO responsibilities Staffing - Yes
00/30/2022 pertaining to supervisory
competencies, Complaints
Processing, ADR and
Reasonable Accommodation.
MCI East Planned Activities
Creatively develop interactive
virtual training for managers
gz and supervisors in light of the
COVID-19 pandemic
MCI West Planned Activities
No plan was submitted for Barstow or Yuma
9/30/2022 Work with the various Training Yes

Departments to obtain
completed EEO training records
for each installation to allow us
to encourage further
participation of supervisors and
managers.




Sufficient

Modified
Date

Completion
Date

Target Date
(mmiddiyyyy)

Planned Activities

Funding &
Staffing?
(Yes or No}

Yes

{mm/dd/yyy
y)

{mm/ddiyyyy)

9/30/2022

Create a training folder in the

EEQ SharePoint to address this

required training and where it
can be taken.

MCAS Cherry Point Planned Activities

12/31/2022

identify those Managers &
Supervisors who have not
met requirements for EEQ,

RA, & ADR supervisory
training. Send out a
request of compliance of
training to be complete by
15 Dec 2021 to those who
have not completed DON
EEO Training in TWMS-
6148600. Also send out a
reminder of RA training for
supervisors offered on 18
Nov 2021

03/30/2022

Provide Supervisory and
RA Training

06/30/2022

Continue to monitor and
identify Mgrs/Supv who

for EEO, RA, ADR

achieve the training via

have not met requirements

supervisory training. Send
out a reminder on how to

TWMS or in-seat training.

09/30/2022

Continue to Identify,

Supervisors.

Monitor, and Remind
those managers and
supervisors who are have
not met the requirements
for EEQ, RA, ADR for




Target Date
{mm/ddiyyyy)

Planned Activities

Sufficient Modified
Funding & Date

Staffing? (mmidd/yyy
{Yes or No) y)

Completion
Date
{mm/ddiyyyy)

MCI PAC Planned Activities

No plan was submitted waiver new DDEEQ

MCLB Albany Planned Activities

No plan was submitted waiver new DDEEO

Report of Accomplishments

Fiscal Year

Accomplishments

FY 2022




EEOC Form

U.S. Equal Employment Oppartunity Commission

FEDERAL AGENCY ANNUAL EEOQ PROGRAM STATUS REPORT

MD-715 —FY22 Part H APF
Agency EEO Plan to Attain the Essential Elements of a Model EEO
Program

Please describe the status of each plan that the agency has implemented to correct deficiencies in the EEQ

program.

le the agency did not address any deficiencies during the reporting period, please check the box.

Statement of Model Program Essential Element Deficiency

Type of Program Deficiency Brief Description of Program Deficiency

= Senior managers do not get involved in the
implementation of Special Emphasis Programs? [see
MD-715 Instructions, Sec. 1]

*  Senior managers do not participate in the barrier
analysis process? [see MD-715 Instructions, Sec. ]

B.6 - The agency involves

managers in the
implerglentation of its EEO e When barriers are identified, Senior managers do not

pragram. assist in developing command EEO action plans (Part |,
Part J, or the Executive Summary)? [see MD-715
Instructions, Sec. ]

Senior managers do not successfully implement EEQ Action
Plans and incorporate the EEO Action Plan Objectives into
command strategic plans? [29 CFR § 1614.102(a){5)]

Objective(s) and Dates for EEO Plan




Modified Date
Date Initiated . Target Date
Objective Dat C |
(mmiddiyyyy) / (mmiddlyyyy) _— e f‘y::y)
Involve
appropriate
Senior Leaders
10/01/2021 in the execution 09/30/2022
of the EEO
program.
Responsible Official(s)
Performance
Standards
Title Name Address the
Plan?
(Yes or No)

Capital Region
MARCORSYSCOM

Director Human Capital Management
TECOM

Dep AC/S,G1

Pragram Analyst

Quantico

Commanding Officer

Headquarters

Staff Director of the Marine Corps
Director of Administration and Resource

Sheila Johnson

Jeffrey Wolf
Steeve Jeanlouis

Colonel Michael Brooks
General G P Olsen

Steven Grozinski

Management Penny Thomison

Deputy Equal Employment Opportunity

Officer

MCI East No
Chief of Staff Ml East Yes
Deputy Director EEQ gh'ef of[ﬁ;(;fft r EEO No
Assistant Chief of Staff G-1 R et Yes

Human Resources Director

Assistant Chief of Staff G-1
Human Resources Director

Tri-Command

-MCAS

S-6 Officer

Deputy Director of ATC Operations
Deputy Public Works Officer

Capt Alex Djahankhah
Bruce Green

Lothar Hofmann Jr
Darran Vaughn




Performance

Standards
Titte Name Address the
Plan?
{Yes or No)
Fire Chief Jeffrey McKamey
Supervisory Police Officer
-MCRD
Fire Chief John Powell {Acting)

Supv IT Specialist

Supv Financial Management Specialist
Supv Facilities Operations Specialist
Supv Equipment Specialist

Deputy Director of EEQ
EEO Specialist
Special Emphasis Program Managers

Robert Weyant
Rose M. Carey
John Walsh

Louis Compion

Cynthia Golson
Tamara McMillan
6 Program Managers

MCI| West

Deputy Director, EEO

MCRD

Human Resources Director
Chief of StafffExecutive Officer
Miramar

Human Resources Director
Chief of Staff/Executive Officer
Camp Pendleton

Human Resources Director
Chief of StafflExecutive Officer
29 Palms

Human Resources Director
Chief of StafffExecutive Officer
Barstow and Yuma

No Response

Dan Grissom

Lesa Jones
Colonel Edward Sullivan

Kathleen Keelan
LtCol Andrew Norris

Gwenette Joseph
Colonel Richard Anderson

Kimberly Martinez
Colonel David Suggs

MCAS Cherry Point
Executive Officer

Deputy Director EEQ fi?\t:s\:;og;r?\::h
MCi PAC

MCLB Albany




Planned Activities Toward Completion of Objective

Target Date
(mm/dd/yyyy}

Sufficient
Funding &
Planned Activities Staffing?
{(Yes or
No)

Modified
Date
(mm/ddiyyy

y)

Completion
Date
{mm/idd/yyyy
)

Capital Region Planned Activities

12/30/2021

Consult with mid-level
management to brainstorm
ideas on how to involve
senior management
{MARCORSYSCOM,TECOM

Quantico, Headquarters)
Search for free training

options
(Quantico)

03/30/2022

Consolidate and get approval
{(MARCORSYSCOM,TECOM
, Quantico, Headquarters)

06/30/2022

Implement ideas
{MARCORSYSCOM,
TECOM, Quantico,
Headquarters)

09/30/2022

Analyze process for success
{(MARCORSYSCOM,
TECOM, Quantico,
Headquarters)

Tri — Command's Planned Activities

09/30/2022

Train the senior managers Funding — Yes
on how to conduct a
barrier analysis Staffing - No

09/30/2022

Engage the senior Funding - Yes
managers in assisting with
the barrier analysis Staffing - No




Target Date
{(mm/ddiyyyy)

Planned Activities

Sufficient
Funding &
Staffing?
(Yes or
No)

Modified
Date
(mmiddiyyy
y)

Completion
Date
(mm/dd/yyyy
)

process (MCAS and
MCRD)

09/30/2022

Train the special emphasis
program managers in the
barrier analysis process

Funding — Yes
Staffing - No

MCI East Planned Activities

09/30/2022

The special emphasis
programs is coordinate and
executed by MCI EAST Equal
Opportunity Advisor;
supported by the EEO office
and senior management,
Meet with key personnel, led
by DDEEO to review
deficiency, barrier analysis
processes, requirement and
discuss potential courses of
actions/plans to address and
correct noted deficiency

MCI West Planned Activities

No plan submitted for Barstow or Yuma

09/20/2022

No

Communicate with the HRO's
to determine how we can
incorporate the EEQ action
plan objectives into the
installation strategic plans.

MCAS Cherry Point Planned Activities

12/31/2021

Identify personnel and ensure
they have the competencies
to serve as Special Emphasis
Program Managers.




Sufficient

. Modified Completion
Funding &
Target Date o Date Date
(mmiddiyyyy) Planned Activities S(t‘."a;f‘sm(g’? (mmiddlyyy (mmiddlyyyy
No) y) )
03/31/2022 Conduct Barrier Apalysis
Training to Team Members
06/30/2022 Identify Special Emphasis
Program Managers and
Barrier Analysis Team
Members. Select and issue
appointment letter.
09/30/2022

Conduct Barrier Analysis
Training, participate in the
Barrier Analysis process
Team Members assist in
developing Command Action
Plan(s). Identify and submit
budget for FY23 to include
Special Emphasis Program
Managers Course and EEQC
or equivalent Barrier Analysis

training

MCI PAC Planned Activities

No plan submitted waiver new DDEEQO

MCLB Albany Planned Activities
No plan was submitted waiver new DDEEQ

Report of Accomplishments

Fiscal Year

Accomplishments

FY 2022




EEQC Form

U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEQ PROGRAM STATUS REPORT

MD-715 — FY22 Part H APF
Agency EEOQ Plan to Attain the Essential Elements of a Model EEQ
Program

Please describe the status of each plan that the agency has implemented to correct deficiencies in the EEQ

program.

le the agency did not address any deficiencies during the reporting period, please check the box.

Statement of Model Program Essential Element Deficiency

Type of Program Deficiency Brief Description of Program Deficiency

The command has not been able to process all
g accommodation requests within the time frame set forth in
gfgcegﬂfezggn;z:::ti?lt?:::ge; its reasonable accommodation procedures? [see MD-715,

EEO discrimination. I(cH

Objective(s) and Dates for EEO Plan

Madified Date

Date Initiated
{mm/dd/yyyy)

Objective

Target Date
(mm/dd/yyyy)

Date
(mm/ddlyyyy)

Completed
{mm/ddlyyyy)

10/01/2021

To process
Reasonable
Accommeodation
within
compliance
accordingly

09/30/2022




Responsible Official(s)

Performance
Standards
Title Name Address the
Plan?
(Yes or No)
Capital Region
MARCORSYSCOM
Director Human Capital Management Shelia Johnson
TECOM
Dep AC/S,G1 Jeffrey Wolf
Program Analyst Steeve Jeanlouis
Quantico
Commanding Officer Colonel Michael Brooks
Headquarters
Staff Director of the Marine Corps General G. P Qlsen
Director of Administration and Resource Steven Grozinski
Management
Deputy Equal Employment Opportunity Penny Thomison
Officer
MCI| West
Deputy Director, EEQ Dan Grissom
Camp Pendleton
Human Resources Director Gwenette Jospeh
Chief of Staff/Executive Officer Colonel Richard Anderson
29 Palms
Human Resources Director Kimberly Martinez
Chief of Staff/Executive Officer Colonel David Suggs
Yuma and Barstow
No Response
Tri-Command
Reasonable Accommodation POC Tamara McMillan Yes
Human Resources Director Cicely Dawson Yes
Supervisors and Managers Various Yes

MCI PAC

MCLB Albany




Planned Activities Toward Completion of Objective

Sufficient
Target Date Funding & M%daltﬂ:d Completion
Planned Activities Staffing? Date
(mm/dd/yyyy) (Yes or (mmid)diyyy {mm/ddiyyyy)
No) y
Capital Region Planned Activities
Continuously evaluate the RA
process for effectiveness and
make adjustments
09/30/2022 accordingly
{(MARCORSYSCOM,TECOM
, Quantico, Headquarters)
Tri - Command Planned Activities
Continue to process Funding — Yes
reasonable
09/30/2022 accommodation requests Staffing - No
within the required
timeframe
Train new civilian and Funding - Yes
military managers in the
09/30/2022 process of reasonable Staffing - No
accommodation
MCI West Planned Activities
No plan was submitted for Barstow or Yuma
Conduct RA training for Yes
supervisors and managers
09/30/2022 to discuss timeliness and
processing.
09/30/2022 Collaborate with the HR Yes

Training Department to
determine if any RA trainings
for RA are online and if not,
how we might be able to
upload our training slides.




Target Date
(mmidd/yyyy)

Planned Activities

Sufficient

: Modified
anangd | VEe? | conptto
(Yes = ('"m’:f"m (mmiddlyyyy)
[v]

MCI PAC Planned Activities

No plan was submitted waiver new DDEEO

MCLB Albany Planned Activities

No plan was submitted waiver new DDEEO

Report of Accomplishments

Fisca! Year

Accomplishments

FY 2022




EEOC Form

U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

MD-715 — FY22 Part H APF
Agency EEO Plan to Attain the Essential Elements of a Model EEQ
Program

Please describe the status of each plan that the agency has implemented to correct deficiencies in the EEQ

program.

I:]If the agency did not address any deficiencies during the reporting period, please check the box.

Statement of Model Program Essential Element Deficiency

Type of Program

Deficlency Brief Dascription of Program Deficiency

e The command has not been able to regularly use the
following sources of information for trigger identification:
workforce data; complaint/grievance data; exit surveys;
employee climate surveys; focus groups; affinity groups;
union; program evaluations; special emphasis programs;
reasonable accommodation program; anti-harassment
program, and/or external special interest groups? [see MD-
715 Instructions, Sec. 1]

D.1 - The agency
conducts a reasonable
assessment to monitor
progress towards
achieving equal
employment opportunity

throughout the year. » The command has not been able to conduct exit interviews

or surveys that include questions on how the command
could improve the recruitment, hiring, inclusion, retention
and advancement of individuals with disabilities? [see 29
CFR 1614.203(d){1)(iii)(C))

Obijective(s) and Dates for EEO Plan




Date
Date Initiated Target Date
Objective Completed
(mmidd/yyyy) (mmiddlyyyy) {mm/ddlyyyy) (mmld?llyyyy)
For the
command to be
able to review
sources of
10/01/2021 information that 09/30/2022
would assist the
EEO program in
identifying
triggers.
Responsible Official(s)
Performance
Standards
Title Name Address the
Plan?
(Yes or No)
Capital Region
MARCORSYSCOM
Director Human Capital Management Shelia Johnson
TECOM
Dep AC/S,G1 Jeffrey Wolf
Program Analyst Steeve Jeanlouis
Quantico

Commanding Officer

Headguarters

Staff Director of the Marine Corps
Director of Administration and Resource
Management

Deputy Equal Emptoyment Opportunity
Officer

Colonel Michael Brooks

General G P Olsen
Steven Grozinski

Penny Thomison

MCI West

Deputy Director, EEO

MCRD

Human Resources Director
Chief of Staff/Executive Officer
Camp Pendleton

Human Resources Director
Chief of Staff/Executive Officer

Dan Grissom

Lesa Jones
Colonel Edward Sullivan

Gwenette Joseph
Colonel Richard Anderson




Performance

Standards
Title Name Address the
Plan?
(Yes or No)
Barstow and Yuma
No Response
Tri-Command .
e Cynthia Golson Yes
gz%ugpgg; (f}ts()tr of EEO Tamar% McMillan Yes
. Cicely Dawson Yes

Human Resources Director ’ .

: : Special Emphasis Program Yes
Special Emphasis Program Managers Managers No
MCAS Cherry Point
Deputy Director EEQ Lindsay Smith
Civilian Manpower Officer Pamela Walker
MCI PAC
MCLB Albany

Planned Activities Toward Completion of Objective
Target Sufficient Funding Modifled Completi
Date A & Staffing? Date on Date
(mmiddly e (Ves or No} (mmiddiyy (mm/ddly
yyy) yy) yyy)
Capital Region Planned Activities
Inconclusive response
09/30/2022 submitted

(MARCORSYSCOM)




Target
Date
(mm/idd/y

yyy)

Planned Activities

Sufficient Funding
& Staffing?
(Yes or No)

Modified
Date
{mm/ddlyy
yy)

Completi
on Date
{mm/ddly

yyy)

12/30/2021

Research accessibility
avenues for various
data sources. (TECOM,
Quantico,
Headquarters)

03/30/2022

Establish and
implement exit survey
process (TECOM,
Headquarters)

Identify what data
resources are available
for analysis {Quantico)

06/30/2022

Perform trigger analysis on
obtained data
sources.(TECOM,
Quantico, Headquarters)

09/30/2022

Further research validated
triggers for inclusion in
barrier analysis (TECOM,
Quantico, Headquarters)

Tri - Command Planned Activities

09/30/2022

The command will use
various sources of
information to identify
triggers.

Funding — Yes
Staffing - No

09/30/2022

If triggers are identified,
review the sources to
determine if barriers

exist.

Funding - Yes
Staffing - No




Target
Date
{mm/dd/y
yyy)

Sufficient Funding
& Staffing?
(Yes or No)

Modified
Date
(mm/ddlyy
yy)

Planned Activities

Completi
on Date

(mm/dd/y
yyy}

MCI West Planned Activities

No plan was submitted for Barstow or Yuma

09/30/2022

Obtain and review exit
surveys to determine if
an opportunity to
include questions
related to the
recruitment/hiring/retenti
on and advancement of
individuals with a
disability can be
included.

Yes

9/30/2022

Review complaints data to
determine if there are any
triggers (e.g. higher
number of complaints
related to non-selection).

