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Part B - Total Employment
Total Employment ';7;:';?2;': Temporary Workforce Total Workforce
APF 17,209 APF 695 AU
Number of Employees
NAF 8,049 NAF 2,538 NAF 10,587
Part C.1 - Head of Agency and Head of Agency Designee
Agency Leadership Name Title
Head of Agency Eric Smith, General, USMC Commandant of the Marine Corps

Head of Agency Designee

James F. Glynn, Lieutenant General

Deputy Commandant for Manpower and

Reserve Affairs
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g Program
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Program Name Title Series and (x:x"_’xﬂ_ Email Address
Staff (xxxx) Grade XXXX)
(xx-xx)
Special
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Program
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{Individuals
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:\cg;rg:gs‘daho I(_::;t::g?‘ ] and Reserve 0260 GS 13 87'2%?;') 432- Iata:sha.co eland@usm
Manager e, -
Headquarters
Anti-
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Program
Manager
Labor/Employee
P delroy.gooden@usme,
ADR Specialist i _ C
Manapg:_gram gﬁtggn Manpower and 0201 GS 13 (703) 432 mil
9 Reserve Affairs 9213
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Complaints
Manager-
Compliance VirLynda Manpower (703) 432- virlynda.cantoral@usmc
Manager Cantoral and Reserve e S 9450 .mil : '
Affairs -
Headquarters
AEP Manager
- i Latasha -Manpower
s?g%?:;)xgr Copeland and Reserve 0260 GS 13 (972%37) 432- I:e:_ia:sha.cqwgm
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Staff Grissom Rg:g'?ﬂ%’?s 0260 GS 13 88?5) e dan.grissom@usme. mil
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EEO
Program
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Title

Occupat-
jonal
Serles
{xxxx)

Pay

Plan

and
Grade
(0=}

Phone
Number
{Xxx=-2xX~
XXXX)

Email Address

Deputy Dir,
EEO

Other EEO
Staff

Vacant

Marine Corps
Installations
Pacific (MClI
PAC) Deputy
Dir, EEC

0260

GS 13

645-5422

Other EEQ
Staff

Lindsay
Smith

Marine Corps
Air Station
Cherry Point
Deputy Dir,
EEOQ

0260

GS 12

(252) 466-
2218

lindsay.smith@usmec.mil

Other EEQ
Staff

Deborah
Faulkner

Marine Corps
Logistics Base
Albany GA
Deputy Dir,
EEQ

0260

Gs 12

(229) 639-
7268

deborah.faulknerfiusm

c.mil

Other EEQ
Staff

Cynthia
Golson

Marine Corps
Air Station
Beaufort/Parri
s Island (Tri-
Command)
Deputy Dir,
EEO

0260

GS 12

(843) 228-
2647

cynthia.golson@usmc.

mil

Other EEO
Staff

Michael
Arkin

Marine Corps
Installation
East (MCI
East) Deputy
Dir, EEO

0260

GS13

(910) 452-
5272

michael.arkinf@usmc. mi

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

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

D I the agency does not have any subordinate components, please check the box.




Agency

. . Country FIPS Codes
Subordinate Component City State (Optional) (ﬁ:::) (xxxxx)
US MARINE CORPS Washington DC Nva27 00027
MCAS CHERRY POINT Cherry Point NG NV27 00146
MARINE CORPS RECRUIT .
DEPOT San Dlego CA NV27 00243
MARINE CORPS AIR FACILITY ]
QUANTICO Quantico VA Nv27 00260
= Parris Island SC NV27 00263
MARINE CORPS BASE .
MARINE CORPS BASE HAWAII Kaneche Bay HI NV27 00318
MARINE CORPS BASE CAMP )
CAMP MUJUK, REPUBLIC OF .
’ Republic of
KOREA Korea Korea NV27 15017
Il MARINE EXPEDITIONARY )
FORCE Jacksonville NC NvV27 20133
COMBAT ARMS TRAINING .
CTR CAMP FUJI Fuji JA NV27 20229
USMC RECRUITING )
COMMAND Washington DC NV27 39878
US MARINE CORPS FORCES,
CENTRAL CMD Tampa FL Nv27 48401
U.S. MARINE CORPS FORCES,
MCAS BEAUFORT SC Beaufort SC NV27 60169




Agency

: Country FIPS Codes

Subordinate Component City State (Optional) &:::) (xxx%X)
MARINE CORPS LOGISTICS
BASE Barstow CA NV27 62204
MARINE CORPS AIR STATION, )
NEW RIVER New River NC Nv27 62573
MARINE CORPS AIR STATION .
IWAKUNI lwakuni JP NV27 62613
MARINE CORPS AIR STATION
A Yuma AR NV27 62974
MARINE CORPS AIR STATION
FUTENMA Futenma JP Nva7 63026
MARINE CORPS BASE Jacksonville NC Nv27 67001
MARINE CORPS LOGISTICS
AT Albany GA Nv27 67004
MCLB ALBANY GA Albany GA NV27 67008
18T MARINE CORPS Garden City NY NV27 67011
4TH MARINE CORPS Louisville KY Nv27 67013
6TH MARINE CORPS Parris Island sc NV27 67015
8TH MARINE DIST Fort Worth ™ NV27 67016
9TH MARINE CORPS Great Lakes L Nv27 67017
12TH MARINE CORPS .
DISTRICT San Diego CA NvV27 67019
US MARINE FORCES SOUTH Miami = V27 67024




Agency

. Country FIPS Codes
Subordinate Component City State (Optional) &:::) {xxxxX)
MARINE FORCES PACIFIC Okinawa JP NV27 67025
MARCORPSBARRACKS Washington DC NV27 67029
MARINE CORPS COMBAT .
DEVELOPMENT CMD Quantico VA A2 67058
MAINTENANCE CENTER
A Albany GA NvV27 67100
MCLC ALBANY GA Albany GA NV27 67101
NWCF SMAG MWCF NV27 67103
HQTSBATTALION Arlington VA NV27 67353
MARINE CORPS AIR GROUND :
Twenty-nine
COMBAT CTR Palms CA Nv27 A
MARINE CORPS BASE CAMP .
BUTLER Okinawa JP Nv27 67400
MARINE CORPS BASE CAMP
e GUAM NV27 67401
It MARINE EXPEDITIONARY .
FORCE Okinawa JP Nv27 67438
MARINE CORPS AIR STN .
CAMP PEN San Diego CA NvV27 67604
BLOUNT ISLAND COMMAND Jacksonville FL NV27 67695
MARCORSYSCOM Quantico VA NV27 67854
TRAINING AND EDUCATION i
COMMAND Quantico Va. NV27 67856




