EEQOC FORM
U.S. Equal Employment Opportunity Conumission

FEDERAL AGENCY ANNUAL EEC PROGRAM STATUS REPORT

MD-715
Parts A Through D

Part A - Department or Agency ldentifying Information

Second Zip Agency | FIPS
Agency Level Address City State | Code Code | Code
Component (xxxxx) | (xxxx) | (xxxx)
. Fleet NV19 112-
Naval Air :
Systems EZﬁ?é?ess Box 16 Jacksonville | FL 33?22" 031
Command Southeast

Part B - Total Employment

Tota! Employment Permanent Workforce | Temporary Workforce Total Workforce

Number of Employees | 3354 3 3357

Part C.1 - Head of Agency and Head of Agency Designee

Agency Leadership Name Title

Head of Agency CAPT GRADY G. DUFFEY COMMANDING OFFICER

Head of Agency

Designee CAPT WILLIAM A. PALMER EXECUTIVE OFFICER

Part C.2 - Agency Official(s) Responsible for Oversight of EEO
Program(s)

Iflg Phone
. Number
EEOQ Program . Occupational | and .
Staff Name Title Series {xxxx) | Grade (:::: Email Address
box- XXxX)
xx)
EE0 |David | Direct 904-
Principa avi irector ' . .
Director/Official | Yeager EEO 0260 GS-13 | 790- david.a.yeager3.civ@us.navy.mil
Off 7273
icer
Affirmative . 904
Employment Carol EEO ) ) . .
Pragram Bagmon | Specialist 0280 GS-12 ;gg_f carol.n.bagmon.civ@us.navy.mil
Manager
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U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPCRT

Pay Phone
EEQ Program Occupational ZI;;‘ Number
Staff Name Title Series (xxxx) | Grade (;::- Email Address
(xx- XXXX)
xx}
Complaint Carol EEO 0260 GS-12 | 904- carol.n.bagmon.civ@us.navy.mil
Processing Bagmon | Specialist 790-
Program 7267
Manager
Diversity & David DDEEO 0260 GS-13 ?83: david.a.yeager3.civ@us.navy.mil
Inclusion Officer | Yeager 7973 -a.yeagero. navy.
Hispanic April 904-
Program Gregygs EEO } ) . . )
Manager Specialist 0260 GS-9 ;ggg april.n.greggs.civ@us.navy.mil
(SEPM)
Women's April 904-
Program Greggs EEO § i . ) .
Manager Specialist 0260 GS-9 ;229 april.n.greggs.civ@us.navy.mii
{SEPM)
Disability April 904-
Program Greggs EEO . . .
Manager Specialist 0260 GS-9 ;ggg april.n.greggs.civ@us.navy.mi
(SEPM)
Special April
Placement Greggs 904-
Program EEO . . .
Coordinator Specialist 0260. GS8-9 | 790- april.n.greggs.civ@us.navy.mij
L . 7269
(Individuals with
Disabhilities)
Reasonable 904-
Accommodation | Deena EEO. . 0260 GS-9 | 790- deena.y.johnson.civ@us.navy.mil
Program Johnson | Specialist
6102
Manager
904-
. David 790-
Anti- Yeager DDEEOO | 0260 7273 david.a. yeager3.civ@us.navy.mil
Harassment GS-13
Program Supy, LER . .
Kelsey - 904- kelsey.l.mundy.civ@us.navy.mil
Manager Mundy Specialist | 0201 790-
5935
ADR Program Kelsey Supv, LER 3 904- . .
Manager Specialist 0201 GS-13 750- kelsey.l.mundy.civ@us.navy.mil

Mundy
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Pay

Phone
Plan Number
EEO Program . Occupational | and -
Staff Name Title Series (xxxx) | Grade (:::_— Email Address
{xx- XXXX)
XX)
6935
: Supv, 904-
ﬁ)ﬂc;rr?é)lt:;\ce gﬁﬁ:}fmy Altorney 0905 GS-15 | 790- geoffrey.d.chun.civ@us.navy mil
9 ! Advisor 5400
904-
David 790-
DDEEO 0260 GS-13 . ) .
Principal MD- Yeager 7273 david.a.yeagerd.civ@us.navy.mil
715 Preparer . EEQ . . .
April - ) 904- april.n.greggs.civ@us.navy. mil
Greggs Specialist | 0260 GS-12 790- o
7267
Deena EEO 904-
EEO Counseior Johnson | Specialist 0280 GS-7 2?8“2 deena.y.jochnson.civ@us.navy.mil
Other EEO EEO
Staff Vacant | gpeciatist | 9260 GS-11
interpreter 904-
Other EEO Jeffrey ) . . . .
Staff Robinson {Sign 1040 GS-09 | 790- jeffrey.a.robinson28.civ@us.navy.mil
{.anguage) 7272
904-
Other EEO Vacant | EEO Asst. | 0361 GS-6 | 790-
Staff 7971

Part D.1 — List of Subordinate Components Covered in this Report

Please identify the subordinate components within the agency (e.g., bureaus, regions, etc.).

[ ] If the agency doss not have any subordinate components, please check the box.

Subordinate Component

City

State

Country
(Optional)

Agency
Code
{xxxx)

FIPS
Codes
{xxxxX%)

Part D.2 — Mandatory and Optional Documents for this Report




EEOQC FORM

.S, Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

In the table below, the agency must submit these documents with its MD-715 report.

Did the agency submit the following mandatory

Please respond

documents? Yes or No Comments

Organizational Chart No NAVAIR
EEOQ Policy Statement Yes FRCSE
Strategic Plan No NAVAIR
Anti-Harassment Policy and Procedures Yes FRCSE
Reasonable Accommodation Procedures No DoN

Personal Assistance Services Procedures No NAVAIR
Alternative Dispute Resolution Procedures No DoN

In the table below, the agency may decide whether to submit these documents with its MD-715 report.

Did the agency submit the following optional documents?

Please respond

Comments

Yes or No
Federal Equal Opportunity Rectuitment Program (FEORP) No
Report
Disabled Veterans Affirmative Action Program (DVAAP) Report | No
O_perqt'iqnm Plan for Encrgasing Employment of Individuals with No
Disabilities under Executive Order 13548
Diversity and inclusion Plan under Executive Order 13583 No
Diversity Policy Statement Yes
Human Capital Strategic Plan No
EEQ Strategic Plan No
Results from most recent Federal Employee Viewpoint Survey No

or Annual Employee Survey
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FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT
Part E — Executive Summary

All agencies must complete Part E.1; however, only agencies with 199 or fewer employees in permanent
FT/PT appointments are required to complete Part £.2 to £.5. Agencies with 200 or more employees in
permanent FT/PT appointments have the option to Part E.2 to E.5.




EEQC FORM
{.5. Equal Employment Opportunity Convnission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

Part E.1 - Executive Summary: Mission

The mission of Fleet Readiness Center Southeast (FRCSE) is to deliver responsive maintenance, repair
and overhaul products and services in support of Naval Aviation National Defense objectives. We
provide aviation maintenance solutions that satisfy Warfighters' demands. "We fix it right, so they're
ready to fight!"

Part E.2 - Executive Summary: Essential Element A - F

A. Demonstrated Commitment from Leadership

The Commanding Officer was installed on 22 April 2021. His signed policy statements were issued on 7
June 2021. All policy statements are posted on official bulletin boards and the command’s Share Point
site. These policies are issued to all new employees and are reiterated by the Deputy EEO Officer or
designee during New Employee Orientation.

All new supervisors are made aware of their EEO responsibilities during New Supervisory Training
(required within six months of becoming a supervisor). Existing supervisors are provided refresher
training {required every three years).

B. Integration of EEO into the Command’s Strategic Mission

The DDEEO has unfettered access to the Commanding and Executive Officers, as well as senior leaders.
EEO practitioners communicate regularly with supervisors and managers, legal counsel, unions and
diversity advisory teams to ensure stakeholders have an understanding of EEO principles.

C. Management and Program Accountability

The DDEEO provides bi-monthly updates on the status of the EEQ program to command leaders. This
includes current numbers of informal complaints being processed, number of formal complaints with
current status; number of Reasonable Accommodation (RA) requests being processed and a running
percentage of requests being processed within required timeframes; Special Emphasis Program updates.

D. Proactive Prevention

FRCSE EEO contacts remain the same at 33 (FY-21) to {FY-22). Aliegations of harassment (non-sexual)
continues to be the number one issue identified. However, this is not necessarily indicative of a cuiture
that is rife with inappropriate behavior. Rather, it demonstrates that employees are aware of '
unacceptable behavior and reporting processes. The utilization of the Management Inquiry process
ensured that supervisors and managers take swift action to investigate, and take discipline when
incidents as alleged did occur. Second to harassment (non-sexual) are non-selection/promotion
complaints. A review of the internal selection/promotion process did not reveat any underlying issues or
concems regarding the commands selection process. There were no findings of discrimination or
remands during this reporting period.

E. Efficiency

The EEO Office uses the various reporting features in iComplaints to ensure compliance with mandated
timeframes and to analyze complaint trends. The Complaints Processing Manager (CPM) monitors the
status of each investigation and coordinates with DSZ, and as of 1 June 2021 MYB (contract investigative
service) to ensure ali required documents are provided and witnesses are scheduled to facilitate timely
completion of investigations. This includes timeframes for legal sufficiency review of ROls. FRCSE was
timely in processing 100% of informal complaints and 100% of formal complaints.
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The EEO Office uses the Navy Electronic Accommodations Tracker (NEAT) to track reasonable
accommodation requests. Despite program quirks, the EEO team has ensured that all cases have been
entered and updates current cases as required. For FY-22, 16 of 18 (89%) RA requests were processed
in accordance with established time requirements. '

F. Responsiveness:

There have been no orders of refief from the EEOC during the reporting period.

Part E.3 - Executive Summary: Workforce Analyses

MD-715 A and B tables were obtained from the NAVAIR's Business Objects tool. This information was
supplemented by NAVAIR's Diversity Dashboard and various reports pulled from DON's Total Workforce
Management System (TWMS). The reporting cycle used was 01 April 2021 through 31 March 2022.
FRCSE hired 90 permanent and O temporary employees. However, due to attrition, the net loss was 290
employees. Changes in the participation rates by gender and race/ethnicity were negligible. Males
continue to make up 86% of the workforce and females 14%. Females made up 17.1% of total
separations and 20% of new hires. -Participation rates of White females (8.38%) and African-American
females (2.71%) are below their respective CLF rates (see table A1).

The number of GS-15 employees is 14, 10 male and 4 female.
Individuals With Disabilities:

The participation rate of individuals with targeted disabilities as of 1 October 2022 (IWTD) went from
1.92% as of FY-21, to 2.06% as of FY-22. The participation rate of individuals with disabilities (WD)
went from 15.45% on as of FY-21, to 16.09% as FY-22. Additional analysis regarding separations,
awards, etc. was not conducted due to manning issues, and the fact that a through barrier analysis was
not conducted. ‘

Part E.4 - Executive Summary: Accomplishments

Maintained 100% timeliness processing for all informal and formal EEO complaints.

Continued to train managers and supervisors in RA processing. With the implementation of a new RAC,
several process improvements were initiated in an effort to streamline RA requests and improve
communication with all individuals involved in the Reasonable Accommodation process.

Continues our vigorous efforfs to increase IWTD and PWD numbers. SF-256 drive included in a
mandatory quarterly training stand down. OWCP coordinator issues SF-256 to all employees requesting
workers compensation. The importance of self-identification was addressed to all new hires during New
Employee Orientation as well as New Supervisory Training. Additionally, the RAC issues the SF-256 to
all employees requesting reasonable accommodation, and stresses the importance of self-identification.

The EEO newsletter, Bridging Gaps was sent out bi-monthly. The newsletter features scheduled Special
Emphasis Events, EFO updates, SF-256 update information, Cultural Change Agent and an EEO Q and
A section.
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Part E.5 - Executive Summary: Planned Activities

1.

3.

All DAT Champion positions are filled. However, we will continue to utilize senior leadership for
advertisement and promotion in an effort to increase DAT membership as well as identifying five
vacant lead positions. Reconvene the bi-monthly EDC meeting with CC. Leverage the NLDP/JLDP
graduates and enrollees to support the DATs and participate in Barrier Analysis. Continue to stress
the importance of Senior Leader/Managers participation/buy-in regarding the importance of fully
functioning DATs and Special Emphasis Program events.

implement plan of action to conduct a thorough barrier analysis for FY-23.

Implement plan of action to increase timeliness of processing Reasonable Accommodation requests.




EEOC FORM o | - U.S.Equal Employment Opp:bﬁunity Commission
715-01 - FEDERAL AGENCY ANNUAL
PARTF : EEO PROGRAM STATUS REPORT -

I, David Yeager, am the Principal EEO Director/Official for Fleet Readiness Center Southeast.

The agency has conducted an annual self-assessment of Section 717 and Section 501
programs against the essential elements as prescribed by EEO MD-715. if an essential element
was not fully compliant with the standards of EEO MD-715, a further evaluation was conducted
and, as appropriate, EEO Plans for Attaining the Essential Elements of a Model

EEOQ Program, are included with this Federal Agency Annual EEO Program Status Report.

Due to continued manning deficiencies within the EEO Office, the agency was unable to
thoroughly analyze its work force profiles to a conduct barrier analyses aimed at detecting
whether any management or personnel policy, procedure or practice is operating to
disadvantage any group based on race, national origin, gender or disability. EEO plans to
eliminate identified barriers, as appropriate, are included with this Federal Agency Annual
EEQ Program Status Report.

I certify that proper documentation of this assessment is in place and is being
maintained for EEOC review upon request.

.’

e Ny Y

f /
Signature of Agency Head (or Ageney Heéa De51gnee }/Principal EEO Director/Official Date
David Yeager, Deputy D[rectcéE fficer

Certifies that this Federal Agency Annual EEO Program Status Report is in compliance with EEQ MD-715

%/4"“\\)%4/% (‘A‘/f LUSA (30c7Z22

Signature of Designee of EEO D|W0ff|ctal Date

Captain Grady G. Duffey, Commanding Officer, Fleet Readiness Center Southeast
Certifies that this Federal Agency Annual EEQ Pragram Status Report is in compliance with EEQ MD-715

FRCSE
MD-715 Part F, FY20




DON FY22 MD-715 REPORT
COMMAND PART G REQUIREMENTS

 EEOC
I Elements

- COMMAND-LEVEL QUESTIONS

Has measure
been met?

Yes No

Comments

New to

| Fr22?

Does the command annually issue a signed and dated EEC policy
statement on command letterhead that clearly communicates the
command’s commitment to EEQ for all employaes and applicants? If
“yes”, please provide the annual issuance date in the comments
column

7 lune 2021 - Notice to the workforce that
the policies are still in effect sent July
2022,

Does the EEO policy statement address all protected bases (age, solor,
disability, sex (including pregnancy, sexual crientation and gender
identity), genetic information, national origin, race, religion, and reprisal)
contained in the laws EEOC enforces? [see 26 CFR § 1614.101(a)]

Does the command disseminate the following policies and procedures
to all employees: Anti-harassment policy? [see MD 715, il{A)]

Does the command disseminate the following policies and procedures
to all employees: Reasonable accommodation procedures? [see 29
C.F.R § 1614.203(d}(3)]

Does the command prominently post the following infermation
throughout the workplace and on its public website: The business
contact information for its EEO Counselors, EEO Officers, Special
Ernphasis Program Managers, and EEQ Director? [see 28 C.F.R § 161

Does the command prominantly post the following information
througheut the workplace and on its public website: Written materials
concerning the EEQ program, laws, policy statements, and the
operation of the EEOQ complaint process? [see 29 C.F.R § 1614.102

Does the command prominently post the follewing information
throughout the workplace and on its public website: Reasonabla
accommodation procedures? [see 29 C.F.R. § 1614.203(d{3)()] If se,
please provide the intemet address in the comments column.

Does the command inform its employees ziout the following topics:
EEQ complaint process? [see 28 CFR §§ 1614.102{a)(12} and
1814.102(b)(5)] If “yes", please provide how often.

https://frese.navair.navy.mil

Orientation upon reporting. New
Supervisors are requiried to attend the
New Supervisors training within six




DON FY22 MD-715 REPORT
- COMMAND PART G REQUIREMENTS - -

.Has measure

EEQC - |- : _ 2 New to

# : COMMAND-LEVEL QUESTIONS _been met? Comments

Elements - FY22?
: Yes ¢+ -No .
v Lad 7 Lod T
Orientation upon reporting., New
Does the command inform its employees about the following tapics: Supervisors are requiried to attend the

5 | Al 2] c| 2 |ADR process? [see MD-110, Ch. 3(I[}(C}] If “yes', please provide how X New Supervisors training within six

ofien. months of becoming a superviser.
Superviers are required 1o attend
Crientation upon reporting. New

Does the command inform its employees about the following topics: Supervisors are requiried to attend the

10 | A| 2] c| 3 |Reasonable acg_c:mmoduatior: program? [sge 20CFR § X New Supervisors training within six
1614.203(d)}{TINC)] If *ves”, piease provide how often, months of becoming a SUpervisor.

Superviors are required to attend
Does the command inform its employees about the following topics:

11 lal2lel s Behaviors that are inappropriate in the workplace and could result in %
disciplinary action? [5 CFR § 2635.101(b)] if “yes”, please provide how
often.

Does the command provide recognition to employees, supervisors,

12 1alzlalo manlageI"S. ?nc:) ;mss qtengo[r;stra;ig% it;{pgrgogﬁﬁ%rzn(pl)isgﬁ?iin equai X DPMAP and recognition via the Quarterly
employment o unity? [ses 3 a yes”, X . .
provide one or two examples in the comments section. Change quent as it pertains to the Special

Ermphasis Program
Does the command utilize the Federal Employee Viewpaoint Survey or

13 | Al 3| 5| 0 |other climate assessment tools to monitor the perception of EEQ ) X
principles within the workforce? [see 5 CFR Part 250]

1 lel1lal2 Does the command’s organizational chart clearly define the reporting X new
structure for the EEQ cffice? [see 29 CFR §1614.102(b){4}]

Does the EEQ Director have a regular and effective means of advising

5 lelzlelo the command head and other senior management officials of the x new
effectiveness, efficiency and legal compliance of the command’s EEO
program? [see 29 CFR §1614.102(c)(1); MD-7185 Insiructions,

During this reporting period, did the Principal EEQ Official (i.e.
CDEEOO/DEEQQ) present fo the head of the command, and other
senicr management officials, the "State of the command"” briefing

16 { B! 1] ¢ 0 |covering the six essential elements of the model EEQ pregram and the X
status of the barrier analysis process? [see MD-715 Instructions, Sec.

3] if “yes”, please provide the date of the briefing in the comments
column.
13-0ct-22
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COMMAND PART G REQUIREMENTS

gE0C |
Elements:’

- COMMAND-LEVEL QUESTIONS

Has measure
‘been met?

Yes No .

Comments

New to
FY22?

17

Does the Principal EEC Official (i.e. CDEECC/DEEQO) regularly
participate in sentorlevel staff meetings concerning persenneal, budget,
technology, and other workforce issues? [see MD-715, 1I(B)]

18

Is the EEQ Director responsible for the implementation of a continuing
affirmative employment program to promote EEQ and to identify and
eliminate discriminatory policies, procedures, and practices? [see MD-
110, Ch. 1(lI)(AY: 29 CFR §1614,102(c}]

new

15

Is the EEO Director responsible for overseeing the completion of EEQ
counseling [see 29 CFR §1614.102(c)4)]

new

20

Is the EEQ Director responsible for overseeing the fair and thorough
investigation of EEC complaints? [see 28 CFR §1614.102{c)(5)] [This
question may not be applicable for certain subordinate level
components.]

new

21

Is the EEO Director responsible for pericdically evaluating the entire
EEQ program and providing recommendations for improvement to the
command head? [see 29 CFR §1614.102(c)(2}]

new

22

If the command has subordinate level compoenents, does the EEO
Directer provide effective guidance and coordination for the
components? [see 29 CFR §§ 1614.102(c)(2) and (c}(3)]

new

23

Do EEO program officials participate in command meetings regarding
workforce changes that might impact EEO issues, including strategic
planning, recruitment strategies, vacancy projections, succession
planning, and selections for training/career development?

24

Does the command's current strategic plan reference EEQ / diversity
and inclusion principles? [see MD-715, I(B)] If ‘yes’, please identify the
EEQ principies in the strategic plan in the comments column.

Contained in the CO's EEO and Diversity
statement dated 7 June 2021




DON FY22 MD-715 REPORT
COMMARND PART G REQUIREMENTS

EEOC
Elements

COMMAND-LEVEL QUESTIONS

Has measure
bheen met?

| Yes | No

Comments

1 New to

FYaz2?

25

Pursuant to 29 CFR §1814.102(=)(1), has the command allocated
sufficient funding and qualified staffing to successfully implement the
EEOQ program, for the following areas: To conduct a self-assessment
of the command for possible program deficiencles? [see MD-715, I{D)]

26

Pursuant to 28 CFR §1614.102(a)(1), has the command allocated
sufficient funding and qualified staffing to successfully implement the
EEO program, for the following areas:  To enable the command 1o
conduct a thorough barrier analysis of its workforce? [see MD-715,
B}

27

Pursuant to 29 CFR §1614.102(a}{1), has the command allocated
sufficient funding and qualified staffing to successfully implament the
EEO program, for the following areas: To timely, thoroughly, and fairy
process EEQ complaints, including EEC counseling, investigations,
final command decisions, and legal sufficiency reviews? [see 28 CFR §
1814.102(c)(8) & 1614.105(b) — (f; MD-110, Ch. 1(IV}{D) & 5(IV); MD-
715, I{E)]

28

Pursuant to 29 CER §1614.102(2)(1), has the command allocated
sufficient funding and qualified staffing to successfully implement the
EEO program, for the following areas: To provide all supervisors and
employees with training on the EEO program, including but not limited
to retaliation, harassment, religious accommodations, disability
accommodations, the EEQ complaint process, and ADR? [see MD-715,
11{B) and H{C)] I not, please identify the type(s) of training with
insufficient funding in the comments column.

29

Pursuant to 29 CFR §1614.102(a)(1), has the command allocated
sufficient funding and qualified steffing to successfully implement the
EEO program, for the following arsas:  To conduct therough, accurate,
and effective field audits of the EEQ programs in components and the
field offices, if applicable? [see 29 CFR §1614.102(c)(2)]

30

Pursuant to 29 CFR §1614.102(=)(1}, has the command aliocated
sufficient funding and qualified staffing to successfully implement the
EEC program, for the following areas: To publish and disiribute EEO
materials (e.g. harassment policies, EEC posters, reasonable
accommodations procedures)? [see MD-715, li{(B]]




DON FY22 MD-715 REPORT
COMMAND PART G REQUIREMENTS

EEOC
-Elements -

. 'COMMAND-LEVEL QUESTIONS

Has measure
been met?

1 ¥Yes | No

Comments

New to
_FY22.?

31

Pursuant to 26 CFR §1614.102{a)(1), has the command allocated
sufficient funding and qualified staffing to successfully implement the
EEO pregram, for the following areas; Te maintain accurate data
collection and tracking systems for the following types of data:
complaint tracking, workforee demographics, and applicant flow data?
[see MD-715, I(E)]. If not, please identify the systems with insufficient
funding in the comments section.

32

Pursuant to 20 CFR §1614.102(g)(1), has the commiand aliocated
sufficient funding and qualified staffing to successiully implement the
EEC pragram, for the foliowing areas: To effectively administer its
special emphasls programs (such as, Federal Women's Program,
Hispanic Empioyment Program, and People with Disabilities Program
Manager)? [5 USC § 7201; 38 USC § 4214; 5CFR § 720.204, 5 CFR §
213.3102(% and (u); 5 CFR § 315.709]

33

Pursuant to 28 CFR §1614.102(a){1), has the command allocated
sufficient funding and qualified staffing to successfully implement the
EEO program, for the foliowing areas: To effectively manage its
reasonable accommodation program? [see 28 CFR § 1614.203(d){4)(ii)]

34

Pursuant to 28 CFR §1814.102{a)(1), has the command allocated
sufficient funding and qualified staffing to successfully implement the
EEO program, for the following areas:  To ensure timely and complete
compliance with EECC orders? [see MD-718, I{E)]

35

Does the EEQ office have a budget that is separate from other cffices
within the command? [see 28 CFR § 1614.102(a)(1)]

EEQ does not have a separate budget, but
the needs (other than manning} is fully
funded, i.e. training and materials.

36

Does the command ensure that all new counselors and investigators,
including contractors and collateral duty employees, receive the
required 32 hours of training, pursuant to Ch. 2(}(A) of MD-110?
Commands must maintain copies of training certificates for all
counselors and investigators for a period of three fiscal years.