Yes

MCAS Cherry Point Planned Activities

12/31/2021

Develop exit survey and
submit for approval. Air
Station Order 12000.1:
Civilian Employee Check-
in and Check —out
Requirement

03/30/2022

Gain approval and post Air
Station Order 12000.1:
Civilian Employee Check-
in and Check —out
Requirement

06/30/2022

09/30/2022

Track and compite
information from exit
surveys.

Use data from exit survey
during the Barrier Analysis
process.




Target
Date
{mm/ddly

yyy)

Planned Activities

Sufficient Funding Modified
& Staffing? Date
(Yes or No) {mm/dd/yy

yy)

Completi
on Date
{mm/ddly

yyy)

MCI PAC Planned Activities

No plan was submitted waiver new DDEEQ

MCLB Albany Planned Activities

No plan was submitted waiver new DDEEQ

Report of Accomplishments

Fiscal Year

Accomplishments

FY 2022




FEDERAL AGENCY ANNUAL EEQ PROGRAM STATUS REPORT

EECC Form

U.S. Equal Employment Opportunity Commission

MD-715 —FY22 Part H APF
Agency EEO Plan to Attain the Essential Elements of a Model EEQ

Program

Please describe the status of each plan that the agency has implemented to correct deficiencies in the EEQ

program.

le the agency did not address any deficiencies during the reporting period, please check the box.

Statement of Model Program Essential Element Deficiency

Type of Program
Deficiency

Brief Description of Program Deficiency

D.2 - The agency
identifies areas where
barriers may exclude
EEO groups
(reasonable basis to
act.)

The command does not regularly examine the impact of
management/personnel policies, procedures, and practices by
race, national origin, sex, and disability? [see 29 CFR

§1614.102(a)(3)]

The command does not regularly review the following sources of
information to find barriers: complaint/grievance data, exit
surveys, employee climate surveys, focus groups, affinity groups,
union, program evaluations, anti-harassment program, special
emphasis programs, reasonable accommodation program; anti-
harassment program; andfor external special interest groups?
[see MD-715 Instructions, Sec. I]

Objective(s} and Dates for EEO Plan

Modified Date
Date Initiated Target Date
Ohbjecti Dat C leted
{mm/iddiyyyy)} JRCtis {mm/dd/yyyy) (m mld?ﬂ?ryyy) ( m:'!:'rt:lfﬂey;yy)
For the
10/01/2021 command to 09/30/2022
review sources




. Modified Date
(Dr: :I«l:ll::;m Objective (;?;?:; B;;i) Date Completed
(mmiddiyyyy) {mm/ddiyyyy)
of information
for the EEO
program to
identify barriers.
Responsible Official(s)
Performance
Standards
Title Name Address the
Plan?
{Yes or No)
Capital Region
MARCORSYSCOM
Director Human Capitat Management Shelia Johnson
TECOM
Dep AC/S,G1 Jeffrey Wolf
Program Analyst Steeve Jeanlouis
Quantico

Commanding Officer

Headguarters

Staff Director of the Marine Corps
Director of Administration and Resource
Management

Deputy Equal Employment Opportunity
Officer

Colonel Michael Brooks
General G P Qlsen

Steven Grozinski
Penny Thomison

MCi West

Deputy Director, EEO

MCRD

Human Resources Director
Chief of Staff/Executive Officer
Camp Pendleton

Human Resources Director
Chief of StafffExecutive Officer
Yuma and Barstow

No response

Dan Grissom

Lesa Jones
Colonel Edward Sullivan

Gwenette Jospeh
Colonel Richard Anderson

Tri-Command
Deputy Director of EEQ
EEO Specialist

Cynthia Golson
Tamara McMillan




Performance
Standards
Title Name Address the
Plan?
(Yes or No)
Human Resources Director Cicely Dawson
Special Emphasis Program Managers 6 Program Managers
MCI PAC
MCLB Albany
Planned Activities Toward Completion of Objective
Target Sufficient Modified
L) Planned Activities Funding & Eate ot
{mm/ddlyy Staffing? {mmiddiyyy (mm/dd/
yy) (Yes or No) y) yyyy)
Capital Region Planned Activities
Set and implement a
schedule to review
established Command
management/ personnel
policies, procedures,
lELz and practices and
determine their impact on
race, national origin, sex
and disability.
(MARCORSYSCOM)
12/30/2021 Determine appropriate

team membership
required to review




Target Sufficient Modified .
e Planned Activities Funding & Date Corgglteetlon
(mmiddlyy Staffing? {mm/ddiyyy midd/
yy) (Yes or No) y) (m yyyy)
respective policies,
practices, and
procedures.{MARCORSY
SCOM)
Specific activities will
be identified and
06/30/2022 executed by the team
members.{MARCORS
YSCOM)
09/30/2022 Report identified

deficiencies and remedy
plans in the FY22 MD-

(MARCORSYSCOM)

715 Report.

Ll parr e Collaborate with Labor
and Employee
Relations to generate

recommendations on
how to move forward
regarding the impact of
management/personne
| policies, procedures,
and practices.(TECOM

ideas and

.Quantico,
Headquarters),

06/30/2022

Implement ideas and
recommendations

generated during Labor
and Employee Relation
collaboration (TECOM,
Quantico, Headquarters)

09/30/2022

Review progress and
adjust as needed
(TECOM, Quantico,
Headquarters)

Tri - Command Planned Activities




Target

and if any particular
group is leaving the
agency at a faster rate.

Sufficient Modified .
L) Planned Activities gUIaingis e ot
(mm/ddlyy Staffing? (mmiddiyyy (mmidd/ )
vy) (Yes or No) ) yyyy
Examine management Funding - Yes
and personnel policies,
procedures, and Staffing - No
practices by
09/30/2022 P eganhisie
determine if barriers
exist within the
workforce,
Identify if barriers exist Funding - Yes
09/30/2022 by reviewing data from
many sources. Staffing - No
If barriers exist, Funding - Yes
09/30/2022 construct ways to
eliminate the barriers. Staffing - No
MCI West Planned Activities
No plan was submitted for Barstow or Yuma
Conduct analysis of Yes
completed exit surveys
9/30/2022 to determine reasoning

MCI PAC Planned Activities

No plan was submitted waiver new DDEEO

MCLB Albany Planned Activities

No plan was submitted waiver new DDEEO




Target
Date
{mm/dd/yy
yy)

Planned Activities

Sufficient Modified
Funding & Date

Staffing? {mmiddiyyy
{Yes or No) y)

Completion
Date

{mmiddiyyyy)

Report of Accomplishments

Fiscal Year

Accomplishments

FY 2022




EEQC Form
U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

MD-715 -FY22 Part H APF
Agency EEO Plan to Attain the Essential Elements of a Model EEO
Program

Please describe the status of each plan that the agency has implemented to correct deficiencies in the EEQ

program.

le the agency did not address any deficiencies during the reporting period, please check the box.

Statement of Model Program Essential Element Deficiency

Type of Program

Deficiency Brief Description of Program Deficiency

The command did not issue:

e the notice of right to file on or before the 30th day (if no
extension was requested or granted or no ADR accepted),
E1-Th and issue the notice of right to file a formal complaint on or
1 - "he agency. before the 90th day (where ADR was accepted or an
m.alntam's an efﬁment, extension granted)?
fair, and impartial
complaint resolution

process » all reports of investigation on or before 180 days (or, for

when an extension was granted, on or before 270 days)?

» acceptance letters/dismissal decisions within 30 days from
the date of receipt of the formal complaint.

Objective(s) and Dates for EEO Plan




Modified Date
(r'::: kl;:‘i:iatec; Objective (;?;?:; IDate) Date Completed
yyyy yyyy. (mmiddiyyyy) (mmiddlyyyy)
For the
command to be
in compliance
with processing
10/01/2021 complaints and 09/30/2022
maintain the
proposed
timelines set
forth by EEOC
Responsible Official(s)
Performance
Standards
Title Name Address the
Plan?
{Yes or No)
Capital Region
No issue
MCI West No Issue
Tri-Command
Deputy Director of EEC Cynthia Golson

EEO Specialist

Agency Representatives (Sufficiency
Review

Agency Representative (Adjudication}

Tamara McMillian

LtCol Benjamin Ackison/Major Ryan
Shrout

Paulette Jenkins

MCAS Cherry Point No Issue

MclPac Waiver

MCLB Albany Waiver

MCI East

Chief of Staff Colonel Michael Jemigan




Performance
Standards
Title Name Address the
Plan?
{Yes or No)
Deputy Director EEO Anita Carse
Assistant Chief of Staff G-1 John Armour
Human Resources Director Kristal Humphrey
Planned Activities Toward Completion of Objective
Sufficient
Target Date Planned Funding & Modified Date Cong;lt:tion
{mm/ddlyyyy) Activities Staffing? (mm/ddlyyyy)
{Yes or No) (mm/dd/yyyy)
Capital Region Planned Activities
No Issue at this time
Tri = Command Planned Activities
Process all Funding - Yes
complaints within
09/30/2022 the timeframe Staffing - No
imposed by
DON/IRCMS/EEQC
MCI West Planned Activities

No plan was submitted for Barstow or Yuma

No Issue at this
time

MCAS Cherry Point Planned Activities




Target Date
(mm/ddiyyyy)

Planned
Activities

Sufficient
Funding &
Staffing?
(Yes or No)

Modified Date
(mmiddiyyyy)

Completion
Date

{mmiddiyyyy)

No Issue at this time

MCI PAC Planned Activities

No plan was submitted waiver new DDEEQ

MCI East Planned Activities

09/30/2022

Review possible
courses of actions,
identify best
options and
discuss
implementation
methods and dates
to improve
processes.

09/30/2022

Comply with the
EEOC MD110
procedures for

complaints
processing

MCLB Albany Planned Activities

No plan was submitted waiver new DDEEQ

Report of Accomplishments

Fiscal Year

Accomplishments

Fy 2022




EEOC Form

U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REFPORT

United States Marine Corps

MD-715 - FY22 APF Part |
EEO Plan to Eliminate Identified Barrier

Please describe the status of each plan that the agency implemented to identify possible barriers in policies,

procedures, or practices for employees and applicants by race, ethnicity, and gender.

le the agency did not conduct barrier analysis during the reporting period, please check the box.

Statement of Condition That Was a Trigger for a Potential Barrier:

Source Specific

of the Workforce Narrative Description of Trigger

Trigger Data Tabhle
The Appropriated Fund workforce consisted of 19,050. There were a
number of identifiable triggers effecting females this reporting period
when comparing their participation rates io the National Civilian Labor
Force (NCLF) statistics and other Relevant Civilian Labor Force
(RCLF) statistics.
Just as it were in FY18 until current date, this reporting period saw
Low Participation Rates (L.PR) for Hispanic, White, Black, and Asian
Females compared to their respective National Civilian Labor Force
(NCLF) statistics.

Table A1, A3, A4, In review of the data, we see that Black Males and Females are
g: ?:ngﬁﬁs AB, A8, A13, and exiting the organization faster than they are joining. Hispanic and

Al4

White Males are also exiting the organization faster than they are
joining

¢ Black Male Hire 10.56% vs Exit 12.27% Black Female Hire
6.75% vs Exit 7.69%

¢ White Male Hire 38.72% vs Exit 41.83%

s Hispanic Male Hire 6.12% vs Exit 8.64%

Analysis of Major Occupations Information Technology (2210),
Management Program Analyst (0343), Miscellaneous Administration
and Program (0301), Financial Administration and Program (0501),




Source
of the
Trigger

Specific
Workforce
Data Table

Narrative Description of Trigger

and Logistics Management (0346) compared to the National Civilian
Labor Force statistics revealed a Low Participation as outlined below:

Rather we compare against the bench mark of National Civilian Labor
Force or the Occupational Civilian Labor Force the Female gender
experienced a Low Participation Rate.

In review of the data, we see a Low Participation Rate (LPR) for the
below when compared to the NCLF:

+ Hispanic Female 4 of 5 (80%)
¢ White Female 5 of 5 (100%)

» Asian Female 4 of 5 (80%)

e Black Female 2 of 5 (40%)

All four groups experience a LPR in 2210 and 0301, however, the
White ethnic group tends to fare better than the Minority ethnic
groups.

In review of the data, we see a Low Participation Rate (LPR) for the
below when compared to the OCLF:

= Hispanic Female 2 of 5 (40%)
+  White Female 5 of 5 {(100%)
« Asian Female 3 of 5 (60%})

+ Black Female 1 of 5 (20%)

All four groups experience a LPR in 2210 and 0301 However, the
White ethnic group tends to fare better than the Minority ethnic
groups.

In review of the data, we see that Hispanic, White, Black and Asian
Females have a High Participation Rate (HPR} in the GS3 - GS7 and
GS 11grades. We see that the White Male and Female have a High
Participation Rate (HPR) in the G512 - SES grades. Although the
White Male does experience a Low Participation Rate in GS Grades
when compared to the Total Workforce, they still fare better than the
other ethnic groups across the GS grades. All four groups are
experiencing a Low Participation Rate (LPR) at the GS8 and GS10
grade.

In review of the Occupational Category breakdown we see that the
White ethnic group holds the larger population in all categories.
When reviewing the data for the eight categories we see the below in
regards to Low Participation Rate (LPR):

Hispanic M 3 of 8 (38%)F 6 of 8 (75%)
Asian M 2 of 8 (25%) F 6 of 8 (75%)
White M 4 of 8{50%) F 5 of 8 (63%)
Black 50f 8 (63%)F 6 of 8 (75%)

The four groups seem to have a Low Participation Rate (LPR) in five
of the eight categories; Technician, Craft Workers Operative,




Source Specific
of the Workforce
Trigger Data Table

Narrative Description of Trigger

Labors/Helpers and Service Workers. However, they all seem to fare
well in the categories of Admin Support and Officials/Managers.

EEO Group(s) Affected by Trigger

Affected by Trigger?
EEQ Group
{Yes or No)
All Men No
All Women No
Hispanic or Latino Males No
Hispanic or Latina Females Yes
White Males Ne




Affected by Trigger?

EEQ Group
{Yes or No)
White Females Yes
Black or African American Males No
Black or African American Females Yes
Asian Males No
Asian Females Yes
Native Hawaiian or Other Pacific Islander Males No
Native Hawaiian or Other Pacific Islander Females Yes
American Indian or Alaska Native Males iNo
American Indian or Alaska Native Females No
Two or More Races Males No
Two or More Races Females No

Barrier Analysis Process

Source
Reviewed? Identify Information
Sources of Data Collected
(Yes or No)
Reviewed the A and B
Workforce Data Tables Yes Tables




Source

Sources of Data Reviewed? Identié;;lllnefcot::ation
(Yes or No)

Complaint Data (Trends) No
Grievance Data (Trends) No
Findings frgm Decisions {e.g., EEQ, Grievance, No
MSPB, Anti-Harassment Processes)

Climate Assessment Survey (e.g., FEVS) No

Exit Interview Data No
Focus Groups No
Interviews No
Reports {e.g., Congress, EEOC, MSPB, GAQ, No
OPM)

Other (Please Describe) No

Status of Barrier Analysis Process

Barrier Analysis Process Completed?

{Yes or No)

Barrier(s) Identified?

{Yes or No)

No

No




Statement of Identified Barrier(s)

Description of Policy, Procedure, or Practice

Objective(s) and Dates for EEO Plan

Suffici
ent
Date Target Fungm Modified c Datleet
Objecti Initiated Date St% #in Date om(r e
ve (mm/dd/yy {mm/ddiyy (mm/dd/yy
g? (mmiddiyy
yy) vy} vy)
{Yes or
No)
In light of
Coenduct COVID-19
Barrier 10/01/2021 9/30/2022 responsibilitie
Analysis s and tasks,
unknown
Responsible Official(s)
Performan
ce
Standards
Title Name Address
the Plan?
{Yes or No)

South Carolina Tri Command

Beaufort

Deputy Director of EEO

Human Resources Director

Federal Women's Program Manager
Hispanic Program Manager

Asian Pacific American Program Manager
Black Employment Program Manager

$-1 Officer

Cynthia Golson
Cicely Dawson
Kimberly Fleming
Tyronne Kinsey
Stephen Smith
Odell Joiner
Randy Thomas

Yes
Yes

No
No
No




Performan

ce
Standards
Title Name Address

the Plan?
(Yes or No)

MCRD Parris Island

Deputy Director EEQ Cynthia Golson Yes

Human Resources Director Cicely Dawson Yes

Federal Women's Program Manager Renee Hemdershot No

Hispanic Program Manager Vacant

Asian Pacific American Program Manager Michael Kaneshige

Biack Employment Program Manager Melvin Bobian

G-1 Officer Eric Porter

MCI PAC

MCI West

Deputy Director, EEQ Dan Grissom Yes

MCRD San Diego

Human Resources Director Lesa Jones No

Chief of StafffExecutive Colonel Edward Sullivan No

Camp Pendleton

Human Resources Director Kimberly Martinez No

Chief of StafffExecutive Officer Colonel Richard Anderson No

Yuma and Barstow

No Response

Miramar

Human Resources Director Kathleen Keelan No

Chief of StafffExecutive Officer LtCol Andrew Norris

29 Palms No

Human Resources Director Kimberly Martinez No

Chief of StafffExecutive Officer

Colonel David Suggs

MCLB Albany

MCI East

Chief of Staff

Deputy Director EEDQ
Assistant Chief of Staff G-1
Human Resources Director

Colonel Michael Jernigan
Anita Carse

John Armour

Kristal Humphrey

MCAS Cherry Point
Civilian Manpower Officer

Deputy Director EEO

Pamela Walker
Lindsay Smith




Performan

evaluate the “inputs” that inform the
condition of the workforce profile (i.e.
what are the factors that are
contributing to the under
participation?).