Agency

" Country FIPS Codes

Subordinate Component City State (Optional) (2::':) (xxxxx)
MARFORRES NOLA New Orleans LA NV27 67861
MARINE CORPS AIR STATION .
MIRAMAR San Diego CA NV27 67865
QOFFICE OF THE .
COMMANDING GENERAL Twenty nine CA NV27 67884
CG, EASTERN RECRUITING .
REGION Parris island SC NV27 67889
WESTERN RECRUITING .
REGION MCRD San Diego CA NvV27 67890
MARCORPS NATIONAL .
CAPITAL REGION Washington DC NV27 67895
MARINE FORCES NORTHERN
COMMAND New Qrleans LA NV27 67902
US MARINE FORCES AFRICA Africa NV27 67903
USMC FORCES SPECIAL .
OPERATIONS CMD Jacksonville NC NV27 67906
U S MARINE FORCES
CYBERSPACE COMMAND Fort Meade MD NV27 67925
US Marine Forces Space
Command NV27 67926
RECRUIT TRAINING .
REGIMENT San Diego CA NV27 68001
RECRUIT TRAINING .
REGIMENT Parris Island sSC NV27 68002
C G I MEF San Diego CA NV27 68450
MCTSSA CAMPEN San Diego CA NV27 68909




Part D.2 - Mandatory and Optional Documents for this 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 Comments
documents? Yes or No
Organizational Chart Yes
Currently in route for
EEO Policy Statement No the Commandants
signature
Strategic Plan No
Anti-Harassment Policy and Procedures No
. Procedures established
Reasonable Accommodation Procedures No by the DON
Procedures
Personal Assistance Services Procedures No established by the
DON
Alternative Dispute Resolution Procedures No

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
Yes or No

Comments

Federal Equal Opportunity Recruitment Program (FEORP) Report

No




Did the agency submit the following optional documents? Ple‘?se e el Comments
es or No

Disabled Veterans Affirmative Action Program (DVAAP) Report No

Operational Plan for Increasing Employment of Individuals with No

Disabilities under Executive Order 13548

Diversity and Inclusion Plan under Executive Order 13583 No
Currently in

— . route for the

Diversity Policy Statement No T T v
signature

Human Capital Strategic Plan No

EEO Strategic Plan No

Results from most recent Federal Employee Viewpoint Survey or No

Annual Employee Survey

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 E.2 to E.5. Agencies with 200 or more employees in permanent FT/PT appointments have the option

to Part E.2 to E.5.

Part E.1 - Executive Summary: Mission

The Mission of the United States Marine Corps

Officially, the mission of the Marine Corps is set forth in the National Security Act of 1947 as amended (1952), which
is to:

4 Seize or defend advanced naval bases and to conduct such land operations as may be essential to the
prosecution of a naval campaign.

4 Provide detachments and organizations for service in armed vessels of the Navy or for protection of naval
property on naval stations and bases.

4 Develop, with the other Armed Forces, the tactics, techniques, and equipment employed by landing forces
in amphibious operations.

A Train and equip, as required, Marine forces for airborne operations.

4 Develop, with the other Armed Forces, doctrine, procedures, and equipment of interest to the Marine Corps
for airborne operations that are not provided for by the Army.




4 Expand from peacetime components to meet the needs of war in accordance (IAW) with mobilization plans;
and,
4 Perform such other duties as the President may direct.

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

Results of FY 2023 Self-Assessment

The annual self-assessment checklist measures compliance with over one hundred Equal Employment Opportunity (EEO)
responsibilities covering all aspects of the program. The Commands complete their own checklist and submit to Manpower and
Reserve Affairs (M & RA) to be compiled and then the complete document is sent to the Department of Navy (DON). Below, you
will find the combined strengths and challenges of the Commands. The most notable highlight of the Self-Assessment was the
increase in staffing at the Administration and Resources EEQO office. The increase in staff will provide them with the resources
and ability to develop and implement a successful EEQ program.

Demonstrated Commitment from agency leadership: (Element A)

- Require agency head to communicate commitment of Equal Employment Opportunity and a discrimination free
workplace.

¢  Strengths

o The Commands that do have an EEQ policy ensure that the policy addresses all protected bases.
The Commands continue to disseminate policies and procedures to employees.

o  The Commands ensure that they post policies and procedures in the workplace and on the public intemet
website address.

s+ Challenges

o  Some Commands do not have a signed and dated EEQ policy statement that clearly communicates the
Command's commitment to EEO for the employees and applicants.

o Some Commands do not provide recognition to the workforce that demonstrate superior accomplishment
in EEO.

Integration of EEQ into the Strategic Mission: (Element B)

- Ensure federal agencies achieve their goal of being a model workplace and that the workforce view EEO as part of the
agency mission.

o  Strengths

o The Commands have clear organizational reporting charts.

o The EEO Director and Deputies have an effective means of advising the agency head and other senior
leaders.

o The EEO Director and Deputies participate in senior level meetings to promote EEQ.

o The EEO Director and Deputies continue to monitor and oversee the EEQ program.

o The EEO Director and Deputies provide effective guidance to the Major Subordinate Commands.

e Challenges

o The Commands do not have sufficient funding and qualified staffing to successfully implement a Model
EEO program with all the components such as Special Emphasis, Barrier Analysis, Reasonable
Accommodations etc.

o The Commands have experienced a high-turnover rate of vacant billets for multiple months at a time.

o The managers and supervisors have naot all received the mandatory training for their roles and
responsibilities within the EEO program.

o  The Commands have not been able to encourage senior leaders to participate in the EEO program to
perform different duties in the components of the program such as Special Emphasis, Barier Analysis,
Reasonable Accommodations etc.

o The sources of information are not readily available for the Commands to review to successfully
implement a Model EEO program.

Management and Program Accountability: (Element C)




- Require agency head to hold management and EEOQ responsible for effective implementation of the EEO program and
plan.

e Strengths

o When Major Subordinate Commands have a site visit, they make reasonable efforts to comply.

o Managers and Supervisors have an EEO element on their performance plan for commitment to EEQ
principles.

o Commands meet and collaborate with Human Resources for plans regarding individuals with disabilities.

o EEO professionals are readily available, and they provide regular EEO updates to management and
supervisory officials.

« Challenges

o  The Commands continue to struggle to meet compliance timelines for the processing of reasonable
accommodation requests and EEO discrimination complaints.

o The Commands must establish schedules to review programs, policies, procedures, and practices for
systemic barriers.

o The Commands must ensure effective coordination with the Human Resource program for outreach and
recruiting and the removal of barriers in the workplace.

Proactive Prevention of Unlawful Discrimination: (Element D)

- The agency must conduct a self-assessment to identify barriers that may exclude groups and develop plans to thus
eliminate the identified barriers.

e Strength

o The Commands review their plans quarterly and submit them to Manpower & Reserve Affairs -
Headquarters.

o The Commands ensure individuals with disabilities are aware of job vacancies.

o The Commands ensure that they champion the individual with disabilities goals set by EEQC to meet the
compliance goals.