DON FY22 MD-715 REPORT
COMMARND PART G REQUIREMENTS

Has measure

EEOC 2 New to
# COMMAND-LEVEL QUESTIONS been met?, Comments
Elements : CFY22?
Yes | No |
Does the command ensure that all experienced counselors and
investigators, including contractors and collateral duty employees,
37 igla a receive the required 8 hours of annual refresher training, pursuant to X
e Ch. 2(I)(C) of MD~110? Commands must maintain copies of
training certificates for all counselors and investigators fora
period of three fiscal years.
For questions 41 through 44:
Supervisors/imanagers may be considered compliant if one or both of
E?)etf;”m’;'”g Titm?} raining within th ¢ hree Fiscal Y New supervisors trained 354 - 97%.
@y have taken the training within the past three Fiscal Years . L }
{2} they have not yet taken the training, but were still within one year of Refresh:er supervisor tramar‘\g completed
38 {Bi{5ia their initial assignment to & supervisory position, effective 1 Oct 2018, X 115, 47%. Contractor prews_o_usly
For NO answers, commands must provide comments [n the Notes conducted the refresher training and that
gection and identify: NAVAIR contract was cancelled prior to
(1) the number (vs. percentage) who did not receive the training, COVID. There was a two year gap in
(2) why they did not obtain the required training, and refresher training. Additional there was a
{3) what has been done to resolve the training gap(s). surge of new supervisors in 2019 due to
MAD, that how require the refresher
training.
Refresher supervisor training completed -
Pursuant to 29 CFR § 1614.102(a)(5), how many managers and 115, 47%. Contractor pravisously
supervisors recaived training on their responsibilities under the conducted the refresher training and that
3¢ | B| 5] a| 1 |following areas under the command EEO program: EEOQ Complaint X |NAVAIR contract was cancelled prior to
Precess? [seg MD~715_(I])(.B)1. [r]:the c_o_mment section, indica;e the COVID. There was 2 two year gap in
numbers trained and indicate the training course(s) used to do so. refresher training. Additional there was a
surge of new supervisers in 2019 due to
New supervisors trained 354 - 97%. .
Pursuant to 29 CFR § 1614.102(a)(5), how many managers and Refreshoer supervisor training completed -
supervisors received training on their responsibilities under the 115, 47%. Contractor previsously
0 lels 3 following areas under the command EEQ program: Reasonable X conducted the refresher training and that
3 Accommodation Procedures? [see 29 C.F.R. § 1614.102{d}3)]. In the NAVAIR contract was cancelled prior to
comment section, indicate number of managers trained and COVID. There was a two year gap in
indicate the training course(s) used to do so. refresher training. Additional there was a
surge of new supervisors in 2019 due to
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Has measure

g | FEOC COMMAND-LEVEL QUESTIONS been met? Comments New to
Elements Fy22?
o Yes | No
Refresher supervisor training completed -
Pursuant to 20 CFR § 1614.102(2)(5), how many managers and 115, 47%. Contractor previsously
supervisors received training on their responsibilities under the conducted the refresher training and that
fellowing areas under the command EEO program: Supervisory, NAVAIR contract was cancelled prior to
a1 leis 4 managerial, communication, and interpersonal skills in order to % lcovip. Th .
a supervise most effectively in a workpiace with diverse employees and - There was a two year gap in
avoid disputes arising from ineffective communications? [see MD-715, refresher training. Additienal there was a
1¢(B)]. In the comment section, indicate the numbers trained and surge of new supervisors in 2019 due to
indicate training course(s) used to do so. MAQ, that how require the refresher
training.
New supervisors trained 354 ~ 97%.
Refresher supervisor training completed -
Pursuant to 28 CFR § 1614.102(a)(5), how many managers and 115, 47%. Contractor previsously
supervisors received training on their responsibilifes under the conducted the refresher training and that
follovr\]'ing areas u?djr the command EEOt program: ADR, with | NAVAIR contract was cancelled prior to
42 |B15] al 5 |emphasis on the federal government's interest in encouraging mutual X .
resglution of disputes and the benefits associated with uﬂlizin% ADR? CoviD. Therfz _was 8 tw.o.year gap
[see MD-715()(E)]. In the comment section, indicate numbers refresher training. Additional there was a
trained and indicate the training course{s) used to do so. surge of new supervisors in 2019 due to
MAQ, that how require the refresher
training.
a2 iel6lalo Are senior managers involved in the implementation of Special X
Emphasis Programs? [see MD-715 Instructions, Sec. []
alpislelo Do senior tanagers participate in the barrier analysis process? [see X
MD-715 Instructions, Sec. 1]
When barriers are identified, do senior managers assist in developing
45 [ 8] 8| ¢ | 0 lcommand EEO action plans (Part |, Part J, or the Executive Summary)?
[see MD-715 Instructions, Sec. 1]
No barriers identified
Do senior managers successfully implement EEO Action Plans and
46 | 8| 6| d| 0 |incorporate the EEQ Action Plan Objectives into command strategic X
plans? [29 CFR § 1614.102(a}(5)]
Does the command regularly assess its component and field offices for
e lel1]alo possible EEQ program deficiencies? [see 28 CFR §1614.102(c)(2)] If " new
"vas®, please provide the schedule for conducting audits in the
comments section. During the annual MD-715 as well as
every four years during the IG




DON FY22 MD-715 REPORT
COMMAND PART G REQUIREMENTS

EEOC

- Elements

COMMAND-LEVEL QUESTIONS

Has measure
"been met?

Yes No

Comments

New to
FY22?

48

Does the command regularly assess its component and field offices on
their efforts to remove bariers from the workplace? [see 29 CFR
§1614.102(c)(2)] Iif "yes”, please provide the schedule for conducting
audits in the comments section.

During the annual MD-715 as well as
every four years during the IG

49

Do the component and field offices make reascnable efforts to comply

with the recommendations of the field audit? [see MD-718, il(C)]

50

Is there a designated command official or other mechanism in place to
coordinate or assist with processing requests for disability
accommodations throughout the command? [see 29 CFR
1614.203{d)(31D)]

new

51

Does the command ensure that job applicants can request and receive
reasonable sccommodations during the application and placement
processes? [see 29 CFR 1614.203(d}(1)(ii)(B)]

52

Does the command process all accommaodation requesis within the
time frame set forth In its reasonable agcommadation procedures? [see
MD-715, I(C)] (1} Provide percentage of timely-processed requests in
the comments column. (2) Provide days In process of oldest case

(1) 89% (2)

53

Does the command post its procedures for processing requests for
Personal Assistance Services on its public website? [see 20 CFR §
1614.203(d)(5)(v)] If "yes”, please provide the internet address in the
comments column.

https://frese.navair.navy.mil

new

54

Pursuant to 29 CFR §1614.102(=)(5), do all managers and superviscrs
have an element in their performance appraisal that evaluates their
commitment to command EEO policies and principles and their
participation in the EEQ program?

new

55

Does the command require rating officials to evaluate the performance
of managers and supervisors based on the following activities: Resolve
EEO problems/disagresments/conflicts, including the participation In
ADR proceedings? [see MD-110, Ch. 3.1]

new




DON FY22 MD-715 REPORT
COMMAND PART G REQUIREMENTS

EEQC’
Elements

CONMIMAND-LEVEL QUESTIONS

Has measure
heen met?

Yes No

Comments

| ‘New to

Fy22?

56

Does the command require rating officials to evaluate the performance
of managers and supervisors based on the following activities: Ensure
full cooperation of employees under his/her supervision with EEO
officials, such as counselors and investigators? [see 29 CFR
§1614.102(b}8)

new

57

Does the command require rating officials to evaluate the performance
of managers and superviscrs based on the following activities: Ensure
& workplace that is free from all forms of discrimination, including
harassment and retaliation? [see MD-715, {I{C}]

new

58

Does the command require rating officials to evaluate the performance
of managers and supervisors based on the following activities: Ensure
that subordinate supervisers have effective managerial, communication,
and interpersonal skills to supervise in a workplace with diverse
employees? [see MD-715 Instructions, Sec. 1]

new

59

Does the command require rating officials to evaluate the performance
of managers and supervisors based on the following activities: Provide
religious accommodations when such accommedations do not cause
an undue hardship? [see 29 CFR §1614.102(2)(7)]

new

60

Does the command require rating officials to evaluate the performance
of managers and supervisors basad on the following activities: Provide
disability accernmodations when such accommodations do not cause
an undue hardship? [ see 28 CFR §1814.102(2)(8}]

naw

61

Does the command require rating officials fo evaluate the performance
of managers and supervisors based on the following activities: Support
the EEC program in identifying and removing barriers to equal
opportunity. [see MD-715, II{C)]

new

62

Does the command require rating cfficials to evaluate the performance
of managers and supervisors based on the following activities: Support
the anti-harassment program in investigating and correcting harassing
conduct. [see Enforcement Guidance, V.C.2]

new




DON FY22 MD-715 REPORT
COMMAND PART G REQUIREMENTS

EEQC

Elements .|

-.COMMAND-LEVEIL QUESTIONS

Has measure
been met?

Yes No

Comments

New to
FY22?

63

Does the command require rating officials to evaivate the performance
of managers and supervisors based on the following activities: Comply
with settlement agreements and orders issued by the cormand, EEQC,
and EEQO-related cases from the Merit Systems Protection Board, labor
arbitrators, and the Federal Labor Relations Autherity? [see MD-T15,
IHCH

naw

&4

Does the Principal EEQ Official (i.e. CDEEOQ/DEEQQ) recommend to
the command head improvements or corrections, including remedial or
disciptinary actions, for managers and superviscrs who have failed in
their EEOQ responsibilities? [see 28 CFR §1614.102(c)(2)]

Displinary discussions are held between
LER, OGC and senior management.

65

When the Principal EEO Official {i.e. CDEEQO/DEEQO) recommends
remediat or disciplinary actions, are the recommencdations regularly
implemented by the command? [ses 28 CFR §1614.102(c)(2)]

Displinary discussions are held between
LER, OGC and senior management,

66

Do the HR Director and the EEQ Director meet regularly to assess
whether personnel programs, policies, and procedures conform to
EEOC laws, instructions, and managament directives? [see 28 CFR
§1614.102(2)(2)]

new

&7

Has the command established fimetables/schedules to review at
regular intervals its merit promotion program, employee recognition
awards program, employee development/training programs, and
management/personnel policies, procedures, and practices for sysfemic
barriers that may be impeding full pariicipation in the program by ail
EEQ groups? [see MD-715 instructions, Sec. I]

68

Does the EEQ office have timely access to accurate and complete data
(e.g., demographic data for workforee, applicants, fraining programs,
etc.) required to prepare the MD-715 workforce data tables? [ses 28
CFR §1614.601(a)]

new

10




DON FY22 MD-715 REPORT
COMMAND PART G REQUIREMENTS

EEOC
-Elements

- COMMAND-LEVEL QUESTIONS

Has meastre
.- bheen meat?

Yes | No

. Comments

New to
FY22?

69

Does the HR office timely provide the EEQ office access to other data
(e.g., exitimterview data, climate assessment surveys, and grievance
data), upon request? [see MD-718, II{C)]

70

Pursuant to Section [I{C) of MD-715, does the EEO office collaborate
with the HR office to: Implement the Affirmative Action Plan for
Individuals with Disabilities? [see 29 CFR §1614.203(d); MD-715,
L))

71

Pursuant to Section [1(C) of MD-715, does the EEQ office collaborate
with the HR office to: Develop andlor conduct outreach and
recruiting initiatives? [see MD-715, lI(C)]

prs

Pursuant to Section 1I(C) of MD-715, does the EEQ office collaberate
with the HR office to: Develop and/or provide training for managers
and employees? [see MD-715, 1I{C)]

new

73

Pursuant to Section 11(C) of MD-715, does the EEO office collaborate
with the HR office to: Identify and remove barriers to equal
opportunity in the workplace? [see MD-715, |I{C)]

74

Pursuarnt to Section II(C) of MD-715, does the EEC office collaborate
with the HR office to: Assist in preparing the MD-715 report? [see
MD-715, I{C)]

75

Does the command have a disciplinary policy and/or table of penalties
that covers discriminatory conduct? 28 CFR § 1814.102(2)(6); see alsa
Dougias v. Veterans Administration, 5 MSPR 280 (1981}

76

When appropriate, does the command discipline or sanction managers
and employees for discriminatory conduct? [see 26 CFR
§1614.102(a)(8)] If “yes®, please state the number of
disciplined/sanctioned individuals during this reparting peried in the
comments.

Displinary discussions are held between
LER, CGC and senier management.

11




DON FY22 MD-715 REPORT
COMMAND PART G REQUIREMENTS

EEOC

Elements” |- -

COMMAND-LEVEL QUESTIONS

.| Has measure

" ‘been met?

Yes :

No

‘Comments

New to
FY22?

77

If the command has a finding of discrimination (or setfles cases in which
a finding was likely), does the command inform managers and
supervisors about the discriminatory conduct? [see MD-715, I(C)]

There have been zero findings of
discrimination.

78

Does the EEQ office provide management/supervisery officials with
regular EEQ updates on at least an annual basis, including EEO
complaints, workforce demographics and data summaries, lagal
updates, barer analysis plans, and special emphasis updates? [sse
MD-715 Instructions, Sec. ] If “yves”, please identify the frequency of
the EEOQ updates in the comments column and date of last update
briefing.

Bi-monthly. 9 January 2023

79

Are EEO officials readily available to answer managers’ and
supervisors' questions or concerns? [see MD-715 Instructions, Sec. ]

80

Does the command have a process for identifying triggers in the
workplace? [see MD-715 Instructions, Sec. 1]

new

81

Does the command regularly use the following sources of information
for trigger identification: werkforce data; complaint/grievance data; exit
surveys, employee climate surveys; focus greups; affinity groups; union;
program evalugtions; special emphasis programs; reasonable
accommodation program; anti-harassment program; and/or external
special interest groups? [see MD-715 Instructions, Sec.

Full barrier analysis has not been
conducted since 2020.

82

Does the command conduct exit interviews or surveys that include
questions on how the command could improve the recrultment, hiring,
inclusion, retention and advancement of individuals with disabiliies?
[see 29 CFR 1614.203(d){1}(ii{C)]

Voluntary basis.

83

Does the command have a process for analyzing the identified triggers
to find possible barriers? [ses MD-715, (IN(B}]

84

Does the command regularly examine the impact of
management/personnel policies, proceduras, and practices by race,
national origin, sex, and disability? [see 29 CFR §1614.102(2)(3)]

12
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EFEQC

Elements -

- COMMAND-LEVEL QUESTIONS

Has measure -
been met?

Yes No

Comments

New to
Fy22?

85

Does the command consider whether any group of employees or
applicants might be negatively impacted prior to making human
resource dacisions, such as re-organizations and realignments? [see
29 CFR §16814.102(a)(3)]

86

Does the command regularly review the following sources of information
to find barriers: complaint/grievance data, exit surveys, employee
dimate surveys, focus groups, affinity groups, union, program
avaluations, anti-harassment program, special emphasis programs,
reasonable accommodation program; anti-harassment program; and/or
external special interest groups? [see MD-715 Instructions, Sec. I] I
“yes”, please identify the data sources in the comments column.

complaint/grievance data, exit surveys,
employee climate surveys, focus groups,
affinity groups, union, program
evaluations, anti-harassment program,
special emphasis programs

87

Does the command effectively tailor action plans to address the
identifiad barriers, in particular policies, procedures, or practices? [see
29 CFR §1614.102(2)(3}]

No barriers identified

new

83

If the command identified one or more barriers during the reporting
period, did the command implement a plan in Part 1, including meeting
the target dates for the planned activities? [see MD-715, I(Dj]

No barriers identified

89

Does the command periodically review the effectiveness of the plans?
[see MD-715, 1I{D}]

20

Does the command post its affirmative action plan on its public
website? [see 28 CFR 1614.203(d)(4)] Please provide the internet
address in the comments.

https://frese.navair.navy.mil

naw

91

Does the command take specific steps 1o ensure gualified people with
disabilities are aware of and encouraged to apply for job vacancies?
isee 29 CFR 1614.203{d){1){i}]

new

13
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COMMAND PART G REQUIREMENTS

EEOC

“Eléments '

- . COMMAND-LEVEL QUESTIONS

Has measure
been met?

Yes | No

Comments

New to
Fy22?

92

Does the command ensure that disability-related questicns from
members of the public are answered promptly and correctly? [see 29
CFR 16814.203()(1){ii){A)]

93

Mas the command taken specific steps that are reasonably designed to
increase the number of persons with disabilities or targeted disabilities
employed at the command until it meets the goals? [see 29 CFR
1614.203(d}7)(i)] If "YES" provide examples in comments.

status utilizing MYBIZ and the SF-256 in
the EEQ bi-monthly newsletter, during
new employee orientatin, new supervisor
training, supervisor refresher training, as
well as promoting DON's annual drive
druing IWD observance month.

94

Does the command issue 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)?

In comment section, provide the number of complaints that fall in
to the following categories as found in the 462 report, Part | - G:

1. Counseled Within 30 Days

2. Counseled Within 31 to 30 Days

2a. Counseled Within Written Extension Period No Longer Than 80
Days

2b. Counseled Within 90 Days Where [ndividual Participated in
ADR

2c. Counseled Within 31-90 Days That Were Untimely

3. Counseled Beyond 90 Days

1-0, 2-13, 2a-8, 2b-52¢-0, 3-0

95

Moes the command provide written notification of rignts and
responsibilities in the EEO process during the initial counseling session,
pursuant to 26 CFR §1614.105(b)(%)?

96

Does the command issue acknowledgment letters immediately upon
receipt of a formal complaint, pursuant to MD-110, Ch. 5(1)?

14
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EECC
Eiements

COMMAND-LEVEL QUESTIONS

Has measure
been met?

Yes { No

Comments

New to
CFY22?

97

Does the command issue acceptance letters/dismissal decisions within
30 days from the date of receipt of the formal complaint? in the
comments section, provide (1) the number issued within 30 days

[and (2) not issued within 30 days of receipt of the formal complaint.

1-10, 2-0

98

Does the command ensure all employees fully cooperate with EEC
counselors and EEQ personnel in the EEO process, including granting
routine access to personnel records related to an investigation,
pursuant to 29 CFR §1614,102(b)(6)?

99

Did the command issue all reports of investigation on or before 180
days (or, for when an extensicn was granted, on or before 270 days)?
In the comment section, provide the number of complaints that fall
in to the following categories as found in the 462 report, Part IX:
1. Investigations Completed by Agency Personnel (a + b + ¢)

1a. Investigations Completed in 180 Days or Less

1b. Investigations Completed in 181 - 360 Days

1b1. Timely Completed Investigations

1b2. Untimely Completed Investigations

1e. Investigations Completed in 361 or More Days

2. Investigations Completed by Contractors (a + b + ¢}

2a. Investigations Completed in 180 Days or lL.ess

2b. Investigations Completed In 181 - 360 Days

2b1. Timely Completed investigations

2b2. Untimely Completed Investigations

2c. Investigations Completed in 361 or More Days

1-1, 1a-1, 1b-0, 1b1-0, 1b2-0, 1¢-0, 2-7, 2a-
8, 2b-1, 2b1-1, 2b2-0, 2bc-0

100

If the command does not timely complete investigations, does the
command issue the notice of untimely investigation letier (108(g) ietter),
which advises the complainant of rights to a hearing/FAD, on or before
the 180th day if the investigation is not complete?

01

if the command uses contractors to implement any stage of the EEQ
comglaint progess, does the command hold them accountable for poor
work product and/or delays? [See MD-110, Ch. 5(V)(A)] If "yes’, please
describe how in the comments column.

102

If the command uses employees to implemsnt any stage of the EEO
complaint procese, does the command hold thern accountable for poor
work product and/or delays during performance review? [See MD-110,

Ch. 5(V)(A)]

NA

15
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Elements

- COMMAND-LEVEL QUESTIONS

Has measure
‘been met?

Yes No

Comments

New to
_ FY22?

103

Does the command submit complaint files and other documents in the
proper format to EEOC through the Federal Sector EEC Portal
(FedSEP}? [See 28 CFR § 1614.403(0)]

104

Has the command established a clear separation between its EEC
complaint program and its defensive function? [see MD-11Q, Ch.
1{VKDI]

105

When seeking legal sufficiency reviews, does the EEC office have
access to sufficient legal resources separate from the agency
representative? [see MD-110, Ch. 1(IVY(D}] if “yes”, please identify
the scurcef/location of the atterney who conducts the legal
sufficiency review in the comments column.

Accept/Dismiss and Partial acceptance
NQA's are reviewed by OGC FRCE

106

Does the attorney that does legal sufficiency review serve as an agency
representative?

It is the established firewall. DDEEO has
final say on Accept/Dismiss letters.

107

Does the command ensure that its agency representative does not
intrude upen EEQ counseling, investigations, and final command
decisions? [see MD-110, Ch. 1{IV){D)]

108

If applicabla, are processing time frames incorporated for the legal
counsel's sufficiency review for timely processing of complaints? EEOC
Report, Attaining a Model command Program: Efficiency (Dec. 1, 2004)

108

Does the command require managers and supervisors to participate in
ADR once it has been offerad? [see MB-7185, 1{A){1}]

Highly encouraged. Normally
management dees not agree to ADR for
sameone that has been removed from
service,

110

Does the command encourage all employees to use ADR, where ADR
is appropriate? [see MD-110, Ch. 3{(IV}{C)]

111

Does the command ensure a management official with setiement
authority is accessible during the dispute resolution process? [see MD-
110, Ch. 3{U{AX

i6
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EEOC
Efements

- COMMAND-LEVEL QUESTIONS

Has measure
been met?

Yes No

Comments

“New to
Fy22?

112

Does the command prohibit the responsible management official
named in the dispute from having seflement authority? [see MD-110,
Ch. 3(1)]

113

Does the command annually evaluate the effectiveness of its ADR
program? [see MD-110, Ch. 3(IH(D}

114

Does the command monitor trends in its EEO program to determine
whether the command is meeting its obligations under the statutes
EEQC enforces? [see MD-715, I(E)] if “yes’, provide an example in the
comments.

During quarterly DON OEEO 462 reports.
Also during bi-monthly senior leadership
briefing.

new

115

When a complainant files an hearing, does the command upload the
official case file in FEDSEP to EEOC within 15 days of receiving the
first notification that the complainant requested a hearing? (i.e. Do
NOT wait until receipt of acknowledgement of hearing notice.)

116

When a complainant files an appeal, does the command upload the
official case file in FEDSEP to EEQC within 30 days of the agency's
first notification of the complainant filing an appeal? {i.e. Do NOT wait
until receipt of acknowledgement of appeal notice.)

117

Can the command identify all supervisors and managers of civilians,
including military personnel assigned to those roles? ‘Supervisors” are
any individuals (including military personnel and civilian employees)
who are directly above one or more civilian employees in the
organization, and provide them immediate oversight.

"Managers' oversee civilians indirectly, through the employees’
immediate supervisors. Managers include all personnel in the
management chain, up 1o and including the unit head, who are directly
between any immediate supervisor and the unit head. Managers thus
can also include both military personnel and civilian employees.
Managers of civilians are often also supervisors of other civilians. In
the comment section, provide the number(s) of (1) civilian
supervisors, (2) civilian managers, (3) military supervisors, and (4)
military managers. For those individuals who are both superviscrs
and managers, account for them as if they are only supervisors.

327 Civilian Supervisors/ Managers (8888). 20 Military Supervisor. 5 Military Managers.

17




EEOC FORM
U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEC PROGRAM STATUS REPORT

MD-715 — Part H Planned Activities (Plan 1)
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.

[ ] !f the agency did not address any deficiencies during the reporting period, please check the box.

Statement of Mode! Program Essential Element Deficiency

Type of Program

Deficiency Brief Description of Program Deficiency

Based on the responses provided on the MD-715 Part G Self-
Assessment Checklist:-

B.6.a. - Are senior managers involved in the implementation of
Special Emphasis Programs? [see MD-715 Instructions, Sec. ]

Essential Element B requires EEQ program officials to
coordinate the implementation of the Special Emphasis
programs with senior managers. As part of its established
procedures, FRCSE Special Emphasis Program manager
advertises all events, and makes the workforces aware of
vacant positions on Special Emphasis teams. Currently the
agency continues to receive low participation by senior level
managers (GS-13 thru GS-15) as Champions and atiending
diversity events.

Essential Element B:
Integration of EEO
into the agency’s
strategic mission.