Inputs may include (but not be limited
to) occupational types, recruitment
efforts, hiring types, job postings,
certification or education requirements,
DEOCS and/or FEVS data review; Exit

ce
Standards
Title Name Address
the Plan?
(Yes or No)
Capital Region
Quantico Colonel Michael Brooks
Commanding Officer
Headquarters Marine Corps
Staff Director of the Marine Corps General G P Olsen
Director of Administration and Resource Steven Grozinski
Management
Deputy Equal Employment Opportunity Penny Thomison
Officer
TECOM
Dep AC/S,G1 Jeffrey Wolf
Program Analyst Steeve Jeanlouis
MARCORSYSCOM
Director Human Capital Management Shelia Johnson
Planned Activities Toward Completion of Objective
. Completion
Target Date Modified Date
Planned Activities Date
{mm/ddiyyyy) {mm/ddlyyyy)} (mmiddiyyyy)
Capital Region Planned Activities
Determine the root cause(s) of
White Female, and Hispanic or
Latino Female and Male under
06/30/2022 participation in the MCSC TWF -
particularly in the competencies
where the under participation is
predominant.(MARCORSYSCOM)
06/30/2022 Barrier Analysis Team will identify and




Target Date
{mmidd/yyyy)

Planned Activities

Modified Date
(mm/ddiyyyy)

Completion
Date

{mm/dd/yyyy)

Survey data evaluation; literature
review, applicant data if available,
impact of geography, etc.

Additional activities (such as
interviews, focus groups, etc.) will be
determined based upon where the
initial evaluation effort leads the team

{MARCORSYSCOM)

09/30/2022

Based on the root cause
determination the BAT will develop
recommendations and action plans

to remedy the
condition(s}.(MARCORSYSCOM)

09/30/2022

Determine the root cause of low
participation rates, and develop a
plan to mitigate any identified
barriers (TECOM, Quantico,
Headquarters)

Tri-Command Planned Activities

9/30/2022

Examine the policies, practices
and procedures that impact
recruitment, hiring and placement
of these groups to determine the
root cause of the low participation
rate of females.(MCAS Beaufort
and MCRD Parris Island)

MCI PAC Planned Activities

No plan was submitted waiver new DDEEQ

MCAS Cherry Point Planned Activities




Target Date
{mm/ddiyyyy)

Planned Activities

Modified Date
{mm/ddiyyyy}

Completion
Date
{mm/ddiyyyy)

12/30/2021

Examine Recruitment, policies,
procedures and practices with
respect to the Major Occupations.,
Conduct QTR analysis of workforce
separations and accessions. Conduct
exit interviews

03/30/2022

Examine Hiring and Placement
policies, procedures and practices.
Conduct QTR analysis of workforce

separations and accessions

06/30/2022

Examine the distribution of Discipline
to determine if there is a correlation
to this group’s exodus from the
organization. Conduct QTR analysis
of workforce separations and
accessions

09/30/2022

Provide quarterly updates on the
execution of this plan to local EEQOs
and the CDEEOO. Conduct QTR
analysis of workforce separations
and accessions. Review promotions
and award information.

MCI East Planned Activities

09/30/2022

Conduct analysis to determine if
under representation groups) are
more predominant in specific
series and grade and look into the
underlying root cause

09/30/2022

Consult and Collaborate with
human resources on potential
targeted recruitment opportunities
low participate groups

MCLB Albany Planned Activities

No plan was submitted waiver new DDEEO

10




Completion

Target Date . Modified Date
Planned Activities Date
{mmidd/yyyy) {mm/ddiyyyy) (mmiddiyyyy)
MCI West Planned Activities
No response Yuma and Barstow
The Regional EEO Office has
recently received Applicant Flow
data and will use begin analyzing
9/30/2022 it to understand what categories

are applying. This will help
understand if the
recruitment/applicant/hiring
process is a trigger.

Report of Accomplishments

Fiscal Year

Accomplishments

2022

11




EEOC Form

U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

MD-715 — FY22 NAF Part H
Agency EEO Plan to Attain the Essential Elements of a Model EEO
Program

Please describe the status of each plan that the agency has implemented to correct deficiencies in the EEQ

program.
I:Ilf the agency did not address any deficiencies during the reporting period, please check the box.

Statement of Model Program Essential Element Deficiency

Type of Program .
Deficiency Brief Description of Program Deficiency
Major Subordinate Command's traditions do not:
s  Provide recognition to employees when demonstrating
A.3 - The agency assesses superior accomplishment in reference to EEQ principles.
and ensures EEO principles [see 29 CFR 1614.102 (a) (9)]

are part of its culture,

e  Utilize the Federal Employee Viewpoint Survey or other
climate assessment tools to monitor the perception of EEQ
principles within the workforce. [see 5 CFR Part 250]

Obijective(s) and Dates for EEO Plan




. Modified Date
(D"?rt:hl;:;}mted) Objective (::‘:?:; IDate) Date Completed
yyyy, yyy (mm/ddiyyyy) {(mmiddiyyyy)
To ensure the
agency
assesses and
10/01/2021 ensures EED 09/30/2022
principles are
part of its
culture.
Responsible Official(s)
Performance
Standards
Title Name Address the
Plan?
(Yes or No)
Capital Region
Quantico

Commanding Officer

Headquarters
Human Resources Director

Colonel Michael Brooks

Dennis Ray

MCI East

MCCS Deputy Director George Dentel Yes
Camp Lejeune Y
Deputy Director MCCS Pat Turner Y:z
Camp Elmore Jennifer Banks

Director MCCS

Tri-Command

MCCS Director (South Carolina) John Snider Yes
MCCS Deputy Director (South Carolina) Stephen Kirkpatrick Yes
Director of Business Operations Sarah Mikus Yes
Food and Hospitality Director Claude McElveen Yes
Semper Fit Director Jeffrey Odom Yes
Chief Marine & Family team Building Shawna Densmore Yes
Beputy Director EEQ Cynthia Golson Yes
Special Emphasis Program Managers Various Members No

MCI West
Deputy Director, EEQ

Dan Grissom




Performance
Standards
Title Name Address the
Plan?
{Yes or No)
Miramar
Human Resources Director Kelli Clear
Chief of Staff/Executive Officer LtCol Andrew Norris
Camp Pendleton
Human Resources Director Mona Dodd
Chief of Staff/Executive Officer Colonel Richard Anderson
MCRD San Diego
Human Resources Director Tina Broadaway
Chief of Staff/Executive Officer Colonel Edward Sultivan
29 Palms
Human Resources Director (29 Palms) Heather Curtis
Chief of StafffExecutive Officer (29 Palms) Colone! David Suggs
MCLB Albany
MCI PAC
Planned Activities Toward Completion of Objective
Sufficient
Funding & Modified Completion
(:‘::?:; IDate) Planned Activities Staffing? Date Date
yyyy (Yes or (mmiddiyyyy) (mmiddiyyyy)
No)
Capital Region Planned Activities
No plan submitted for 8™ and |, MARFORRES, Henderson Hall
Define what superior
accomplishments means
03/30/2022 and how they can be

recognized.(Quantico,
Headquarters)




Target Date
(mmidd/yyyy)

Sufficient
Funding & Modified
Planned Activities Staffing? Date
(Yes or {mm/ddiyyyy)
No)

Completion
Date
{mm/ddlyyyy)

06/30/2022

Salicit commands to
identify eligible employees
based on the established
guidance. Track
recognized employees
(Quantico, Headquarters).

09/30/2022

Review and update
guidance for
effectiveness.{Quantico,
Headquarters)

MCIi East Planned Activities

09/30/2022

Address recognition to
employees,
supervisors, managers,
and units demonstrating
supetior
accomplishment in EEC
principles in the
strategic plan and use
of other climate
assessment tools to
monitor the workforce.

Tri-=Command Planned Activities

09/30/2022

Meet with the Yes
responsible
management officials
on the awards program

09/30/2022

Draft a position Yes
management paper on
the elements of the
awards program




Sufficient

Funding & Modified Completion
(;?;?:ct‘ IDate) Planned Activities Staffing? Date Date
vy (Yes or (mm/ddlyyyy) (mm/ddlyyyy)
No)
09/30/2022 Convene the Special Yes
Emphasis Program
Committee to review the
nominees and make
recommendations
MCI West Planned Activities
No plan submitted for Yuma
09/30/2022 Collaborate with the HROs No

to determine if any EEQ or
disability awards are
mentioned in installation
award orders. If no
installation orders, are
there resources being
shared about these types
of awards to the workforce
and how often.

MCLB Albany Planned Activities

No plan was submitted waiver new DDEEO

MCI PAC Planned Activities

No plan was submitted waiver new DDEEO

Report of Accomplishments

Fiscal Year

Accomplishments

FYy 2022




EEOC Form
U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

MD-715 — FY22 NAF Part H
Agency EEO Plan to Attain the Essential Elements of a Model EEO
Program

Please describe the status of each plan that the agency has implemented to correct deficiencies in the EEQ

program.

le the agency did not address any deficiencies during the reporting period, please check the box.

Statement of Model Program Essential Element Deficiency

Type of Program Deficiency Brief Description of Program Deficiency

B.3 - The EEO Director and other EEQ professional Major Subordinate Command's current strategic

staff are invoived in, and consulted on, plan does not reference EEO/diversity and inclusion
management/personnel actions. principles. MD-715 |(B)

Objective(s) and Dates for EEO Plan

Madified Date
Date Completed
(mm/ddiyyyy) (mm/ddiyyyy)

Date Initiated ; Target Date
(mmiddiyyyy) RRISCHVS (mmiddiyyyy)

To ensure The EEQ
Director and other EEQ
professional staff are
10/01/2021 involved in, and 09/30/2022
consulted on,
management/personnel
actions.




Responsible Official(s)

Performance
Standards
Title Name Address the
Plan?
{Yes or No)
Capital Region
Deputy Director EEO Penny Thomison
Human Resources Director Dennis Ray
MCI East
MCCS Director George Dentel
Camp Lejeune
Deputy Human Resources Director Pat Turner
Camp Elmore
Human Resources Director Jennifer Banks
Tri-Command
Deputy Director of EEO Cynthia Golson Yes
EEO Specialist Tamara McMillan Yes
Human Resources Director Rushe Hudzinski Yes
MCCS Director John Snider Yes
MCCS Deputy Director Stephen Kirkpatrick Yes
MCI West
Deputy Director, EEO Dan Grissom
Miramar
Human Resources Director Kelli Clear

Chief of StafffExecutive Officer
Camp Pendleton

Human Resources Director
Chief of Staff/Executive Officer
MCRD

Human Resources Director
Chief of StafffExecutive Officer
29 Palms

Human Resources Director
Chief of Staff/Executive Officer

LtCol Andrew Norris

Mona Dodd

Colonel Richard Anderson

Tina Broadaway

Colonel Edward Sullivan

Heather Curtis
Colonel David Suggs

MCLB Albany

MCI PAC




Planned Activities Toward Completion of Objective

Sufficient .
Target Date PI d Activiti Funding & M?)d'{'ed Corgpltetion
(mm/ddiyyyy) anned Activitles Staffing? ; d‘;f 7 d"j_,‘,f
(Yes or No) {mm/dd/yyyy) (mm/ddiyyyy)
Capital Region Planned Activities
No plan submitted for 8" and |, MARFORRES, and Henderson Hall
No Response submitted
MCI East Planned Activities
Review possible
courses of action,
09/30/2022 identify best option and
discuss implementation
method and date.
09/30/2022 Identify and notify key
personnel within the
organization.
Tri-Command Planned Activities
Meet with leadership to Funding ~ Yes
ensure EEO is involved
09/30/2022 in, and consulted on, Staffing - Yes
management/personnel
actions.
MCI West Planned Activities
No plan submitted for Yuma
9/30/2022 Work with the HR Offices

to determine what
information is shared with
supervisors/managers
when conducting hiring or
adverse actions to
determineg if any EEO
policies are shared as part
of the process.




Target Date
{mmiddiyyyy)

Sufficient

Funding &

Staffing?
(Yes or No)

Planned Activities

Modified
Date
(mmiddiyyyy)

Completion
Date
{mm/ddiyyyy)

MCLB Albany Planned Activities

No plan was submitted waiver new DDEEQ

L

MCI PAC Planned Activities

No plan was submitted waiver new DDEEO

Report of Accomplishments

Fiscal Year

Accomplishments

FY 2022




EEOC Form

U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

MD-715 —-FY22 NAF Part H
Agency EEO Plan to Attain the Essential Elements of a Model EEQ
Program

Piease describe the status of each plan that the agency has implemented to correct deficiencies in the EEQ

program.

le the agency did not address any deficiencies during the reporting period, please check the box.

Statement of Model Program Essential Element Deficiency

Type of Program

Deficiency Brief Dascription of Program Deficiency

Pursuant to 29 CFR §1614.102(a)(1), Major Subordinate Commands MCCS have
not allocated sufficient funding and qualified staffing to successfully implement the
EEO program, to:

¢ Conduct a self-assessment of the command for possible program
deficiencies? [see MD-715, II{D)]

. ¢  Allow the command to conduct a thorough barrier analysis of its workforce
B.4 — The Agency has sufficient

budget and staffing to support the

success of its EEQ program. + Manage its Special Emphasis Programs (such as, Federal Women's
Program, Hispanic Employment Program, and People with Disabilities
Program Manager) [5 USC § 7201; 38 USC § 4214; 5 CFR § 720.204; 5
CFR § 213.3102(t) and (u); 5 CFR § 315.709)

¢  Maintain accurate data collection and tracking systems for the following
types of data: complaint tracking, workforce demographics, and applicant
flow data. [see MD-715, II(E)).




Objective(s) and Dates for EEQ Plan

Date
Date Initiated . Target Date Modified Date
Objective Compieted
(mm/ddiyyyy) {mm/ddiyyyy) {mm/ddiyyyy) (mmiddlyyyy)

To ensure Agency

has sufficient budget

and staffing to

10/01/2021 support the success | 09/30/2022

of its EEO.

Responsible Official(s)
Performance Standards
Title Name Address the Plan?
(Yes or No)
Capital Region
Quantico
Commanding Officer Colonel Michael Brooks
Headguarters
Human Resources Director Dennis Ray
MCI East
MCCS Dirgctor George Dentel
Camp Lejeune
Deputy Human Resources Director Pat Tumer
Camp Elmore
Director Human Resources Jennifer Banks
Tri-Command
e Cynthia Golson Yes
gg%”tsypgg;‘l‘i‘:t' CUEEe Tamara McMilan Yes
MCCS Director John Snldgr . Yes
. Stephen Kirkpatrick Yes
MCCS Deputy Director R R
Human Resources Director ushe Hudzinski e
; ; 6 Program Managers No

Special Emphasis Program Managers




Performance Standards

Title Name Address the Plan?
(Yes or No)
MCI West
Deputy Director, EEQ Dan Grissom
Miramar
Human Resources Director Kelli Clear
Chief of Staff/Executive Officer LtCol Andrew Norris
Camp Pendieton
Human Resources Director Mona Dodd
Chief of StafffExecutive Officer Colonel Richard Anderson
29 Palms
Human Resources Director Heather Curtis
Chief of Staff/Executive Officer Colonel David Suggs
MCLB Albany
MCI PAC
Planned Activities Toward Completion of Objective
Sufficlent Completion
Target Date " Funding & Modified Date
Planned Activities Date
mm/dd/ Staffing? mm/dd/
( yyyy) e % & ( yyyy) (mmiddiyyyy)
Capital Region Planned Activities
Ne plan submitted for 8" and I, MARFORRES, Henderson Hall
Consult with senior
leadership to address the
Rz lack of sufficient funding
(Quantico, Headquarters)
03/30/2022 Consolidate and get
approval (Quantico,
Headguarters)




Target Date
(mmidd/yyyy)

Planned Activities

Sufficient
Funding &

Staffing?
(Yes or No)

Modified Date
{(mmidd/yyyy)

Completion
Date
{mm/ddiyyyy)

06/30/2022

implement ideas
{Quantico,
Headquarters)

09/30/2022

Analyze process for
success (Quantico,
Headquarters)

MCI East Planned Activities

09/30/2022

The special emphasis
programs is coordinate
and executed by MCI
EAST Equal Opportunity
Advisor; supported by the
EEQ office and senior
management. Meet with
key personnel, led by
DDEEO to review
deficiency, barrier analysis
processes, requirement
and discuss potential
courses of actions/plans to
address and correct noted
deficiency

Tri-Command Planned Activities

09/30/2022

Provide adequate
staffing to assist the
barrier analysis
committee with
conducting a barrier
analysis

Funding - Yes

Staffing - No

09/30/2022

Begin the process of
barrier analysis with the full
committees

Funding - Yes
Staffing - No

MCI West Planned Activities
No plan submitted for Yuma




Sufficient

: Completion
Target Date Funding & Modified Date
(mmidd/yyyy) LD Staffing? (mmiddiyyyy) (mmm‘f )
(Yes or No) yyyy
09/30/2022 Collaboration between

EEQ and HR to determine
if a desk audit can be
completed for the Regional
NAF EEQ Office fo
determine if additional
personnel is required.