¢« Challenges

o The Commands must have a process to identify triggers and use alf the designated sources for trigger
identification.

o The Commands must have a process for analyzing triggers and finding barriers; and examining policies,
practices and procedures by race, national origin, sex, and disability, and use sources for information to
find barriers.

o Due to high turnover of staff, the Commands were not able to identify barriers and/or meet target dates for
planned aclivities.

o The Commands will ensure that the affirmative action plan is posted on the interal website.

Efficiency: (Element E
- Require agency to ensure effective systems for an efficient and fair dispute resolution process.
e Strengths

o The Commands continue to provide the nofification of rights and responsibilities timely according to the
compliance guideline for complaints processing.

o There is a clear separation of legal and EEQ.

o  The Commands ensure that employees and managers are aware of their role in participating in the
complaints process.

e Challenges

o The Commands will continue to strive to ensure that they are complying with the complaint process by
maintaining an efficient, fair, and impartial resolution process.

o  Due to high turnover the Commands were not able to timely process complaints which can affect the
agency.




Responsiveness and Legal Compliance: (Element F)

- Require agency to have process in place to ensure timelines and full compliance with EEQC orders, regulations,
management directives, law etc.

e  Strength

o The Commands ensure that the case files required by other agencies are received within the timeframe
designated.

s Challenges
None reported at this time.

Part E.3 - Executive Summary: Workforce Analyses

The purpose of this document is to prepare the annual United States Marine Corps (USMC) responsibilities under Equal
Employment Opportunity Commission (EEOC) Management Directive 715 (MD-715). MD-715 codifies detailed, ongoing
federal agency responsibilities to proactively prevent EEO discrimination and to affirmatively hire, place and advance
individuals with disabilities.

The United States Marine Corps EEQO program responsibilities, including MD-715 requirements, are executed primarily by
seven subordinate major Commands that provide EEO service to a total of 28,491 assigned civilian personnel. The United
States Marine Corps has analyzed the Appropriated Fund {APF) and the Non-Appropriated Fund (NAF) workforce data
separately. The funding for these two entities comes from different allocations. APF positions are paid from funding approved
and received from Congress; while NAF positions are paid from revenue generated by “fee for service”. They are both
govemned by different policies, practices, and procedures.

The greatest challenge of the United States Marine Corps is that we continue to struggle with a high turnover in the Equal
Employment Opportunity division, so the analysis will only reference Commands that have had a Deputy Director Equal
Employment Opportunity Manager in the billet for at least one year. This report will include analysis from Manpower and
Reserve Affairs — Headquarters, MCI West, Cherry Point and Administration and Resources. Due to high tumnover in the
division, it has been a challenge to have a Model EEO program and work all the components of the program. Some billets
have been vacant a year or more which has resulted in the Manpower and Reserve Affairs - Headquarters staff picking up the
heavy lifting to maintain the program. Some components of the program have been dormant while other programs such as
Complaints processing, and Reasonable Accommodation processing often does not meet the compliance set forth by Equal
Employment Opportunity Commission {(EEQC) standards.

The Administration and Resources Command has recruited personnel for a unique opportunity to fully remote work as an
Equal Employment Specialist during this fiscal year. This has brought a new creative perspective and introduce lessons to be
learned. With this process we hope to have best practices that can be shared within the EEQ community, in hope that similar
opportunities may be extended in other Commands.

The APF and NAF entities have different Pay Grades, Occupational Categories, and Mission Critical positions. A national
Department of Navy (DON) Occupational Civilian Labor Force (OCLF) benchmark has not been established for the NAF
occupations, so the Permanent Workforce data was used as a benchmark. The results of the data will show that it is
necessary to improve barrier analysis efforts across the United States Marine Corps. As expected, the analysis below display
agency - wide demographic triggers that has occurred for many years. The Commands were unable to complete their barrier
analysis or succeed at implementing the plans for the fiscal year (FY). Rarely, were planned activities accomplished, and in
many cases the identical plans have simply been copied from year to year without any change or progress made.

Appropriated Fund Workforce Analysis (APF)

The Appropriated Fund workforce consist of 17,904 employees. There were several identifiable triggers that were compared
to the National Civilian Labor Force Statistics (NCLF) and other relevant statistical benchmarks.

*The HR Link database that the Marine Corps utilizes has been identified te contain some data errors.

In review of the data from FY17 to FY23, there is a major trend for some of the major ethnic groups in the USMC civilian
waorkforce. Four groups — Hispanic, White, Black, and Asian females are represented in the USMC workforce at lower
participation rates compared to the (NCLF). For more than five years, Hispanic, White, Black, and Asian females have
participated at a lower rate than the NCLF. The males for each ethnic group in the USMC civilian workforce have participated
at higher participation rates compared to the NCLF during this period. The data also indicates that 2 or more Races for
females have been below the (NCLF) benchmark during this same period.

APF Analysis of Total Workforce Gender/Ethnic Group vs NCLF




2014-
2010 2018
APF Total Workforce NCLF NCLF FY17 FY18 FY19 FY20 FY21 FY22 FY23
6.55% | 6.99% 7.24%
Hispanic male 517% 6.82% 7.31% 7.24% 7.38% | 7.48%
212% | 2.26% 2.51%
female 4.79% 6.17% 241% 2.60% 267% | 2.84% |
50.39% | 49.87% 48.09% 46.19
White male 38.33% | 35.65% 49.00% 47.25% | 46.92% %
14.31% | 14.25% 13.92% 13.59
female 34.03% 31.82% 14.00% | 13.84% 13.61% Yo
12.51% | 12.38% 12.00% 11.84
Black male 5.49% 5.70% 12.17% 11.84% | 11.82% %
6.43% 6.34%
female 6.53% 6.61% 6.35% 6.25% 6.18% | 5.89%
3.03% | 3.06% 3.20%
Astan male 1.97% 2.19% 3.14% 3.40% 3.44% | 3.61%
1.61% | 1.60% 1.71%
female 1.93% 2.18% 1.60% 1.82% 1.78% | 1.78%
0.88% | 0.88% 0.98%
NHOPI male 0.7% 0.08% 0.90% 1.04% 1.08% | 1.10%
0.18% | 0.19% 0.33%
female 0.7% 0.08% 0.26% 0.43% 0.41% | 0.37%
0.90% | 0.99% 1.44%
AlAN male 0.6% 0.31% 1.41% 1.51% 1.46% | 1.51%
027% | 0.37% 0.58%
female 0.5% 0.31% 0.47% 0.59% 0.57% | 0.60%
0.46% | 0.53% | 0.90%
2 or More Races | male 0.3% 1.05% | 0.53% ! 1.27% 1.53% | 1.67%
0.19% | 0.21% | | 036% |
female 0.3% 1.05% 0.25% | 0.44% 0.48% | 0.69% |

APF Analysis Accessions and Separation

The male population is leaving the organization faster than joining the agency. As we look deeper, we see the Hispanic and
Black males and females are leaving faster than they are being hired. Also, the White male group is leaving faster than being
hired with 36.33% accession and 43.48% separation.