Objective(s) and Dates for EEO Plan

Date Modified Date
Initiated Objective Tﬁ:ﬂ:&,gﬁ? Date Completed
(mm/ddlyyyy) {mm/ddfyyyy) | (mmiddiyyyy)

Develop, Establish, and implement a
plan to encourage and retain senior
level managers’ involvement and
07/15/2019 | commitment to all Special Emphasis | 02/28/2020 02/28/22
Programs.
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U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEC PROGRAM STATUS REPORT

Responsible Official(s)

Performance
. Standards
Title Name Address the Plan?
(Yes or Noj)
Deputy Director EEO Mr. David Yeager Yes
Special Emphasis Program Ms. April Greggs Y
es
Manager
. . IWTD, Native American Team,
Special Emphasis Team APAT, WIN, AAPI, HEAT, Yes

Champions

LGBTQ+A.

Planned Activities Toward Completion of Objective

Target Date
{mmiddiyyyy)

Planned Activities

Sufficient
Funding &
Staffing?
{Yes or No}

Modified

Date
(mm/ddiyyyy)

Completion Date
{mm/ddlyyyy)

10/14/2019

Develop and distribute EEO
News Letter quarterly to all
hands, advertising upcoming
Special Emphasis Events,
affinity team vacancies; and
to educate and provide
awareness of the EEO
program and encourage max
participation for Special
Emphasis Events.

Yes

10/14/2019

10/14/2019

Upcoming Special Emphasis
events, and team vacancies
will be briefed at the ACMB
board to further encourage
top-level management
involvement.

Yes

10/14/2019

11/19/2021

Reestablish bi-monthly EDC
meetings with the
Commanding Officer.

Yes

05/01/2023

11/19/2021

Contact NLDP/JLDP

12/1/2021




EEOC FORM
U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

Sufficient Modified
Target Date Planned Activities Funding & Date Completion Date
(mmiddiyyyy) Staffing? (mmiddfyyyy)
(Yeas t::‘ I\?o) (mm/ddiyyyy)
program enrollees and Yes
recent graduates in an effort
to increase DAT
membership.
Establish and identify Yes
05/31/2023 | members of Barrier Analysis 10/19/2022
Team.
Report of Accomplishments
Fiscal Year Accomplishments
FY-22 the SEP program was still operating in a modified stance
due to COVID. The EEQ Office continues to recruit for new
members and currently has five vacant lead positions, HEAT,
LGBTQ+A, AAPI, AIAN, and IWD. All vacant Champion
positions have been filled. Established a Champion of
Champions position in April 2022. This position acts as our local
EDC Head. Since COVID, no local events have been held, but
we continue to advertise monthly observances through PAQ,
and our bi-monthly EEO newsletter. In December, all -
graduates and current enrollees in the NLDP/JLDP were
contacted via email and in person discussion with our
22 Champion-of Champions and requested to consider joining one

of the DATs. We are trying to leverage these folks {o assist -
with the annual barrier analysis. This resulted in one Champion
and two new members. On 21 September 2022, a virtual all
hands DAT meet and greet informational sessions was heid.
Classrooms were made available for empioyees that did not
have computer access. Not including DAT members and the -
SEPM, there were 31 attendees. The session was recorded,
and the Champion of Champions is currently working with PAQO
to edit and release the session to ail hands. As of 30
September 2022, there have been no additions o our DAT
teams. With the exception of a couple of teams, most have a
couple of members, including the Champion.




EEOC FORM
U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

MD-715 — Part | FY21
Agency 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.

X 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 of the Specific Workforce . . .
Trigger Data Table Narrative Description of Trigger
Low Participation | Table A1: TOTAL « Females across all ERIGs and all occupational
of Females WORKFORCE groups are participating in the workforce at
Distribution by significantly lower rates in comparison to the
Race/Ethnicity and Sex NCLF, which is used when analysis NAVAIR’s

workforce data across all ERIGs.

s This Plan started in FY20 and will continue in
FY22.

¢ |t has been noted that, NAVAIR has a high
percentage of our workforce in the artisans and
engineering occupational series. These
occupational groups statistically have low
participation rates and available candidate pools
for women in comparison to the NCLF.

EEO Group(s) Affected by Trigger

NCLF NAVAIR’s NAVAIR’s
EEO Group Participation Participation Rate
Rate FY20 FYy21

All Women () N/A 25.38% 25.65%

Hispanic or Latino Females (Y) 4.79% 2.0% 2.0%

White Females (Y) 34.03% | 18.47% 18.57%

Black or African American Females (Y) 6.53% 2.57% 2.60%

Asian Females (Y) 1.93% 1.75% 1.86%

NVI9-NAVAIR-MD715
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NCLF NAVAIR's NAVAIR’s
EEO Group Participation Participation Rate
Rate FY20 Fy21
Native Hawaiian or Cther Pacific Islander 0.07% 0.13% 0.13%
Females (N)
American Indian or Alaska Native Females (Y) | 0.55% 0.26% 0.26%
Two or More Races Females (Y) 0.28% 0.20% 0.25%

Barrier Analysis Process

Source
Sources of Data Reviewed? Identify Information Collected
{Yes or No)
Review of Table A1: TOTAL WORKFORCE -
Workforce Data Tables Yes Distribution by Race/Ethnicity and Sex and Qlik Sense
Data; Table A3-1 (Occupational Groups})
Compilaint Data (Trends) No
Grievance Data (Trends) No
Findings from Decisions (e.g.,
EEQ, Grievance, MSPB, Anti- | No
Harassment Processes)
Climate Assessment Survey No
{e.q., FEVS)
Exit {nterview Data No
Focus Groups Yes
Interviews No
Reports {e.g., Congress, No
EEQC, MSPB, GAQ, OPM)
Other (Please Describe) No

NVI9-NAVAIR-MD715
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Status of Barrier Analysis Process

Barrier Analysis Process Completed?
(Yes or No}

Barrier(s) ldentified?
(Yes or No)

No No

Statement of Identified Barrier(s)

Description of Policy, Procedure, or Practice

Procedure, or Practice.

Analysis being conducted by each site to identify any barriers within NAVAIR’s Policy,

Objective(s) and Dates for EEO Plan

and Advancement; Promotion and Award Rates;
Separation Rates and Exit Interviews.

g Date Initiated Due Date
Objective {mm/ddlyyyy) (mnlflddfyyyv)
?dentify cause of low participation rate of female 11/25/19 9/30/2022
in the workforce.
Each NAVAIR site will conduct an in-depth
barrier analysis on: Recruitment and Hiring
Practices {Applicant Flow Data), Development 11/25/19 9/30/2022

NV19-NAVAIR-MD715
FY22 Part I-1 for FY21 Report

Page |3




EEOC FORM
U.5. Equal Employment Oppottunity Commission

FEDERAL AGENCY ANNUAL EEQ PROGRAM STATUS REPORT

Responsible Official(s)

Performance Standards

Title Name Address the Plan?
(Yes or No)

, : Yes
Affirmative Employment Brittani Wood
Program Manager

NAWCAD;NAWCTSD,; Yes
Site DDEEOs NAWCWD;FRCE,FRCSE;
FRCESW

Planned Activities towards Completion of Objective

Target Date Modified Completion
(mm/ddiyyyy) Planned Activities Date Date
(mmiddiyyyy) | (mm/ddiyyyy)
January Affirmative Employment Program
2022 Manager will meet with each DDEEO to

discuss their individual Part | Action plans
to increase Female participation across all

ERIGs.
January- Each site will provide monthly updates on
September accomplishmeni(s) to the DEEO and AEP.
2022 ‘
30 Site DDEEOs/SEPs will prepare final
September report for submission to the HQ AEP.
2022

Report of Accomplishments

Fiscal Year Accomplishments

During the FY20 fiscal year, the Part | Action Plan was activated with the sites
to perform barrier analysis. During FY20 a National pandemic occurred,
causing cancelation of many events and low participation at the barrier analysis
monthly meetings. Therefore, NAVAIR sites were not able to fully conduct an in-
depth barrier analysis on: Recruitment and Hiring Practices; Development and
Advancement; Promotion and Award Rates; Separation Rates and Exit

NVI19-NAVAIR-MD715
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FY20

FY20

Interviews, to identify the cause of low participation rate of female in the
workforce.

Low This action plan wili carry over into FY21/FY22 with more oversight from
the Executive Champions of each Diversity Action Team.

FRCE:

Fleet Readiness Center East (FRC East) EEO office compiled a barrier analysis
team that consisted of 3- members from the Women's Initiative Network Team
and 2-EEQ specialists. The team reviewed the objectives and decided to begin
the analysis with exiting data. The data that was available is the result of a
survey that was conducted at FRC East with a target audience of low
participation rates for females in 5 major occupations. The survey provided a
subset of what the larger picture will likely look like. The team developed a two-
way approach plan.

The first approach is to gain a better understanding by asking additional
questions to a larger populous. Working with both a blue-collar and white-collar
leader, a focus group will occur with an invitation extended to all females at
FRC East. Due to COVID-19, the plan had to be modified to include both virtual
and limited face-to-face sessions. The intent is to have those sessions take
place before the end of the year.

The second approach is to improve recruitment efforts that would attract
females to blue collar and other low participation rated positions. The plan is
underway with a partnership with Human Capital Staffing and Classification
Branch to get a spot in job fairs that focus on local area Marines exiting military
service. Additionally, the rates for participation of females within the MRO
Engineering Department has seen some growth in recent years, which lead the
team to reach out to the responsible recruiters to map out a plan to duplicate
those successes.

FRCSE:

Based on information obtained from Table A1, Total Workforce: Distribution by
Race/Ethnicity/Sex, for RP20, females make up 13.64% of the total workforce,
which is a slight increase from RP19, were females totals were 13.38%.

In an effort to continue to increase the participation rates of females in the
workforce, the Barrier Analysis team will continue to moenitor the hiring practices
used to attract and retain females in the workforce. Data also shows a potential
barrier retaining female employees once they are hired. The team will also be
looking into current mentorship program(s) in place that could assist with
retention and upward progress into higher graded positions for females.

Based on numbers cbtained from Table A1, Total Workforce: Distribution by
Race/Ethnicity/Sex, and Table A14, Separation by Type of Separation:
Distribution by Race/Ethnicity and Sex, the total number of separations during

NV19-NAVAIR-MD715
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RP20 has decreased to 50 (14.84%) from RP19 of (21%). Of the 50 total
separations, 43 female separations were voluntary and 7 were involuntary.

Overall, FRCSE can conclusively identify the trigger of low participation rates of
females in the workforce; however, the barrier analysis team has not yet had
sufficient time to fully investigate the policies, procedures and practices leading
to a definite barrier during this reporting period.

FRCSW:

These action plans were not executed due to vacancy of Deputy Director of
Equal Employment Opportunity (DDEEO) departing on 2 July 2020. As 22
September 2020, FRC SW does not currently have an Acting DDEEO. FRCSW
anticipates on having a Deputy Director of Equal Employment Opportunity
within the next 120 days.

Moving forward FRC SW will conduct in-depth barrier analysis, collaborate with
DAT Executive Champions and review barrier analysis sub team results. This
will enable FRC SW to execute the FY21 MD-715.

NAWCAD:

EEQ staff met with all DAT team leads on 16 JAN o review triggers and identify
what teams would like to pursue. All teams except the IWDAT will participate in
looking at female participation at the PAX campus (NAWCAD PAX, NAVAIR
HQ, COMFRC HQ) and LKE. Follow-on meeting scheduled For 13 FEB at PAX.
LKE held quarterly DART meeting in DEC where Qlik data was reviewed and
additional triggers.

APAT will explore low female participation in the PEOs. Other teams to provide
updates on what they will investigate at the FEB meeting.

FY20 MAR/APR APAT is working pieces of this in addition to the WIN. LKE
WIN is determining their focus. FY20, in JUL 20. APAT brief provided data
relative to females at the PAX campus.

NAWCWD:

NAWCWD deployed multiple EEO training courses and diversity events to
include, not limited to; Training Courses (several were deployed between
9/2019 - 3/2020): EEO Potpourri, Interview Techniques, Management Inquiry
Process, Right Side of the Line, OUCH! That Stereotype Hurts, Complaints
Processing for Supervisors, and Reasonable Accommodation Processing for
Supervisors.

Diversity Events: LGBTQ Event held 07/2019 IWDAT Event held 09/2019; DON
IWD Working Group with Meena Farzanfar 01/2020; Black History Month event
held on 02/2019; IWDAT Event held 02/2020; AAPI Event held 5/28/2020; WIN
Event held 8/2020

A review of High grade panel documentation was obtained for each panel held
and recorded using the tracking mechanism that was created in 2019. Typically,
training is deployed upon notification from an HR Advisor of the customer need.

NVI19-NAVAIR-MD715
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A communique was released to the HR community to improve the process for
collecting HG panel documentation. EEO panel documentation was evaluated
and data collection improvement requirements were identified. Internal panel
selection data collection continues to be addressed. MD715 training will be
scheduled in RP2021.

NAWCTSD:

DATSs agree to work jointly towards an in-depth barrier analyses regarding the
underrepresented females within the workforce.

Group coordinate and implement meeting to discuss research, identify monthly
updates to SEPM and track findings and potential concepts forward that will
promote resolution towards objective trigger. Despite nofliftle data LGBTQ+A
and AIAN took part in assisting other groups

APAT sponsored for the workforce a locai MLK and local Black

History Events. Its themes, “Remember! Celebrate! Act!” along with “Honoring
the Past, Securing the Future!” Each capitalized on the contributions given to
our society and federal services along with emphasizing to applicants, new
hires and employees alike the importance of working together through
mentorship; achieving mission success and greater cohesion.

APAT orchestrated its efforts through special emphasis events to aiso enhance
sustainment capabilities, focused to improving and eliminating measures
associated with resolving the low participation rates of females in the workplace
as an identified trigger.

WIN sponsored local awareness on Women'’s History month, theme, "We Can
Do It and She Did! Utilizing all resources available despite the impact of COVID
19, co-leads successfully worked to provide mentorship programs towards
assisting the workforce in achieving mission successes regarding recruiting and
hiring practices. WIN worked tirelessly towards sustainment and improvement
efforts with its barrier analysis to ultimately finding resolution concerning the
underrepresentation of females in the workforce.

WIN sponsored book club developed through discussion group of reading
material focused on mentoring that encourages STEM programs along with
governmental centering on improving attributes reducing potential objective
triggers.

LGBTQ+A appointed new Co-Leads, work diligently on LGBTQ+A Survey
analysis, providing leadership excellent perspectives and recommendations to
ensure equality and minimize potential triggers.

LGBTQ+A sponsored a local remembrance memorial towards the Pulse
incident and national worked towards Pride Month\which was later directly
impacted by COVID 19.

NV19-NAVAIR-MD715
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NAWCAD

The cause of low participation of females in the workforce is due to unconscious
bias. Recruitment and Hiring: NAWCAD recruits at events (Society of Women
Engineers, Women of Color) and colleges with women who are eligible to work
in the NAWCAD workforce but few are hired except white females. While
NAWCAD EEO & Inclusive Diversity has trained recruiters on bias, if there is
not a reminder about accounting for bias on the day of the recruiting event, it is
likely that bias will be forgotten and will be operating in the decision making
unconsciously. We did not lock at the Applicant Flow Data because only one
person was trained and that person has left the Command. NAWCAD requests
that additional persons be trained on using the Applicant Flow Data.

Development, Advancement, Promotions and Awards: Information from the A
Tables is available in the NAWCAD MD-715 report where details are provided
on all triggers. In FY 21, NAWCAD used the DON A Tables which break down
awards into greater detail than the A Tables in NAVAIR’s Diversity Data Mart.

Separations and Exit interviews: This is the area that NAWCAD focused on in
FY21. Please see the attached report which examines the past five years. -

NAWCTSD- The Diversity Action Teams were asked to conduct a barrier
analysis focused on low participation of various female groups in High Grade
Positions. Some DATSs chose to look at other areas besides low female

FY21 participation. The DATs independent analyses and recommendations will be
extended to the Diversity Council for full support and assistance with any
attitudinal barriers identified. The Command was extremely appreciative of the
efforts and energy that all of the DATs at NAWCTSD had put forth in their
barrier analyses.

The Command Resiliency Team (CRT) administered a Defense Equal
Opportunity Management Institute (DEOMI) Equal Opportunity Climate Survey
(DEOCS) from 02/01/2021 - 03/31/2021. NAWCTSD “Learning Cells”
conducted research to identify Command strengths and areas of concern. The
command continues efforts to develop, implement, and endorse programs that
effectively produce a professional working environment. The workforce at
NAWCTSD continues to report overall satisfaction as well as their commitment
to the organization. The survey reveals concerns that the Command | eadership
immediately addressed to mitigate gender attitudinal barrier. The highest priority
is placed on ensuring every member of the command is afforded equal
opportunity for success. The Learning Organization Team will conduct focus
groups and interviews to obtain further detailed information.

Special Emphasis Program Statement: NAWCTSD has a long established
Diversity Council that provides a forum to express concerns, discuss diversity
initiatives and allows the Executive Leadership to interact with Diversity Action
Teams (DAT) members. The Diversity Council and the NAVAIR National
Diversity Teams have implemented various initiatives as described in the DATs

reports in the areas of recruitment, retention, promotion and career
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development. The Command constantly extends their full support fo improve
recommended areas and assist with removing barriers.

Summary:

Hispanic Females (HF), White Females (WF), Black or African Females (BF),
American Indian/Alaskan Native Female (AlF) are participating in the workforce
at lower rates than the National Civilian Labor Force (NCLF) benchmark. Areas
of low participation: HF (49%), WF (73%), BF (52%) and AIF (0%) relative to
their respective NCLF benchmarks.

1) The RP20/RP21 reflects low participation for HF, BF, AF, AlF and 2F in the
High Grades GS 14/15.

2) STRL population reflects fow or no participation for WF, BF, AF and 2F in the
High Project Grades; DA-6, DP-5, DP-6, DS-6 and NM-5.

3) MD-715 Table A3-1 and A3-1B reflects low participation rate for WF, and BF
in "Executive/Senior Level” (STRL NM Grade 05-06 and GS-15 Above)

4) In RP20/RP21, NAWC TSD had 145 permanent promotions. Among RP20
promotions, all except NM, IF, and 2F received promotions. HF, WF, and BF
received promotions at a lower rate that of their participation in the workforce.

5) Unfavorable accession trend for HF in comparison with RP20, total work
force count and CLF rates for RP21.

6) Females recorded 24 (28%) of the total separations

DATS received barrier analysis refresher training to ensure effective analysis of
demographic data. Irving Navarro (HEAT), Angel Gutierrez (IWDT), Jamoya
Jemison (APAT), Tony Pham (AAPI), Le Linh (AAPI), Boyd William (LGBTQ+A),
Christina Ruscito (LGBTQ+A), Saturia Lake (WIN), Whitney Watson (WIN),
Gregory Owens (D&l Co) and all attended NAWCTSD EEO Office’s Barrier
Analysis training on 04/01/2021 and 06/09/2021.

DATs provided analysis report with accomplishments (if applicable) along with
recommended actions to DAT Executive Champions and SEPM.

APAT through NAVAIR orchestrated for the workforce a virtual Black History
Events. lts themes, “The Black Family: Representation, Identity, Diversity,” with
guest speaker RDML Barnett capitalizing on the contributions given to our
society. Enhancing sustainment capabilities, focused towards improving and
eliminating measures associated with resolving the low participation rates while
achieving mission success and greater cohesion within the workforce.

WIN coordinated through NAVAIR a virtual awareness on Women'’s History
month, theme, “Valiant Women of the Vote: Refusing to be Silenced," with
guest speaker Jennifer Foxworthy. Maximizing marketing resources available
despite the impact of COVID 19 to ensure total awareness to the workforce
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population. its presentation centered upon ensuring greater awareness and
acceptance in order to achieve success.

LGBTQ+A appointed new Co-Leads; diligently worked on LGBTQ+A Survey
analysis on the workforce for the leadership; coordinated through NAVAIR an
awareness special emphasis Pride Month presentation providing leadership
excellent perspectives and recommendations to ensure equality that minimize
potential friggers.

AAP! appointed new Co-Leads; coordinated with NAVAIR to provide the
workforce an awareness of the special emphasis event for Asian Americans/
Pacific Islanders, with guest speaker Maj Gen Seely lll. The themed “Advancing
Leaders Through Purpose-Driven Service.” Promoted the virtual presentation
on hate crimes and anti-Asian violence. It's indicative that DAT’s mentorship
program; NEED, continued focus towards ensuring positive posture in
resolution where necessary, identifying concepts that could hinder success and
reduce synergy.

SEPM recommended to DATs with an achieved agreement to work jointly
towards an in-depth analytical outcome regarding the underrepresented senior
grade females within the workforce. Group coordinate and implement meeting
to discuss research, identify monthly updates to SEPM. Coordination with
National DATs towards finding, tracking and potential concepts that will promote
positive resolution.

NAWCTSD workforce participated and supported all NAVAIR Diversity &
Inclusion virtual events for APAT, HEAT, IWDAT, LGBTQ+A, WIN, AAPI and
AlAN.

TSD DDEEO Office facilitated a NAVAIR Diversity & Inciusion training
discussion in partnership with SES across all sites. NAWCTSD appointed Mr.
Edward Johnson as the Diversity Council Chair.

NAWCWD- NAWCWD Diversity Council meetings were held and the council
was briefed on NAWCWD SEP efforts that were in alignment with EDC goals
and objectives.

LGBTQ+A’s executive champion left agency; efforts to fill the vacancy are
underway. Other SES members supported LGBTQ+A observance effort on a
temporary basis. Champions were fully engaged and participated in cultural
observance events and in Career Enhancement Series SEP events.

NAWCWD implemented a new Quarterly SEP Newsletter, which includes
information on all DAT teams and respective upcoming events. This foster
further communication and collaboration among the DATs as best practices
were highlighted and shared (e.g. utilization of Share Point sites for local
information, etc.)
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As part of a model EEO program {management accountability element),
NAWCWD EEQO (Rear Admiral Dillon) continued the long-standing NAWCWD
requirement that supervisors are to complete two EEO “credits” per fiscal year.
Credits can be obtained through training completion and/or SEP/Diversity
observance events. During the reporting period, more than 40 courses/events
were held for supervisors to gain EEO credit. Supervisors were also provided
additional resources to gain educational awareness of EEO Diversity and
Inclusion (e.g., access to various previously recorded events both in DVD and
online formats.)

In order to more accurately and efficiently track the NAWCWD supervisory EEO
training requirement (see above paragraph), a new Supervisory Training
Tracker tool was developed and implemented at NAWCWD FY20; the tool
continued fo be used and refined in FY21. Utilizing this improved data,
quarterly reports were issued to Groups/Departments for leadership
involvement in accountability.

NAWCWD contributed to the NAVAIR Part | (Agency EEQ Plan to Eliminate
Identified Barrier) including barrier analysis specifically exploring females across
all ERIGs participating in the workforce at significantly lower rates in
comparison to the NCLF. Barrier Analysis training was provided by the
NAWCWD Affirmative Employment Program {AEP) Manager to key
stakeholders of the NAWCWD DATSs specific to the NAVAIR Part | in May 2021.

FRCE- Accomplishments delayed due to COVID working restrictions.

FRCSE-Based on information obtained from Table A1, Total Workforce:
Distribution by Race/Ethnicity/Sex, for RP21, females make up 13.80% of the
total workforce, which is a slight increase from RP20, were females totals were
13.78%.

In an effort fo continue to increase the participation rates of females in the
workforce, the Barrier Analysis team will continue to monitor the hiring practices
used to attract and retain femaies in the workforce. Data also shows a potential
barrier retaining female employees once they are hired. The team will also be
looking into current mentorship program(s) in place that could assist with
retention and upward progress into higher graded positions for females.

Overall, FRCSE can conclusively identify the trigger of low participation rates of
females in the workforce; however, the barrier analysis team has not yet had
sufficient time to fully investigate the policies, procedures and practices leading
to a definite barrier during this reporting period.

FRCSW- These action plans were not fully executed due to vacancy of Deputy
Director of Equal Employment Opportunity (DDEEQ) departing on 2 July 2020.
The current “Acting” Deputy Director of EEQ is detailed to EEO office on a
continuous 120-day detail. Although he has put considerable effort into ensuring
program requirements are met, his staff was depleted and under experienced.
As of 22 September 2021, FRC SW does not have a permanent Deputy
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Director, at this time. Despite the 3 vacancies in the office, the DATs were able
to host the following events:

Women’s Imitative Network (WIN) — Speed Mentoring with Senior Leader of
FRCSW.

Asian American Pacific Islander (AAPI) — Hosted a virtual event that was led
by Major General Masiello — “Advancing Leaders Through Purpose-Driven
Service.”

African American Pipeline Advisory Team (APAT) — Dr. Martin Luther King
Jr., Celebration — Guest speaker — Dr. Sharon Whitehurst-Payne.

Hispanic Engagement Action Team (HEAT) - First ever FRCSW HEAT's La
Vuelta Car Parade on Qct. 15th, 2020 to celebrate HHM

Moving forward FRC SW will conduct in-depth barrier analysis, collaborate with
DAT Executive Champions and review barrier analysis sub team resuits.