MCLB Albany Planned Activities

No plan was submitted waiver new DDEEQ

MCI1 PAC Planned Activities

No plan was submitted waiver new DDEEQ

Report of Accomplishments

Fiscal Year

Accomplishments

FY 2022




EEOC Form

U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEQO PROGRAM STATUS REPORT

MD-715 -FY22 NAF Part H
Agency EEO Plan to Attain the Essential Elements of a Model EEO
Program

Please describe the status of each plan that the agency has implemented to correct deficiencies in the EEQ

program,

le the agency did not address any deficiencies during the reporting period, please check the box.

Statement of Model Program Essential Element Deficiency

Type of Program Deficiency Brief Description of Program Deficiency

Pursuant to 29 CFR § 1614.102(a)(5), managers and
supervisors have not received training on their
responsibilities under the following areas under the
command EEQ program ‘s EEQO Complaint Process:

+ Reasonable Accommodation Procedures? [see
29 C.F.R. § 1614.102(d)(3)).
B.5 - The agency recruits, hires,

develops, and retains supervisors and s  Supervisory, managerial, communication, and
managers who have effective interpersonal skills in order to supervise most
managerial, communications, and effectively in a workplace with diverse
interpersonal skills. employees and avoid disputes arising from

ineffective communications. [see MD-715, lI(B)].

¢ ADR, with emphasis on the federal government's
interest in encouraging mutual resolution of
disputes and the benefits associated with
utilizing ADR. [see MD-715(I1)}E)].

Objective(s) and Dates for EEO Plan




Date Initiated

(mmiddlyyyy) Objective

Target Date
{mm/ddiyyyy)

Modified
Date
{mm/ddlyyyy)

Date
Completed
{mm/ddiyyyy)

To ensure that
all Managers
and Supervisors
are trained on
their
responsibilities
toward the EEO
Program. In
light of the
COVvID-19
pandemic this
has been
challenging,
however will
attempt to
utilize other
methods to
achieve these
goals.

10/01/2021

09/30/2022

Responsible Official(s)

Titte

Performance
Standards
Address the
Plan?
{Yes or No)

Capital Region
Quantico

Commanding Officer

Headquarters
Human Resources Director

Colonel Michael Brooks

Dennis Ray

MCI East

MCCS Director

Camp Lejeune

Deputy Director Human Resources

Camp Elmore
Director Human Resources

George Dentel
Pat Turner

Jennifer Banks

Tri-Command




Performance

Standards
Title Name Address the
Plan?
(Yes or No)
Deputy Director of EEQ Cynthia Golson

EEOQ Specialist
Human Resources Director
Employee Development Specialist

Tamara McMillan
Rushe Hudzinski
Rebecca Zetile

MCI West

Deputy Director, EEQ
Miramar

Human Resources Director
Chief of StafffExecutive Officer
Camp Pendlaton

Human Resources Director
Chief of StaffiExecutive Officer
MCRD

Human Resources Director
Chief of Staff/Executive Office
29 Palms

Human Resources Director
Chief of Staff/Executive Officer

Dan Grissom

Kelli Clear
LtCol Andrew Norris

Mona Dodd
Colonel Richard Anderson

Tina Broadaway
Colonel Edward Sullivan

Heather Curtis
Colonel David Suggs

Cherry Point
Training Administrator

Human Resources
Deputy Director, EEO

Veronica Hamm
Osvaldo Cordero
Lindsay Smith

MCLB Albany

MCI PAC




Planned Activities Toward Completion of Objective

Target Date
{mm/ddiyyyy)

Sufficient
Planned Funding &

Activities Staffing?
{Yes or No)

Modified Date
(mm/ddiyyyy)

Completion
Date
(mmiddlyyyy}

Capital Region Planned Activities

No plan submitted for 8" and |, MARFORRES, Henderson Hall

12/30/2021

Consult with EEQ
training program
manager to
brainstorm ideas on
how to ensure all
Managers and
Supervisors are
trained (Quantico,
Headquarters)

03/30/2022

Consolidate and get
approval (Quantico,
Headquarters)

06/30/2022

Implement ideas
(Quantico,
Headquarters)

MCI East Planned Activities

09/30/2022

Creatively develop
interactive virtual
training for
managers and
supervisors in light
of the COVID-19
pandemic

Tri-Command Planned Activities

09/30/2022

Conduct training for Funding — Yes
supervisors and
managers on their Staffing — Yes
EEO responsibilities




Target Date
{mm/ddiyyyy)

Sufficient
Planned Funding &
Activities Staffing?
(Yes or No)

Modified Date
{mm/ddiyyyy)

Completion
Date
(mmidd/yyyy)

in the areas of
supervisor, ADR and
Reasonable
Accommodation

MCI West Planned Activities
No plan submitted for Yuma

9/30/2022

Communicate with the
training department to
determine if an EEQ
training is available in
PeopleSoft and to
obtain completed EEQ
training records for
each installation to
allow us to encourage
further participation of
supervisors and
managers.

9/30/2022

Create a training folder
in the EEO SharePoint
to address this required
training and where it
can be taken.

Cherry Point Planned Activities

12/31/2021

Identify those
Managers &
Supervisors who
have not met
requirements for
EEOQ, RA, & ADR
supervisory
training. Send out
a request of
compliance of
training to be
complete by 15
Dec 2021 to
those who have
not completed
DON EEQ
Training in




Target Date
{mm/dd/yyyy)

Planned
Activities

Sufficient
Funding &

Staffing?
(Yes or No}

Modified Date
(mm/ddiyyyy)

Completion
Date
(mmiddiyyyy)

ETHOS. Also
send out a
reminder of RA
training for
supervisors
offered on 18
Nov 2021

03/30/2022

Provide
Supervisory and
RA Training, as

needed.

06/30/2022

Continue to
monitor and
identify
Mgrs/Supv who
have not met
requirements for
EEQ, RA, ADR
supervisory
training. Send out
a reminder on
how to achieve
the training via
ETHOS or in-seat
training.

09/30/2022

Continue to
Identify, Monitor,
and Remind
those managers
and supervisors
who are have not
met the
requirements for
EEQ, RA, ADR
for Supervisors.

MCLB Albany Planned Activities

No plan was submitted waiver new DDEEQ




Target Date
(mm/dd/yyyy)

Planned
Activities

Sufficient

Funding &

Staffing?
{Yes or No)

Modified Date
(mm/dd/yyyy)

Completion
Date
{mmiddiyyyy)

MCI PAC Planned Activities

No plan was submitted waiver new DDEEO

Report of Accomplishments

Fiscal Year

Accomplishments

FY 2022




EEQCC Form
U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

MD-715 —FY22 NAF Part H
Agency EEO Plan to Attain the Essential Elements of a Model EEO
Program

Please describe the status of each plan that the agency has implemented to correct deficiencies in the EEO

program.

Dif the agency did not address any deficiencies during the reporting period, please check the box.

Statement of Model Program Essential Element Deficiency

Type of Program Deficiency Brief Description of Program Deficiency

Major Subordinate Command Senior Managers do not:

¢ Participate in the implementation of Special Emphasis
Programs. [see MD-715 Instructions, Sec. []

e Participate in the barrier analysis process. [see MD-
715 Instructions, Sec. 1]

B.6 - The Agency involves
managers in the implementation

of its EEO program. ¢  Assist in developing command EEOQ action pians (Part

I, Part J, or the Executive Summary). [see MD-715
Instructions, Sec.]

e  Successfully implement EEO Action Plans and
incorporate the EEQ Action Plan Objectives into
command strategic plans, [29 CFR § 1614.102(a)(5)]




Objective(s) and Dates for EEO Pian

Modified Date
(Dl: :I‘I:'r:’iltiated) Objective ( ;?;?:; IDate) Date Completed
Yy yyyy {mm/ddiyyyy) (mmiddiyyyy)
To ensure the
agency involves
managers in the
10/01/2021 implementation 09/30/2022
of its EEO
program,
Responsible Official(s)
Performance
Standards Address
Title Name the Plan?
{Yes or No)
Capital Region
Quantico

Commanding Officer
Headquarters

Colonel Michael Brooks

Human Resources Director Dennis Ray

MCI East

MCCS Director George Dentel
Camp Lejeune

Deputy Human Resources Director Pat Turner
Camp Elmore

Director Human Resources Jennifer Banks
Tri-Command

MCCS Director {South Carolina) John Snider
MCCS Deputy Director {South Carolina) Stephen Kirkpatrick
Director of Business Operation Sarah Mikus
Food and Hospitality Director Claude McElveen
Semper Fit Director Jeffrey Odom

Chief Marine & Family team Building

Shawna Densmore




Title

Name

Performance
Standards Address
the Plan?
(Yes or No}

Deputy Director EEQ
EEO Specialist
Special Emphasis Program Managers

Cynthia Golson
Tamara McMillan
6 Program Managers

MCI West

Deputy Director, EEQ
Miramar

Human Resources Director
Chief of StafffExecutive Officer
Camp Pendleton

Human Resources Director
Chief of StafffExecutive Officer
MCRD

Human Resources Director
Chief of Staff/Executive Officer
29 Palms

Human Resources Director
Chief of StafffExecutive Officer

Dan Grissom

Kelli Clear
LtCol Andrew Norris

Mona Dodd
Colonel Richard Anderson

Tina Broadaway
Colonel Edward Sullivan

Heather Curtis
Colonel David Suggs

Cherry Point

Executive Officer Seth Wolcott
Human Resources Osvaldo Cordero
Deputy Director EEO Lindsay Smith
MCLB Albany

MCI PAC




Planned Activities Toward Completion of Objective

Target Date
{mmiddiyyyy)

Sufficient

Funding
Planned

&
Activities Staffing?
(Yes or
No)

Modified Date
{mm/ddlyyyy)

Completion
Date
(mmiddiyyyy)

Capital Region Planned Activities

No plan submitted for 8'" and |, MARFORRES, Henderson Hall

12/30/2021

Consult with mid-level
management to
brainstorm ideas on
how to involve senior
management
{Quantico,
Headquarters)

03/30/2022

Consolidate and get
approval{(Quantico,
Headquarters)

06/30/2022

Implement ideas
{Quantico,
Headquarters)

09/30/2022

Analyze process for
success (Quantico,
Headquarters)

MCI East Planned Activities

09/30/2022

The special emphasis
programs is coordinate
and executed by MCI
EAST Equal
Opportunity Advisor,;
supported by the EEQ
office and senior
management, Meet
with key personnel, led
by DDEEO to review
deficiency, barrier
analysis processes,
requirement and
discuss potential
courses of




Sufficient

Funding c leti
Target Date Planned & Modified Date 0'32; on
mmi/dd/ Activities Staffing? mmidd/
( yyyy) el v ( yyyy) (mmiddiyyyy)
No)
actlions/plans to
address and comect
noted deficiency
Tri-Command Planned Activities
Train the senior Funding —
managers on how Yes
belnpiies to conduct a barrier
analysis Staffing - No
09/30/2022 Engage the sepiqr Funding —
managers in assisting Yes
with the barrier
analysis process. Staffing - No
09/30/2022 Train tr]e special Funding —
emphasis Program Yes
Managers in the barrier
analysis process. Staffing - No
MCI West Planned Activities
No plan submitted for Yuma
9130/2022 Communicate with the
HRO's to determine
how we can
incorporate the EEQ
action plan objectives
into the installation
strategic plans.
Cherry Point Planned Activities
tdentify personnel and
12/30/2021

ensure they have the
competencies to serve




Target Date
{mm/dd/yyyy)

Planned
Activities

Sufficient
Funding
&
Staffing?
(Yes or
No)

Modified Date
{mmiddiyyyy}

Completion
Date
(mmiddlyyyy)

as Special Emphasis
Program Managers.

03/30/2022

Conduct Barrier
Analysis Training
to Team
Members

06/30/2022

Identify Special
Emphasis
Program
Managers and
Barrier Analysis
Team Members.
Select and issue
appointment
letter.

09/30/2022

Conduct Barrier
Analysis Training,
participate in the
Barrier Analysis
process

Team Members
assist in developing
Command Action
Plan{s). Identify
and submit budget
for FY23 to include
Special Emphasis
Program Managers
Course and EEQC
or equivalent Barrier
Analysis training

MCLB Albany Planned Activities

No plan was submitted waiver new DDEEQ




Target Date
(mm/dd/yyyy)

Planned
Activities

Sufficient
Funding
&
Staffing?
(Yes or
No)

Modified Date
(mm/ddlyyyy)

Completion
Date

{mm/dd/yyyy)

MCI PAC Planned Activities

No plan was submitted waiver new DDEEQ

Report of Accomplishments

Fiscal Year

Accomplishments

FY 2022




EEOC Form
U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPQORT

MD-7156 — FY22 NAF Part H
Agency EEO Plan to Attain the Essential Elements of a Model EEO
Program

Please describe the status of each plan that the agency has implemented to correct deficiencies in the EEQ

program.

le the agency did not address any deficiencies during the reporting period, ptease check the box,

Statement of Model Program Essential Element Deficiency

Type of Program Deficiency Brief Description of Program Deficiency

Major Subordinate commands do not regularly use the following
sources of information for trigger identification: workforce data;
complaint/grievance data; exit surveys; employee climate surveys;
focus groups; affinity groups; union; program evaluations; special
emphasis programs; reasonable accommeodation program; anti-
harassment program; and/or external special interest groups pursuant
to MD-715 Instructions, Sec. .

D.1 - The agency conducts a
reasonable assessment to
monitor progress towards
achieving equal employment
opportunity throughout the
year,




Objective(s) and Dates for EEO Plan

. Modified Date
Date Initiated o Target Date
Objective Date Completed
{mm/ddiyyyy) {mmiddlyyyy} (mmiddlyyyy) (mmiddiyyyy)
The agency
conducts a
reasonable
assessment to
monitor
progress
10/01/2021 towards 09/30/2022
achieving equal
employment
opportunity
throughout the
year.
Responsible Official(s)
Performance Standards
Title Name Address the Plan?
(Yes or No)
Capital Region
Quantico

Commanding Officer
Headquarters

Colonel Michael Brooks

Human Resources Director Dennis Ray
MCI East

MCCS Director George Dentel
Camp Lejeune

Deputy Human Resources Director Pat Turner

Camp Elmore
Human Resources Director

Jennifer Banks

Tri-Command

Deputy Director of EEQ

EEO Specialist

Human Resources Director

Special Emphasis Program Managers

Cynthia Golson

Tamara McMillan

Rushe Hudzinski

Special Emphasis Program Mrgs

Yes
Yes
Yes

MCI West

Deputy Director, EEQ
Miramar

Human Resources Director
Chief of Staff/Executive Officer

Dan Grissom

Kelli Clear
LtCol Andrew Norris




Performance Standards

Title Name Address the Plan?
{Yes or No}
Camp Pendleton
Human Resources Director Mona Dodd
Chief of Staff/Executive Officer Colonel Richard Anderson
MCRD
Human Resources Director Tina Broadaway
Chief of StafffExecutive Officer Colonel Edward Sullivan
29 Paims
Human Resources Director Heather Curtis
Chief of Staff/fExecutive Officer Colonel David Suggs
MCLB Albany
MCI PAC
Planned Activities Toward Completion of Objective
Target Date (mm/dd/yyyy) Planned Activities Sufficient Modif Completion
Funding & ied Date
Staffing? Date (mm/iddiyyy
(Yes or No) (mm/ y)
ddlyy
yy)

Capital Region Planned Activities

No plan submitted for 8" and |, MARFORRES, Henderson Hall

Research accessibility

12/30/2021 avenues for various
data
sources.(Quantico,
Headquarters)
03/30/2022 Identify what data

resources are available
for analysis.(Quantico,
Headquarters)




06/30/2022

Perform trigger analysis
on available data
(Quantico, Headquarters)

09/30/2022

Research potential for
additional triggers for
inclusion in barrier
analysis.(Quantico,
Headquarters)

Tri-Command Planned Activities

09/30/2022

The command will use
various sources of
information to identify
triggers

Funding — Yes
Staffing - No

09/30/2022

If triggers are identified,
review the sources to
determine if barriers exist.

Funding - Yes
Staffing - No

MCI West Planned Activities

No plan submitted for Yuma

09/30/2022

Obtain and review exit
surveys to determine if an
opportunity to include
questions related to the
recruitment/hiring/retentio
n and advancement of
individuals with a
disability can be included.

9/30/2022

Review complaints data
to determine if there are
any triggers {e.g. higher
number of complaints
related to non-selection).

MCI East Planned Activities




09/30/2022

Meeting with key
personnel, to review
deficiency, requirernent
and discuss potential
courses of actions/plans
to correct noted
deficiency

09/30/2022

Review possible courses
of action, identify best
option and discuss
implementation methods
and dates.