APF Total

Workforce Accessions Separations

Male 64.74% 67.78%
Female 35.26% 32.16%

APF Total Workforce Accessions Separations
Hispanic male 6.58% 6.59%
female 3.72% 3.93%
White male 36.33% 43.48%
female 16.99% 16.18%
Black male 9.95% 9.99%
female 6.28% 7.19%
Asian male 4.29% 3.46%
femate 2.96% 2.40%
NHOPI male 1.17% 0.93%
female 0.66% 0.47%
AlAN male 1.68% 1.20%
female 1.38% 1.00%
2 or More
Races male 3.83% 1.60%
female 2.65% 0.80%




APF Analysis of GS Pay Grades by Ethnic & Gender Groups

The data chart below provides a snapshot of USMC’s APF Permanent Workforce by Grade. The data indicates that Hispanic
males compared to the Permanent Workforce 7.62% has a low participation rate for each respective grade. Hispanic females
and the Black males are noticeably lower than the Permanent Workforce at most grades between GS11-15, White males
have a low participation rate in grade GS1-12, compared the Permanent Workforce 46.44%. There is a low participation rate

for Black males and females, and Asian males and females at GS14-15 grade levels.

APF
Permanent
Workforce GS1- G310 GS11 Gs12 GS13 Gs14 G815 SES
Hispanic male 7.62% 7.61% 6.98% 6.89% 5.04% 5.09% 345% | 0%
female 2.78% 4.84% 2.76% 3.49% 2.48% 1.32% 1.15% 0%
White male 46.44% 35.23% 40.15% 46.27% 48.97% 62.32% 59.77% 45.45%
female 13.57% 18.84% 18.16% 12.28% 15.86% 13.34% 18.14% 0% |
Black mate 11.7% 11.76% 11.65% 12.41% 10.43% 7.74% | 6.77% 0%
female 5.99% 8.11% 7.51% 6.27% 6.73% 3.26% 4.47% 0%
Asian male 3.65% 2.96% 3.11% 4.77% 3.76% 2.34% 1.79% 18.18%
fernale 1.68% 2.82% 2% | 1.45% 2.1% 0.51% 1.4% 9.09%
NHOPI male 1.1% 0.83% 0.98% 0.58% 0.44% 0.61% 0.64% | 0%
female 0.36% 1.44% 0.49% 0.21% 0.2% 0% 0% 0%
AJAN male 1.49% 1.1% 0.98% 1.58% 0.85% 0.61% 0.38% 18.18%
female 0.59% 0.81% 0.76% 0.46% 0.61% 0.1% 0.26% 9.08%
2 or More
Races male 1.59% 1.55% 1.82% 1.66% 1.22% 1.63% 0.77% | 0%
female 0.6% 1.01% 0.67% 0.71% 0.61% 0% 0.13% | 0%

Senior Executives Service

In FY23, at the Senior Executive Service level, White males accounted for 45.45% of the Permanent Workforce. The
participation rate of Asian and American Indian or Alaskan Native males was 18.18% of those represented, the Asian and
American Indian or Alaskan Native participation rate for females was 9.09% of those represented. There was no representation
at the SES level for Blacks, Hispanics, Native Hawaiian or Other Pacific Islanders, Two or More Races for both males and
females. The data in the above chart reflects there is no representation for White females in the Permanent Workforce. It was
determined that there are eight White females in the Senior Executive Service category in the Permanent Workforce per data
reflected in Human Resource reports.

Footnole - The SES numbers represented above in reference to the White females were provided by HR; however, they conflict with
the data putled from the HR Link data tables used by EEO for the MD-715 report.

APF Analysis of Occupations, Mission Critical Occupational Categories and Management Categories

The data for Occupationa! Categories compared to permanent employees show a Low Participation Rate (LPR) in the
Occupational Categories. The Hispanic and White males and females display a LPR in the Laborers and Helpers group. The
Asian males and females display a LPR in the Craft Workers and Operatives. The Hispanic, White and Black females
experience LPR for Craft Workers, Technical, Labors and Helpers and Operatives. The Technical Category has a LPR for
Black and Asian males and females. The male population for the ethnic groups has a (LPR) for Administrative Support and
Hispanic, White, and Black have a (LPR) for the Professional category.

An analysis was conducted on the FY23 United States Marine Corps (USMC) Occupational Civilian Labor Force (OCLF) by
gender and ethnic group. The Mission Critical jobs were compared to the OCLF. In the IT field there is a {(LPR) for White and
Asian males and females. In the Contracting field there is a LPR for Hispanic and White males and females, and Asian males.
In the Logistics Management field there is a LPR for Hispanic and Asian males and females, as well as White females. There
is a LPR in the Financial Administrative and Pragram for White females and Asian males.

The FY23 data was compared to the Permanent Workforce. The data indicated that a large number of Executives, Managers,
Supervisors and Other Officials Managers in certain Categories had a Low Participation Rate compared to the Permanent
Workforce. In this category, White males exceeded the Permanent Workforce participation rate in three of the four categories.
Hispanic males and females, Black males and females, Asian males and females all had a Lower Participation Rate for
Managers and Executives when compared to the Permanent Workforce. Black and Asian females have a low participation




rate in every occupational category. Asian males experienced a low participation rate in three of the four occupational

categories.
APF '
Permanent Other
Workforce Executives Managers Supervisors Officials/Managers
Hispanic male 7.62% 3.74% | 5.35% 8.93% 8.29%
L female 2.78% 1.02% | 2% 3.3% 0% !
White male 46.44% 59.25% 58.44% 45.27% 59.91% |
| female 13.57% 17.66% 12.15% 13.96% 1,38% |
| Black male 11.7% |  6.45% 9.42% 13.36% 17.97%
female 5.99% | 4.75% 4.31% | 4.6% 0.92%
| Asian male 3.65% 2.04% 2.61% 3.21% 4.15%
B female 1.68% 1.36% 1.03% 1.13% | 0%
| NHOPI male 1.1% 0.85% 0.49% | 0.87% i 1.38%
l female 0.36% 0% 0.06% 0.35% | 0% |
AAN | male 1.49% 0.68% 0.91% 0.95% 1.38%
| | female 0.59% 0.34% 0.43% 1.04% 0.46%
2 or More Races male 1.59% 0.68% 1.28% | 1.56% 1.84% |
- female 0.6% 0.17% | 0.3% | 0.26% 0%

APF Analysis of Awards and Recognition

Time Off Awards -Time Off Awards both males and females were able to meet the average award amount.