This will enable FRC SW to execute the FY22 MD-715.
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MD-715 - Part J
Special Program Plan for the Recruitment, Hiring, Advancement, and
Retention of Persons with Disabilities

To capture agencies' affirmative action plan for persons with disabilities (PWD) and persons with targeted
disabilities (PWTD)}, EEOC regulations {29 C.F.R. § 1614.203(e}} and MD-715 require agencies to describe
how their plan will improve the recruitment, hiring, advancement, and retention of applicants and
employees with disabilities. All agencies, regardiess of size, must complete this Part of the MD-715 report.

Section I: Efforts to Reach Regulatory Goals

EEOC regulations (29 C.F.R. § 1614.203(d)(7)} require agencies to establish specific numerical
goals for increasing the participation of persons with reportable and targeted disabitities in the
federal government.

i:'r;*t_-ﬁé::te.xtfbox.
a. Cluster GS-1 to GS5-10 (PWD) Yes No X
b. Cluster GS-11 to SES (PWD) Yes No X

B table data was from 30 Sep 2022

evel':cluster in _hé permanent workforce? If yes descnbe the
tngger(s} inthe: text box:

a. Cluster GS-1 to GS-10 (PWTD) Yes No X
b. Cluster GS-11 to SES (PWTD} Yes No X

B table data was from 30 Sep 2022

3. Describe how the Command/Activity has communicated the numerical goals to the hiring
managers and/or recruiters.

The command continues its endeavors to educated and stress the importance of self-

identification through MyBiz, a web-based tool created by the Department of Defense
(DoD), and is educating the workforce on self-identification using SF-256 or the MyBiz

toll to improve the rate of identification.




In addition educating new employees during New Employee Orientation and
supervisors during New Supervisor initial and refresher training, the EEO Office also
includes information on making the changes in the bimonthly newsletter, ‘Bridging
Gaps’ as well as in their email signatures.

Section Il: Model Disability Program

Pursuant to 29 C.F.R. §1614.203{d){1), agencies must ensure sufficient staff, training and resources to
recruit and hire persons with disabilities and persons with targeted disabilities, administer the reasonable
accommodation program and special emphasis program, and oversee any other disability hiring and
advancement program the Command/Activity has in place.

A. Plan to Provide Sufficient & Competent Staffing for the Disability Program

1. Has the Command/Activity designated sufficient qualified personnel to implement its disability
program during the reporting period? If "no", describe the Command/Activity's plan to improve
the staffing for the upcoming year.

Yes X No 0

2. identify ali staff responsible for implementing the Command/Activity's disability employment
program by the office, staff employment status, and responsible official.

# of FTE Staff by

Empioyment Status
pioy Responsible Official

Disability
Program Task cult | part | Collateral {Name, Title, Office, Email)
u ar ollatera
Time | Time Duty
Processing ponhara.po.civ@us.navy.mil

applications from
PWD and PWTD

Answering ponhara.po.civ@us.navy.mil

questions from
the public about
hiring authorities
that take




disability into

account
Processing Deena Jc?hnson, E.EO Specialist, '
reasonable Deena.y.johnson.civ@us.navy.mil

accommodation
requests from
applicants and

Jeffrey Robinson Staff Interpreter/ RA
Assistant,

employees _

Jeffrey.a.robinson28.civ@us.navy.mil
Section 508 Elesia Washington, IT Specialist
Compliance {Customer Support)

Architectural
Barriers Act
Compliance

Corey Patterson, Plant Maintenance
Director,
corey.l.pattersonb.civ@us.navy.mil

Mitchel Weiss, OGC,
Mitchel.weiss.civ@us.navy.mil

Special Emphasis
Program for PWD
and PWTD

April Greggs, EEO Specialist,
april.n.greges.civ@us.navy.mil

Only in position for 4 months. Currently
no one available to assume these duties
as April is assisting with Complaints
Manager duties till that position is
backfilled. Anticipated Jan/Feb 2023.

3, Has the Command/Activity provided disability program staff with sufficient training to carry
out their responsibilities during the reporting period? If "yes", describe the training that disability
program staff have received. If "no", describe the training planned for the upcoming year.

Yes X

RAC and Assistant RAC have received OJT as well as attended DEOMI DPM course, and
numerous training sessions held by DON DPM and NAVAIR DPM. Completed TWMS
training as required regarding new RA Manual and procedures.




B. Plan to Ensure Sufficient Funding for the Disability Program

Has the Command/Activity provided sufficient funding and other resources to successfully
implement the disability program during the reporting period? If "no", describe the
Command/Activity's plan to ensure all aspects of the disability program have

sufficient funding and other resources.

Yes X No

Processing RA Requests from applicants and employees with disabilities

Special Emphasis Program for PWD and PWTD

Section lll: Plan to Recruit and Hire individuals with Disabilities

Pursuant to 29 C.F.R. & 1614.203{d){1}{i) and {ii}, agencies must establish a plan to increase the recruitment
and hiring of individuals with disabilities. The questions below are designed to identify outcomes of the

Command/Activity's recruitment program plan for PWD and PWTD.
A. Plan to Identify Job Applicants with Disabilities

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

Workforce Recruitment Program No
OPM Shared List of People with Disabilities

. No
{"Bender List")
Wounded Warrior Program No
Job Fairs dedicated to PWD/PWTD No
Schools primarily enrolling PWD/PWTD No
Other schools with programs dedicated to No
PWD/PWTD
State Vocational Rehabilitation Offices No
Other (describe below) No

2. Pursuant to 29 C.F.R. § 1614.203(a)(3}, describe the Command/Activity's use of hiring
authorities that take disability into account {e.g., Schedule A) to recruit PWD and PWTD for
positions in the permanent workforce.




3. How many Schedule A{u) employees were hired to permanent positions during the reporting
cycle?

4. Describe your Command/Activity’s use of programs to recruit PWD and PWTD for temporary
positions {e.g. internships}:

Woe currently do not use any special programs to recruit PWD and PWTD,

5. When individuals apply for a position under a hiring authority that takes disability into
account {e.g., Schedule A}, explain how the Command/Activity (1) determines if 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 appointed.

For Schedule A{u) candidates, the Command requires that individuals provide a medical
certification letter from a medical provider that substantiates that fall into one of the
categories listed under Schedule A(u). Once certified and found qualified, the resume will be
forwarded to the appropriate hiring officials. in some cases, the hiring official will have
already identified the Schedule A(u) candidate and the Human Resources Office will verify
that the candidate is eligible and qualified for the position to be filled. For individuals hired
under the special 30% or more Disabled Veterans hiring authority, the Command will request
a copy of the Veterans’ DD-214 (member 4 copy) and supporting documentation stating the
candidate has at least a 30% serviced connected disability rating.

6. Has the Command/Activity provided training to all hiring managers on the use of hiring
authorities that take disability into account {e.g., Schedule A)? If "yes", describe the type(s) of
training and frequency. If "no", describe the Command/Activity's plan to provide this training.

Yes X No 0 N/A 0

Yes, we provide supervisory training that covers various hiring authorities to include
Schedule A.

B. Plan to Establish Contacts with Disability Employment Organizations

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




The Command will continue to work with the various organizations that advocates and
support individuals with disabilities such as Diversity and Disability Coordinators at
various universities and colleges, City and State employment agencies, and
organizations that offer employment assistance to disabled Veterans.

C. Progression Towards Goals (Recruitment and Hiring)

1. Using the goals of 12% for PWD and 2% for PWTD as the benchmarks, do triggers exist for

PWD and/or PWTD among the new hires in the permanent workforce? If "yes", please describe
the triggers below.

a. New Hires for Permanent Workforce (PWD) Yes X No O
b. New Hires for Permanent Workforce (PWTD) Yes X No O

During this period, there were a total of 90 new hires. The rate of hiring new PWD
employees is below the 12% benchmark at 6.67%, up from lasts year 3.36%, and hiring PWTD
employees is below the 2% benchmark at 1.11% up from last year 0.0%. The command
continues to educate all new hires during New Employee Orientation about the importance
of self-identifying, and provide them with detail instruction on how to self-report in MyBiz,
as well as advertising DON’s annual SF-256 inititative and the bi-monthly EEO Newsletter.

2. Using the qualified applicant pool as the benchmark, do triggers exist for PWD and/or PWTD
among the new hires for any of the mission-critical occupations (MCO)? If "yes", please describe
the triggers below.

a. New Hires for MCO {(PWD} Yes 0 No ©
b. New Hires for MCO (PWTD} Yes 0 No 0

Analysis not completed.

3. Using the relevant applicant pool! as the benchmark, do triggers exist for PWD and/or PWTD
among the qualified internal applicants for any of the mission-critical occupations (MCO)? If
"ves”, please describe the triggers below.

a. Qualified Applicants for MCO (PWD) Yes 0 No O
b. Qualified Applicants for MCO (PWTD}) Yes 0 No O



Analysis not completed

4. Using the qualified applicant pool as the benchmark, do triggers exist for PWD and/or PWTD
among employees promoted to any of the mission-critical occupations {MCO)? If "yes", please
describe the triggers below.

a. Promotions for MCO {PWD) Yes 0 No O

b. Promotions for MCO (PWTD) Yes 0 No O

Analysis not completed

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

Pursuant to 29 C.F.R §1614.203(d}(1){iii}, agencies are required to provide sufficient advancement
opportunities for employees with disabilities, Such activities might include specialized training and
mentoring programs, career development opportunities, awards programs, promotions, and similar
programs that address advancement. in this section, agencies should identify, and provide data on
programs designed to ensure advancement opportunities for employees with disabilities.

A. Advancement Program Plan

Describe the Command/Activity's plan to ensure PWD, including PWTD, have sufficient
opportunities for advancement.

The command does not have a current plan in place to specifically ensure that PWD and
PWTD have opportunities for advancement, because they are afforded the same
opportunities as employees without disabilities. All employees are encouraged to participate
in the career development opportunities made available by the agency, which includes PWD
and PWTD employees. Specific Accommodations are provided to PWD and PWTD employees
when requested to assist in performing the essential functions of their position.

B. Career Development Opportunities

1. Please describe the career development opportunities that the Command/Activity provides to
its employees.




The career development division provides training to all artisans to meet certification
requirements both mandatory and core to their job series. The agency’s career
development division, also provides soft skills training to all employees with requisite
skills to meet job requirements. When requested, persons with disabilities are
accommodated by providing interpreters for our hearing-impaired employees, as well
as computer-based training with 508 compliance.

2. In the table below, please provide the data for career development opportunities that require
competition and/or supervisory recommendation/approval to participate. [Collection begins with
the FY 2018 MD-715 report, which is due on February 28, 2019.]

Career
Development
Opportunities

Total Participants

PWD

PWTD

Applicants
(#)

Selectees

(#)

Applicants
(%)

Selectees
(%)

Applicants
(%)

Selectees
(%)

Internship
Programs

Feliowship
Programs

Mentoring
Programs

Coaching
Programs

Training Programs

Detail Programs




Other Career NLDP -2 Not Not Not Not

Development tracked tracked tracked tracked
Programs JLbP-3

3. Do triggers exist for PWD among the applicants and/or selectees for any of the career
development programs? (The appropriate benchmarks are the relevant applicant pool for the
applicants and the applicant pool for selectees.) If "yes", describe the trigger(s) in the text box.

a. Applicants (PWD) Yes 0 No 0
b. Selections (PWD} Yes 0 No 0

Analysis not completed

4. Do triggers exist for PWTD among the applicants and/or selectees for any of the career
development programs identified? (The appropriate benchmarks are the relevant applicant pool

for applicants and the applicant pool for selectees.) if "yes", describe the trigger(s) in the text
box.

a. Applicants (PWTD) Yes 0 No 0
b. Selections (PWTD) Yes 0 No 0

Analysis not completed Analysis

C. Awa f_d_s

1. Using the inclusion rate as the benchmark, does your Command/Activity have a trigger
involving PWD and/or PWTD for any level of the time-off awards, bonuses, or other incentives? if
"ves", please describe the trigger(s} in the text box.

a. Awards, Bonuses, & Incentives (PWD) Yes O No O
b. Awards, Bonuses, & Incentives (PWTD) Yes 0 No O

Analysis not completed

2. Using the inclusion rate as the benchmark, does your Command/Activity have a trigger
involving PWD and/or PWTD for quality step increases or performance-based pay increases? If
"ves", please describe the trigger(s) in the text box.



a. Pay Increases (PWD) Yes 0 No 0
b. Pay Increases (PWTD) Yes 0 No 0

Analysis not completed

3, If the Command/Activity has other types of employee recognition programs, are PWD and/or
PWTD recognized disproportionately less than employees without disabilities? (The appropriate
benchmark is the inclusion rate.) If "yes", describe the employee recognition program and
relevant data in the text box.

a. Other Types of Recognition (PWD} Yes O No O N/A 0

b. Other Types of Recognition (PWTD) Yes O No O N/A 0

Analysis not completed

D. Promotions

1. Does your Command/Activity have a trigger involving PWD among the

qualified internal applicants and/or selectees for promotions to the senior grade levels? (The
appropriate benchmarks are the relevant applicant pool for qualified internal applicants and the
qualified applicant pool for selectees.} For non-GS pay plans, please use the approximate senior
grade levels. If "yes", describe the trigger(s) in the text box.

a. SES
i. Qualified Internal Applicants (PWD) Yes 0 No O
ii. Internal Selections (PWD) Yes 0 No O

b. Grade G5-15
i. Qualified Internal Applicants (PWD) Yes 0 No O
ii. Internal Selections (PWD) Yes O Ne O
c. Grade GS-14
i. Qualified internal Applicants {(PWD} Yes 0 No O
ii. internal Selections (PWD) Yes O No O
d. Grade GS5-13

i, Qualified Internal Applicants (PWD) Yes O Ne O
ii. Internal Selections {(PWD) Yes 0 No O

Analysis not completed

2. Does your Command/Activity have a trigger involving PWTD among the
qualified internal applicants and/or selectees for promotions to the senior grade levels? (The



appropriate benchmarks are the relevant applicant pool for qualified internal applicants and the

qualified applicant pool for selectees.) For non-GS pay plans, please use the approximate senior
grade levels. If "yes", describe the trigger(s) in the text box.

a. SES

i. Qualified Internal Applicants (PWTD} Yes 0 No O

ii. Internal Selections (PWTD) Yes 0 No O

b. Grade GS-15

i. Qualified Internal Applicants (PWTD) Yes O No O

ii. Internal Selections (PWTD) Yes 0 No O

¢, Grade G5-14

i. Qualified Internal Applicants (PWTD) Yes 0 No O

ii. Internal Selections (PWTD) Yes 0 No O

d. Grade G5-13

i. Qualified Interna! Applicants (PWTD) Yes 0 No O

ii. Internal Selections (PWTD) Yes O No O
Analysis not completed

3. Using the gualified applicant pool as the benchmark, does your Command/Activity have a

trigger involving PWD among the new hires to the senior grade levels? For non-GS pay plans,

please use the approximate senior grade levels. If "yes", describe the trigger(s) in the text box.

a. New Hires to SES (PWD) Yes 0 No 0

b. New Hires to G5-15 {PWD} Yes 0 No 0

c. New Hires to GS-14 (PWD) Yes 0 No 0

d. New Hires to GS-13 (PWD) Yes 0 No 0
Analysis not completed

4. Using the qualified applicant pool as the benchmark, does your Command/Activity have a

trigger involving PWTD among the new hires to the senior grade levels? For non-GS pay plans,

please use the approximate senior grade levels. If "yes", describe the trigger(s) in the text box.

a. New Hires to SES (PWTD) Yes 0 No O

b. New Hires to GS-15 {(PWTD) Yes 0 No O

c. New Hires to GS-14 {PWTD) Yes 0 No O

d. New Hires to GS-13 (PWTD} Yes 0 No O

Analysis not completed




5. Does your Command/Activity have a trigger involving PWD among the

qualified internal applicants and/or selectees for promotions to supervisory positions? (The
appropriate benchmarks are the relevant applicant poo! for qualified internal applicants and the
qualified applicant pool for selectees.) If "yes", describe the trigger{s) in the text box.

a. Executives

i. Qualified Internal Applicants {(PWD) Yes 0 No
i, Internal Selections (PWD) Yes O No
b, Managers

i. Qualified Internal Applicants (PWD) Yes O No
ii. Internal Selections (PWD) Yes O No

. Supervisors

i. Qualified Internal Applicants (PWD) Yes 0 No
ii. Internal Selections (PWD) Yes 0 No

Analysis not completed

6. Does your Command/Activity have a trigger involving PWTD among the

qualified internal applicants and/or selectees for promotions to supervisory positions? (The
appropriate benchmarks are the relevant applicant pool for qualified internal applicants and the
qualified applicant pool for selectees.) If "yes", describe the trigger(s) in the text box.

a. Executives

i. Qualified Internal Applicants (PWTD) Yes O No
ii. Internal Selections {PWTD) Yes 0 No
b. Managers

i. Qualified Internal Applicants (PWTD} Yes 0O No
ii. Internal Selections (PWTD) Yes 0 No

¢. Supervisors

i. Qualified Internal Applicants (PWTD) Yes 0 No
ii. Internal Selections (PWTD) Yes 0 No

Analysis not completed

7. Using the qualified applicant pool as the benchmark, does your Command/Activity have a
trigger involving PWD among the selectees for new hires to supervisory positions? If "yes",
describe the trigger(s} in the text box.

a. New Hires for Executives {(PWD} Yas 0 No
b. New Hires for Managers (PWD) Yes O No




¢. New Hires for Supervisors (PWD) Yes O No O

Analysis not completed

8. Using the qualified applicant pool as the benchmark, does your Command/Activity have a
trigger involving PWTD among the selectees for new hires to supervisory positions? If "yes",
describe the trigger{s) in the text box.

a. New Hires for Executives (PWTD) Yes 0 No O
b. New Hires for Managers (PWTD) Yes 0 No O
c. New Hires for Supervisors (PWTD) : Yes 0 No O

Analysis not completed

Section V: Plan to Improve Retention of Persons with Disabilities

To be a model employer for persons with disabilities, agencies must have policies and programs in place to
retain employees with disabilities. In this section, agencies should: (1) analyze workforce separation data
to identify barriers retaining employees with disabilities; (2) describe efforts to ensure accessibility of
technology and facilities; and (3} provide information on the reasonable accommodation program and
workplace personal assistance services.

A. Voluntary and Involuntary Separations

1. In this reporting period, did the Command/Activity convert all eligible Schedule A employees
with a disability into the competitive service after two years of satisfactory service (5 C.F.R. §
213.3102(u)(6)(i))? If "no", please explain why the Command/Activity did not convert all eligible
Schedule A employees.

Yes No

Analysis not completed

2. Using the inclusion rate as the benchmark, did the percentage of PWD among voluntary and
involuntary separations exceed that of persons without disabilities? If "yes", describe the trigger
below.

a. Voluntary Separations (PWD) Yes No
b. Involuntary Separations (PWD) Yes No

Analysis not completed




-3. Using the inclusion rate as the benchmark, did the percentage of PWTD among voluntary and
involuntary separations exceed that of persons without targeted disahilities? if "yes", describe
the trigger below.

a. Voluntary Separations (PWTD) Yes No
b. Involuntary Separations (PWTD) Yes No

Analysis not completed

4. 1f a trigger exists involving the separation rate of PWD and/or PWTD, please explain why they
left the Command/Activity using exit interview results and other data sources.

Analysis not completed

B. Accessibility of Technology and Facilities

Pursuant to 29 C.F.R. § 1614.203(d){4), federal agencies are required to inform applicants and employees
of their rights under Section 508 of the Rehabilitation Act of 1973 (29 U.S.C. § 794(b), concerning the
accessibility of Command/Activity technology, and the Architectural Barriers Act of 1968 (42 U.S.C. § 4151-
4157), concerning the accessibility of Command/Activity facilities. In addition, agencies are required to
inform individuals where to file complaints if other agencies are responsible for a violation.

1. Please. prowde_the-lntemet-'ad_dress o_n the Comman'd/Actlwty s public websﬁe-for its: notice
explammg en ployees and appllcants rlghts under Section 508 of the Rehabilitation Act,

https://frcse.navair.navy.mil

2. Pkease provnde the mternet address on the Command/Actlwty 3 pubhc web5|te for its: notlce
' '_ nin € 'n-d applscants nghts under the Architectural Barriers Act; mcludsng a
descnpt[on of how to file a ‘complaint.

https://frcse.navair.navy.mil

3. Describe any programs, policies, or practices that the Command/Activity has undertaken, or
plans on undertaking over the next fiscal year, designed to improve accessibility of
Command/Activity facilities and/or technology.

None at this time.

C. Reasonable Accommodation Program

Pursuant to 29 C.F.R. § 1614,203(d){3}, agencies must adopt, post on their public website, and make
available to all job applicants and employees, reasonable accommaodation procedures.




1. Please prowde the. average tlme frame for: processmg |n|t|al requests for reasonable
accommedatlons dun_n :th_e reportmg perlod {Pleas do _ -p'r_ewous]y approved
requests with repetitive accommodations, such as rnterpretmg serwces )

FRCSE’s average time for processing initial requests for reasonable accommodations
is 45 days or less.

2. Describe the effectiveness of the policies, procedures, or practices to implement the
Command/Activity's reasonable accommodation program. Some examples of an effective
program include timely processing requests, timely providing approved accommodations,
conducting training for managers and supervisors, and monitoring accommodation requests for
trends.

v FRCSE aims for all requests for reasonable accommodation are processed within
the 30-day timeframe as outlined in the Civilian Human Resources Manuel
(CHRM) Sub-Chapter 1606. Managers and employees are also referred to the
CHRM when information is provided regarding RA processing and required
documents,

v" RA processing timeliness and case progression are reviewed weekly, and trends in
RA requests and processing are reviewed quarterly and briefed to the DDEEO by
the RA Coordinator. Surges in requests and processing issues gives the agency
the opportunity to investigate, improve or correct problems, thus increasing the
efficiency of the program.

v" FRCSE continues to provide extensive training fo all new employees during New
Employee Orientation Training, and to all supervisors during New Supervisors
Training and Supervisor Refresher training. Additional training is provided to
specific codes upon request, during reoccurring shop meetings.

v" Information and updates regarding the RA program are also disseminated
throughout the agency in our HR newsletter and Share point. The EEO office
publishes its own bi-monthly newsletter, which also provides information and
updates about EEQ related topics to the workforce.

3. How many reasonable accommodation 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 more 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 include previously-
approved requests associated with repetitive accommodations, such as Interpreter services.




yet been processed, but are more than 30 days past their request date.

1.) For the RP 22 reporting period, there are 2 reasonable accommodation requests out of
18 that have taken more than 30 days. 2.) There are currently 2 requests that have not

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

The greatest number of days it took for FRCSE to process a reasonable accommodation
request during the RP is 709 days.

D. Personal Assistance Services Allowing Employees to Participate in the Workplace

Pursuant to 29 C.F.R. § 1614.203{d)(5), federal agencies, as an aspect of affirmative action, are required to
provide personal assistance services (PAS) to employees who need them because of a targeted disability,
unless doing so would impose an undue hardship on the Command/Activity,

Describe the effectiveness of the policies, procedures, or practices to implement the PAS
requirement. Some examples of an effective program include timely processing requests for PAS,
timely providing approved services, conducting training for managers and supervisors, and
monitoring PAS requests for trends.

Currently utilizing PAS for one employee via contract.

Section VI: EEO Complaint and Findings Data

A. EEO Complaint data involving Harassment

1. During the last fiscal year, did a higher percentage of PWD file a formal EEO complaint alleging
harassment, as compared to the government-wide average?

Yes No X N/A

2. During the fast fiscal year, did any complaints alleging harassment based on disability status
result in a finding of discrimination or a settlement agreement?

Yes No X N/A

3. If the Command/Activity had one or more findings of discrimination alleging harassment based
on disability status during the last fiscal year, please describe the corrective measures taken by
the Command/Activity.




B. EEO Complaint Data involving Reasonable Accommodation

1. 1. Did disability status fall within the top three bases alleged in the command’s EEQ
counseling activity during the last fiscal year?

Yes 6 No X N/A 0

2. Did disability status fall within the top three bases alleged in the command’s formal complaints
during the last fiscal year?

Yes 0 No X N/A 0

3. During the last fiscal year, did any complaints alleging failure to provide reasonable
accommodation result in a finding of discrimination or a settlement agreement?

Yes ¢ No X N/A 0

4. If the Command/Activity had one or more findings of discrimination involving the failure to
provide a reasonable accommaodation during the last fiscal year, please describe the corrective
measures taken by the Command/Activity.