MCLB Albany Planned Activities

No plan was submitted waiver new DDEEO

MCI PAC Planned Activities

No plan was submitted waiver new DDEEQO

Report of Accomplishments

Fiscal Year

Accomplishments

FY 2022




EEQC Form
U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEQ PROGRAM STATUS REPORT

MD-715 -FY22 NAF Part H

Agency EEO Plan to Attain the Essential Elements of a Model EEO

Program

Please describe the status of each plan that the agency has implemented to correct deficiencies in the EEO

program.

le the agency did not address any deficiencies during the reporting period, please check the box.

Statement of Model Program Essential Element Deficiency

Type of Program
Deficiency

Brief Description of Program Deficiency

D.2 - The agency
identifies areas where
barriers may exclude
EEQ groups
(reasonable basis to
act.)

Major Subordinate commands do not regulary review the following
sources of information to find barriers: complaint/grievance data, exit
surveys, employee climate surveys, focus groups, affinity groups, union,
program evaluations, anti-harassment program, special emphasis
programs, reasonable accommodation program; anti-harassment program;
and/or external special interest groups pursuant to MD-715 Sec. |

Objective(s) and Dates for EEQ Plan

Date Initiated
{mm/dd/yyyy)

Objective Target Date

Modified Date
Date Completed

(mm/ddlyyyy) (mmidd/yyyy) (mmiddiyyyy)

To ensure the
agency
identifies areas
where barriers
10/01/2021 may exclude
EEOQ groups
(reasonable
hasis to act.)

09/30/2022




Responsible Official(s)

Performance
Standards
Title Name Address the
Plan?
{Yes or No)
Capital Region
Quantico
Commanding Officer Colonel Michael Brooks
Headgquarters
Human Resources Director Dennis Ray
MCI East
MCCS Director George Dentel
Camp Lejeune
Deputy Director Human Resources Pat Turner
Camp Elmore
Director Human Resources Jennifer Banks
Tri-Command
Deputy Director, EEO Cynthia Golson Yes
EEO Specialist Tamara McMillan Yes
Human Resources Director Rushe Hudzinski Yes
Special Emphasis Program Managers 6 Program Managers No

MCI West

Deputy Director, EEO
Miramar

Human Resources Director
Chief of Staff/Executive Officer
MCRD

Human Resources Director
Chief of Staff/Executive Officer
Yuma

No Response

Dan Grissom

Tina Broadaway
LtCol Andrew Norris

Tina Broadaway
Colonel Edward Sullivan

MCLB Albany

MCI PAC

Planned Activities Toward Completion of Objective




Target Date
(mmidd/yyyy)

Sufficient

Funding &
Planned Activities Staffing? Modified Date
(Ves or (mmiddiyyyy)

No)

Completion
Date
{mmiddiyyyy)

Capital Region Planned Activities
No plan submitted for 8" and |, MARFORRES, Henderson Hall

03/30/2022

Collaborate with Labor
and Employee
Relations to generate
ideas and
recommendations on
how to move forward
regarding the impact of
management/personnel
policies, procedures,
and
practices.{Quantico,
Headguarters)

06/30/2022

Implement ideas and
recommendations
generated during Labor
and Employee Relation
collaberation {Quantico.
Headquarters}

09/30/2022

Review progress and
adjust as needed
(Quantico,
Headquarters)

MCI East Planned Activities

09/30/2022

Review possible
courses of actions,
identify best options
and discuss
implementation
methods, dates to
improve processes by
coordinating with key
personnel to review
deficiency, barriers,
and the way forward.




Sufficient

Funding & Completion
(:1:;?:; IDate) Planned Activities Staffing? :‘:::1}23? Datc; Date
yyyy {Yes or wyy (mmiddiyyyy)
No)
Tri-Command Planned Activities
Examine management Funding - Yes
and personnel policies,
procedures, and Staffing - No
practices by
09/30/2022 e
determine if barriers
exist within the
workforce.
Identify if barriers exist Funding - Yes
09/30/2022 by reviewing data from
many sources. Staffing - No
09/30/2022 If barriers exlist.. construct Funding - Yes
ways to eliminate the
barriers. Staffing - No
MCI West Planned Activities
No plan submitted for Yuma
9/30/2022 Conduct analysis of

completed exit surveys to
determine reasoning and if
any particular group is
leaving the agency at a
faster rate.

MCLE Albany Planned Activities

No plan was submitted waiver new DDEEQ




Target Date
{mm/ddiyyyy}

Planned Activities

Sufficient
Funding &
Staffing?
(Yes or
No)

Modified Date
{mmiddlyyyy)

Completion
Date
(mm/dd/yyyy)

MCI PAC Planned Activities

No plan was submitted waiver new DDEEO

Report of Accomplishments

Fiscal Year

Accomplishments

FY 2022




EEOC Form

U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

MD-715 - FY22 Part H NAF
Agency EEO Plan to Attain the Essential Elements of a Model EEO
Program

Please describe the status of each plan that the agency has implemented to correct deficiencies in the EEQ

program.

le the agency did not address any deficiencies during the reporting period, please check the box.

Statement of Model Program Essential Element Deficiency

Type of Program

Deficiency Brief Description of Program Deficiency

The command did not issue:

s the notice of right to file on or before the 30th day (if no
extension was requested or granted or no ADR accepted),
and issue the notice of right to file a formal complaint on or
before the 90th day (where ADR was accepted or an
extension granted)?

E.1 - The agency
maintains an efficient,
fair, and impartial
complaint resolution

PrOCEss « all reports of investigation on or before 180 days (or, for

when an extension was granted, on or before 270 days)?

s acceptance letters/dismissal decisions within 30 days from
the date of receipt of the formal complaint.

Objective(s) and Dates for EEO Plan




. Modified Date
(Dr::hl;:ji;latec; Objective (::;?:; IDate) Date Completed
Yy, vyyy, (mm/ddlyyyy) (mmidd/yyyy)
For the
command to be
in compliance
with processing
10/01/2021 complaints and 09/30/2022
maintain the
proposed
timelines set
forth by EEOC
Responsible Official(s)
Performance
Title Name Standards Address
{Yes or No})
Capital Region No issue
MCI West
Deputy Director, EEQ Dan Grissom
Camp Pendleton
Human Resources Director Mona Dodd

Chief of StafffExecutive Officer

Colonel Richard Anderson

Tri-Command

Deputy Director of EEQ

EEOQO Specialist

Agency Representatives {Sufficiency
Review

Agency Representative (Adjudication

Cynthia Golson

Tamara McMillian

LiCol Benjamin Ackison/Major Ryan
Shrout

Paulette Jenkins

Yes
Yes
Yes

Yes

MCAS Cherry Point

No issue

MCt PAC




Performance
Standards Address
Title Name the Plan?
(Yes or No)
MCLB Albany
MCI East
MCCS Director George Dentel Yes
Camp Lejeune Yes
Deputy Human Resources Director Pat Turner
Camp Elmore Yes
Director Human Resources Jennifer Banks
Planned Activities Toward Completion of Objective
Sufficient .
: Modified Completion
(:‘?;?:; ,3:;;) Planned Activities Fsﬂ';gé:g? Date Date
(Yes or No) {mm/ddiyyyy) {mmiddiyyyy)
Capital Region Planned Activities
No issue at this time
Tri = Command Planned Activities
Process all complaints Funding — Yes
within the timeframe
09/30/2022 imposed by Staffing - No
DON/IRCMS/EEQCC

MCI West Planned Activities

No plan was submitted for Yuma




Target Date
(mm/ddiyyyy)

Planned Activities

Sufficient
Funding &

Staffing?
(Yes or No)

Modified
Date
(mm/dd/yyyy)

Completion
Date
{mm/dd/yyyy)

9/30/2022

The Regional EEQ
Office will continue to
pull on a monthly basis
open informal and
formal complaints to
determine which cases
may be getting close to
the 30/90 day and to the
180 day. Thus allowing
the Regional Team to
request status and
expected closure dates.

MCAS Cherry Point Planned Activities

Mo issue at this time

MCI PAC Planned Activities

No plan was submitted waiver new DDEEO

MCI East Planned Activities

09/30/2022

Review possible courses of
actions, identify best options
and discuss implementation
methods and dates to improve|
processes and comply with
the EEOC MD110 procedures
for complaints processing.

MCLB Albany Planned Activities

No plan was submitted waiver new DDEEO




Report of Accomplishments

Fiscal Year

Accomplishments

FY 2022




EEQOC Form

U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

United States Marine Corps

MD-715 — FY22 NAF Part |
EEQ Plan to Eliminate Identified Barrier

Please describe the status of each plan that the agency implemented to identify possible barriers in policies,

procedures, or practices for employees and applicants by race, ethnicity, and gender.

I:]If the agency did not conduct barrier analysis during the reporting period, please check the box.

Statement of Condition That Was a Trigger for a Potential Barrier:

Source Specific
of the Workforce Narrative Description of Trigger
Trigger Data Table
The Non Appropriated Fund workforce consisted of 10,574. There
were a number of identifiable triggers that were identified that we
compared to the National Civilian Labor Force Statistics {NCLF)
and other relevant statistical benchmarks.
In review of the data it appears that the White and Black Females
separate from the organization faster than they join.
e White Female Entry 36.15% Exit 36.79%
¢  Black Female Entry 10.52% Exit 13.23%.
Workforce Table A1, A3, Ad,
Data Tables A6 and A9

Hispanic Males and White Males and Females have a low
participation when compared to the National Civilian Labor Force
(NCLF). This has been the trend for the past two years. However,
the White ethnic group still seems to fare better than the Minority
ethnic groups.

+ Inreview of the data for Major Occupations that are Full/Part
time employees we compared to the Permanent Workforce.
White and Asian Male and Female and Black Males have a
High Participation Rate (HPR) in Management Positions.
Whereas Hispanic Males and Females and Black Males




Source
of the
Trigger

Specific
Workforce
Data Table

Narrative Description of Trigger

positions. Hispanic, White, and Black Males all experience
(LPR) in Professional, Technictan and Sales Worker Jobs. All
groups of Females tend to have a (HPR) in Administrative
Support positions.

Hispanic M 5 of 8 (63%)} F 5 of 8 (63%)
White M 5 of 8 (63%) F 5 of 8 (63%)
Black M 4 of 8 (50%) F 5 of 8 {63%)
Asian M 2 of 8 (25%) F 2 of 8 (25%)

In review of the Pay Band scale for Full/Part time in comparison to the
Permanent Workforce we did not review the NF6 grade as there are
only two employees in those seats. However, we did review the
higher grades of the NF4 and NF5 and found that Hispanic, Black and
Asian Male and Female all experience a Low Participation Rate (LPR)
in these grades. In the middle grade of NF3 we see that Hispanic and
Asian Male and Black Females experienced a (LPR) in this grade. In
the beginning grades we see that in NF1 White Male and Females and
Hispanic, Black and Asian Males experience a (LPR) and in the NF2
grade we see that Hispanic, White and Asian Males and Black
Females experience a (LPR). In review of the data for Mission Critical
Pasitions we reviewed the Full/Part employees against the Permanent
Workforce.

We see that the White, Hispanic, Black and Asian Males all suffer a
Low Participation Rate (LPRY} in the Mission Critical Positions that
have the majority of the population. The five categories and series are
CY Program Asst 1702, CY Program Leader 1702, Sales Associate
2091, Ops Associate 1101, and HR Technician 0203. The White
Female group experience a (LPR) in Ops Associate 1101 and Sales
Associate 2091 however, they still fare better than the minority groups.

In review of the data for Full/Part Time employees in comparison to
the Permanent Workforce we see the below in reference to distribution
of Time Off Awards to the Permanent Workforce. Hispanic and Asian
Male and Female experience a Low Participation Rate (LPR) for Time
off Awards with the range from 1 hour to 30 hours . We see a LPR for
Asian Male and Female, White Male, and Hispanic Female in
receiving 31 hours to 40 hours of Time Off Awards. We see a LPR for
Hispanic, White, Black and Asian Female in receiving 41 hour or more
of Time off Awards.

In review of the data for Cash Awards distributed to Full/Part Time
employees we compared it to the Permanent Workforce. We see that
the Hispanic Male and Female experienced a Low Participation Rate
(LPR) in all Cash Award categories. We see that Black Male and
Females experienced a {LPR) in receiving of Cash Award from $1000
- $5000 or more. We also see that Asian Male and Female received




Source
of the
Trigger

Specific
Workforce
Data Table

Narrative Description of Trigger

Cash Awards but experienced a (LPR) in categories of $500 and
under, $2000 - $2999, and $4000 - $4999.

EEO Group(s) Affected by Trigger

EEO Group

Affected by Trigger?
(Yes or No)

All Men

No




Affected by Trigger?

EEO Group
(Yes or No)
All Women No
Hispanic or Latino Males Yes
Hispanic or Latino Females Yes
White Males No
White Females No
Black or African American Males Yes
Black or African American Females Yes
Asian Males Yes
Asian Females Yes
Native Hawaiian or Other Pacific Islander Males Na
Native Hawaiian or Other Pacific Islander Females No
American Indian or Alaska Native Males No
American Indian or Alaska Native Females No
Two or More Races Males No
Two or More Races Females No




Barrier Analysis Process

Source
Reviewed? Identify Information
Sources of Data Collected
(Yes or No)
Reviewed the NAF A and

Workforce Data Tables Yes B Tables
Complaint Data (Trends) No
Grievance Data (Trends) No
Findings from Decisions (e.g., EEQ, Grievance, No
MSPB, Anti-Harassment Processes)
Climate Assessment Survey (e.g., FEVS) No
Exit Interview Data No
Focus Groups No
Interviews No
Reports (e.g., Congress, EEOC, MSPB, GAO, No
OPM)
Other (Please Describe) No




Status of Barrier Analysis Process

Barrier Analysis Process Completed?

Barrier(s) |dentified?

{Yes or No) (Yes or No)
No No
Statement of Identified Barrier(s)
Description of Policy, Procedure, or Practice
Objective(s) and Dates for EEO Plan
Suffici
ent
Date Target Fun;l‘m Modified c Da‘f 4
Objecti Initiated Date S Date L
ve {(mm/ddlyy (mmiddlyy anin {mm/dd/yy
g? (mm/ddiyy
yy) vy} yy) W)
(Yes or
No)
In light of
Conduct COVID-19
Barrier 10/01/2021 9/30/2022 responsibilitie
Analysis s and tasks,
unknown

Responsible Official(s)




Performan

ce
Standards
Title Name Address
the Plan?
{Yes or No)
South Carolina Tri Command
Beaufort
Deputy Director EEQ Cynthia Golson Yes
EEO Specialist Tamara McMillan Yes
MCCS Director (SCM) o e ik Yes
Deputy Director of MCCS R ph Hud P i
NAF Human Resources Director (SCM) Pusl eM u p .Z(""s : No
Hispanic Prog. Manager Aa;:Ia h?l g Yes
Federal Womens Prog. Manager shiey McCartney Yes
Asian Pacific Program Manager CEICILALET
Black Employment Program Manager E:Mana Mliranda i
Director of Business Operations Clhergl Sl\:'lmglls Yes
Food and Hospitality Director Jeaf!flrlee O:onreen Yes
Semper Fit Director Shaw?':a Densmore Yes

Chief, Marine & Family team Building

MCi PAC

MCI West

Deputy Director, EEO

MCRD San Diego

Human Resources Director
Chief of Staff/Executive Officer
Camp Pendleton

Human Resources Director
Chief of Staff/Executive Officer
Yuma

Human Resource Director
Chief of StafffExecutive Officer
No Response

Miramar

Human Resource Director
Chief of Staff/Executive Officer
29 Palms

Human Resources Director
Chief of StafffExecutive Officer

Dan Grissom

Tina Broadaway
Colonel Edward Sullivan
Mona Dodd

Colonel Richard Anderson

Erlinda San Roman
Colonel Charles Dudik

Kelli Clear
LtCol Andrew Norris

Heather Curtis
Colonel David Suggs

MCLB Albany




Performan

ce
Standards
Title Name Address
the Plan?
(Yes or No)
MCI East
MCCS Deputy Director George Dentel
Camp Lejeune
Deputy Director Human Resources Pat Turner
Camp Elmore
Direct Human Resources Jennifer Banks
Capital Region
Quantico
Commanding Officer Colonel Michael Brooks
Headguarters
Human Resources Director Dennis Ray
Planned Activities Toward Completion of Objective
Modified Completion
(::':Ig:; IDate) Planned Activities Date Date
yyyy (mmiddiyyyy) (mm/ddiyyyy)
Capital Region Planned Activities
No response from Henderson Hall, 8" and |, and MARFORRES
Determine the root cause of low
participation rates, and develop
09/30/2022 a plan to mitigate any identified
barriers (Quantico,
Headquarters)

Tri-Command Planned Activities




Target Date
{mm/ddiyyyy)

Modified
Planned Activities Date

{mm/dd/yyyy)

Completion
Date

(mm/ddiyyyy)

09/30/2022

Examine the policies,
practices and procedures
that impact recruitment,
hiring and placement of
these three groups to
determine the root cause of
the low participation rates

MCI East Planned Activities

09/30/2022

Conduct analysis to determine
if under representation groups)
are more predominant in
specific series and grade and
look into the underlying root
cause

09/30/2022

Consult and collaborate with
human resources on potential
targeted recruitment
opportunities low participate
groups

MCI PAC Pianned Activities

No plan was submitted waiver new DDEEO

MCLB Albany Planned Activities

No plan was submitted waiver new DDEEO

MCI West Planned Activities

No response Yuma




Modified Completion
(::";?:; 13;;;} Planned Activities Date the
{(mm/ddiyyyy) {mm/ddiyyyy)
The Regional EEO Office will
connect with the NAF HRO's to
understand their hiring
09/30/22 procedures and selection

criteria to understand If the
recruitment/applicant/hiring
process is a trigger.