Cash Awards - Females received below average for $500 and under, $501 - $999, $2,000 - 2,999, $4,000 - $4,999 and
$5,000 - $5,999 Cash Award categories. Males received below average for $1,000 - $1,999 and $3,000 - $3,999 in the Cash
Award categories.

Non Appropriated Fund Workforce Analysis (NAF)

The NAF workforce consist of 10,587. There were several identifiable triggers that were compared to the (NCLF) and other
relevant statistical benchmarks.

NAF Analysis of Total Workforce Gender/Ethnic Group vs NCLF

In review of the data from FY15 to FY23, there is a major trend that shows that the Hispanic males, White and 2 or more
Races males and females have been below the (NCLF} benchmark for the last nine years.

2014-
2018
NAF Total Workforce NCLF FY15 FY16 FY17 FY18 FY19 FY20 FY21 FY22 FY23
4.98%
Hispanic male 6.82% | 4.35% 4.33% 4.60% 4.43% 4.69% 5.11% 5.38% 5.24%
12.16% R .
female 6.17% | 9.62% 9.67% 10.08% | 10.77% | 11.54% Ui L) 14.38%
35.65 15.46%: ’ . |
White male % | 16.38% | 16.10% [ 15.81% | 16.04% | 15.46% It ) bt | 14.70% |
31.82 30.85% 5
female % | 31.45% | 31.49% | 31.13% | 30.99% | 31.81% SRR | AL 29.62% |
5.78% o .
Black male 570% | 6.51% 6.44% 6.35% 6.29% 6.12% . - 5.63%
et 11.44% 11.96%
female 6.61% | 13.11% | 13.60% | 13.68% | 13.48% | 12.92% i TR 11.60%
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Astan male 2.19% | 3.88% 3.92% 3.97% 3.90% 3.93% 3'80:0 3.92% 4.1% 4.27%
female 2.18% | 8.69% 8.66% 8.87% 8.65% 8.45% 9'16:" 9.49% 9.23% 9.04%

NHOP! male 0.08% | 1.53% 1.51% 1.35% 1.36% 1.28% 1.33.’& 1.42% 1.41% 1.40%
female 0.08% | 237% 2.34% 2.20% 231% 2.34% 2‘34:0 2.30% 2.27% 2.21%

AlAN male 0.31% | 0.37% 0.36% 0.41% 0.37% 0.28% 0-360/0 0-39% 0-41% 0.39%
female 0.31% | 0.55% 0.58% 0.54% 0.65% 0.67% 0-71:0 0.73% 0-83% 0.86%

ZR::;::ore male 1.05% | 0.41% 0.34% 0.34% 0.29% 0.23% 0-25°A’ ik A 0.17%
female 1.05% | 0.81% 0.67% 0.66% 0.47% 0.46% = i sk 0.31%

NAF Accessions and Separations

In review of the data for FY23 accessions and separations we see that the Hispanic and White males and Black males and
females left the agency faster than they were hired.

The male population is leaving the organization faster than they are being hired.

NAF Total Workforce Accession Separation
Male 26.18% 28.38%
Female 73.82% 71.62%

NAF Analysis Occupational Categories

NAF Total Workforce Accession | Separated
Hispanic maie 5.40% 5.93%
female 20.64% 16.98%
White male 12.31% 13.60%
female 32.18% 32.11%
Black male 3.87% 4.86% |
female 10.19% 11%
Asian male 3.13% 2.58%
female 7.38% 7.64%
NHOPI male 0.86% 0.89%
female 1.66% 1.93%
AlAN maie 0.34% 0.40%
female 1.55% 1.53%
2 or More
Races male 0.11% 0.11%
female 0.06% 0.21%

In review of the Occupational Categories, we see a significant underrepresentation of Professionals for all ethnic groups
except White and Black females. In the categories of Professionals, Technician and Sales Workers when compared to the
NAF Permanent Workforce; Hispanic, White, and Asian males have a (LPR). The Hispanic females have a LPR in seven of
the nine occupational categories when compared to the NAF Permanent Workforce. Black females are underrepresented in
six of the nine categories. We also see a LPR of females across several ethnic groups in the categories of Craft Worker,
Operatives and Laborer and Helper. All male groups experienced LPR in the Admin Support Worker group. The Hispanic and
Black female groups experienced LPR for the Total Management category.




NAF Analysis of Pay Band Pay Grades by Ethnic & Gender Groups

The NAF Pay Band groups were analyzed and compared to the NAF Permanent Workforce using pay bands NF1 — NF5. The

NAF
Permanent Laborer Admin
Workforce Sales Craft and Total Service | Support
Professionals | Technician | Workers | Worker | Operatives | Helper Management | Worker | Workers
Hispanic male 5.23% 3.33% 4.79% * 2.98% | 24.85% 9.33% | 16.74% 5.54% 6% 2.04%
female 12.44% 11.53% 11.38% | 1.77% 0.30% 10.67% 1.36% 7.39% | 14.49% 20.53%
White male 15.24% 12.96% 8.78% 12.40% | 39.64% 17% | 30.77% 25.13% | 15.22% 5.07%
female 29.38% 41.29% 38.32% 26.06% 237% 9.67% 4.07% 30.55% | 17.60% 32.76%
Black male 6.12% 512% 4.59% 8.12% | 12.72% 12.67% | 13.57% 6.13% 9.21% 2.98%
female 12.18% 12.86% 958% | 15.23% 0% 10.67% | _407% 9.05% | 10.35% [ 17-61%
Asian male 4.29% 2.61% 5.5%% 4.40% | 10.36% 867% | 11.31% 4.71% 7.14% 1.20%
female 9.59% 6.81% 11.58% 15.38% 2.37% 14.67% 2.26% 6.49% | 12.94% 12.12%
NHOPI male 1.37% 0.46% 0.40% 1.57% 4.73% 3.67% | 10.86% 1.01% 1.86% 0.26%
femnale 2.36% 1.64% 2.79% 2.67% 0% 1.33% 1.81% 1.73% 3.11% 3.66%
AIAN male 0.43% 0.10% 0% 0.47% 1.18% 0.33% 2.71% 0.77% 0.52% 0.21%
female 0.68% 0.67% 0.60% 0.47% 0.30% 0.67% 0% 0.83% 0.72% 0.84%
More
Races male 0.20% 0.15% 0.20% 0% 0.89% 0.33% 0% 0.24% 0.52% 0%
female 0.37% 0.36% 0.20% 0.47% 0% 0.33% 0.45% 0.30% 0.31% 0.57%

NF6 pay band was not reviewed, because there are only two employees in that category. In reviewing the data, the majority

of all the ethnic groups are underrepresented at the NF4 and NF5 pay band levels except for White males and females. Asian
males, Hispanic males and females, have a LPR in four of the five pay bands. White males and females, and Hispanic males

have a LPR compared to the Permanent Workforce in pay bands NF1 and NF2. Hispanic females have a LPR in pay band
NF1, Black males and females have a LPR in three of the five pay bands.