Section VII; Identification and Removal of Barriers
Element D of MD-715 requires agencies to conduct a barrier analysis when a trigger suggests that a policy,
procedure, or practice may be impeding the employment opportunities of a protected EEO group.
1. Has the Command/Activity identified any barriers {policies, procedures, and/or practices) that
affect employment opportunities for PWD and/or PWTD?

Yes 0 No X

2. Has the Command/Activity established a plan to correct the barrier(s) involving PWD and/or
PWTD?

Yes 0 No 0 N/A X

3. Identify each trigger and plan to remove the barrier(s), including the identified barrier(s),
objective(s), responsible official(s), planned activities, and, where applicable, accomplishments.

Trigger 1 RA processing timeliness for RP 22 was 89%




Barrier(s)

Inexperienced RAC, processing changes

Objective(s)

Improve processing time to meet minimum of 90%

Responsible Official{s)

Performance Standards Address the Plan?

(Yes or No)

DAVID YEAGER, DDEEO

DEEN JOHNSON, RAC YES
Target Date Planned Activities Sufficient | Modified Date Completion
Staffing Date
(mm/dd/yyyy) 2 (mm/dd/yyyy)
(Yes or
No}
01/31/2023 BRIEF SENIOR YES 01/09/2022
LEADERSHIP
02/06/2023 COMPLETE NAVAIR YES
DPM TASKER
03/01/2023 CREATE ESSENTIAL YES
FUNCTION EXAMPLES
FOR SUPERVISORS
GUIDANCE
01/31/2023 ADD ADDITIONALEEO | YES 01/08/2023
‘ SPECIALIST TO ASSIST
IN PROCESSIN RA
REQUESTS
Fiscal Year Accomplishments




4. Please explain the factor(s) that prevented the Command/Activity from timely completing any of the
planned activities.

Due to continued manning shortages, and increased workload, a barrier analysis was
not conducted for RP 22,

5. For the pianned activities that were completed, please describe the actual impact of those activities
toward eliminating the barrier(s).

There was an increase for IWTD from 1.70in 2021 to 2.06 in 2022, WD increased
from 15.25in 2021 to 16.09 in 2022. Increase possible due to latest SF-256 DON
initiative. Both exceed the established benchmarks of 2% and 12%.

6. If the planned activities did not correct the trigger(s} and/or barrier(s), please describe how the
Command/Activity intends to improve the plan for the next fiscal year.
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Site: JACKSONVILLE

Business Area: FRC SE

Tabie A1: TOTAL WORKFORCE - Distribution by Race/Ethnicity and Sex

RACE/ETHNICITY

Non-Hispanic or Latino

Black or African

Native Hawaitan or

American Indian or

TOTAL WORKFORCE Hispanic or Latino White American Asian Cther Pacific Islander Alaska Native Two or more races

Employment Tenure All Male Female Male Female Male Female Male Female Male Fernale Male Female Male Female Male Female
Prior FY # 3653 3,149 504 260 48 2,218 117 34 12 3 39 g 16 4

% 100.00% 86.20% 13.80% 7.12% 1.26% 60.66% 3.20% 0.93% 0.33% 0.08% 1.07% 0.25% 0.44%
Current FY # 3354 2,899 456 238 42 2,023 112 28 13 3 38 & 17

% 100.00% 56.43% 13.57% 7.10% 1.25%}  60.32% 3.34% 0.39% 0.09% 1.13% 0.18% 0.51%
prn Al e el e e0%| L 240%E Y 97.00% 50%| o ltioows|  ogo%l - 020%| " czosw| . G.oosi
Difference -299 -250 -49 22 -4 -183 -5 -G 1 0 -1 -3 1 0
Ratic Change 0.00% 0.23% -0.23% -0.02% -0.01% -0.35% 0.14% -0.10% 0.06% 0.01% 0.07% -0.07% 0.07% 0.01%
Net Change -8.19% -7.94% 2.72% -8.46% -3.70% -8.71% -10.78% -4.27%|  -17.65% 8.32% 4.00% 2.58%|  -33.33% 5.25% 0.00%
Birmanent
Prior FY # 3642 3,141 501 258 45 2,210 304 488 102 117 33 12 3 39 8 16 4

% 100.00% 86.24% 13.76% 7.08% 1.26%| 60.88% B.35% 13.43% 2.80% 3.21% 0.91% 0.33% 0.08% 1.07% 0.25% 0.44% 0.11%
Current FY # 3351 2,396 455 238 42 2,020 231 458 91 112 28 13 3 38 [ 17 4

% 100.00% 86.42% 13.58% 7.10% 1.26%|  60.28% 8.38% 13.587% 2.72% 3.34% 0.84% 0.35% 0.00% 1.13% G.18% 0.51% 0.12%
Difference -291 -245 ~48 =20 -4 -180 ~23 «31 -11 5 -5 1 0 -1 -3 1 0
Ratio Change 0.00% 0.18% £0.18% 0.02% -0.01% -0.40% 0.04% 0.24% -0.09% 0.13% -0.07% 0.06% 0.01% 0.06% 0.07% 0.07% 0.01%

-7.89% -7.80% 8.18% -7.75% -8.70% -8.60% -7.87% £.34%| -10.78% -4.27%| -16.15% 8.33% 0.00% -2.86%|  33.33% 6.25% 0.00%

Prior FY # 11 B 3 2 0 6 2 ] 0 0 1 0 0 0 0 ) 0

% 100.00% 72.73% 27.27% 18.18% 0.00% 54.55% 18.18% 0.00% 0.00% 0.00% 9.09% 0.00% 0.00% 0.60% 0.00% 0.00% 0.00%
Current FY # 3 3 0 1] 0 3 4] 0 0 0 4] 0 0 0 0 3] 0

% 100.00% 100.00% 0,00% 0.00% 0.00%| 100.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
Difference -8 -5 -3 -2 0 -3 -2 0 0 0 -1 0 g 0 0 0 0
Ratio Change 0.00% 27.27% -27.27%| -18.18% 0.00%| 4545%| -18,18% 0.00% 0.00% 0.00% -5.09% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
Net Change =72.73% -62.50% ~100.00%} -100.00% 0.00%| -50.00%| -100.00% 0.00% 0.00% 0.00%| -100.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%




Table A2: TOTAL WORKFORCE BY COMPONENT- Distribution by Race/Ethnicity and Sex

RACE/ETHNICITY
Non-Hispanic or Latino
Black or African Native Hawaiian or | American Indian or
TOTAL WORKFORCE Hispanic or Latino White American Asian Other Pacific Istander Alaska Native Two or more races
Employment Tenure All | Male I Female Male | Female Male T Female Male Female Male T Female Male | Female Male | Female Male k Female

13 3
0.30% 0.08%

Total FY # 3354 2.899 455
868.43% 13.57%

100.00%

National GLF . |/

JACKSONVILLE
FRC SE # 3354 2,899 455 288 42 2,023 281 458 o1 112 28 13 3 38 B 17 4

% 100.00% 86.43% 13.57% 7.10% 1.25%|  60.32% 8.38% 13.86% 2.71% 3.34% 0.83% 0.39% 0.09% 1.13% 0.18% 0.51% 0.12%




Site: JACKSONVILLE

Business Area: FRC SE

Table A3-1 Perm: OCCUPATIONAL CATEGORIES - Distribution by Race/Ethnicity and Sex

RACE/ETHNICITY

Non-Hispanic or Latino

Black or African Mative Hawaiian or | American Indian or
TOTAL WORKFORCE Hispanic or Latino White American Asian Other Pacific Islander Alaska Native TWO Or more races
Occupational Categories All | Male Female Male Femala Male Eemale Male Female Male Female Male Female Male Female Male Female
L‘;ﬁi‘ig’:ggﬂ;’é’ 5 14 11 3. 1 0 19 3 0 c 0 0 0 0 0 0 0 0
AND ABOVE) %| 100.00%| 78.57% 21.43% 7.14% 0.00%)| 71.43%|  21.43% 0.00% 0.00% 0,00% 0.00% 0.00% 0.00%|  C.00% 0.00%|  0.00% £.00%
MID-LEVEL {GS GRADES |# 185 152 34 11 1 121 22 14 8 4 1 o] 1 2 1 0 Q
1314 %} 100.00% 81.72% 18.28% 5.81% 0.54% 65,05% 11.83% 7.53% 4.30% 2.15% 0.54% 0.00% 0.54% 1.08% 0.54% 0.00% 0.00%
FIRST-LEVEL (G5 # 51 44 7 3 1 32 3] 9 Q a 0 0 o] 1] 0 0 o]
GRADES 12 AND BELOW) %| 100.00% 86.27% 13.73% £.88% 1.96% 52.75% 11.76% 17.65% 0.00% 0.00% C.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0,00%
OTHER OFFICIALS AND |# 798 626 172 43 17 430 28 112 36 17 14 3] 1 14 3 4 3
MANAGERS %] 100.00% 78.45% 21.55% 5.3%% 2.13% 53.88% 12.41% 14.045% 4.39% 2.13% 1.75% 0.75% 0.13% 1.78% (.38% 0.560% 0.38%
OFFICIALS AND
MANAGERS # 1049 833 216 58 19 593 130 135 43 21 15 [ 2 16 4 4 3
% | 100.00% 79.41% 20.58% 5.53% 1.81% 56.53% 12.39% 12.87% 4.10% 2.00% 1.43% 0.57% 0,18% 1.53% 0.38% 0.38% 0.28%
ADMINISTRATIVE
SUPPORT WORKERS # 72 30 42 2 7 16 24 g 9 2 2 Q 0 Q 0 1 c
% | 100.00% 41.67% 58.33% 2.78% 9.72% 22.22% 33.33% 12.50% 12.50% 2.78% 2.78% 0.00% 0.00% 0.00% 0,00% 1.38% 0.00%
CRAFT WORKERS # 1335 1,269 68 105 4 8BS 43 216 13 36 3 5 1 14 1 7 1
% | 100.00% 05,.06% 4.94% 7.87% 0.30% 66.28% 3.22% 16.18% 0.87% 2.70% 0.22% 0.45% 0.07% 1.05% 0.07% 0.52% 0.07%
LABORERS AND
HELPERS # <] & 1 Q a 4 1 1 0 0 8] Q 9] Q 0 Q Q
% | 100.00% 83.33% 16.67% 0.00% 0.00% 56.67% 16.67% 16.67% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
OPERATIVES # 138 128 7 10 0 83 3 30 4 2 0 0 0 2 0 1 o]
% | 100.00% 94.81% 5.19% 7.41% 0.00% 51.48% 2.22% 22.22% 2.96% 1.48% 0.00% 0.00% 0.00% 1.48% 0,00% 0.74% 0.00%
PROFESSICNALS # 622 520 102 51 11 372 54 41 18 47 8 1 9] 4 1 4 0
% | 100.00% 83.60% 16,40% 8.20% 1.77% 59.81% 10.29% 5.59% 2.89% 7.568% 1.28% 0.18% 0.00% 0.64% 0.16% 0.64% 0.00%
SERVICE WORKERS i 31 28 5 3 3} 14 4 9 1 Q 0 0 Q 0 0 1] 0
Y 100.00% 23.87% 16.13% 9.658% 0.00% 45.16% 12.90% 28.03% 3.23% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
TECHNICIANS # 101 B85 16 g 1 53 12 17 3 4 o] 0 o} 2 0 0 Q
% | 100.00% 84.16% 15.84% 8.81% 0.99% 52.48% 11,88% 16,83% 2.97% 3.96% 0,00% 0.00% 0.00% 1.98% 0.00% 0.00% 0.00%







Site: JACKSONVILLE

Business Area: FRC SE

Table A3-1 Temp: OCCUPATIONAL CATEGORIES - Distribution by Race/Ethnicity and Sex

RACE/ETHNICITY

Nan-Hispanic or Latino

Black or African

Native Hawaiian or

American [ndian or

TOTAL WORKFORCE Hispanic or Latino White American Asian Other Pacific Islander Alaska Native Two or more races

Qccupational Categories All Male Female Male Female Male Female Male Female Male Female Male Female Male Female Male Female
# 0 0 0 g 0 g o) 0 0 0 0 0 0 0 0 0
% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0,00% 0.00% 0.00% 0,00% 0.00% 0.00% 0,00% 0.00% 0.00% 0.00%
# 0 ] 0 4] 0 0 0 0 o] a 0 0 0 a [¢] 0
% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
OPERATIVES # 1 1 g g o] 1 0 0 0 0 ] 0 0 1 0 a 0
%] 100.00%)| _ 100.00% 0.00% 0.00% 0.00%; 100.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
TECHNICIANS # 2 2 0 o] Q0 2 0 0 0 0 0 0 0 0 0 0 a
% | 100.00%| 100.00% 0.00% 0.00% 0.00%! 100.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%




Site: JACKSONVILLE Table A3-1B Perm: STRL OCCUPATIONAL CATEGORIES - Distribution by Race/Ethnicity and Sex

Business Area: FRC SE

RACE/ETHNICITY
Non-Hispanic or Latino
Black or African Native Hawaiian or | American Indian or

TOTAL WORKFORCE Hispanic or Latino White American Asian Other Pacific 1slander Alaska Native Twe or more races

CQceupational Categories All Male i Femaie Male | Female Male Femate Mate | Female Male Female Maje | Female Male Female Male Female
# 0 0 0 0 0 0 0 0 0 0 0 0 0 0 V] 0
%Yo 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0,00%
# Q 0 0 Jo] Y] o] 0 0 0 0 0 0 "] a 0 o
% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
# 0 o] 1] 0 0 0 0 0 0 0 o] 0 0 0 0 0
% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% (.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0,00% 0.00% 0.00%




Site: JACKSONVILLE Table A3-18 Temp: STRL OCCUPATIONAL CATEGORIES - Distribution by Race/Ethnicity and Sex

Business Area: FRC SE

RACEETHNICITY
Non-Hispanic or Latino
Black or African Native Hawaiian or | American Indian or
TOTAL WORKFORCE Hispanic or Latine White American Asian Other Pacific Islander Alaska Native Two or more races
Qccupational Categories All Male | Female Male Female Male Female Male | Female Male Female Male | Female Male Female Male Female
# 0 0 0 0 0 0 0 0 0 0 0 0 Q 0 0 0
% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0,00% 0.00% 0.00%
# 0 0 0 0 0 0 0 0 0 Y] 0 0 ] o] 0 0
Y% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
# 0 0 o} o] 0 0 0 Q 1] 0 0 0 0 v} 0 3]
% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%]|-




Site: JACKSONVILLE

Business Area: FRC SE

Table Ad-1 Perm: PARTICIPATION RATES FOR GENERAL SCHEDULE (GS) GRADES by Race/Ethnicity and Sex

RACE/ETHNICITY

Non-Hispanic er Latino

Black or African

Native Hawaiian or

American Indian or

GS/GM/GG, SES AND TOTAL WORKFORCE Hispanic or Latino White American Asian Other Pacific [slander Alaska Native Two or more races
RELATED GRADES All Male Female Male Female Mate Female Male Female Male Female Mate Female Male Female Male Female
# 28 23 5 2 1 11 3 10 1 ¢ g 0 0 0 0 0 0
GS-04 100.00% 82.14% 17.868% 7.14% 3.57%| 39.29% 10.71%|  35.71% 3.57% 0,00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
# 8 4 4 0 1 3 0 1 3 0 0 0 0 0 0 0 0
GS-05 % | _100.00% 50.00% 50.00% 0,00%| 12.50%| 37.50% 0.00%| 12.50%| 37.50% 0.00% 0,00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
# 9 2 5 1 1 2 2 0 1 0 1 0 i} 0 0 0 0
E5-06 % 100.00% 33.33% 66.67% 11.11% 11.11% 22.22% 32.33% 0.00% 1.11% 0.00% 11.11% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
# 160 102 58 3 8 57 32 28 12 7 4 2 0 2 1 0 1
G5-07 % | 100.00% 63.75% 36.25% 3.768% 5.00%)| 35.63%1 20.00%| 17.50% 7.50% 4.38% 2.50% 1.25% 0.00% 1.25% 0.83% 0.00% 0.63%
# 106 82 24 7 i 51 16 18 7 4 0 0 0 2 0 4] 0
GS-09 % | 100.00% 77.36% 22.84% 6.60% 0.54%| 48.11% 15.09%|  16.98% 6.60% 3.77% 0.00% 0.00% 0.00% 1.89% 0.00% 0.00% 0.00%
# 334 277 57 30 8 182 34 &1 10 7 3 2 o 3 1 2 1
GS-11 % | 100.00% 82.93% 17.07% 3.98% 2.40%| 54.49% 10.18%| 15.27% 2.95% 2.10% 0.90% 0.60% 0.00% 0.90% 0.30% 0.60% 0.30%
# 598 468 130 38 13 342 76 42 25 29 12 2 1 A 2 4 1
GS§-12 % | 100.00% 78.26% 21.74% 5.35% 2.17%| 57.19% 12.71% 7.02% 4.18% 4.85% 2.01% 0.33% 0.17% 1.84% 0.33% 0.67% 017%
# 389 315 74 25 4 235 53 26 12 23 3 1 1 3 1 2 0
GS-13 % | 100.00% 80.98% 19.02% 6.43% 1.03%|  80.41% 13.82% 6.68% 3.08% 5.91% 0.77% 0.26% 0.26% Q.77% 0.26% 0.51% 0.00%
# &7 80 7 7 1 68 5 6 9] 1 1 1] 0 0 0 0 0
G5-14 % | 100.00% 81.95% 5.05% 8.05% 1.15%; T76.86% 5.75% 6.80% 0.00% 1,18% 1.15% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
# 15 11 4 1 3] 10 4 0 9] 0 0 0 0 0 0 0 0
GS-15 Y 100.00% 73.33% 26.67% 8.67% 0.00% 66.67% 26.67% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%




Site: JACKSONVILLE

Business Area: FRC SE

Table A4-1 Temp: PARTICIPATION RATES FOR GENERAL SCHEDULE (GS) GRADES by Race/Ethnicity and Sex

RACE/ETHNICITY

Nen-Hispanic or Latine

Black or African

Native Hawaiian or

American Indian or

GSIGWIGG, SES AND TOTAL WORKFCRCE Hispanic or Latino White American Asian Other Pacific [slander Alaska Native Two or more races
RELATED GRADES All Male Female Male Female Male Female Male Female Male Female Male Female Male Female Male Female

# 2 2 0 0 0 2 o] o 0 \] 0 0 g 0 0 0 0

GS-04 % 100.00% 100.00% 0.00% 0.00% 0.00%; 100.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%




Site: JACKSONVILLE Table A4-18 Temp: PARTICIPATION RATES FOR STRL PROJECT GRADES by Race/Ethnicity and Sex

Business Area: FRC SE

RACE/ETHNICITY

Non-Hispanic or Latino

Black or African Native Hawailan or : American Indian or
TOTAL WORKFORCE Hispanic or Latino White American Asian Other Pacific Islander Alaska Native Two or more races
STRIL. PROJECT GRADES AlL | Male Female Male Fetnale Male Female Male Female Male Female Male Female Male | Female Male | Female
# 0 0 0 0 0 0 0 Y] 0 4] 0 1] 0 0 0 0
% 0.00% 0.00% 0.00% 0.00%, 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%




Site: JACKSONVILLE Table Ad-1C Perm: PARTICIPATION RATES FOR NSPS GRADES by Race/Ethnicity and Sex

Business Area: FRC SE

RACE/ETHNICITY

Non-Hispanic or Latine

Black or African Mative Hawaiian or | American indian or
TOTAL WORKFORCE Hispanic or Latino White American Asian Other Pacific [slander Alaska Native Two or more races
NSPS PROJECT GRADES All | Male | Fémale Male I Female Make Female Male l Female Male Female Male l Female Male | Female Male | Female
# 0 0 0 4] 0 0 0 3] ¢} 0 0 0 a 0 0 a
% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% C.00% 0.00%




Site: JACKSONVILLE

Table A4-1C Temp: PARTICIPATION RATES FOR NSPS GRADES by Race/Ethnicity and Sex

Business Area: FRC SE

RACE/ETHNICITY

Non-Hispanic or Latino

Black or African

Native Hawaiian or

American Indian or

TOTAL WORKFORCE Hispanic or Latino White American Asian Other Pacific Islander Alaska Native Two or more races

NSPS PRQJECT GRADES All Male Female Male Female Male Femazle Mazle Female Male Female Male Female Male Female Male Female
# 0 0 0 0 0 0 0 0 0 9] 0 9] 0 0 0 0
Y 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0,00%




Site: JACKSONVILLE

Business Area: FRC SE

Table A5-1 Perm: PARTICIPATION RATES FOR WAGE GRADES by Race/Ethnicity and Sex

RACE/ETHNICITY

Non-Hispanic or L.atino

Black or African

Native Hawaiian or

American Indian or

WD, WG, AND RELATED TOTAL WORKFORCE Hispanic or Latine White American Asian Other Pacific Islander Alaska Native Two Or more races
GRADES All Male Female Male Female Male Female Male Female Male Female Male Female Male Female Male Female
# 100 100 0 9 0 74 0 13 ] 2 0 1 0 0 0 1 0
WD-06 % | 100.00% 100,00% 0.00% 9.00% 0.00%| 74.00% 0.00%| 13.00% 0.00% 2.00% 0.00% 1.00% 0.00% 0.00% 0.00% 1.00% 0.00%
# 8 7 1 0 0 7 Q 0 1 o] ¢ 0 0 0 0 0 4
WD-07 % | 100.00% 87.50% 12.50% 0.00% 0.00%| 87.50% 0.00% 0.00% 12.50% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
# 52 51 1 3 0 35 1 10 0 1 0 0 0 2 0 0 o
WD-08 % 100.00% 98.08% 1.82% 5.77% 0.00% 67.31% 1.92% 19.23% 0.00% 1.92% 0.00% 0.00% 0.00% 3.85% 0.00% 0.00% 0.00%
# 9 5 4 1 0 4 3 0 1 0 0 ] 0 0 0 0 0
WE-02 % | 100.00% 55.56% 44.44% 11.11% 0.00%| 44.44%| 33.33% 0.00%| 1111% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
# 26 20 5] 2 0 12 5 3 o 1 1 0 0 0 0 2 0
W05 % | 100.00% 76.92% 23.08% 7.69% 0.00%] 46.15% 18.23%:  11.54% 0.00% 3.85% 3.85% 0.00% 0.00% 0.00% 0.00% 7.68% 0.00%
# 22 20 2 1 ] 13 2 8 ] a 0 0 0 0 0 0 0
WG-08 % | 100.00% 90.81% 9.09% 4.55% 0.00%) 69.09% 9.00%| 27.27% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
# 43 46 2 3 0 32 2 8 "] 1 0 0 o 2 0 0 0
WG-07 % | 100.00% ©5.83% 4.17% 5.25% 0.00%| B6.67% 4.17%| 18.67% 0.00% 2.08% 0.00% 0.00% 0.00% 4.17% 0.00% 0.00% 0.00%
# 377 364 13 40 0 235 7 59 4 12 2 2 4] 3 ] 2 0
WG-08 % | 100.00% £6.55% 3.48% 10.61% 0.00%| 62.33% 1.86%| 18.30% 1.06% 3.45% 0.53% 0.53% 0.00% 0.60% 0.00% 0.53% 0.00%
# 30 28 1 0 0 23 0 5 1 ] 3] ] 3] o] 2 0 0
WE-09 % | 100.00% 98.67% 3.33% 0.00% 0.00%| 76.87% 0.00%]|  20.00% 3.33% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
# 387 377 10 36 1 256 5 75 3 6 1 1 0 3 0 0 0
WG-10 % | 100.00% 97.42% 2.58% 9.30% 0.268%| 66.15% 1.20% 19.28% 0.78% 1.55% 0.26% 0.26% 0.00% 0.78% 0.00% 0.00% 0.00%
# 111 105 6 g 1 74 2 14 2 7 0 0 0 2 1 0 )
WG-11 % | 100.00% 94.59% 5.41% 7.21% 0.90%) 66.67% 1.80%1  1281% 1.80% 5.31% 0.00% 0.00% 0.00% 1.80% 0.90% 0.00% 0.00%
# 54 49 5 2 0 37 4 9 1 0 0 1 0 0 0 0 0
WG-12 % | 100.00% 90.74% 9.26% 3.70% 0.00%| 68.52% T41%| 16.67% 1.85% 0.00% 0.00% 1.85% 0.00% 0.00% 0.00% 0.00% 0.00%
# 23 23 0 0 0 20 0 3 o} 0 Q 0 0 0 Y 0 0
WG-13 % 1 100.00% 100.00% 0.00% 0.00% 0.00%| 86.96% 0.00% 13.04% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
# 2 1 1 0 0 1 1 0 0 g 0 0 0 0 2 1] 0




WG-14 w | 10000%|  socow|  socos|  ooow| 000w 50.00%| 50.00%|  c00%|  0.00%| coow|  ooow| 000%| 000%|  000%| 000%| 000% 0.00%
# 1 1 0 o 0 3 0 o 0 o o o 0 c o 0 0