Report of Accomplishments

Fiscal Year

Accomplishments

2022

10




MD-715 Part )

T capture agencies” affirmative action plan for persons with disabilitied [PWD} and persons with targeted dsabilities {PWTDY}, EECH regulations {29 € F.R. § 1614.203{¢1} and MD-715 require agencies to describe how their plan will improve the recruitment, hiring.
advancernent, and retention of applicants and employees with disabilities. All agencies, regardless of seze, must complete thid Part of the MD-715 report
Al major commands, regardless of size, must complete this Part of the MD-715 report.

Section I: Efforts to Reach Regulatory Goals
EEOC regulations {29 CFR 1614.203{d)(7}) require agenoes ta establish specilic numerical goals for achiewing participation geals for persons with reportable disabilities (12%} and targeted disabilities {2%) in the agency.

Descnbe how the command has communicated the numerical goals te both the APF and NAF hiring managers and recruiters:

MO East Communication about the SF-256 along with instructions on how to input the information into MyBiz for APF employees and People Soft for NAF employees is passed out and discussed at all New Employee Onientations and EEO Annual Trainings.
for employees and recruiters 5o as to aid in the numerical goals for achieving participation goals for persons with reportable disabilities and targeted disabilities. MO West APF:  The APF commands continue to work on encouraging their employees to
update their disability status whith could potentially help improve the 2% and 12% goals. Linfortunately, at this time the only installation that was able to reach the 2% goal was 29 Palmes (67399). No APF command has been able to reach the 17% goals,
NAF: The NAF caeimands have been working diligently to improve their PWD and PWTD numbers. As of thit reporting period, the MCRD 00243, Miramar {67865), 29 Palms (67399) have all met the 2% and 123% goal. CPEN and Barstow have met the 2%
goal, but are working to impraove their 17% goal {currently at 10%). Yuma NAF were not able to meet the 2% or 12% goal, but they will continue to wark on encouraging their employees to self identify Overall, the Regional EED Deputy Director
communicates both the APF and NAF goal accomplish s and lly during the MD715 brief with each agency head for the various installations. Cherry Point Primary staff is briefed on disability numerical goals duning bi-weekly staff meeting.
Selecting officials are brefed on the wtilization of Schedule A duning supervisory training. The current numbers for the Appropnated workforce are 21.05% identify as having a disability and 2. 70% identify as having a targeted or severe disability. Hiring
gers wved the infi 1via the chain-of-command. Cherry Point - NAF has met or exceeded the requirements. At the end of July 2021, 12.57% of total NAF staff had a disability status with 3.14% having a targeted disability, exceeding the
g ani goals pr by blished, Trl C d MCRD/MCAS Anemail 15 sent out periodically remmding supervisars and managers of the DON Goals for Hiring persons with targeted disabilities and other disabilities. An email was also sent
.out to all hands regarding the re-survey to ensure everyone’s disability code is accurately reflected in the system. MO PAC and Albany were granted waivers for a response since they have been without a Deputy Director EED for an extended period of
time. Capita) Region NAF Our Talent Management team is aware of the goals through the Barrier Analysis process. They imph 1t prog| provide data, and give feedback on recrviting and hiring PWD. MARCORSYSCOM, Quantico Base, TECOM The
numerical geals are provided to the workforce, hiring managers and the Command Recruit Team via All Hands A on the G d Intranet when personnel are requested 1o review and update their self-identification infermation. These
goals are alse provided during relevant EEQ/MD-715 briefings 1o the Commander, Executive Director, Deputy Commander Rescurce Management dnd Director of Human Capital. When issued, OCHR/QEEQ Fact Sheets regarding PWD/PWTD employment

goals and employee self.identification of disability status are provided via All Hands messages {last on August 2021).

Section Il: Model Disability Program
Puriuisl 1 the regulationt implernenting Sectian 501 of the Rehabilitation Act of 1973 {19 CFR §1614 203), agencies must ensufe sufficient stalf, training, and fesources té recruit and hire Persons with Disabilities and Persons with Targeted Disabilities, administer the
Reasanable Accommedation Program and Special Emphasis Program, and aversee any other disability hiring and advancement program the agency has in place.

A. PLAN TO PROVIDE SUFFICIENT & COMPETENT STAFFING FOR THE DISABILITY PROGRAM
1. Has the commanrd designated sufficient qualified personnel to mplement its disability program during the reporting penod? If “no”, use the text box to describe the shortfall(s] and the command’s plans to mitigate or resolve them in the upcoming
fiscal year.

e He



Employment Opportunity Speciafist with a c

MCl East: MCI EAST EEQ office doesn't have a designated Disability Program Manager but the EEC specialists NAF/APF and the DDEEQ work callectively together in implementing the disability program during FY21, MC) West At this time, the MCIWEST
region has 8 personnel {including one NAF emplayee and 1 Deputy EEQ Officer) in which 3 are located at the Region and the other 5 APF employees are spread out throughout the western region [minus Yuma and 29 Palms whom do not have EEQ
Specialist on site). Thus the shortage in staff has provided a shortfall in the Disability Program. However, even with this shortage of persannel, all personnel within the MCIWEST region do their best to address any questions or concerns related to the

disability program. MCRD installation continues to work on providing various events during the | Disability Es

loy t Awareness Month {October), they currently have an event scheduled for tater part of October to host former US Marine Corps

Special Force Oscar "0z" Sanchez 1o discuss the challenges, as well as, achievements he has faced. Tri Command The EEQ Office does not have sufficient persannel to execute the disability program as it should be. We will be recruiting another Disability
Program Manager from the command. The previous one left to accept a position at another agency The EEQ office does not have sufficient personnel to execute the Disability Program as it should be, we have designated a Disability Program Manager for
the APF and NAF employees. MCI PAC and Albany were granted waivers for a response since they have been without 3 Deputy Director EEQ for an extended period of time. Capital Region NAF The EEO Office currently has two Disability Program
Managers who process Reasonable Accommodation requests, and also process EEQ complaints and conduct EEQ training. The National Capital Region EEQ Office processes more RA requests than any other region. In FY22, we pian to obtain approval for
hiring 2 agditional EEO Specialists who will assist in processing RA requests. MARCORSYSCOM, Quantico Base, TECOM The EEO Office currently has two Disability Program Managers/Reasonable Accommodation Program Managers and one Equal

g with the R

| duty of

Ar

backlog and closing out cases in NEAT.

2. Identify all command staff responsible for implementing the command’s disability employment program by the office, stalf employment status, and point of contact:

# of FTE Staff
by Employment Status.
Y [+
Rasponsible Lollateral Primary Point of Contact
Disabilty Program Task {EEO/HR/IT/Facilities) Full Time * Part Time®|  Outy {Name, Title)
MCI East, MOl West, Point 1
Tel Command EEO; MO East 1 Capital MCI East- Anita Carse, DDEED MO West CPEN, 22 Palms and Yuma: Kimberly Santos, Farmal Complaints Program Manager [APF] and Perry Reed, EEQ
J ; Specialist [NAF): MCRD: Yesenia Rodriguez (APF and NAF); Miramar: Theresa 9=_u!u.u {APF and z.nc Barstow: Arthur Ch and Solange
P ing RA ts i f MR; N Regia
-ﬂ“”ﬂ:m o e 3.”: n—.uD-_._d v_ﬂﬂ_:an a3 nﬁmz\nu‘.u_.:m.?:.:-.u. n {APF) Civerry Point Lindsay Smith, Deputy Director Equal Employ Oppr il a:unun wn::Sn. EEQ mvnnu__n. {Instaflation}; Baldo
app! L gl il P i MCRD 1; Miramar 1; CORSY Cordero, Human Resources Director (MCCS) Trl Command MCRD/MCAS Tamara !9;.:3: EED i bl dation MC) PAC and
disabilitles {MARCORSYSCOM, Barstow 2 Cherry Peint 2; Tl EOM, Albany were granted waivers for a response since they have been without a Deputy Director EEO for an extended period of time. Capital Reglon
Quantico Base, Command 1 .”“un-..zs MARCORSYSCOM, Quantico Base, TECOM Tina Sansone, Disability Program Manager and Ra Program Manager
TECOM) EEQ b
TECOM 1
MCI East G6 MCI Cherry
West EEO Cherry Polnt 1
Point EEO/HR Tri Capital MOl East Mark Phifer, Deputy Asst Chief of Staff, G6; MC) West Dan Grissom Charry Point Lindzay Smith, Equal Empleyment Deputy Director
Command Safety MO East 1 MO West 1 Region {tnstallation) ; Baldo Cordero, Human Resources Director (MCCS) Trl Command MCRD Mickey Arpt, Safety and Occupational Health Manager; MCAS
Section 508 Compliance f o Cherry Point 1; Tri MARCORSY|  Ronald Lanoie, Salety and Occupational Health Manager MG PAC and Albary were granted waivers for a rasponse since they have been without a
Capital Reglon Command 2 scom, Deputy Director EEQ for an extended period of time. Capital Reglon MARCORSYSCOM, Quantico Base, TECOM Tina Sansone, Disability Program
[MARCORSYSCOM, Quantico Manager and RA Program Manager
Quantico Base,TECO
Base, TECOM) EED M1
MCI East GF MCQ1
West EEQ Cherry Caphtal
Point Facilities, Tri R, Reglon MCI East Thomas H Burton, Public Works Division, Head Design Branch, Planning & Estimating !n. West Dan Grissom Cherry Point Don Elliott, Facifitias
Architectural Barriers Act Caommand Public o - mno_._ Y Asset Manager Tri Command MCRD William 5 Tate, Supervisory Logistics ist; MCAS Stephen Smith, Supervisory Logistics
Compliance Waorks Capital Region ChenylFokitll s -”.n._ Management Specialist MC1 PAC and Albany were granted waivers for 3 respanse sinte they have been without a Deputy Director EEO For an extended
[MARCORSYSCOM, 2 Hun = period of time. Capital Reglen MARCORSYSCOM, Quantico Basa, TECOM Tina $ Disability Program gar and RA Program Manager
Quantico TECOM 1
Base,TECOM) EED




i
MCI East EED MCI { o
West EEQ Che
| Ppoint EEO; ._."_2_ _ M“.u.m—“_!l 1 MCI East Anita Carse, DDEEQ MCI Wast CPEN, 29 Palms and Yuma: Kimberly Santes, Formal Complaints Program Manager [APF| and Perry Reed, EEQ
Command Safety and MO East 1; MOl West . Specialist (NAF); MCRD; Yesenia Radriguez (APF and NAF); Miramar: Theresa Dimapilis {APF and NAF); Barstow: Arthur Champion and Solange Gonzater
Speclal Emphasis Program for PWD | A .| CPEN/29 Paims/Yuma.2, | gior [APF} Charry Point Lindsay Smith, Equal Employment Deputy Director [lnstallation] Trl Command MCRD Position Vacant: MCAS APF Ronald Lanoie,
and PWTD Esqcaibnd Analysis MCRD: 1; Miramar: 1; _ el Safety and O« ional Health Manager; NAF Feleasa Dx yer, Dir of Review and Analysis MCl PAC and Albany were granted walvers for a response
(| Slinan | R e el pecH. since they have been without a Deputy Director EEQ for an extended period of time, Capital Reglon MARCORSYSCOM, Quantico Base, TECOM Synics
_* {MARCORSYSCOM, w .n Tate Special Emphasis Program Manager
i Quantico | g
1 TECOM 1

Base, TECOM) EEO
PWD Champion” l

A. Employees (1) whose primary duty is performonce af this function ond {I) who work 80 hours per Pay Period (PP}

B. Employees (1] whose primary duty is performance of this function ond [ 2] who work less thon 80 hours/PP

€. Employees who perform this functon, but not o5 their primoary duly.

i@ A sentor feader {0 member of the Semor Execulive Service (S£5), or o 15515 if 8 command does nat hove an S£5) wha serves as a representative of their major & din rec ity ond impl: ting changes that remove discriminatory barriers to EEQ for individuals
with disabil {1WD), and impr the hiring, and odvancement for (WD, both at the major command and ot the DON level
3. Has the e vd provided disability prog stalf with sufficient training to carry out their responsibilities during the reporting period? If "yes”, describe the relevant training that disability program staff have received within the past 2

describe a shortfalls and the command's plan to resolve them in the upcoming fiscal year.

Yes [u] No @
MG East: Selected EEO staff will be identified to attend the Disability Program Manager's Course at the Defense Equal Opportunity Management Institute {DEOMI) or the EEOC Training Institute during FY22.MCl West The Regional EEQ Office will continue
10 request for additional funding through locat budget as well as any training funds that may become available from the Department of the Navy. With a 15% reduction of the civilian workforce mandated and current budget shortfalls additienal funding at
the local lender is difficult to obtain. Cherry Point Two new EEO Staff bers completed the Special Empt Program M Course (SEPMC) from the Defense Equal Opportunity Management institute {DEOMI). EED Specialist completed EEQ
Professional Series- Entry course from DEQMI. Deputy Director EEQ completed the EEQ Professional Series -Advanced course from DEOMI. Information locally shared with MCCS HR Director with no additional formal training{s) scheduled for NAFI
personnel. Trl Command MCRD/MCAS The Reasonable Accommodation POC has had training on processing reg for R: ble Ace dation via training from the DON and an-line training. The Disability Program Manager for the command has
not received formal training yet, MCI PAC and Albany were granted waivers for a response since they have been without a Deputy Director EEQ for an extended period of time. Capital Region NAF The DPMs attended FDR training related to the disability
program and Reasonable Accommodation in Aug 2021 in addition, the DPMs are on the waiting list for the FY22 Defense Equal Opportunity Management Institution (DECMI} Disability Program Management Course. Capital Region MARCORSYSCOM,
Quantico Base, TECOM The DPMs attended FOR training related to the disabili 2 and R bile Acc dation in Aug 2021. In addition, the DPMs are on the waiting list for the FY22 Defense Equal Dpportunity Managemeant tnstitution
{DEQMI} Disability Program Management Course.

B. PLAN TO ENSURE SUFFICIENT FUNDING FCR THE DISABILITY PROGRAM
Has the command provided sufficient funding and other $ 10 fully impl the disability program during the reporting period?

Yes a No 2
Desenbe the steps that the command has taken to ensure each of the following aspects of the disability program have sufficient funding, trained personnel, and other resources. If any are insufficiently funded, describe the shortfalls and the command's
plan to resolve them in the upcoming fiscal year.




Processing RA from appli and employ

with disabllities

MCl East: EEO Specialists are trained in processing RA's within the required timeframe, MCIWEST EEO Team works diligently to process all RA reguests that are received to include applicants and
employess with a disability. Within this reporting period, Barstow, MCRD and Miramar were able to process all their RA requests within the 30 day timefrarme. The only shortfall may be the
%_3. in any notification to the RA POC regarding any RA requests. Cherry Point EEQ Office is now fully staffed. EEO staff to complete additional teaining and become efficient at processing

ble A dati Tri G d MCRD/MCAS The Reasonable Accommodation POC is trained and funding is sufficient. Additional personnel is needed to assist with pracessing all
requests. MO PAC and Albany were granted waivers for a response since they have been without a Deputy Director EEC for an extended period of time. Capital Region NAF In FY22, we planto
obtain approval for hiring 2 additional EEQ Specialists who will assist in processing RA requests.

Special Emphasis Program for PWD and PWTD

-sﬁ. Eb. this time, there is not a desig, d Disability Program N ger. The MCI EAST EEQ office shares the responsibilities of DPM, MCIWEST EED Team does see a shortfall in fully
impl ing a Special Emphasis Program for PWD and PWTD. MCRD, Miramar, CPEN/29 Patms/Yuma and Barstow all bave one EEQ Specialist that handles EEQ plaints and RA requasts,

When an RA request is received by that EEO Specialist and then the individual subsequently files a complaint, the EEO Specialist has to Bncnms for another EEQ Specialist to conduct the EED
informal. This shortfall in personnel does hinder the EEQ Specialist from providing full attention to a SEP. Aside from the shortfall of personnel, funding is ancther area of cancern. Most
installations don't have any extra funding to bring in individuals or host events related ta SEP. MCRD has made tremendous improvemnent in the SEP and is ahead of other installations in this
respect. The MCOIWEST EEO Team will continue to brainstorm ideas for free or heavily reduced ways to conduct SEP events. Cherry Point Installation resource support - NAF applies merit
staffing principles and takes p efforts in ity h activities to solicit and obtain positive referral recommendations. Supports markating and sharing of jobs with applicants
that may not always have an opp ity to complete onbne job hes or for those that may require assi leti lications. Tri C MCRD The Disabitity Program Manager
posititn is vacant but the plan is to recruit to fill it and to have him or her trained | the duties and responsibilities. !nhm Our m_unn_u_ Emphasis Program Mangers are not trained, Hapefully EEQ
Personnal will provide the training in tha future. MOl PAC and Albany were granted waivers for a response since they have been without a Deputy Director EEO for an extended period of time.
Capital Region NAF The 2 additional EEQ Specialists we plan to obtain approval for will also assist with the Special Emphasis Program.