NAF
Permanent
Workforce
NF1 NF2 NF3 NF4 NF5 |
Hispanic male 5.23% 3.93% 4.01% 5.60% 3.73% 4.20%
female 12.44% 12.01% 15.17% 11.13% 9.43% 2.10%
White male 15.24% 12.70% 11.60% 16.10% 17.94% 36.94%
female 20.38% 23.79% 28.51% 31.72% 39.47% 36.94%
Black male 6.12% 6.24% 5.49% 6.84% 5.04% 5.71% |
female 12.18% 16.17% 12.55% 9.12% 11.26% 5.71% |
Asian male 4.29% 3.70% 3.14% 5.25% 3.13% 2.40% i
female 9.59% 14.78% 13.78% 9.61% 6.40% 2_%
NHOPI male 1.37% 2.08% 0.61% 0.97% 0.66% 0%
female 2.36% 2.54% 3.49% 2.00% 1.51% 0.60%
AlAN male 0.43% 1.15% 0.17% 0.41% 0.30% 0.90%
female 0.68% 0.69% 0.78% _0.62% 0.35% 1.50%
2 or More Races male 0.20% 0% 0.35% 0.07% 0.25% 0%
female 0.37% 0.23% 0.17% 0.35% 0.35% 0.60%

NAF Analysis of Mission Critical Categories Ethnic group and Gender




The Mission Critical categories were compared to the benchmark for the NAF Permanent Workforce. The population data
used in the analysis included at ieast one hundred or more employees in each group.

In reviewing this data, Hispanic males have a (LPR) when compared to the Permanent Workforce for all nine occupations
reviewed. White and Asian males experienced a similar pattern of low participation rates in seven of nine categories. The data
also indicated that White females and Black males have a LPR in six of nine groups. The Hispanic males and females have a
LPR for Sales Assac, Deployment Readiness and Recreation Specialist Supervisor. Mission Critical categories showed there
was an underrepresentation of all ethnic groups and gender in the Deployment Readiness category except for White females.
White females 53.73% is significantly above the benchmark for the Permanent Workforce 29.38%.

NAF Sales Rec
Permanent | Sales Rec Admin | Ops Assoc | Spec Admin { Clinical Deployment
Workforce | Assoc | Asst Asst Assoc | Senior | Supv Spec Counselor | Readiness
NF1 NF2 NF2 NF2 NF2 NF3 NF3 NF4 NF4
Hispanic | male 5.23% 1.97% 3.63% 0.96% 3.94% 0% 5% 0.55% 2.56%: 3.73%
female 12.44% | 11.51% | 16.58% | 19.23% | 16.13% | 16.83% | 9.38% | 19.13% 16.24% 10.45%
White male 15.24% 9.87% | 15.03% 2.88% | 10.75% | 17.82% | 22.50% 6.01% 8.55% 14.93%
female 29.38% | 24.67% | 25.39% | 28.85% | 26.16% | 23.76% | 28.75% | 40.98% 48.72% 53.73%
Black male 6.12% 5.59% 7.77% 0.86% 5.02% 8.91% | 10.63% 3.83% 0.85% 3.73%
female 12.18% | 20.39% | 10.88% | 17.31% | 10.75% | 12.87% | 5.63% | 12.02% 14.53% 4.48%
Asian male 429% | 263% | 4.66% 0% | 1.08% | 3.96% | 8.13% | 1.09% 0.85% 0%
female 9.59% | 18.09% | 8.81% | 23.08% | 17.92% | 13.86% | 4.38% | 11.48% 6.84% 5.97%
NHOPI male 1.37% | 1.64% | 1.55% 0% | 0.72% 0% | 2.50% | 0.55% 0% 0%
female 2.36% | 230% | 363% | 481% | 573% | 099% | 063% | 2.19% 0.85% 2.24%
AlAN male 0.43% { 0.66% 0% 0% | 0.72% 0% | 1.25% 0% 0% 0%
female 0.68% | 0.33% | 052% [ 1.92% 0% | 099% | 1.25% | 0.55% 0% 0%
2or
More
Races male 0.20% 0% | 1.55% 0% 0% 0% 0% 0% 0% 0%
female 0.37% 0% 0% 0% | 0.72% 0% 0% | 1.09% 0% 0%

NAF Analysis of Awards and Recognition

The award distribution was reviewed for the male and female groups. The average amount of award received was reviewed
per group.

Time Off Award categories the male group received below average in the categories except the 41 or more hours category.
The female group received above average in all the Time Off Award categories except for 41 or more hours.

The Cash Award Categories
Special Pregram Plan for the Recruitment, Hiring, Advancement, and Retention of Individuals with Disabilities

The Equal Employment Opportunity Commission (EEOC) requires all agencies to describe plans for the improvement of
recruitment, hiring, advancement, and retention of Individuals with Disabilities (IWD) and Individuals with Targeted Disabilities
(IWTD). The EEQC established goals for participation for each of these groups, 12% for IWD and 2% for INTD.

The Major Subordinate Commands use different resources to attract Individuals with Disabilities. One source that the
Department of Navy utilizes that the Non-Appropriated Fund (NAF) entity is unable to use is Schedule A (u) autharity due to
the program requirements. The other source that the Non-Appropriated Fund entity is unable to use is the Workforce
Recruitment program (WRP). The NAF entity has been creative to use WRP in a different manner than the Appropriated Fund
entity. The NAF entity established a MARDAMIN on 22 May 23 for Hiring Authority to include Individuals with Disabilities.




Appropriated Fund Workforce Analysis (APF)

The Individuals with Disabilities (IWD) and the tndividuals with Targeted Disabilities (IWTD) data was reviewed and compared
to the established goals of EEQC. As an entity, the total employee population was able to exceed both goals with IWD at
14.26% and IWTD at 3.37%. The entity met the accession goal by hiring a population that exceeded the IWTD goal at 2.50%
however did not meet the IWD goal at 8.67%. We reviewed fifteen Major Subordinate Commans that have a population over
one hundred; we see that MCRD- Parris Istand, Camp Pendleton, and Yuma were unable to meet the goal for IWD and
Iwakuni was unable to meet the IWTD goal. Miramar and Hawaii were unable meet either the IWD or IWTD goals. When
reviewing the grades of the workforce, we clustered the grades GS1 — GS10 and GS11 — SES per the guidance of EEOC; we
see that both clusters exceeded the compliance goals of IWD. The cluster of GS1 - GS10 IWD of 13.2% and IWTD of 4.7%
and the cluster of GS11 — SES IWD 15.56% and IWTD of 4.55%.