WL07 w0000 100.00%|  coow|  0.00%  ocow| to0.c0%|  000%| 000w 0.00%|  000%|  0.00%| 000%  0.00%| 0.00%|  0.00%) _ 0.00%| ©0.00%
# 12 12 o 1 0 8 g 3 0 0 0 0 0 0 0 0 0

WL-09 w | 100.00%  to000%| ool eaaw|  c.oow| sesrss|  coow| 25.00%| coow|  0.00%|  0.00%| 0.00%|  0co%| _000%!  0.00%|  000%| 0.00%
# 58 57 1 5 0 39 o 11 o 1 0 1 1 0 0 0 0

WL-10 %o 100.00% 08.26% 1.72% 8.62% 0.00% 57.24% 0.00% 18.87% 0.00% 1.72% 0.00% 1,72% 1.72% 0.00% 0.00% 0.00% 0.00%
2 14 12 2 0 0 8 2 3 0 0 0 0 c 1 0 0 0

WL-11 w | 10000%| e5.74%|  1420%|  coow|  000%| S714%)  1420%|  2143%|  ooow| coow|  o000%| 000w 000w  vasw|  coom| ocowl  000%
# 3 3 0 ¢ 0 3 0 0 0 o 9 0 o 0 0 0 o

W2 w | 1ccoo%| 1o0o0%|  ooowl  ooow|  ooco| 100.00%|  o0co%|  oo0%| _ocow| ooowl  coowml  coow| 000%)  coow| ooowl  0.00%| 0.00%
% 2 2 0 0 0 2 0 0 0 0 0 0 0 0 0 0 5

WL-13 w | 10000%| 10000  cooml 000w  c.oow| to0.00%|  coo%|  0.00%|  ooow|  o.00%|  0.00%|  0.00%|  0.00%| 000%!  0.00%| _ 000%|  0.00%
# 10 10 0 0 0 8 0 2 o 0 0 0 0 0 0 0 0

WN-07 w | 10000%| 1o0.00%]  ooow|  o0cow|  coow| scooss|  ooowl 2000w  coow|  o0o%|  0.00%|  o000%|  ocosw| 0.00%| ooo%| co0%|  0.00%
2 1 1 0 1 0 o 0 0 0 0 o 0 0 0 0 0 0

Ws-08 o | 100.00%| t00.00%|  o0cowm| 1ocoow|  coow|  ooowl  0.00%| 000w  oo0w| coow|  0.00%| 000%|  0.00%| 0.00%| 0.00%|  000%| 0.00%
# 1 1 0 0 0 0 0 1 0 o 0 0 o 0 0 0 0

Ws-08 w | 10000%| 10000%|  aoow|  ooow|  ooow|  000%|  000%| t00.00%|  o00%|  c.00%|  coow| c.oow| 000wl coow|  ooom|  0.00%  0.00%
' # g 8 P 1 0 5 a 2 0 1 0 ) 0 c o 0 g
Ws-09 w | 10000%| 10000 coowl  11119]  ooow| sesew|  o.00%| 2220%|  oo0wm| 1141%|  o.00%| 000%!  000%| 000w ooow| 000%| 0.00%
¥ 61 58 3 0 0 40 2 16 1 2 0 0 0 o 0 0 o

WS-10 w | 1o00.00%| ososel  age%|  coowm|  o.00%| essros|  32%| 2623%|  15e%|  s28%|  000%|  000%|  000%|  000%)  0.00%| 0.00%|  0.00%
# 16 16 0 1 0 11 0 3 0 0 0 0 0 1 0 0 0

Ws-11 w | 10000%| 10000%|  ooow|  e2soe|  ooowl sesw|  0.00%| 1875%|  0.00%!  0.00%|  0.00%|  000%|  000%|  6.25%|  0.00%|  0.00%|  0.00%
2 4 3 1 6 0 2 0 1 1 0 0 0 P 0 0 0 0

wWs-12 w | 10000%  75.00%|  25.00%|  ooovs|  000%| 50.00%|  0.00%| 25.00%| 2500%| coow|  c.o00%| oo0%| coow| ocow| coow| copwl  000%
# 8 8 0 0 0 8 0 0 0 c 0 c o 0 0 9 0

WS-12 w | 10000% 10000  coow|  ooow|  ocow| 10000%|  ocow|  oo00%|  ooow| oo0%l  000%!  000%|  000%  ooow|  coow|  000%|  0.00%
# 168 141 27 7 2 103 19 18 5 & 0 O 0 3 ] 4 1

WT-00 % 100.00% 23.93% 16.07% 4.17% 1.19% 51.31% 11.31% 10.71% 2.98% 3.57% 0.00% 0.00% 0.00% 1.79% 0.00% 2.38% 0.60%




Site: JACKSONVILLE

Business Area: FRC SE

Table A5-1 Temp: PARTICIPATION RATES FOR WAGE GRADES by Race/Ethnicity and Sex

RACE/ETHNICITY

Non-Hispanic or Latine

Black or African

Native Hawaiian or

Ameri¢an Indian or

WD, WG, AND RELATED TOTAL WORKFORCE Hispanic or Latino White American Asian Qther Pacific Islander Alaska Native Two oF more races
GRADES All Male Female Male Female Male Female Wale Female Male Female Male Female Male Female Male Female

# 1 1 0 0 0 1 0 0 0 0 0 0 0 9] 0 0 0

WE-11 % 100.00% 100.00% 0.00% 0.00% 0.00%| 100.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%




Site: JACKSONVILLE
Business Area: FRC SE

Table A6-1 Perm: PARTICIPATION RATES FOR MAJOR OCCUPATIONS- Distribution by Race/Ethnicity and Sex

RACE/ETHNICITY

Non-Hispanic or Latino

Black or African Native Hawalian or American [ndian or

. . TOTAL WORKFORCE Hispanic or Latino White American Asian QOther Pacific Islander Alaska Native Two Or mote races
Job Title/Series Agency
Rate Occupation RCLF All Male Female Male Female Male Female Male Female Male Female Male Female Male Female Male Female
0018 - SAFETY AND # 15 14 1 1 o 10 1 3 Q 9] 0 0 a 0 g 0 0
OCCUPATIONAL
HEALTH MANAGEMENT
0.00% 0.00%

%

0.00%

100.00%

93.33%

68.67%

0.00%
B00%] e

8.67%

.00%

fr AR

0028 - ENVIRONMENTAL (# 8 5 3 1 1 1 2 4 0 0 [} 0 9] 1 0 0 0
PROTECTION
SPECIALIST
62.50% 37.50% 12.50% 25.00% 25.00% 0.00% 12.50% 0.00% 0.00%
Rélevarit ROLF P - gio0%|o00%| .00 0% 6.00%

0080 - SECURITY # 7 5 2 0 0 2 0 3 2 0 0 c 0 o 0 0 0
ADMINISTRATION

100.00% 71.43% 28.57% 0.00% 0.00%| 28.57% 0.00%| 42.86% 0.00%
RelevantRCLF T ; B T p ! - 740%11 O'.-U'ﬂ%'
0085 - SEGURITY % 25 24 9 0 0 0 0 0 0 o 0 0
GUARD

100.00% 96.00% 36.00%
ﬁé]év?ﬁ'?_RC_LF-i:-."'_' o : 2 : 2390% :
0086 - SECURITY
CLERIGAL AND % 3 1 2 0 1 0 0 1 1 0 0 0 0 0 0 0 0
ASSISTANCE 100.00% 0.00%| 33.33% 0.00%
Releyant RCLF -/ ' $4.30%| " 4:10% 0.00%]
0201 - HUMAN
RESOURCES # 28 5 23 1 16 0 2 " 1
MANAGEMENT % 17.86% 82.14% 57.14%
RelovantROLE- | L 5000
0203 - HUMAN
RESOURGE # 3 0 3 0 1 0 2 o 0 0 s 0 0 c 0 0 0
ASSISTANCE % | 100.00% 0.00%|  100.00% 33.33% 0.00%] 65.67% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
Relévant RCLF: i 38509 ' 0% A L00%] o0%]




0260 - EQUAL

EMPLOYMENT # 4 1 3 0 0 1 1 0 2 0 0 0 0 0 0 0 0
OPPORTUNITY 100.00% 25.00% 75.00% 6.00% 0.00%| 25.00%| 25.00% 0.00%|  50.00% 0.00% 0.00% 0.00%
Reievant RCLF. i vachltason| arsonl 0:00%
0301 - MISCELLANEOUS [# 47 29 i8 2 3 22 14 4 0 o c 0 0 1 0 0 1
ADMINISTRATION &
PROGRAM
8.38% 29.79%

Réievait ROLF |- 0% : 49.00%] "
0303 - MISCELLANEOUS |# 5 2 3 o 0 1 2 1 1 0 0 ) 0 0 0 0 o
CLERK & ASSISTANT

100.00% 40.00% 0.00% 0.00%| 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
Re[evant RCLF FEREO ™ I R )4.40% . o ERi i 2'20%
0305 - MAIL AND FILE # 2 2 0 0 0 2 0 8 o

100.00%] __100.00% 0.00% 0.00%{  0.00% 0.00%
Relevant ROLF " S| " 6%} - 0.00%| - 0:00%| 0.00%
6318 - SECRETARY # 28 5 23 0 5 1 15 4 3 0 0 0 0 0 0 0 0

% | 100.00% 17.86% _17.88% 53.57% 0.00%

82.14%

0340 - PROGRAM # 17 13 4 2 ol 9 4 2 0 0 0 0 0 0 0 0 g
MANAGEMENT

100.00% 23.53%| 11.76% 0.00%| 52.94%| 23.53%| 11.78% 0.00%
Relevaiit NCLF - ol ks U san saaon sEoul. 2s0 oz
0342 - SUPPORT
SERVICES # 1 1 C 0 0 0 0 1 0 0 0 0 o 0 0 0 0
ADMINISTRATION 100.00% £.00% 0.00%| 100.00% C.00% 0.00%
Retevant ROLE ' i Fo% 5.00% b0
0343 - MANAGEMENT # 48 22 26 0 3 19 13 3 6 0 3 0 1 0 0 0 o]
AND PROGRAM
ANALYSIS

% | 100.00%|  45.83% 54.17% 27.08% 0.00%

Relevant RELF. i e L L 0,00%
0346 - LOGISTICS # 180 159 21 12 1 118 12 18 5 1 2 1 o 5 1 2 0
MANAGEMENT

100.00%|  88,33% 11.67% 5.67% 0.58%| 68.11% 6.67%| 10.00% 1.11% 0.56%|  0.00% 3.33% 0.56%)  1.11%
Rétevarit NCLE - p o ; Ciagatoh|t 40,4001 8 ey ] B A




0391 - % 7 7 0 1 0 5 0 1 c 0 0 0 0 o 0 0 [
TELECOMMUNICATIONS
% | 100.00%| 100.00% 14.29% 0.00%] 71.43%| 0.00%| 14.29% 0.00%]  0.00%|  0.00%]  0.00% 0.00% 0.00%
Rélevant RELE - poli g dtee Bloov| s 850 30w eoen] 00% 0%
0401 - GEN NATURAL  |# 3 3 0 0 0 3 0 0 0 0 0 0 0 0 0 0 o
RESQURCES MGMT
AND BIOLOGICAL
NCES
SCHE 100.00%|  100.00% 0.00% 100.00% 0.00%|  0,00%|  0.00%|  0.00%
Réigvant RCLF S 0.00% iseeonl A I AR
0591 - FINANCIAL
AbMNSTRATION AND [E 26 9 17 0 2 5 g 2 4 2 z 0 G 0 0 0 0
PROGRAM 100.00% 0.00% 7.65%|  19.23%| 34.62% 7.69%| 15.38% 7.68% 7.69% 0.00%|  0.00% 0.00% 0.00% 0.00%
Relévant NCLF: fid Vgl s ro% ) das0%] 3880 50% 00 : a0l -0l o,
0503 - FINANCIAL
CLERICAL AND # 4 o) 4 0 0 D o 0 3 o 1 0 0 0 0 0 g
ASSISTANCE % [ 100.00% 0.00% 0.00% £.00%
Relevant RELE i | eraom] 6008
0505 - FINANCIAL # 2 2 0 Q 0 2 o] 0 ¢ 9} 0 0 0 0 0 0 0
MANAGEMENT
100.00%|  100.00% 0.00% 0.00% 0.00% 0.00%
ReleVARRCLF . 0.00%| - 15.90%  47.60%]| ar0%]; 0.00%
0510 - ACCOUNTING # 6 0 6 o ! g 0 0 0 o o o
100.00% 0.00%}  100.00% 16.57% 0.00%| 000%|  0.00% 0.00% 0.00%|  0.00%
Relevart ROLF A el 200 ool 00% 0.00%) . “0.00%
0801 - GENERAL # 58 48 10 4 2 41 7 3 1 0 0 0 0 0 0 0 0
ENGINEERING
% | 100.00%| 82.76% 17.24% 70.68% 5A7% 0.00% 0.00%
Relevant NCLE o SO i7070%] 3400 L0.50%L Tlode%
0802 - ENGINEERING % 36 a2 4 4 1 20 3 4 0
TECHNICAL
% | 100.00%|  88.89% 1.41% 55.56% 11.11% 0.00%
RelevantRCLE s i iae0%| - ol 0.00%
0806 - MATERIALS # 29 20 g 2 1 17 7 0 0 1 1 0 0 0 0 0 0
ENGINEERING
100.00%|  88.97%|  31.03% 58.62%!  24.14%|  0.00% 0.00% 0.00%|  0.00%
Relevant NCL 8 ' ik A TR e B A Slogo%] C020%) 0 bioo%




0819 - ENVIRONMENTAL
ENGINEERING

2

1

1

0

1

0

100.00%,

0.00%

50.00%

0.00%

0.00%;

Relevant RCLF"

50.00%

“ii5380%]"

Sq5a0%]

50.00%

- ploow

0830 - MECHANICAL
ENGINEERING

83

61

2

73.49%

2.41%

1.20%

0.00%

100.00%

92.77%

0.00%

1,30% :.:: :

T850%)

“Bzo%|

ool

0500%1::

0.00%

g

0850 - ELECTRICAL
ENGINEERING

5

5

o]

0

0

0

0.00%

100.00%

100.00%

0.00%|
CDE0%

[ msewl

0.00%

0.00%

osonl

0854 - COMPUTER
ENGINEERING

12

10

0

Relevant NCLF *

100.00%

83.33%

16.67%

0.00%

S 0%l

25.00%

25.00%
" H3.00%

0855 - ELECTRONICS
ENGINEERING

137

128

12

1

69

17

18

0.73%

50.36%

12.41%

13.87%

0.00%

0.00%

Relevant NCLF .

100.00%

_91.24%

8.76%

0l Coieosal

Fo90%)

- aag

| sl s

t ooosl

D005

0856 - ELECTRONICS
TECHNICAL

18

13

0

2

0.00%

11.11%

Releva RCLF i

100.00%

F e A0%

0861 - AEROSPACE
ENGINEERING

218

188

33

28

4

1.83%

Relevart NGLE

100.00%

84.93%

15.07%

12.79%
: 15 sovs)

0895 - INDUSTRIAL
ENGINEERING
TECHNICAL

28

5

17

7

0.00%

50.00%

2.94%

Relevant RCLF

100.00%

82,35%

17.65%

£.92%

i

0.00%]

e 5-_}‘ 56 % R

CA640%

20.58%

0.00%

0896 - INDUSTRIAL
ENGINEERING

29

20

9

7

2

10

1

0

31.03% 24.14%

6.90%

17.24%

3.45%

9.00%

Relevant NCLE

100.00%

68.97%

410%

0%l

£8.50%

Sqzg0%!

S gEon)

0905 - GENERAL

2

o

d

i

1

o




ATTORNEY

10000%| _ 50.00%|  5000%|  0.00%|  0.00%| 5000%| 50.00%| 0.00% 0.00% 0.00%
R_é!:e' vantNCLF T e ::-_2_-50_%_.. ; _9-:75.%: 6';-7;0%' 2‘10% : _0.'9.0.%' "b..é:O%
0950 - PARALEGAL # 2 0 2 0 0 Q 2 0 0 0 0 0 O 0 0 Q 0
SPECIALIST
100.00% 100.00%|  0.00% 0.00%| 100.00%| __0.00% 0.00%
Relévant RCLF.. i : S Aie “A10%] 7asgen s oiental S 0%
0986 - LEGAL # 1 0 1 0 b 0 1 c 0 0 0 o 0 c 0 0 0
ASSISTANCE
s | 100.00% 100.00%| _ 0.00% 0.00%| 100.00% 0.00%
Relevant RCLE o e % e oo
1035 - PUBLIC AFFARS 2 4 2 2 0 0 2 1 0 1 0 0 0 0 0 0 g 0
100.00% 50.00% 0oow| s0.00%! 2500%| o.co%| 2500%F  0.00%| 00c%|  0.00%| 0.00%| 0C0%| 000% cO00%| 0.00%
e a 000 swsowl 4760 00% ook 00wl o 0% ;
1040 - LANGUAGE # 1 1 0 o] 0 0 0f - 0 0 0 0 0 0 1 4] 0 0
SPECIALIST
o% | 100.00%]  100.00% 0.00%| 100.00%|  0.00%|  0.00%|  0.00%
1071 - AURIOVISUAL # 2 2 0 0 0 2 0 0 0 0 0 0 Q 0 0 0 Q
PRODUCTION
0.00%

100.00%

100.00%

100.00%

 45.00%

1083 - TECHNICAL, $# 1 i 0 0 0 1
WRITING AND EDITING

% | 100.00%}  100.00% 0.00% 0.00% 0.00%| 100.00%
1101 - GENERAL
BUSINESS AND # 164 138 28 & 4 893 .
INDUSTRY % | 100.00%| e2.32% 17.68% 58.71%
R_QF_évant::_Ein_-F' .. 45 Ty P v B 2320%

1152 - PRODUCTION # 181 128 33 10 3 7 18 33 1 0 0 0 0 O
CONTROL
100.00% 79.50% 20.50% 47.83% 11.80% 20.50% 0.62% 0.00% 0.00%

RelevantRCLE o oo B | 54:50%| . 14.50%]" 1430 A 0.00%]| -~ 0:80%
4301 - GENERAL it 1 1 0 0 0 1 0 0 0 0 g Q 9] 0 0 0 Y]
PHYSICAL SCIENCE

% 100.00% 100.00% 0.00% 0.00% 0.00%| 100.00% 9.00% 0.00% 0.00%
Relevant ROLF = : il anioowl - s0o0%t icios| :




]

1

1

4

1320 - CHEMISTRY

100,06%

16.67%

16.67%

66.87%

Relevarit RCLE #30%
1412 - TECHNICAL
HFORM ATION # 1 0 1 0 0 0 1 0 0 0 9 0 0 0 9 0 0
SERVICES %_| 100.00% 0.00%| 10000%|  ©0.00%|  0.00%|  0.00%! 100.00%| ©.00%| 000%; 0.00%] 0.00% 0.00%| 0.00%| _ 000%| 0.00%
1515 - OPERATIONS # 10 8 4 0 0 5 2 1 1 0 1 4] 0 a ¢ 0 0
RESEARCH
100.00%|  60.00%|  40.00% 0.00%| 50.00%| 20.00%| 10.00%| 10.00%| 0.00%| 10.00% 0.00%

RelevantNCEE . : sl L ia30%]|  4040%} 1 3400%]  430% 50% %l - 310% Lt
1550 - COMPUTER ¥ 1 1 0 0 o 1 o 0 ) 0 0 0 ¢ 0 0 0 g
SCIENCE

% | 100.09%| 100.00% 0.00%| _ 0.00% 100.00% 0.00% 0.00%| _ 0.00%| _ 0.00%
1601 - EQUIFMENT,
FACILITIES, AND Ld 20 9 0
SERVICES % § 100.00% 0.00%) _ 0.00%
ssou s
1603 - EQUIPMENTY, | 1 1 o ) 0 1 0 0 0 ) 0 0 0 9 0 g 0
FACILITIES, AND
SERVICES ASSISTANCE

s % | 100.00%| 100.00% 0.00%|  0.00%|  ©00%| 100.00%| 0.00%| 000%| ©0.00%| 0.00%| 0.00%| 000%| 0.00%|  000%

Relevant RGLF i s - g . : : i sl Gt i e o :. '0.;06%.:.
1670 - EQUIPMENT # 11 5 8 0 1 2 0 2 1 0 3 0 0 1 0 0 1
SERVICES

% | 100.00%|  45.45% 0.00%|  9.09%| 18.18% 0.00%} - 0.00%
Relevant RELF . ' 0.00%| " 0.00%] 28a0%] 0.00% " d.o0%|
1712 - TRAINING # 2 28 g 2 0 2 5 0 0 0 0 o 1 g 0 0
INSTRUCTION

100.00%|  100.00% 2.00% 76.92% 11.54% 0.00%

Relevant ROLF : P o 0%} 0.00%]
1750 - INSTRUCTIONAL |# 1 1 0 1 0 0 0 0 0 0 ) 0 0 0 0 0 g
SYSTEMS

% | 100.00%| 100.00% 0.00%| 100.00%|  0.00%) _ 000%| 0.00%| 0.00%) 0.00%| 0.00%! ©.00%| 000%| 0.00%| _000%) _0.00%| 000%| 0.00%
Fsm-f_z-ergl o I# 1{ 0 1! o| o| o| 0| o| 1‘ o| o| o| o| o| ol 0| o|




INSPECTION, INVESTIGA
TION,ENFORCEMENT &
COMPLIANCE

100.00%|

0.00%

_100.00%

0.00%

0.00%

100.00%

0.00%

1810 - QUALITY
ASSURANCE

108

100

12

Relevant RELF 5

100.00%

11.11%

9.00% 6l :

CA3AN]

2002 - SUPPLY
PROGRAM
MANAGEMENT

1

1

0

0.00%

1

0.00%

Re!evaﬂt RC'—F i

100.00%

100.00%

gl

00.00%

4 30000%]

0.00%

| d4.60%

" sl

2005 - SUPPLY
CLERICAL AND
TECHNICIAN

1

0

0

100.00%

0.00%

0.00%

100.00%

0.00%

Relevant RCLI

100.00%

0.00%

| a0

0 00%|

Gi00%].

2019 - INVENTORY
MANAGEMENT

7

1

1

0

0

0 0

0.00%

0.00%

0.00%

0.00%

Relevant RCLF

100.00%

14.29%

14,28%

B

-+ oi00%]

A

2102 -
TRANSPORTATION
CLERK & ASSISTANT

100.00%

0.00%

0.00% 0.00%

Relévant RELE

100.00%

15.10%):

ARy

2210 - INFORMATION
TECHNOLOGY
MANAGEMENT

&7

54

38

0.96%

1.49%

Réfevant NCLF

100.00%

B0.60%

18.40%

58.21%

i 16.00%]

 Gsou

10.45%

_san]

os0%!

2602 - ELECTRONIC
MEASUREMENT

EQUIPMENT MEGHANIC o

23

20

14

100.00%

86.96%

60.87%

4.35%

17.39%]

8.70%

Relevant ROLF:

13.04%

: 7920% -

o.00%]

2.50% ] ooy

2604 - ELECTRONICS
MECHANIC

132

122

10

31

100.00%

92.42%

§1.36%

Relevant RELE

7.98%|

520%

1.52%




2606 - ELECTRONIC #

INDUSTRIAL CONTROLS
MECHANIC

0.00%

0.00%

Relevant ROLF

100.00%

78.00%

75.00%

To.00%]

o

2610 - ELECTRONIC #

25

24

16

INTEGRATED SYSTEMS
MECHANIC

100,00%

12.00%

0.00%

654.00%

Relevant RCLF

%

96.00%

L 0:00%]

S otel

Eoon|

_0.00%
0.00%

#*

g

9

0

0

g

0

2805 - ELECTRICIAN

100.00%

0.00%

0.00%

55.56%

0.00%

0.00%

Rélevant RCLF:

100.00%

Bl

“rirnvl

L 0.00%

2854 - ELECTRICAL #

5}

[

3

EQUIPMENT REPAIRING

16.67%

50.00%

Relevatit RGLF "

100.00%

83.33%

o00%|

As0n)

2892 - AIRCRAFT #

78

70

ELECTRICIAN

100.00%

ReleVantRCEF 100 f

0.00%

0.00%

0.00%

oiow]

“Coao%)

od00%|

*

2

2

0

0

3106 « UPHOLSTERING

0.00%

0.00%

0.00%

0.00%

Relevait RELE -

100.00%

100.00%

0.00%

gont

100.00%

A 0%

0.00%

A540%| 0

0.00%)

B.80%]

0.00%

0u00%]

3378 - PRECISION

15

14

10

MEASUREMENT
EQUIPMENT

CALIBRATING Y,

100.00%

93.33%

5.67%

66.67%

0.00%

0.00%

3401 - MISCELLANEQUS
MACHINE TOOL WORK

100.00%

0.00%

0.00%

0.00%

0.00%

0.00%

0.00%

RelevanRCLE

100.00%

100.00%

i U;dﬁ.!’}d

Caso%

0.00%!