Section {ll: Plan to Recruit and Hire Individuals with Disabilities

Pursuant to 28 CFR 16514.203{d}1}{i} and (i), sgencies must establish a plan 1o increase the recruitment and hiring of Persons with Disabilities. The questions below are dewgned to identity outcomes of the agency’s recruitment program plan for PWO and PWTD, such as
whether the agency has a numerical hiring goal, and whether the agency uses the Schedule A{u] hiring authority or other hiring authorities thal take disability into account, during this reparting periad.

A. PLAN TO IDENTIFY JOB APPLICANTS WITH DISABILITIES

1 Which of the following programs/resources does the command use to identify job applicants with disabilities, including Individuals with Targeted Disabilities.

Appropriated Fund Employment

Workicrce Recruitment Program Yes = HNo a

OPM Shared List of People with Disabilities (“Bander List") Yes [m] No 2]
Wounded Warriot Program Yes m] No ]

Job Falrs dedicated to PWD/PWTD Yes D No 7]

Schools primarily enrolling PWD/PWTD Yes m] No 2

Other schocls with programs dedicated to PWD/PWTD Yes m] No =
State Vocational Rehabilitation Offices. Yes [m] No =

Other {describe below} Yes [m] No 2




MO West MCAS Yuma , MCAS Miramar and MCRD San Diego reported ‘'no’ for Benders List while MCB CPEN and MCAGCC 29 Palms reported 'yes'. MCAS Yuma reported 'no’ for Wounded Warriors Program while the rest of the Commands reported 'yes'.
Mast of the selections under Schedule A or 30% compensable veteran are made as direct hire name requests. The HRO datermines quickest and most appropiate appointment eligibility for the candidate, MCRD San Diego and MDMC Barstaw reported
'yes' for State Vocational Rehabilitation Offices while all other Commands reported 'no'. MO PAC and Albany were granted waivers for a response since they have been without a Deputy Director EEO for an extended period of time.

Non Appropriated Fund Employment

Workforce Recrultment Program Yes a No =]

OPM Shared List of People with Disabilities {"Bender List") Yes a Na 7]
Wounded Warrior Program Yes a No =]

Job Fairs dedicated to PWD/PWTD Yes [m] No =]

Schools primarily enrolling PWD/PWTD Yes a No 7]

Other schools with programs dedicated to PWD/PWTD Yes [m] No ]
State Vocational Rehabllitation Offices Yes a No ]

Other {describe below} Yes [m] No =

MO West All commands save for MCRD do not use the 'Bender List'. MCRD also responded ‘yes' to Wounded Warrior Program’ and 'State Vocational ad Rehabilitation Offices’. Cherry Point Easter Seals, Vocational Rehabilitation, NC Works and
Employment Security Commission. Also working with the Career Programs at two community colleges {Craven and Carteret) as they provide employment services to in-need students. MC PAC and Albany were g d waivers for a resp since they
have been without a Deputy Director EEC for an extended period of time.

2, Pursuant te 29 C.F.R. 1614.203(a)(3), describe your command's use of Schedule A{u} to recruit PWD and PWTD for positions in the permanent workforee

MCI East APF: Schedule A has been used regularly ta maximize to non-competitively appoint eligible veterans, including those with targeted disabilities. MCl West The command uses Schedule A appeintments on a regular basis. If a veteran is a 30% or
more compensable veteran they might be eligible for a Schedule A appointment which expedites the hiring process and the HRO may use the Schedule A appointment versus a 30% Veteran Appointment. NAF does not utilize schedule A save for MCRD
San Diego. Cherry Point All vacancies are vetted through the resume database for IWD that is provided by the sources in section IIi, A, 1.Tri Command MCRD Applications that are received from Vocational Rehabilitation are Schedule A eligible, They ara
forwarded to the Human Resources Qffice {HRO) staffing section for forwarding to the hiring managers for consideration. Also, the applications that are ived on the certificate of eligible that HRO receives from the HRSC 5an Diego are annotated if
they are Schedule A eligible. MCAS We use the Schedule A appointing authority when we get applicants from vocational rehabilitation. We also appoint veterans with disabilities using the direct hire and veterans authorities. MCl PAC and Atbany were
granted waivers for a response since they have been without a Deputy Director EEO for an extended period of time. Capital Region MARCORSYSCOM, TECOM Quantico Base Utilize Schedule A and 30% Disabled Veteran hiring authaorities to identify job
applicants with disabifities. MARCORSYSCOM,TECOM is registered to receive OPM's Bender List {register of candidates with disabilities}, which allows hiring gers to view r of candid. that are efigible to be hired through Schedule A hiring
authonity.




Cherry Point N/A - not available, NAF generally hire ALL qualified candidates that show availability and i in positions {with or wfout a Schedule A letters). NAF does not have Schedule A authority and should not claim a hining preference for this

ion, |tcan be advised, h , that the NAF makes a concerted effort with outreach activities to hire eligible w/out having to use the Schedule A preference. Woerking alongside the Merit Staffing procedures proves that the MCCS agency is open to
competitive processes 1o hire the best while also supporting the disability program targets. MCI PAC and Albany were granted waivers for a response since they have been without a Deputy Director EEO for an extended period of time. Capital Region
NAF: HOMC NAF does not have schedule A hiring authority,

3. How many Schedule Afu) employees were hired to permanent positions during the reporting eycle? 93

4. Describe your command’s use of programs to recruit PWD and PWTD for temporary pesitions {e.g. internships):

bumz_n_mnﬂ.pvm:ﬁ: ...;. E......vm..t. :nooa..azo_.o::u_onn_.._mUmvﬂom,\mﬁmzbzmbm;_xus..n:._u_oq._,:.m:a.!stgﬁ:nneaao:amcmm::-<u__p.._oe8na.=mu=nma:qn¢ui:u=EnE.._:n.aZu.:veﬂQeﬂ.,:oE
to include candidates with disabilities. The hiring managers are briefed on all available options and they decide the best candidate for the vacancy. Cherry Point The command does not have a temporary workforce. Tri Command MCRD/MCAS The
Command uses the Schedule A program to recruit PWD and PWTD. It is highlighted in our vacancy announcements. MOl PAC and Albany were granted waivers for a response since they have been withcut a Deputy Director EEQ for an extended period of

time. Capital Region MARCORSYSCOM, Quantico Base, TECOM This activity would use the same resources and programs to recruit for temporary positions that it uses for permanent positions. Temporary appointments are rare in this activity.

NAF: MCI West NAF does nat specifically recruit PWO/PWTD for positions, but report they hire the most qualified applicant. Positions are posted on the MCCS Careers webpage and posted for a period of days not less than 7 calendar days, where any
interested applicant may apply. Cherry Point Inf pasitions available are routine, regutar and reoccurring. They may stant off as flex but can move 10 a regular status after 1-year of working on average 30 or more hours a pay period. Tri Command
MCAS hired an employee with a targeted disability in September MO PAC and Albany were granted waivers for a response since they have been without a Deputy Director EEQ for an extended period of time. Capital Region NAF: We open up cur
fulltime, part time, and flex positions for all i including PWD.

£. When individuals apply for a position under & hifing authority that takes disability into account (e.g., Schedule A{u)), explain how the cornmand {1) determines il the individual is eligible for appointment under such authority and (2) forwards the
individual's application to the relevant hiring officials with an explanation of how and when the individual may be appainted.




APF:MO) East Working with the EEO Office applicants provide necessary supporting doc for Schedule A appointments. CHRAO reviews the documentation and the documentation is included with the recruitment action. MCI West The
tommands determine if the candidate is eligible and qualified for the position by reviewing the resume. The HRO requests a Schedule A letter from the candidate to verify eligibility for appointment. The hiring official is notified if the candidate is eligible
for a non-competitive Sch A appoi The RPA is sent to OCHR and the job offer is extended to the candidate. Cherry Point Applicants provide a resume and valid Schedule A qualifying letter to the DPM, when a vacancy is announced internally, the

lecting official the BPM to see if any of the resumes match the qualifications of the vacancy. If there is a mateh, the resume is forwarded 1o the selecting offickal, if the salecting official would like to select the individual, the resume and the
Schedule A qualifying letter is routed through Staffing to OCHR fer approval of the qualifications. Tri Command MCRD/MCAS When we hire applicants under Schedube A, we get 2 letter from vocatienal rehabilitation confirming their appointment as a
schedule A applicant. When the HRO Director forwards the applications to the managers, it is indicated that the applicant qualified under schedule A. MCI PAC and Albany were granted waivers for a response since they have been without a Deputy
Director EEC for an extended pericd of time. Capital Region MARCORSYSCOM, Quantico Base, TECOM Scheduls A candidates applying to posted vacancy announcemeants ane reviewed by the OCHR service center. HR spacialists within the center
determine eligibility and qualifications and refer candidates that meet these requirements to hiring managers for consideration.

NAF: Marine Corps NAF does not use the Schedule A program Cherry Point N/A - We hire the most qualified regardless of disability status. Given organizational disability targets, MCCS uses recruitment outreach to reach and raise awareness for the
qualified disability population in our area.  Tri Command MCAS NAF does not use the Schedule A Autharity. The inf ion is displayed in their y listings that they receive applicants from all sources MC1 PAC and Albany were granted waivers for
a response since they have been without a Deputy Director EEO far an extended period of time. Capita! Region NAF: HOMC NAF does not have schedule A hiring autharity.

4. Has the comntand provided training to all hirng managers on the use of hiring authorities that take disability into account je.g., Schedule A{u}i? |dentify the number of hiring managers tramned, type{s) of training, and frequency provided. if "no”,
describe the command's plan to provide the training 1o alt hinng managers.

Yes [m] No =
Number of hinng managers trained: 1500
APF: MCI West A Hiring Authority Matrix was distributed to all hiring officials outlining all the various hiring authorities available at the command te include Schedule A app and 0% comp ble veterans. Also, all hiring managers are required

to take the merit system principles training and acknowledge to adhere to all hiring rules and regulations. :MCB CPEN, 00681 {216), MDMC Barstow, 67100 {89), MCAS Yurna, 67294 (71), MCAGCC 29 Palms, 67399 {109), MCAS Miramar, 67865 (77} and
MCRD San Diego, 00243 {58). Cherry Point As supervisors attend introductory and triennial required refresher training, the use of hiring authorities is covered. Additionally, the Manpower directorate informs the selecting officials of the use of Schedule A
and refers the selecting official to the OPM for more information prior to advertising the vacancy. Command is working to identify and remind all supervisors who require updated training. NAF employees and supervisors are able to complete required
trainings within ETHOS. The same triennial training frequency exists for NAF. Tri Command The HRO and £EC offices will be providing supervisory training in N ber. M{ PAC and Albany were granted waivers for a response since they have been
witheut a Deputy Director EEQ for an extended period of time. Capital Reglon MARCORSYSOOM, Quantica Base, TECOM Required Annual block training far supervisors includes Hiring Talent which touches an Schedule A. Additional training for all hiring
managers on the yse of hiring authorities that take disabilities into account would nesd to be provided by the Human Resources Office.




B. PLAN TOQ ESTABLISH CONTACTS WITH DISABILITY EMPLOYMENT ORGANIZATIONS

Describe the command's efforts to establish and maintain contacts with organizations that assist PWD, including PWTD, in securing and maintaining employment.

APF:MCI East Continue to work with key stake holders internally and externally to develop new ideas to established and maintain current working relationships, MCl West The commands will continue 1o work with OCHR when requesting
announcements to target PWD and PWTD candidates. We will continue outreach partnerships with | arganizations that p ployment with people with disabilities as infi won is received and will market vacanties to these external
organizations. Cherry Point The engoing relationship with vocational rehabilitation is maintained through an annual job shadowing event where qualified individuals are welcomed aboard the Air Station to job shadow in positions of interest. This years
Protégé day was cancellgd due to COVID-12 restrictions, Trl Command MCRD/MCAS Applications that are received from Vocational Rehabilitation are Schedule A eligible. They are forwarded to the Human Resources Office [HRO) staffing section for
forwarding to the hinng managers for consideration. Also, the applications that are received on the certificate of eligible that HRO receives from the HRSC San Diego are annotated if they are Schedule A eligible, MCI PAC and Afbany were granted waivers
for a response since they have been without a Deputy Director EEO for an extended period of time. Capital Region MARCORSYSCOM, Quantico Base, TECOM HROM contacts Wounded Warrior Regiment for assistance with advertising and locating

did: for vacancies, when requested by management,
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opportunities. MCCS Training Department and their online training program (ETHOS} atso offers individual or group training opportunities for different courses that would also aide in career development, anywhere from self-development, team
development, or leadership development, Cherry Point Locally work and suppont Vacational Rebabilitation and Easter Seals prog designed to assist bers with disabilities. Tri € d MCAS All employees are offered opportunities to develop
and enhance their skills. They can utilize Ethos as a form of career development by identifying classes that will provide them the skills necessary to advance in the organization. We also have tuition assistance available to prepare the employee for desired
advancement opportunities. MCl PAC and Albany were granted waivers for a response since they have been without a Daputy Director EEQ for an extended period of time, Capital Reglon NAF: Workiorce Recruitment Program and VA Vocational

Rehabilitation Offices.

Section V: Plan to Ensure Advancement Opportunities for Employees with Disabilities

2HCE R BIELA,203{d) 11 in] requires agencres to provide sufficient opportunities for empl with di ities ta ad within the agency. Suth activities might include specialized training and mentoring programs, career development oppartunities, awards grogr s
and similar pragrams that address hiring and advancement. In this section, agencies should identily. and prowide data on pragrams designed ta ensure advantement apportunities for emplayees with disabilities.

A. ADVANCEMENT PROGRAM PLAN
Describe the command's plan to ensure PWD, including PWTD, have sufficient opportunities for advancement.




APF:MCI East Every employee in the civil service workforce has sufficient opportunities for advancement to include parsons with disabilities. Reasonable accommaodations are made upon request. MCl West The commands will continue to work with
supervisors to ensure that PWD and PWTD employees received an equal and fair opportunity for advancement and will continue to market all devel 1 and leadership training opportunities available to all. Cherry Point The command encourages al

employees to take full advantage of a leadership devek 't Prog i G MCRD/MCAS A Whole section on the ¥ published by the HR Office is dedicated to information on veterans, appointing authorities and benefits.
MO PAC and Albany were granted waivers for a response since they have been withaut a Deputy Director EEQ for an extended period of time. Capital Region MARCORSYSCOM, Quantico Base, TECOM (nternally within HROM, candidates eligible under
Schedule A are considered along with other HROM employees as higher level vacancies occur. Training supervisors, managers and selecting officials on Reasonable Accommodation and Diversity and Inclusion to assist in recognizing the skill level of PWD
and PWTD.

NAF: MOl West MCCS does not currently have any advancement program plans targeted specifically towards advancement for vio.__vi._d However, u:< request for accommodation is processed accordingly, ind as such if it was brought to the MCCS
leadership attention that any specialized training etc., was needed to support any vccn.svs:d we would engage in the i dingly. Cherry Point Merit Staffing 1s always used with fair and equitable perfarmance award processing -
Craft-&-Trade positions eligible for time in service promotions. Tl C d MCAS All employees are offered opportunities to develop and enhance their skills. They can utilize Ethos as a form of career development by identifying classes that will
provide them the skills necessary to advance in the organization. We also have tuition assistance available to prepare the emplayee for desired advancement opportunities. MCl PAC and Albany were granted waivers for a response since they have been
{without a Oeputy Director EEQ for an extended period of time. Capital Region NAF: HOMC NAF offers advancement and career path opportunities for all employ individuals with disabilities are considered along with other employees for higher level
vacancies.

B. CAREER DEVELOPMENT OPPORTUNITIES
Please describe the career development opportunities that the command provides 1o its emplayees, including PWD and PWTD.




APF:MC East Work{orce learning career development opportunities include training, workshops, academic degree program, leadership and career development. MCl West The ds offer the foll g career d prental opp: i Chvilian

Leadership Development prog Academic Degree Program; soft skills training opportunities; online training courses on vanous Communities of interests; on-the-job traning; mentorship program; resume writing training; self-help book library to
develop business acumen, offer a robust training prog far employ king self-develop | traning; offer leadership rotational assignments promoted by USMC HGQ.  Cherry Point Contmuing Caresr Learming and Development. New Leader
Program, Aspiring Leader Program, Executive Leader Pragram as well ai The Workforce De: p program. Tt C d MCRD/MCAS Iob vacancies are posted and disseminated to all hands. Employees hiave the appartunity to apply for the

Leadership Programs announced through the DON, i.e. Internship, Executive Leadership Program , etc. MCl PAC and Athany were granted waivers for a response since they have been without a Oeputy Director EEO for an extended period of time. Capital
Region MARCORSYSCOM This Command provides 3 variety of career development opportunities that are open to all persennel including PWD and PWTD. These opportunities include: the Command Mentor Program; the Command Leadership at All
Levels Program, and the Civilian Employee Leadership Development Program (CELDP). The CELDP provides a menu of diverse leadership development courses or programs such as. New Leader Program, Executive Leadership Program, Marine Corps

d School; or other

Command and 5taff College; Federal Executrve Institute; Darden Business School. Executive Potential Program. The command also provides college tuition assistance and funds job-related training for employees (such as The
vendors). Quantico Base, TECOM Detail opp: itses and DON ed leadership training are encouraged to prepare employees for higher level positions.