APF Major Occupations Analysis

» Information Technology 2210
Exceeded the compliance goals IWD 16.41% and IWTD of 3.78%.

» Financial Administration and Program 0501
Exceeded the compliance goal IWD 15.99% but fell short in IWTD 1.55%.

> Contracting 1102
Fell short in the compliance goal of IWD 11.27% and exceeded the IWTD 2.31%,

» Logistics Management 0346
Exceeded the compliance goals IWD 22.28% and IWTD of 6.88%.
APF Analysis of Awards and Recognition for Individuals with Disabilities
In review of the awards that were disbursed, we compared the Individuals with Disabilities and the Individuals with Targeted
Disabilities with the average amount of award given. Upon review of the Time off Award Category the IWD and IWTD received
the average amount of the award in all award types except Time Off Award 1 — 10 hours for IWD's. In review of the cash
awards, the Individuals with disabilities and the Individuals with Targeted Disabilities were compared to the average amount
given. We see that the IWD's were below average in the award types of Cash Award $500 and under, $501 - $999, $2000 -
$2,999 and $5,000 or more. We also see that the IWTD's were below average in the award types of Case Award $3,000 -
$3,999 and $4,000 - $4,999,
Non Appropriated Fund Workforce Analysis (NAF)
The Individuals with Disabilities (IWD) and the Individuals with Targeted Disabilities (IWTD) data was reviewed and compared
to the established goals of EEOC. As an entity the total employee population was able to exceed both goals with IWD at
13.33% and IWTD at 2.26%. The entity met the accession goal by hiring a population that exceeded both the IWD goal and at
13.46% and the IWTD goal at 2.10%. When reviewing the grades of the workforce, we clustered the grades NF1 — NF3 and
NF4 and NF5 per the guidance of EEOC; we see that both clusters exceeded the compliance goals of IWD and IWTD. The

cluster of NF1 — NF3 IWD of 15.89% and IWTD of 2.83% and the cluster of NF4 and NF5 IWD 14.87% and IWTD of 2.03%.
We did not include the NF& pay grade as there are only two employees with that pay grade.

NAF Mission Critical Positions Analysis
» Sales Associate NF1
Exceeded the compliance goals IWD 21.05% and IWTD of 4.28%,
» Recreation Assistant NF2
Exceeded the compliance goals IWD 14.51% and IWTD of 3.11%.
» Administrative Assistant NF2
Fell short in the compliance goal of IWD 10.58% and exceeded the IWTD 2.88%.
» Operations Associate NF2
Exceeded the compliance goal of IWD 13.98% and fell short of the IWTD 1.79%

¥ Senior Sales Associate NF2




Fell short in the compliance goal of IWD 7.92% and exceeded the IWTD 3.96%.

> Recreation Specialist Supervisor NF3

Fell short in the compliance goal of IWD 8.75% and exceeded the IWTD 3.13%.

» Administrative Specialist NF3

Exceeded the compliance goals IWD 20.77% and IWTD of 2.73%.

» Clinical Counselor NF4

Fell short in compliance goals IWD 10.26% and IWTD of .85%.

» Deployment Readiness NF4

Exceeded the compliance goal of IWD 18.66% and fell short of the IWTD .75%.

NAF Analysis of Awards and Recognition for Individuals with Disabitities

In review of the awards that were disbursed, we compared the Individuals with Disabilities and the Individuals with Targeted
Disabilities with the average amount of award given. Upon review of the Time off Award Category the IWD and IWTD received
the average amount of the award in all award types except Time Off Award 11 — 20 hours for IWD’s. We also see that IWTD
received below average in the award types of Time off Award 21 — 30 hours and 41 or more hours. In review of the Cash
Awards, the Individuals with disabilities and the Individuats with Targeted Disabilities were compared to the average amount
given. We see that the IWD's were below average in the award types of Cash Award $500 and under and $501 - $999. We
also see that the IWTD's were below average in the award types of Cash Award $501 - $999, $4,000 - $4,999 and $5,000 or

more.

Part E.4 - Executive Summary: Accomplishments

The plans for this fiscal year were the same for both the Appropriated Fund Workforce Analysis {APF) and the Non-
Appropriated Fund (NAF) thus the accomplishments listed below are for both entities respectively.

MCi-West

Continued to meet with leadership to discuss lack of resources.

Recommendations from the Command Inspection Program Team were adopted.

Recruitment of vacancies continued; some vacancies were filled.

Continued Barrier Analysis training class.

Discussion of additional workforce to maintain the EEO program components.

Partnered with stakeholders for the Special Emphasis Program, by recruiting volunteers and publicizing program.
Continuous development of staff and training while reviewing local area policies.

Conducted training for supervisors and managers across the region to include Hostile Workplace Environment,
Reasonable Accommodation and Equal Employment Opportunity.

Continuous updating of the database systems to maintain compliance.

Continuous partnership with Human Resources for review of programs for equitable treatment, such as Merit
Systems and Awards.

Cherry Point

Review of workforce tables, exit surveys and bi-weekly civilian gainfloss report.

Continue to review A and B Tables for current labor participation.

Personal Assistance Service information was updated to public website.

Participated in a virtual lunch and learn series hosted by the North Carolina Department of Health and Human
Services Division of Vocational Rehabilitation (Hamess the Power of Inclusion- Reasonable Accommodation).
Weekly Happenings and All Hands message sent for monthly special observances.

Outreach programs for recruitment with various outside organizations.




» Participated in virtual lunch and leam series hosted by Department of Navy Equal Employment Opportunity

(Barrier Analysis).

» Training received by the staff for Disability Program Manager Course at Defense Opportunity Management

Institute,

+ Identified and notified supervisors and managers to complete the Equal Employment Opportunity mandatory

training.

Administration and Resources

+ Re-establish monthly Barrier Analysis Team, as volunteers have left the agency and the component was
dormant.

« MARCORSYSCOM completed the Defense Organizational Climate Survey (DEQCS).

+  Senior leadership discussion regarding budget for Special Emphasis (SEPM) and Barrier Analysis components of
the program.

e  Continuous development of staff with meetings regarding complaints and reasonable accommodation.

»  Continuous support of all servicing areas with Equal Employment Opportunity information.

» Establish points of contacts for small and medium servicing areas for Equal Employment and preparation of the
MD-7185.
Continuous updates of the database systems to maintain compliance.
Established partnership point of contact with Human Resource to discuss policies, practices procedures to
improve communication.