Cooon

gi0n%

83

78

52

2

0

0

3414 - MACHINING

3.681%

9.64%

3.61%

1.20%

0.00%

Relévant ROLE

%

100.00%

93.88%

0.00%

i ;?;;3.0.%

_62.85%

roTash)

woow]_ssson]

241%

0.00%
L 0.00%

L bdowf

oson

-0.00%




g

8

9

Q

0

3416 - TOOLMAKING

100.00%

0.00%

0.00%

0.00%

Refevart RCLF -

100.00%

100.00%

146 70%

i 0i00%]

3566 - CUSTODIAL #

9

0

WORKING

11.11%

44.44%

0.00%

_111%

0.00%

Relévait RC

100.00%

aao]

o

asamn

a0l

0%

11

11

0

4]

3703 ~ WELDING

0.00%

RelevantRCLF |-

100.00%

100.00%

100.00%

k0%,

0.00%

0.00%

Fige6% ]

L niba%

3705 -

29

26

NONDESTRUCTIVE

TESTING
RecaRROLE

100.00%

89.66%

10.34%

o]

345%

ol o

| oo0%

0.00%

12

11

1

0

0

3707 - METALIZING

91.67%

8.33%

0.00%

66.87%

0.00%

0.00%

0.00%

0.00%

Relevint ROLE:

100.00%

L EAR

- 60:00%]

o b0%]

0:06%] -

ool

Fo6%

3711 - #

14

13

7

1

0

ELECTROPLATING

100.00%

50.00%

21.43%

0.00%

7.14%

0.00%

0.00%

0.00%

Refévant ROLE "

92.88%

“'._55‘6[5% e

1 aonosa]

- 00%

0%

L 000%;

0:00%(%

0:00%

2

2

2

0

0

0

3712 - HEAT TREATING

100.00%

0.00%

0.00%

0.00%

0.00%

0.00%

100.00%

Cfioo%)

100.00%

0.00%]

o]

ool

i G00% i :

3725 - BATTERY #

2

2

1

o

REPAIRING

0.00%

0,00%

Re‘l_éva‘r_itiﬁﬁ_ i

100.00%

100.00%

50.00%

i

©0gosf

oidos]

3769 - SHOT PEENING  {#

4

3

2

0

MACHINE OPERATING

25.00%

0.00%

50.00%

0.00%

0.00%

Reevart oLE

100.00%

75.00%

25.00%

[ AR

5.40%]

ool

i O,UB% i1

0 00%]

3801 - MISCELLANEOUS |#

3

g

3

d

o

d

o

o




METAL WORK

o | 10000%] 10000%|  0.00%|  coow|  o00%| 10c.00%|  ocow|  ooow 0.00%!  oo00w|  ooow| coow|  ocoow|  occu
806 - SHEET METAL  |# 280 271 18 18 0 200 14 33 3 § 1 0 0 4 a 1 0
MECHANIC -

100.00%|  93.77% 72.39% 42%| ! . . . 0.00%

4101 - MISCELLANEOUS |# 2 2 0 0 ] 2 O 0 Q O 0 0 4} 0 0 Q ]
PAINTING AND
PAPERHANGING

% | ro0.00m| 100.00% 0.00% 0.00%
Reievant RCLF - : S 1 ans0%| 10t i looout

N 52 48 6 2 0 0 P o 1 0 0 0

4102 - PAINTING

1154%] 3.
Cna0% oo

100.00% 92.31%

oo RoLE

3
75.00%

# 4 4 0 0
100.00%

4204 - PIPEFITTING

Relevant ROLF ol
4301 - MISC PLIABLE # 2 1 1 0 0 1 1 0 0 Q 8] 0 0 0 0 Q Q
MATERIALS WORK
100.00%|  50.00% 50.00% C.00%

Relevarit ROLF ol e 0.00%)
4352 -
COMPOSITEPLASTIC [ '8 18 9 8 9 i 9 0
FABRICATING 100.00% 16.67% 61.11% 0.00% 0.00%

il : [ o00%] g0i00%] “4o.00%] 0:00%
4381 - RUBBER # z 2 o} o] 0 2 0 8] 0 0 o] o] g 0 0 0 o]
EQUIPMENT REPAIRING

0.00% 0.00%] 100.00% 0.00%
sou| yarou)

100.00%

2 2 0 0 0 2 0 0 0 0 0 0 0 0 0 0 9]

100.00% 100.00% 0.00% 0.00% 0.00%] 100.00% 0.00%] 0.00% 0.00%
i s : sl ool il oaanl s don 0°00% o.d0%

# 2 1 1 0 G 1 0 0 0 0 0 0 0 0 o 0

4616 » PATTERNMAKING [—

% 100.00% 50.00% 50.00% 0.00% 0.00% 50.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%




il oot 0%

Rélevant ROLF

4701 - MISC GENERAL
MAINTENANCE &
OPERATIONS WORK

3.33%!

% 100.00%]  100.00% 0.00% 0.00% 0.00% 73.33% 0.00%

0.00%
Rétevant RELE 7 ip 78.60% |7 10.209] 00

C0.00%]

4749 - MAINTENANCE |8 3 38 0 5 0 27 0 4 0 2 9 o 0 0 0 0 0
MEGHANIG

71.05% 10.53%| _ 0.00%
trsa0 izl

100.00%|  100.00%

Rélévasit RCLE.

1 1 0 0 1} 0 o] 1 0 0 0 0 g 0 0 0 8]

I

4804 - LOCKSMITHING

100.00% 0.00% 0.00%] 100.00%
- 000%)| %

100,00%

Relevant RCLF 0% e

4818 - AIRCRAFT i 2 2 0 0 0 2 0 g - 4] o] 0 8] 0 0 0 0 0
SURVIVAL AND FLIGHT
EQUIPMENT

%o 100.00% 0.00% 0.00% 0.00%] 100.00% 0.00%

4840-TOOL & # 1 1 0 g 0 0 0 1 0 0 0 g g v 0 0 0
EQUIPMENT REPAIRING

100.00% 0.00%| 100.00%|  000%]  ooom| o c00%|  000%|  000%|  0.00%
0i00%]| | B00%! " -0.00%] 1 0i06% ) : D] gaeenl

% | 100.00%
RelevantRCLF o [ho

0.00%

4850 - BEARING # 6 8 b 9 0 5 0 1 0 0 0 0 ) 0 g 5 a
RECONDITIQNER
100.00% 0.00%| sazsw|  0.00%|  1667%
G o] zaisonl bposh) Cea0%)

# 5 5 0 0 a 2 0 3
% | 100.00% 60.00%
: $100.00%)|

5210 - RIGGING
100.00% 0.00% 0.00% 0.00% 40.00%

0,00%|

Rélevant RCLF

5306 - AIR. # 5 S 0 0 3] 4 0 1
CONDITIONING
EQUIPMENT MECHANIC

0.00%
 0:00%

% 100.00%|  100.00%

0.00% 0.00% 80.00% 0.00% 20.00%
RelevantROLE: | ] Wl erun]

200%| Adsow]

4350%]

£323 - OILING AND Eﬁ | 1| 0| 1| 0| 0| 0| 1| 0| 0| 0| 0| ol 0] 0| 0| o| ol




G 4
REASING 0.00% 0.00%

“nidove]

0.00%
ool

% | 100.00%
5 LA

100.00% 0.00% 0.00% 0.00%

Réiévant RCLE [

L
B
w
s
o
[=]
[
b=
Q
[=]
(=]
(=]
(=]
j=1
(=]
Py
=
o

5350 - PRODUCTION
MACHINERY MECHANIC

0.00%

100.00% 75.00% 0.00% 0.00%

0.00% 0.00% 0.00% 0.00% 25.00% 0.00% 0.00%
e, o '

AT

raon

5378 - POWERED # 2 2 0 0 1] 2 0 Q 0 0 0 2 0 0 0 0 a
SUPPORT SYSTEMS
MECHANIC

100.00% 0,00% 0.00%
Gl Badnwl o 2den]  oinosal s

0.00%
PARE BRI

0.00%
0:00%

100.00%| _ 100.00%|

Relevant RCLE

5401 - MISCELLANEOQUS | 5 5 0 0 0 4
INDUSTRIAL
EQUIPMENT
OPERATION

0.00%
aioes)

100.00%;  100.00% 0.00% 0.00% 0,00% 80.00%

Rélevant RCLF i 0 |

5408 - WASTEWATER # 7 7 ¢} 0 0 g o 1 0 0 0 0 9] Q 0 0 o]
TREATMENT PLANT
OPERATING

0.00%
000%1

100.00%

100.00% , BE.71%
Re[evantRCLF v G i e s R

78.90%]

H*

24 24 0 1 0 19
100.00% 79.17%
' + 26.80%|

5423 - SANDBLASTING

100.00%

2
66.687%

3k
[
4]
=
o
o

5703 - MIOTOR VEHICLE
QOPERATING

Rel'e:“;a_. (ROLE ast0%]

5705 - TRACTOR # 14 14 Q 1 0 7 0 3] Q 0 Q 0 0 0 0 ¢ 0
OPERATING

7.14% 50.00% 0.00% 42.86% 0.00%
L B20%] ' g 4940%) L gio0%h

100.00%

g%

Relevant RCLE

6652 - AIRCRAFT # 25 25 1] 3 9] 15 g 6 0 0 0 1 0 0 0 0 Q
CRDNANCE $YSTEMS
MECHANIC

24.00% 0.00%

0.00%|  0.00%
0.00%] :

% 100.00% 100.00% 0.00% 12.00% Q.OO% 60.00% 0.00%
: aow|  voowl sesowl :

Réievant ROLF ©oo0%




6504 - TOOL & PARTS  |#

20

2 0

10

3

3

ATTENDING

50.00%

16,00%

15.00%

Relevint RCLF 000

100.00%

10.00% 0.00%

asdn|

6807 - MATERIALS #

6

1

HANDLING
Y%

16.67%)|

R'eie\r'alﬂf_ RC LF .

100.00%

100.00%

_aoon]

6312 - MATERIALS

I+

2

2

1

" | EXAMINING AND
IDENTIFYING

50.00%

ReievamtRCLE

100.00%

100.00%

0.00%

50.00%

_3s0%]

iaon]

L i000%

6913 - HAZARDOUS lf

7

g

1

4

1

0

14.29%

WASTE DISPOSING
%

Relevant RELF~

100.00%

85.71% 14.28%

< ginoel o)

57.14%

| T8RO

14.28%

0.00%

o.00%]

0.00%
SB00%]

0.00%
0."0_0:%

7006 - PRESERVATION #

1

1

0 4]

0

1]

0

SERVICING

0.00%

0.00%

0.00%

0.00%

0.00%

ﬁtélévfa’pf RGLF

100.00%

100.00%

sl

oaaganl

gl

! :..U.'ﬂf;]é).’a. s

0.60%

7002 - EQUIPMENT #

[}

5

4

CLEANING

100.00%

63.67%1

Refevant RCLF

83.33%

a5E0%] s

0

0.00%

0.00%

- oj00%|

L 000%

8201 - MISG FLUID

4

4

2

1

SYSTEMS

50.00%

0.00%

0.00%

25.00%

0.00%

MAINTENANCE %
Relevant RELE™ 000

100.00%

100.00%

el

£ 0.00%

0wl

8255 - PNEYUDRAULIC

78

74

83

SYSTEMS MECHANIC

0.00%

57.95%

2.56%

Refevant RCLF. -

100.0%

84.87%

i 0.-_ :_'0%.

smaval

ool

2.56%

“p.oevr

8602 - ACFT ENGINE #

121

120

15 0

75

i

MECHANIC
%

100.00%

12.40%

51.88%

0.00%

0.83%

0.00%

Relevant RCLE™.

99.17%

8 50%)

1 seia0nl

zso%l

0.83%

Coie0n]

L 0.00%




8801 - MISCELLANEQUS
AIRCRAFT QVERHAUL

Eid

112

108

23

98.43%

20.54%

0.00%

Relevart RCLE 2

Spoo%

8852 - AIRCRAFT
MECHANIC

243 236

0

0.41%

0.00%

0.41%

REIEVamRCLF

100.00%

97.12%

" oo

0.00%|

0%




Site: JACKSONVILLE

Table A6-1 Temp: PARTICIPATION RATES FOR MAJOR OCCUPATIONS- Distribution by Race/Ethnicity and Sex

Business Area: FRC SE

RACE/ETHNICITY

Non-Hispanic or Latino

White

Black or African

Native Hawaiian or

American Indian or

) ) TOTAL WORKFORCE Hispanic or Latino American Asian Other Pacific tsland Alaska Native Two or more races
Job Title/Series Agency
Rate Qccupation RCLF All Male Female Male Female Male Female Male Female Male Female Male Female Male Female Male Female

0018 » SAFETY AND # 0 0 4] Q 0 o] ¢ 0 0 0 o] G 0 o] 0 0
QCCUPATIONAL
HEALTH MANAGEMENT

% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 2.00% 0.00% 0.00% 0.00%
RelevantRCLE i 0:06% o] vio% ' 0:00%] L Bios [ D.00%[ - 0.00%
0028 - ENVIRONMENTAL E& Q ¢ 0 0 o Q 0 0 ¢ 0 0 0 0 0 ] 0
PROTECTION

CIALIST
SPE %o 0.00% 0.00% 0,00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% -0.00%
Releévant RCLF - ' 0% %] - 0.00%] ' Bi00%] L 000%
0080 - SECURITY Q 0 0 0
ADMINISTRATION
0.00% 0,00%
Reledant RCLF: 00%]  oo0%l
0085 - SECURITY 0 o] o] o]
GUARD
0.00% 0.00% 0.00%

Relevant ROLF - o ey os0%] ool ogoml
0086 - SECURITY
CLERICAL AND # 0 ] 0 0 ] 0 0 o 0 0 0 0 0 o] 0 0
ASSISTANCE 0.00% 0.00% 0.00% 0.00%
Relevant RCLF 5.40%]  54.90%L | a.10% 0:00% " g0t
0201 - HUMAN
RESOURCES # 1} 0 0 ] o} ) 0 0 3] 0 0 0 0 0 0 ]
MANAGEMENT % 0.00% 0.00% 0.00% 0,00%|  0.00% 0.00%
RelevantRELF 7 20 i [ a0.20% ] B000%] L E 20 ‘o
0203 - HUMAN
RESOURCE # ¢} 0 Q 0 0 0 9 0 0 1} 0 0 0 ") 0 0
ASSISTANCE 0.00% 0.00%
Relovant ROLE. nioo%); oo




0260 - EQUAL
EMPLOYMENT # g 9 8 0 g 0 9

OPPORTUNITY % 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
ReevaRGLE e T vl ssoud ol greon] saoul

0301 - MISCELLANEOUS 1# 0 0 0 0 0 0 0
ADMINISTRATION &
PROGRAM

0.00% 0.00% 0.00% 0.00% 0.06%
oioossl ool gmow] 4aool - raow| 13

Rélevaht ROLF 7/ 17 |

0303 - MISCELLANEQUS
CLERK & ASSISTANT

0.00%
0.:30%

0.00%

Relévaiit RCLF.

# 0 0 0 0 0 0 0 0 0 8] o] g Q 0 0 0

0305 » MAIL AND FILE

0.00%] _ 0.00% 0.00%|___0.00% 0.00%
[0,00%] biovv| " sa.bos| | 23.90%| - 25:40%] | 10.40%]| ol q20%| | bioosl gt - o0%

Relevan ROLF

# 4] 1] 0 0 0 0 0 0 0 0 0 1] 9] ] 0 0

0318 « SECRETARY

0.00%
CLa0%]

ReI6VANERCLF - 11

0340 - PROGRAM # 0 0 0 0 0 ] 0 0 4] 0 0 g 0 0 0 0
MANAGEMENT
o= 0.00%

L a0o]

0.00%
anaul

Ré’lev_aiit_ﬁ';'i:[_,:;_ e

0342 - SUPPORT
SERVICES

ADMINISTRATION % 0.00%|  coow|  ooow!  000%
fevant RCLF 7 L aeee] s oion]

0343 - MANAGEMENT  |# 0 0 0 0 4] 0 0 0 0 5} 0 0 g 0 0 0
AND PROGRAM
ANALYSIS

£.00%
FaAl

0.00%

Relevant RCLE

0346 - LOGISTICS # 0 0 o 0 0 0 0 0 o 0 0 0 o 0 0 0
MANAGEMENT

000%|  0.00%|  0.00% 0.00%
C10.40%L 0:50%]

0.00%

0.00%| _0.00%
1 15 6.30%

: 410% :

% 0.00% 0.00% 0.00% 0.00%

Relevant NCLF




0391 - #

0

0

0

0

o]

0

0

TELECOMMUNICATIONS o

0.00%

0.00%

0.00%

0.00%

0.00%

0.00%

0.00%

0.00%

Rélevant RCLE %

0.00%

L A

ool

S 0.00% :

LRI

0401 « GEN NATURAL #

RESQURCES MGMT
ANP BIOLOGICAL
SCIENCES

0.00%

0.00%

RO

Tonoegl:

0501 - FINANCIAL

Q

ADMINISTRATION AND
PROGRAM

0.00%

RelevantNGLE

0.00%

A

2.00%
7.80%

il 220%]

0.00%

020w

0503 - FINANCIAL

0

0 Q

CLERICAL AND
ASSISTANCE

0.00%

0.00%

Rélevarit ROLF..

0.00%

0.00%

‘67.10%)]

CaET0%]

0.00%

o A

0.00%

oowul

0505 - FINANCIAL #

0

0

0

MANAGEMENT

0.00%

0.00%

0.00%

arsot)

i 33.80%)

niool

0510 - ACCOUNTING If

0.00%

0.00%

Relavant ROLF

0801 - GENERAL #

0

ENGINEERING

Relevant NCLF.

0.00%

gl

0802 - ENGINEERING #

2

2

TECHNICAL

0.00%

0.00%

0.00%

T————

100.00%

100.00%
750

LBBO%]

0.00%

ool

a10%]|

1 nio0%

0806 - MATERIALS #

0

0

ENGINEERING

0.00%

0.00%

0.00%

0.00%

0.00%

0.00%

R B

0.00%

e

- 72005

s

i eev] a0

0.00%|. - 0.70

T00%




0819 - ENVIRONMENTAL [# 0 c 0 0 0 0 0 o 0 0 0 0 0 0 0 o
ENGINEERING
0.00% 0.00% 0.60% 0.00% 0.00% 0.00%
Relgvant RCLF, 53.50%] 12,809 BTN i 0.00%]
0830 « MECHANICAL # o] 0 0 9] 0 Q 0 0 o]
ENGINEERING
0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0,00%
Relevant NCLF : 90%|  Bab%l . 78.50%] " B70%]  3.60% T
0850 - ELECTRICAL # 0 0 ¢ 0 0 0 C 0 0 o] Q c O 0 0 0
ENGINEERING
% 0.00% 0.00% 0.00%
Retévant NCLF i g oy ke
0854 - COMPUTER # 0 0 0 0 o 0 0 s 0 0 0 0 0 o 0 0
ENGINEERING
0.00% 0.00%
Refevant NCLF | sesonl o]
0855 - ELECTRONICS  [# 0 0 0 0 0 0 0 0 [ 0 0 0 0 0 0 0
ENGINEERING
% 0.00% 0.00% 0.00% 0.00% 0.00%
RelvantNCLE . 0 L0iE0%E T0.80%] . Es0%] 44 olsass) 2:00%
0856 - ELECTRONICS  |# 0 o 0 0 0 0 0 0 0 0 0 0 0 0
TECHNICAL
% 0.00% 0.00% 0.00% 0.00% 0.00%|  0.00% 0.00% 0.00% 0.00%
Relevant RCLF e A Cigoen] i ts0%] 0 00% 10 j “a00%] 0.00%
0861 - AEROSPACE # 0 c o 0 0 0 0 0 0 0 0 0 0 0 0 0
ENGINEERING
% 0.00%
RelevartNGLE ~saow
0896 - INDUSTRIAL
ENGINEERING g 0 g e 9 2 0 0 o o u
TECHNICAL 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
RelevantRCLE 60 o 1,40 0.00%
0896 - INDUSTRIAL # 0 0 0 g 0 ] 0
ENGINEERING
0.00% 0.00% 0.00%
Relevat NCLE: . - azeml 18.90%] 0.40%
0s0s-GENERAL ¢ 0 ol o N ol o ol gl ol o d o o ol o 0




ATTORNEY

£.00%

0.00%

0.00%

0.00%

Relevant NOLE " 7

B Pl ARE

 sel

g 0%

(R TARS

0950 - PARALEGAL
SPECIALIST

0

0.00%

RelevartRCLF

0.00%

B UBD% o

0986 - LEGAL
ASSISTANCE

2

0.00%

0.00%

Relevant RCLF

| woon) 0

D:00%1:

1035 - PUBLIC AFFAIRS

E

0

0.00%

ob0%

1040 - LANGUAGE
SPECIALIST

0.00%

1071 - AUDIOVISUAL
PRODUCTION

0

0.00%

0.00%

Relevant RELF

SsaAvg] 0

0.00%

1083 - TECHNICAE
WRITING AND EDITING

1101 - GENERAL
BUSINESS AND

0.00%

0.00%

INDUSTRY

Cadosll

0.00%

L 00%

0.00%

| ool e

11582 » PRODUCTION
CONTROL

0

0

1]

0.00%

0.00%

0.00%

0.00%

0.00%

RowantRELE

" sdson| 140

Clamatul

Y g0

S 0.00%

1301 - GENERAL
PHYSICAL SCIENCE

0

0.00%

0.00%

0.00%

0.00%

RelovantRGLE . f

C.00%

0.00%}"

1 obowl

| a00%




1320 - CHEMISTRY

4]

0.00%

Releant RCLE ™

. viow

1412 - TECHNICAL
INFORMATION

0

SERVICES

0.00%

1515 - OPERATIONS
RESEARCH

0.00%

0.00%

Rel'eva_r_af:?d'c}:.ﬁ : _

el

0.00%

AR

~0.20%}

1550 - COMPUTER
SCIENCE

%

1601 - EQUIPMENT,
FACILITIES, AND
SERVICES

£33

0.00%

0.00%

0.00%

0.00%

RemvantRoLr

0:00%]) 5 0.00%]

agieonl

S oy

e :.: :"0.:00%. ..:

1603 - EQUIPMENT,
FACILITIES, AND

SERVICES ASSISTANCE o

0.00%

1540%

0.00%

0.00%

0.00%]

0.00%

L oom]

1670 - EQUIFMENT
SERVICES

0

0

0

0.00%

0.00%

0.00%

0.00%

0.00%

Reevert RO |

isapbv] o

Ciaabol o

L 000%!