ZPn.:n_EunnE_.‘..r ._ usn1.._.—u<mu_nu:___.ﬁn_n(n_ouau:—u_u:—ru».uiu»unmem_o_u:.uzﬂwo-:vm-mnau_?usunuim_.i.unb-_n.u:..-:u:nm»_uoo:n:c_co:nmu.mz:nn:._osio:_n_K:mn.__.oiu.dnn..n!
development opportunities. MCCS Training _uuuu:a_n:-u and their online training program (ETHOS) also offers individual or group na_!:n opportunities for different courses that would also aide in ¢career development, anywhere from self-development,
team devel or leadership develop Cherry Point Learning Development and Training. Details and porary p ig! t.  Tri d MCAS All employees are offered o_uvo::..._:nu to develep and enhance their skills. They
can utilize Ethas as a form of career development by identifying classes that will provide them the skills necessary to advance in the arganization. We also have tuition for eligible employees te increase their educational knowledge. MCI
PAC and Albany were granted waivers for a response since they have been without a Deputy Director EEQ for an extended period of time. MCI PAC and Albany were granted waivers for a respanse since they have been without a Deputy Director EEO for

an extended period of time. Capital Region NAF: HQMUC NAF offers advancement and career path apportunities for all employees including PWD.

Section Vi Plan to Improve Retention of Persons with Disabilities

Ta be a madel employer for perions with disabilities, agencies must have polities and programs in place to retain employees with disabilities. In the sections below, agencies should: [1§ analyze werkforce separation data 1o identity barriers retaining employees with
disabilities; |2} describe efforts to ensure accessibility of technology and facilities: and {3} prowide information on the reasonable accommodation program and warkplac# personal assistance sensces,

A. VOLUNTARY AND INVOLUNTARY SEPARATIONS

1. in this reporting period, did the command convert all of the eligible Schedule Aju} employees with a disability into the competilnee service after two years of satisfactory service (S CFR 213.3102(ul{6}{i))? If “no”, please explain why the command did not
convert all eligible Schedule A{u} employees.

Yes H Mo = MVA [m]



MO East Of the B Schedule A hires in FY19, 7 were converted during FY21. It was und; ined what h d 1o the 1 that wasa't converted. Capital Region MARCORSYSCOM All eligible amploy $till with the C d after the two years of
satisfactory service were convertad to Competitive Service,

2. Does the command use exit surveys or exil interviews to determine why PWD and/or PWTD separate?

Yes O No ]
Ii "yes", please indicate reasons identified in the surveys that the PWD/PWTD left the command:

APF: MOl Wast The commands use voluntary exit surveys for process improvement and workforce climate assessment purposes. (1 the xit susveys caplured this reporting cycle, there was no derogatory information provided as cause for departing a
tposition. Cherry Point Exit survey is being developed for FY22 Exit surveys will be used once approved Tri Command MCRD/MCAS We plan to use them in the future. They did not prove to be beneficial in the past. MCt PAC and Albany were granted
waivers for a response since they have been without a Deputy Director EED for an extended period of time. Capital Region MARCORSYSCOM, Quantico Base The previous Exit Survey instrument version did not ask respondents their disability status.
Cammand Barrier Analysis persannel are not allowed access to individual disability status infermation from other sources {e.g. HR Link, etc.}. Therefore, a determination cannot be made as to why disabled individuals voluntarity left the command.
However, the Exit Survey was revised to copture disability status and exit data is currently under evaluation.

NAF:MCI West MCCS does have exit surveys available to employees leaving the arganization, however it does not specifically target PWD or PWTD, nor is there a question on the exit interview to identify that. Cherry Point Since we are not staffing under
a PWD/PWTD we only monitor stats of groupings and there are only general questions asked as part of exit interviews MCl PAC and Albany were granted waivers for a response since they have been without a Deputy Director EEQ for an extended period
of time. Capital Region NAF: There are no reasons identified.

B. ACCESSIBILITY OF TECHNOLOGY AND FACILTTIES
Pursuant o 1614.203{d){4], federal agencies are required 1o inform job applicants and employees of therr accessibility rights under Section S08 of the Rehabilitation Act and the Architectural Barriers Act, and explain how to file complaints under those laws. In addition,
agencies are alse required 10 inform indivduals where to file complains o other Jgencies are responsible for a violation.

bl

1. Describe any programs, policies, or practices that the command has undertaken, or plans on undertaking over the next fiscal year, designed 1o improve acc of command facilities and/or technology.




APF: MCI East All rencvation and new construction projects are in compliance with accessibility regulations. MOl West Due to COVID-19 the commands have used the widest use of Telewerk for eligible employees and have began to automate processes
and procedures that once were limited to in-persan, Training is moving from in-class to online 10 allow all employ gardiess of their disability access 1o the information, Various meetings that were previously in-person only are now offered for in-
person or virtual, Overry Point none are planned Trl Command MCRD/MCAS Whenever there is a change or modification to 3 building or facility, or a problem is brought to Public Works' or Safety's attention, accessibility is reviewed for pliance. MO
PAC and Albany were granted waivers for a response since they have been without a Deputy Director EEQ for an extended period of time. Capital Region MARCORSYSCOM, TECOM regularly takes steps to improve the accessibility of command facilities
and technology. Command G-4 supports any valid Reasonable Accommodation requirements, as requested throughout the Fiscal Year. Command G6 supports R ble Acc dation through moni upon request and special keyboards to assist
impaired mability. The G d has provided sof recently going from spoken ward to typed document and oversized text software for visually impaired. G6 has also helped the Command in providing and setting up sit to stand desks. Quantico
Base For Information Technology {IT), the HOMCIT division works closely with Computer Accommeodation Program {CAP} to meet the special requirements of those with disabilities. Reasonable Accommodation is a tool which is widely accessible for
additional assistance. For facilities, the Facilities Division considers and incorporates provisions for accessible design during the architecturat phase of all renovation and construction projects.

NAF: MCI West None at this time, However, when employees request the ¢ ds have ordered specialized equip through CAP or Program Budgets to assist employee(s) in their day to day duties. Cherry Point Online application support.
Telephonically or via onsite through a computer/application room Tri G d MCAS The ¢ d will access barniers as presented by employees or managers in the next fiscal year, to imp ibility of d facilities and/or technology.
MOl PAC and Albany were granted waivers for a response since they have been without a Deputy Director EEO for an extended period of time  Caplital Region NAF: Currently, our existing programs, policies, and practices address accessibility within our

facilities. There are no new plans in place.

C. REASONABLE ACCOMMODATION PROGRAM
Pursuant to 29 CFR £614.203{d}(3}, agencies must adops, pest an ther public website, and make available to all job applicants and emplayees, reasonable accommodation procedures.

1. How many reasonable accommaodation requests have taken more than 30 days to process?
include {1) all requests processed during the reporting cycle, including those initiated in the previous cycle, that took mare than 30 days to process and {2) all requests that have not yet been processed. but are more than 30 days past their request date.

Do not melude pr y-app d requests d with i accommod: such as Interpreter services.




MO East For FY21, there were 9r ble acc dati q processed outside of the 30 days required timeframe MCl West Batween the period 1 Oct 20 to 30 Sep 21 there were a total of three RA requests that did not receive a decision within
30 days of request to include stoppage due to the requestor. One was 00681 (84 days) and two for 57399 (55 and 57 days). Although in NEAT there are more identified, this is a system gliteh and the total is three {1 for 00681 (AF) and 2 for 67399 (AF).
NAF: None over 30 days. Cherry Point 0 Trl G d MCRD R ble ace d requests more than 30 days to process 0 MCAS R bl dation r more than 30 days to p 7 1Req p d during the reporting
cycle, that took more than 30 days to process and requests that have not yet been processed, but are more than 30 days past their request date. 1 MCAS Requests processed during the reporting cycle, including those more than 30 days to process and
requests that have not yet been processed, are more than 30 days past their request date. 0 MCl PAC and Afhany were granted waivers for a response since they have been without a Deputy Director EEO for an extended period of time. Capital Region
58 cases - A)l FY21 cases have been entered, but not yet fully populated/closed out in NEAT to date.

2. What was the greatest number of days it took 10 process a reasonable accommodation request during the FY? If the longest request has yet been processed, cakculate days from the request date to the present.

MO East Number of days to process a RA request was 155 days from when the employee signed the letter for reassignment. MO West 84 days Cherry Point 29 Tri Command MCRD Greatest number of days it took to process a reasonable
accommodation request during the FY? 1828 T MCAS What was the greatest number of days it took to process a reasonable accommodation request during the FY 147 MCI PAC and Albany were granted waivers for a response since they have been
without a Deputy Director EEQ for an extended period of tirme, Capital Region NAF 352 days

3. Describe the effectiveness of the policies, procedures, or practices to implement the commang’s r bl dation Some ples of an effectve program nclude timely p ‘g tmely p ing app!
accommedations, conducting training for managers and supervisors, and monitoning the requests for trends.

MOl East With 3 new team of developing APF EEQ specialists and EED ad rative &, foll & the guidance set forth for by EEOC, DON & ME&RA for RA processing is essential to stay in compliance with the law. When contacted by managers,
supervisors and employees, the EEQ office engage, advise, tran and educate individuals on the RA process intluding developing process improvements to track trends. MCI West The NEAT systems for tracking reasonable accommedations cases has been
one of the issues that all the counselor's have mentoned continues to be ineffective. Though the EEQ Counselor’s have processed their RA cases within the required 30 days ta include closing aut the case, the NEAT system continues to add additional
days causing it to appear that they are outside their timeframe. Aside from that, the ble accommod, 1 prog! appears to be running great with most parties understanding the need to notify the RA POC as soon as they recenve an RA request,
Cherry Paint The installation EEO team is excellent in implementing its command's reasonable accommaodation program. Following the U.5. Marine Corps pr g guidel a5 well as utihzing the Navy Electronic Accommodations Tracker (NEAT) the
EED team ensures accommodations are conducted in a timely and thorough manner. The NEAT system is also beneficial in monitonng and tracking the accommodations, 35 well as trends, New managers/supervisors are required to complete DON EEQ
tr2ining within their first year, every 3 years afterwards. The quarterly in seat EED traiming includes the required reasonable accommodation training.  NAF: Effective. The installation EEC team is excellent in supporting our management team
coordinating, documenting and reducing items 1o writing so the organization obtains success and increased productivity when an emplayee is being formerly accommodated for the wark they are expected and required to perform. Tri Command MCRD
All accommodations are timely, Training was conducted for managers and supervisors and additional traiming is scheduled for the month of November 2021. Monitoring is done for trends such as the time it takes for the employee to acquire medical
documentation and the overall status of the reasonable accommodation request. MCAS All accommaodations are timely, training was conducted for managers and supervisors and additional training is scheduled for the month of November 2021,
Monitoring is done for trends such as the time it takes for the employee to acquire medica! documentation and the averall status of the RA. MCI PAC and Albany were granted waivers for a response since they have been without a Deputy Director EEQ
for an extended period of time. Capital Region MARCORSYSCOM, Quantico Base, TECOM Some examples of the effectiveness of the command’s RA Program include: conducting an interactive process with an indivigualized assessment for each RA
request and extensive ¢ ication with employees, managers, supervisors and Human Resources (when necessary) when RA requests are made or personnel are referred to RA. COVID: 19 has negatively impacted the imely processing of RA requests

0. PERSONAL ASSISTANCE SERVICES ALLOWING EMPLOYEES TO PARTICIPATE IN
Parpgant ba 29 CF.R. £614.203 (d)S), lederal agencies, a3 an aspect of affirmative action, are required to provide personal assistance services (PAS) ta employees whe need them because of a targeted disability, untess doing so would impose an undue hardship on the agency.

Descnbe the effectiveness of the policies, procedures, or practices ta implement the PAS requirement. Some examples of an eifective program include timely processing requests, timely providing approved personal assistance services, conducting
training for managers and supervisors, and monitoring the requests for trends.

MO East The command included PAS request procedures as part of supervisory and non-supervisory training during FY21, MCl West Mo PAS requests were received duning this reporting peniod. Travel was curtailed due to COVID-19.Cherry Paint N/A Tri
Command MCRD/MCAS We have not received any PAS requests to date, Supervisors and Managers have not received training an PAS but the information has been disseminated regarding PAS. MCI PAC and Albany were granted waivers for a response
since they have been without 3 Deputy Director EEC for an extended period of time. Capital Region PAS information is intluded in EED training however no requests hisve been received during the FY21 reporting period.




Section VI: EEO Complaint and Findings Data
A. EEQ COMPLAINT DATA INVOLVING THE FAILURE TO ACCOMMODATE
1. Did failure to accommaodate {31l within the top three issues alleged in the command’s EEQ counseling activity during the last fiscal year?

Yes 0O No 2]
2. Did failure to accommaodate fall within the top three issues alleged in the command’s formal complaints during the last fiscal year?

Ye: 0O No ri]
2. In cases alleging the failure to provide reasonable accommaodation, did any result in a finding against the agency or a settlement agreement during the last fiscal year?

Yes o No a N/A ]
4. If the command had ane or more findings of discrimination invalving the lailure to provide an accommodation during the last fiscal year, please describe the corrective measures taken

Yes [m] No [m] NfA 5]

MCI Enst, MCl West There were no findings of discrimination for failure to accommodate during FY21.

B. EEQ COMPLAINT DATA INVOLVING DISCRIMINATION BASED ON DISABILITY
1. Did disability status fall within the top three bases alleged in the command's EEQ counsehng activity dunng the last fiscal year?

Yes D No B

2. Ondl disability status fall within the top three bases alleged in the command’s formal complaints during the Jast fiscal year?
Yes O No ]

3. In cases alleging discrimination based on disability status, did any result in a finding aganst the agency or a settlement agreement during the last fiscal year?
Yes [m] No [m] N/A ]

4. If the command had ene or more findings of discrimination based on disability status during the last fiscal year, please describe the corrective measures taken.,
Yes O No [n] N/A 2]

MO East, MO West There were no findings of discrimnation for failure to accommadate during FY21

Section Vil: identification and Removal of Barriers
Element D of MD-715 requires agencies 1o conduct a barrier analysis when a trigger suggests that a policy, procedure, or practice may be impeding the employment opportunities of a protected EEQ group

1. Has the command identified any barriers {poticies, procedures, and/or practices) that atfect the employment opportunities of PWD and/for PWTD?

Yes o No =]
2. Has the command established a plan to correct the barrien(s) involving PWD and/ar PWTO?

ves O No @ NfA o
3, identify each trigger and plan to remove the barrier{s), including the identified barrier(s}, objective(s}, responsible official(s), planned actiwvities, and, where applicable, accomplishments. Create additional tables as necessary to describe each trigger and
their related planned activities,

Trigger #_ APF: MCI East
Barrier(s) Insufficient staffing, training and inadequate funding for the Disability Program; new supervisor not trained on special hinng authorities. Career Development Opportunities not appropriately tracked for statistical
analysis.




Objectiveis)

Appoint staff to manage the Disability Program; secure adequate funding for the Disability Program; train all managers and supervisors on non-competitive appointments under Schedule A (5 CFR 213.3102{u)). Track

Career Development Opportunities by application/selection ratio and ethnic/race/gender and disability status.

Responsible Officlal{s) Deputy Commander, Chief of Staff, Deputy EEQ Officer, Eastern Area Counsel
Office, Director of Human Resources, Labor-Employee Relations Officer Staffing 8
Classification Chief and Chigf of Trining and Development.
Modified
Target Date Planned Activitles Staffing & Completion Date
Date
Funding
9/30/2021 Appaint Staff to manage the DPM
9/30/2021 Train the DPM
9/30/2021 Train managers and supervisars on non-competitve
appointments under Schedule A {S CFR 213.3102 (u)).
Provide statistics on career development apportunities by
9/30/2021 application/selection ratio and
ethnic/race/gender and disability status via OPM SF-181 and
Figcal Year Accomplishments
Trigger#_ NAF:
Barrier(s}

Objective(s)




fesponsible Officialls) |

Target Date Panned Acthvities Staffing & WAL Completion Date

Funding

[Flscal Year Accomplishments

4. 1f the planned actrvities did not correct the trigger{s) and/or barrier{s), please describe how the command intends to improve the plan for the next fiscal year.
Yes |m] No & N/A a]

Ch Paint Efforts reaching out and working with our community and interested applicants will continue,

For the planned activities were completed, describe the actual impact of these activities toward eliminating the barrier(s}.

APF:MO East, Tl Command N/A for FYZ1MC West Cherry Paint No response

NAF: Cherry Point :Efforts reaching out and working with our community and interested applicants will continue. We will continue to support community outreach activities. Trl Command NfA




5. If the planned activities did not correct the trigger{s) and/or barrier{s}, please deseribe how the command intends to improve the plan for the next fiscal year.

APF: M1 £ast, Tri Command N/A for FY2 IMCE West Cherry Point No Response

NAF: Tri Command N/a