Himeen]

1712 - TRAINING
INSTRUCTION

0.00%

Rétévant RCLF S

A

1750 - INSTRUCTIONAL
SYSTEMS

0

0.00%

0.00%

0.00%

1801 « GEN

0

o

o

)




INSPECTION,INVESTIGA

TION,ENFORCEMENT &
COMPLIANCE o
% 0.00% 0.00%|  ©00%|  000%| 0.00%| 0.00%| 0.00%; C.00%| 000%| 0.00%| 000% 000%| 000%! _ 0.00%| 000%| 0.00%
1910 - QUALITY # 0 0 0 0 0 0 0 o 0 0 0 0 0 2 0 0
ASSURANCE
0.00% 0.00%
Relevant ROLF Cassest T
2003 - SUPPLY
CROGRAN ¢ 9 0 0 0 0 0 0 0 o 0 0 0 0 0 0 o
MANAGEMENT % 0.00% 0.00% 0.00%|  0.00%!  0.00%| 0.00%  0.00% 0.00%
ReleVait ROLF: e i i ' ; [00%| . 5.40%] . 20.50%
2005 - SUPPLY
R EreaL AND # 0 0 ) 0 0 0 o 0 0 0 o 0 0 0 0 0
TECHNIGIAN 0.00% 0.00% 0.00%
Relevant ROLF 40.00%| . 0:06%] s0.00%]
2010 - INVENTORY # Q o] 0 0 O 0 0 O 0 0 0 0 0 O ¢ o]
MANAGEMENT
0.00%|  0.00% 0.00%|  0.00% 2.00%| _ 0.00%
Relevant RCLF. - B0 o ool 7.30%]
2102- ¥ o 0 Q 0 0 0 0 0 0 0 0 0 D 0 0 o
TRANSPORTATION
CLERK & ASSISTANT
0.00%| 0.00%| 000%!  ocowm|  0.00% 2.00% 0.00%
T o — o s T
2210 - INFORMATION # 0 0 c 0 0 0 o] o] 9 0 0 Q g o] 1] 8]
TECHNOLOGY
MANAGEMENT
0.00% 0.00%|  0.00%| 000%| 000%|  0.00% 0.00% 0.00%!  0.00%| 0.00%
Relevant NCLF iideis0%!] ] 2505 pTo%l T 0.g0%] - 050%]
2602 -ELECTRONIC | 0 g 0 0 0 0 0 0 0 0 0 0 0 ) v 0
MEASUREMENT
EQUIPMENT MEGHANIC
a % 0.00% 0.00%|  0.00%]  000%|  000%|  0.00%|  0.00% 0.00% 0.00%|  0.00%|  0.00%
Relevant ROLF Dl 0.00% 7aa0%t 0.00%| " 830%] - 1280 L bloo%li 0.00%} - 0.00%] " 0.00%
2804 - ELECTRONICS # 0 0 0 Q 0 Q 0 0 0 0 0 Q
MECHANIC
0,00% 0.00% 0.00% 0.00% 0.00%| 000%| oo00%
Relevant RCLE, ' o 1 gasno) " 00% b0b%| 1 0.00%) - Di00%




2606 - ELECTRONIC # 0 4] 0 0 0 Q 0 0 Q 0 0 0 Q 0 0 o]
INDUSTRIAL CONTROLS
CHANIC
WECH 0.00%|  0.00% co0%|  0.00% 0.00%
Refevant RCLF 6. ] Dbl bibtv] gl
2610 - ELECTRONIC # 4] 0 0 0 0 0 0 8] 0 0 0 0
INTEGRATED SYSTEMS
MECHANIC
0.00%|  0.00% 0.00%
Relevaiit RCLF. Dio0%| . onvel o oiouml o vi00%]
505 ELECTRIGEAN  [E 0 0 o 0 o 0 3 G 0 0 a g
coow|  000%|  ooow|  ooow|  ooowi  coow|  ooow|  ooow|  ooowi  ooow
Relevant RCLF | R qo%] U ysis0e] 00%] aiob%
2854 - ELECTRICAL # Q Q 0 0 J 0 0 0
EQUIPMENT REPAIRING
5, coow|  coom| 000w o 0,00% 0.00%
Retevant RCLE st s el lsmos) oo . goom|
2892 - AIRCRAFT # a 0 0 c 0 0 0 0 o g 0 0 0 0 0 o
ELEGTRICIAN
coow| oo ocoom|  oocu
: 7 L4909 A1.00%]

0 o
0.00%|  0.00%
oool - 0.00%
3378 - PRECISION
MEASUREMENT # 0 0 e 0 0 0 0 0 0 0 0 0 0 0 0 0
EQUIPMENT
CALIBRATING % 0.00% 0.00%|  0.00%) 000%| 0.00% 0.00% 0.00%|  0.00%]  0.00%| 0.00%
3401 - MISCELLANEOUS [# 0 0 it 0 g o 0 0 0 0
MACHINE TOOL WORK
0.00% 0.00%]  0.00%
Relevnt RELF = © -0 Ll mio0%ts Conol i oeonl
3414 - MACHINING # 0 o 0 0 9 0 0 0 0 0 0 0 0 0 o 0
% 0.00% 000%|  0.00%|  0.00%|  0.00%1  0.00% 0.00%|  0.00% 0.00%
RelevantRCLF : : ‘ o 000% g : .. 0100% :




I+

0

0

0

0

3416 - TOOLMAKING

0.00%

0.00%

0.00%

0.00%

Relevant RCLF

s g0

Dol

o0l

3566 - CUSTODIAL ii#

0

0

WORKING

0.00%

0.00%

0.00%

Relevant ROLE |

Y

| aaow|

95:50%] 5

AL

3703 - WELDING

0

0

0.00%

0.00%

Relevant RCLF

se0%]

0.00%
0:00%]

Comonl o

3705~

4]

Q

]

NONODESTRUCTIVE
TESTING

Rievant RCLE

e

0.00%

0.00%

£ 0.00%

0.00%

0.00%
0:00%

%

1 1

0

0

3707 - METALIZING

0.00%

Relevant RELF: ¢
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Site: JACKSONVILLE

Business Area: FRC SE

Table A8: NEW HIRES BY TYPE OF APPOINTMENT - Distribution by Race/Ethnicity and Sex

RACE/ETHNICITY
Non-Hispanic or Lating
Native Hawaiian or
Black or African Other Pacific American Indian or

TOTAL WORKFORCE Hispanic or Latino White American Asian Islander Alaska Native Two or more races

Employment Tenure All Male Female Nlate Female Male Female Male Female Male Female Male Female Male Female Mate Female
Permanent |4 95 77 18 8 4 49 8 12 2 3 2 0 0 3 0 2 2
% 100.00% 51.05% 18.95% 8.42% 4.21%| 51.58% 8.42%| 12.63% 2.11% 3.16% 2.11% 0.00% 0.00% 3.16% 0.00% 2.11% 2.11%
Temporary # 0 0 0 ¢ o) 0 Q ] 0 0 0 0 0 o 9 0 g
% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
cLE T ewu] saoul sroo] sesoul dozow] nzsoul ssew] tsowl esow] ooow) Jozos ool - obow




Site: JACKSONVILLE

Tahle A13: EMPLOYEE RECOGNITION AND AWARDS - Distribution by Race/Ethnicity and Sex

Business Area: FRC SE

RACE/ETHNICITY

Non-Hispanic or Latino

Black or African

Native Hawaiian or

American Indian or

TOTAL WORKFORCE Hispanic or Latino White American Aslan Cther Pacific Islander Alaska Native Two or more races

Employment Tenure All Male Female Male Female Mate Female Nale Female Male Female Male Female Maie Female Mate Female
Total Cash Awards Given 565 453 102 29 g 321 57 74 20 27 4 2 0 5 1 5 1
%|  100.00% 81,85% 18.05% 5.13% 159%]  56.81%|  11.86%]  13.10% 3.54% 4.78% 0.71% 0.35% 0.00% 0.88% 0.18% 0.68% 0.18%
Total Amount 237,766 195,258 42,508 11,089 37sd| 138201 27,682 31,655 8,861 10,962 1,475 BOO a 2377 500 2,084 308
Average Amount 420,82478| 421.723542] 416.745008| 382.37931| 421.55555| 424.50255| 413.16418| 427.77027 433,05 406 388.75 400 0 475.4 500 416.8 396

Ca ARDS:

otal Cash Awards Given | 3500 3,049 451 258 34 2,167 282 450 36 13 33 10 5 87 g 14 2
%[ 100.00% 87.11% 12.89% 7.37% 0.57%|  6191% §.06%;  12.86% 2.45% 3.23% 0.94% 0.29% 0.14% 1,06% 0.26% 0.40% 0.06%
Total Amount 3,133374| 2601432 aa1,042| 215743 34,001| 19482800 2ve3ve| 3e4s72 31.434| 106407 33,767 8772 4222 35460 7,827 14,000 1,323
Average Amount 895.24671| 882.72614| 979.915743| 236.21318| 1000.0204| 898.1449] 90070213 810.38222| 946.90608| 942.45133( 10229394 §77.2 544.4| ©58.59450| 869.56867 1000 861.5
fotal Cash Awards Given [ 25 18 7 o 2 15 5 1 0 2 0 o 0 ° 0 0 0
%| 100.00%;  72.00% 28.00% 0.00% 8.00%| 60.00%| 20.00% 4.00% 0.00% 8.00% 0.00% 0.00% 0.00% 0.00% 0,00% 0.00% 0.00%
Yotal Awards Given [ 4 3 ! 1 o 1 o 1 o 0 1 0 0 9 0 o 0
%[  100.00% 75.00% 25.00%|  25.00% 0.00%]  25.00% 0.00%]  25.00% 0.00% 0.00%|  25.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
Total Amount 28 24 4 8 0 8 0 8 0 Q 4 0 0 0 0 0 0
Average Amount 7 8 4 8 0 8 0 8 0 0 4 0 0 0 0 0 0
Total Awards Given 27 17 10 o 0 15 3 2 1 0 0 0 0 0 1 0 0
% 100.00%! 62.968% 37.04% 0.00% 0.00%) 565.56%| 29.83% 7.41% 3.70% 0.00% 0.00% 0.00% 0.00% 0.00% 3.70% 0.00% 0.00%
Total Amount 508 333 176 0 0 295 152 38 12 0 0 0 0 0 12 0 0
Average Amount 16.851852| 10.588235 17.8 0 o| 19.88867 19 19 12 0 0 0 0 0 12 0 0




Site: JACKSONVILLE

Business Area: FRC SE

Tahie A13-18: EMPLOYEE RECOGNITION AND AWARDS - STRL Distribution by Race/Ethnicity and Sex

RACE/ETHNICITY

Non-Hispanic or Latino

Black or African

Native Hawaiian or

American Indian or

TOTAL WORKFORCE Hispanic or Latino White American Asian Other Pacific Islander Alaska Native Two Or more races
Employment Tenure Male Female Mate Fernale Male Female Mate Eemale Male Female Male Female Male Female Male Female
Total Cash Awards Given # o o 2 2 2 o 0 2 0 2 2 o 2 0 0 g 0
] % 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0,00% 0.00% 0.00% 0.00%
Total Amount 0 0 0 o 0 0 a 0 0 0 0 P ¢ ) 0 0 )
Average Amount o 0 0 0 0 0 0 0 0 p 0 o o 0 o 0 0
ST ‘
Total Gash Awards Given [ 0 8 2 0 0 2 g 0 : 8 ° g 0 g 0 ¢ o
% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
Total Amount 0 o 0 0 0 o 0 0 0 0 0 0 0 0 0 0 0
Average Amount 0 o o 0 0 0 0 0 0 0 0 0 0 0 0 0 0
STRL Performancé Based S
Total Base Salary # 0 0 0 0 0 0 0 C 0 0 9 0 0 0 a 0 0
Increases Given
0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
Total Awards Given 0 0 0 0 C 0 c 4] 0 0 0 ¢ 0 0 0 0 0
%a 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0,00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
Total Amaunt 0 0 0 0 o 0 o 0 0 o 0 0 0 0 0 0 0
Average Amount 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 o o
Total Awards Given 0 0 0 0 o] 0 0 0 1] 0 0 0 o] 0 0 0 Q
% 0.00% 0.00% 0,00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0,00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
Total Amount ¢ 0 0 0 0 0 0 0 0 0 0 0 [ 0 0 0 0
Average Amount 0 o 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0




Site: JACKSONVILLE

Table A14: SEPARATIONS BY TYPE OF SEPARATIONS - Distribution by Race/Ethnicity and Sex

Business Area: FRC SE

RAGE/ETHNICITY

Non-Hispanic or Latino

Black or African

Native Hawaiian or

American Indian or

TOTAL WORKFCORCE Hispanic or Latino White American Asian Other Pacific Islander Alaska Native TwWo Qr more races

Employment Tenure All Male Female Male Female Male Femnale Male Female Male Female Male Female Male Femaie Male Female
Voluntary # 394 327 87 26 8 243 35 45 12 6 7 0 1 & 3 1 1
Y 32.90% 17.01% 6.80% 2.03%; 61.68% 8.88% 11.42% 3.05% 1.52% 1.78% 0.00% 0.25% 1.52% 0.76% 0.25% 0.25%
Involuntary # 15 13 2 1 0 7 1 4 1 0 0 0 0 0 0 1 0
% 85.67% 13.33% 6.67% 0.00%| 48.67% 6.67% 26.87% 8.67% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 5.67% 0.00%
Total Seperations # 409 340 69 27 8 250 36 49 13 53 7 0 1 6 3 2 1
% 83.13% 16.87% 8.60% 1.96%| 61.12% 5.80% 11.98% 3.18% 1.47% 1.71% 0.00% 0.24% 1.47% 0.75% 0.49% 0.24%
Total Workforce #* 3354 2899 455 238 42 2,023 281 458 g1 112 28 13 3 38 6 17 4
%1 100.00% 86.43% 13.57% 7.10% 1.25%| 60.32% 8.38% 13.66% 2.71% 3.34% 0.83% 0.39% 0.00% 1.13% 0.18% 0.51% 0.12%
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Table B1: TOTAL WORKFORCE - Distribution by Disability [OPM Form 256 Self-ldentification Codes]

Business Area: FRC SE

Site: JACKSONVILLE

Tetal by Disability Status Detail for Targeted Diszabilities
" Dovelopmental Deaf ot Serlous | Blind or Sarious Signlficant Partial or Epllepsy ar Significant Slgnificant
EmplmentTarrs | o, | Mg | Nctires IR iy | S | T S S MOy | ST | S | S | oy | S | St

Prior EY # 3.547 2,831 372 544 70 1 15 18 1 0 s 4 3 0 21 0 2

%! 100.00% 74.18% 12.49% 15.34% 1.97% 1.43% 21.43% 2571% 1.43% 0.00% 7.34% 5.71% 4.28% 0.00% 30.00% 0.00% 2.86%
Current EY # 3,300 2,400 388 531 &8 2 11 16 2 1 7 4 1 4] 22 ol 2

%| 100.00% 72.73% 11.18% 18.08% 2.06% 2.94% 18.18% 23.83% 2.94% 1.47% 10.29% 5.88% 1.47% 0.00% 32.35% 0.00% 2.94%
Difference # 247 231 ) 13 -2 1 -4 =2 1 1 2 2 -2 0 1 0 o}
Ratio Change %i 0.00% -1.45% 0.69% 0.75% 0.09% 1.51% -5.25% «2.18% 1.51% 1:47% 3.15% 0.17% -2.82% 0.00% 2.35% 0.00% 0.08%
Net Change % -£.96% -B.78% 0.81% ] -2.38% -2.86% 100.00% -26.687% ~11.11% 100.00% 0.00% 40.00% 0.00% £6.67% 0.00% ] 4.78% 0.00% 0.00%
WD Gaal kel B R EURS OSTEPR T R 8 OO0 T PR L. s - B S moan . e Sl
PERMANENT
Priot FY # 3,543 2,627 372 544 70 1 15 18 1 o] 5 4 3 o 21 0 2

%]| _100.00% 74.15% 10.50% 15.25% 1.98% 1.43% 21.43% 25.71% 1.43% 0.00% 7.14% 571% 4.28% 0.00% 30.00% 0.00% 2.86%
Current FY # 3,287 2,397 369 531 &8 2 1 16 2 i 7 4 1 2 22 0 2

%| 100.00% 72.70% 11.18% 16.11% 2.06% 2,94% 16.18% 23.53% 2.94% 1.47% 10.25% 5.88% 1.47% C.00% 32.35% 0.00% 2.94%
Difference # =246 230 ] =13 2 1 4 2 1 1 2 Q -2 0 1 ¢] 0
Ratic Change % 0.00% -1.44% 0.69% 0.75% 0.08% 1.51% -5.25% -2.18% 1.81% 1.47% 3.15% 0.17% -2.82% 0.00% 2.35% 0.00% 0.08%
Net Change % 6.94% -8.76% -0.81% -2.39% -2.86% 100.00% -26.67% -11.11% 100.00% 0.00% 40.00% 0.00% “66.67% 0.00% 4.76% 0.00% 0.00%,
TEMPORARY
Prior FY # 4 4 9 g o} & s 0 o] o] o o} 8] o] o] 0 o

°%| 100.00% 100.00% 0.00% 0.00% 0,00% 0.00%, 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%

# 3 3 g 0 0 0 8] 0 1] o} ¢ 4] 0 1] o} ¢ o]
Gurrent FY %| 100.00% 100.00% 0.00% 0.00% 0.00% 0.00% 0.00% 2.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% C.00%
Difference # -1 -1 1] ) 9] 0 0 0 0 0 o] 9 0 ¢} 0 o} o]
Ratio Change % 0.00% 0,00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%, 0.00% 0.00% 0.00%
Net Change %|  -25.00% -25.00% 0.00% 0.00% 0.00% 0.00% {.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%




Table B2: TOTAL WORKFORCE BY COMPONENT - Distribution by Disability [OPM Form 256 Self-ldentification Codes]

Detait for Targeted Disabilities

Total by Disability Status
A N I Developmental Deaf or Serlous | Blind or Serlous Slgnltleant Partlal or Epilepsy or Slgnificant ' Slgnificant
Employment Tenure TOTAL No D Not y D! " 9“’2‘03' ;T"g:;?d Disability [02] T"'I““:'"‘ Brain | " peuity | Difficulty Seeing e tr:";‘est'l"g ’ Maiity Gomplete | ©Other Setzure D’l““’;‘lﬁ‘“":'o Psychlatric | Dwarfism [92] | Disfigurement
31 1] -59] sabllity njury 03] Hearing [181 £20) X! es B1)) | mpairment [40] | Paralysis (50] | Disercers (az) | D530 801 | oicorer 1) 531
Total FY # 3,300 2,400 369 51 B8 2 11 16 2 1 7 4 i 0 22 0 2
% 100.00% 72.73% 11.18% 18.09% 2.06% 2.24% 16,18% 23.53% 2.94% 1,47% 10.28% 5.88% 1.47% 0.00% 32.35% 0.00% 2.84%
PP 7 S FRSTE T T T s T R e S S R S T o T T i
JACKSCNVIL ERC SE # 3,300 2,400 369 531 =] 2 11 18 2 1 7 4 1 0 22 o] 2
LE %) 100.00% 72.73% 11.18% 16.08% 2.06% 2.94% 16.18% 23.53% 2.94% 1.47% 10.29% 5.88% 1.47% 0.00% 32.35% 0.00% 2.94%
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Table B3-1: OCCUPATIONAL CATEGORIES - Distribution by Disability Permanent Employees

Business Area: FRC SE

Site: JACKSONVILLE

Total by Disability Status Detail for Targeted Disabilities
. Developmental Doaf or Scrious | Blind or Serlous SignHicant Partial or Epllepsy or Slgnlticant Slgnificant
Oecupationai Category S O — Netl?:{r;ﬂﬂnd oisuy 255, ;&m F ml:;‘::ﬁnaa;am Dnﬁculﬁf;wrmg Dlmeu;z!Seung i B Y | ni:]“;:llsm[ﬁﬂl oer: il?iz[:rzl n:::::ﬁ;wi;‘u] Fosearie Owartism [52] msﬂg;;;mnm

[EXECUTIVEISENIOR
LEVEL (35 GRADE 15 AND 14 11 1 2 0 0 o 0 9 0 o o 0 0 0 0 0
ABOVE) Y| 100.00% 7B.37% 7.14% 14.29% 0.00% 0.00% 0,00% 0.00% 0.00% 0.00% 0,00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
FIRST-LEVEL (GS GRADES # 48 33 2 13 0 [+ o] J 0 o 0 o] 0 0 [ s} a
12 AND BELOW) %l 100.00% £6.75% 4,17% 27.08% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
WID-LEVEL (GS GRADES |2 168 161 11 24 2 0 9 0 0 0 0 2 0 o 0 0 0
13-14) %; 100.00% 82.14% 5.61% 12.24% 1.02% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 100.00% 0.00% 0.00% 0.00% .00% 0.00%
OTHER OFFICIALS AND L& 782 508 95 179 19 0 4 8 1 o 2 0 o 0 5 0 1
MANAGERS %| 100.00% 64.88% 12.26% 22.86% 2.43% 0.00% 21.05% 31,58% 5.26% 0.00% 10.53% C.00% 0.00% 0.00% 28.32% 0.00% 5.26%
OFFICIALS AND # 1,041 713 110 218 21 s} 4 8 1 0 2 2 s} Q 5 0 1
MANAGERS % 100,00% | 68.49% 10.57% 20.94% 2,02% 0,00% 19.05% 28.57% 4,76% 0.00% 9.52% 9.82% 0.00% 0.00% 23.81% 0.00% 4.78%
ADMINISTRATIVE #| 7 57 18 21 5 2 0 0 2 0 o 0 1 2 4 o 0
SUPPORT WORKERS % 100.00% 50.68% 20.56% 2B.77% 5.85% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 20.00% 0.00% 80.00% 0.00% 0.00%

# 1,308 925 177 208 33 2 5 8 1 il 3 a 9 0 12 o] 1
CRAFT WORKERS % 100.00% 70.72% 128.53% 15.75% 2.52% 6.08% 15.15% 24.24% 3.08% 3.03% 9.09% 0.00% 0.00% 0.00% 36.36% 0.00% 3.03%

# ] g 0 1 0 g 2 0 ] 1] o] 0 0 o 0 o] ]
LABORERS AND HELPERS |%)| 100.00% 83.33% 0.00% 16.87% 0.00% 0.00% 0.00% 0.00% 0.00% 0,00% 0.00% 0.08% 0.00% 0.00% 0.00% 0.00% 0.00%

# 187 104 20 13 2 0 0 4] ] a 1 4] 2] 0 1 Q 0
OPERATIVES %] 100.00% 75.91% 14.60% 0.49% 1.45% 0.00% 0.00% 0.00% 0.00% 0.00% 50.00% 0.00% 0.00% 0.00% 50.00% 0.00% 0.00%

# &00 218 24 48 5 o] 2 1 o] 1] 1 2 Y] o] o} 0 0
PROFESSIONALS %[ 100.00% £8.33% 5.67% 8.00% 1,00% 0.00% 33.33% 16.67% 0.00% 0,00% 16.67% 33.33% 0.00% 0.00% 0.00% 0.00% 0.00%

# 30 20 4 ] 1 ] 0 1 b el 0 Y] 8] Q 1) 0 1]
SERVICE WORKERS %l 100.00% 66.67% 13.33% 20.00% 3.33% 0.00% 0.00% 100.00% 0,00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%

# 108 78 9 18 0 1] 0 Q Q +) 4 0 0 0 Q & ]
TECHNICIANS %] 100.00% 74.29% 8.57% 17.14% 0.00% 0.00% 0.00% £.00% 0.00% 0.00% 0.00% 0.00% 0,00% 0.00% 0.00% 0.00% 0.00%
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Table B3-1B: STRL OCCUPATIONAL CATEGORIES - Distribution by Disability Permanent Employees

Business Area: FRC SE

Site: JACKSONVILLE

Total by Disability Status

Detail for Targeted Dizsabilities

. Developmental Doaf or Serious | Bind or Serlous Significant Partial o1 Epllepsy or SignHleant Slignificant
Occupational Category TOTAL  |No Disebiity [05] N"”"":"ﬂ“ Dlsai ey D% ;‘I‘"’:I':f" Disabfity [02] 7",‘;;““03‘]“‘“ Difficulyy | Dificulty Seelng Em:"’";"“ ” Wobility Gamplete | Gther Sclzure D"":";Lj"““l] Psychlawic | Dwarfismpz) | Clsfigurement
wa 9 5ability ury [ Heartng 18] 1201 metos B11| | ciemont a0y | paralysts [50) | Disordors sy | PPV EY | pisorer oy 193]

# Q [*) 1] { 0 Q 0 o g [+ 1] d 4] 0 0 a 1]

%ol 0.00% 0.00% 0.00% 0.00% 3,00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%

# a o 0 [+ v} a [+ 0 0 [+ Q ] ) Q 0 o )

% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0,00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%

# 0 ¢] Pl Q 0 0 o] a 0 4] '] 0 0 1] o Q [¢]

% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%




Table B4-1: PARTICIPATION RATES FOR GENERAL SCHEDULE (GS) GRADES by Disability

Business Area: FRC SE

Site: JACKSONVILLE

Total by Disability Status

Detail for Targeted Disabilities

G S and Davelopmental Deat or Setlous | Blind or Serious Sigrifieant Partlal or Epltepsy or Slgnificant Slgnificant
GSJ::I;& G, Gs'idu TotAL Mo Disabitty [0 Nnth[ine‘n]ﬂflnd Dlsnhotgz g;)z.a:. ;.I:;::[t:‘; Dlsabiity 071 Trall:\ﬂ::?u E;;aln H?:::::gm mmcu,gm Seoing Em":":;::g o, p:l‘:;:::ty'[ﬂ] . ;:;;:'[:o , ;::.-d :;I,z[':; D:z’z:ﬁf;“[:;] Dl:::rcmh;:g:] Dwarlism [52] Disﬂi'[:;;munl
4 22 14 4 4 1 o g 1 \] a Q 0 0 Q 0 [+ o
GS-04 %| 100.00% 53.64% 18.18% 18,18% 4.55% 0.00% 0.00% 100.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00%
# 19 11 4 4 2 o g 0 1] Q Q 0 1 o 1 0 ]
GS-05 %l 100.00% 57.88% 21.05% 21.05% 10.53% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 0.00% 50.00% 0.00% 50.00% 0.00% 0.00%
# 7 ] 0 1 4] 0 a Q 0 a 1] 0 0 o] Q o] o