»  Equal Employment Opportunity questions added to the exit survey, currently; awaiting on the exit survey created
by Department of Navy wide.
Continue to address the support needed from senior leaders in special observances.

*  Met with Training Manager on employee tracking for training compliance and established points of contacts to
successfully track efforts and compliance.

¢ Created remote Equal Employment Opportunity Specialists billets to compete with other organizations and
Commands as a premier choice career option.

Manpower and Reserve Affairs (M & RA} — Headguarters

s Outreach events during the third quarter to include affinity groups for Native Americans, Black Mothers, Women's
Workplace Rights and Fostering an LGBTQ+ Friendiy environment.

e Attended DOD Recruiters Symposium.

¢ Qutreach events during the fourth quarter to include affinity groups for Arizona Jewish Lawyers Association,
California Civil Rights Department and a symposium led by Gallaudet University “College Resources for
Employment”.
On-Site assessments were completed for MCl-West and MCI-PAC.
Conducted one Supervisor and one Non-Supervisor trainings at MCI-West on subject areas of EEO, POSH, and
Harassment.
Director of Equal Employment Opportunity (EEO) performed a site visit at Camp Lejeune and Albany.
Maintenance of EEQO bulletin boards in designated area to maintain compliance.
Maintenance of Websites for both APF/NAF to maintain compliance with Equat Employment Opportunity
information.
Continuous support of Major Subordinate Commands during a continued high turnover pattern.
Conducted mandatory Equal Employment Opportunity training for the workforce at MCI West for supervisors and
employees.

¢  Continuous processing of complaints cases and reasonable accommodation request packages for Commands
that have a high turnover or EEO practitioners in the development phases of their career.

Part J Special Program Accomplishments for the Recruitment, Hiring, Advancement, and Retention of
Individuals with Disabilities:

The Major Subordinate Commands experienced a high tumover during this fiscal year. The accomplishments for the
recruitment, hiring, advancement and retention of individuals with disabilities must increase in the next fiscal year. This fiscal
year Major Subordinate Commands did the following:

Administration and Resources (APF)

Partnered with Wounded Warrior Regiment to solicit applicants.

Coordinated with Military Transitions Offices and Civilian Disability Employment Assistance Organizations to assist
with securing and maintaining individuals with disability and individuals with target disability.

Approximately 60 Schedule A (u} employees were hired to permanent positions.

Administration and Resources {(NAF)




Partnered with Wounded Warrior Regiment to solicit applicants.

MARADMIN 259/23 created f by the NAF Marine Corps Community Services Human Resources office for Hiring
Authorities to include Individuals with Disabilities (IWD) and Individuals with Targeted Disabilities (IWTD) for all NAF
Commands across the enterprise at a certain grade level if they are minimally qualified.

Cherry Point (NAF)

»  Continued to use outreach activities by partnering with the local Vocational Rehabilitation program.
¢  Continued to partner with job coaches for applicants before placement.
» Continued to participate in job fairs hosted by Vocational Rehabilitation, NC Works, and other supporting agencies.

Part E.5 - Executive Summary: Planned Activities

The Uniled States Marine Corps has suffered from multiple billet vacancies and high turnover; this has created deficiencies in
the EEO program throughout the Commands. The planned activities that are listed below are based on the ptanned activities
of those Commands that have had a Deputy Director of EEQ (DDEEO) at the Command and were able to successfully review
the program plan activities. We hope that we will have more planned activities for the next reporting period as more DDEEO's
are recruited and hired. The Planned Activities are for both the Appropriated Fund (APF) and the Non-Appropriated Fund
{NAF) collectively, the Commands will use similar plannad activities for the next fiscal year. Some deficiencies are from the
previous years as the Commands were unable to meet the target dates or the plans have modified dates. The United States
Marine Corps continue to be deficient in staffing and funding, Special Emphasis Program, Trigger |dentification, Barrier
Analysis, training compliance of senior managers, partnership with human resources, maintaining compliance deadlines for
complaints and reasonable accommodation and receiving sources to review to maintain a Model EEQ Program. NAF has still
been unable to create a report so that the agency is able to review Applicant Flow Data in their database system. This has
been a known deficiency since circa 2018.

Obijective: The Commands should allocate sufficient funding and qualified staffing to successfully implement the components
of the EEO program. {(Element B4)
Planned Activities:

=  Analyze program to secure additional funding.

* Interview potential candidates to hire additional Equal Employment Specialists.

Objective: The Commands must ensure that all managers and supervisors have received the training and responsibilities in
the components of the EEO program. (Element B5)
Planned Activities:

o  Conduct outreach within training department to increase compliance.

¢ Develop training plan for employees and supervisors.

¢ Meet with leaders to obtain access to training databases,

Objective: The Commands must seek involvement with senior managers in the components of the EEQ program. (Element
B6)
Planned Activities:

* Incorporate senior leaders into the EEQ Program.

» More State of Agency briefs to increase knowledge of programs to create more involvement.

» Create more Special Emphasis events during the year.

Obijective: The Commands must continue to strive toward increasing the percentage of reasonable accommodation request
processed within the time frame set forth in the reascnable accommodation procedures. (Element C2)

Planned Activities:

Conduct Reasonable Accommodation training for supervisors and managers with focus on timeliness.

Collaborate with Human Resources to determine the Reasonable Accommodation training online is advertised.
Hire additional Equaf Employment Opportunity Specialists to meet the timeline compliance.

Analyze program to secure funding and brief leadership of importance.

Objective: The Commands must collaborate with Human Resources to have an effective EEO program include barrier
analysis. (Element C4)




Planned Activities:
» Establish timelines and points of contacts to assist with this effort.
Schedule meeting to discuss outreach and recruiting initiatives.
Provide deficiency report to senior leaders.
implement new policies, procedures and practices approved by senior leaders.
Partner and advertise with outside organizations, colleges, and universities to attract potential employees to the
organization.

Objective: The Commands must analyze and identify triggers in the workplace by utilizing designated resources. {Element
D1)
Planned Activities:
¢ Review data sources to determine triggers e.g., complaints, exit interviews, applicant flow data and reasonable
accommodation.
*  Solicit volunteers for barrier analysis, to review the triggers in the workplace.

Objective: The Commands must identify areas that barriers exist that may exclude certain ethnic groups. (Element D2)
Planned Activities:
¢ Review data sources to find triggers and possible barriers.
»  Solicit volunteers to assist in this effort.
¢ Hold regular scheduled meeting to review policies, practices, and procedures and how they relate to ethnic
groups, gender, and disability.

Obijective: The Commands will continue to attempt to identify barriers and implement plans that were set by target dates of
the planned activities of the Part I. (Element D3)
Planned Activities:

s Review data to identify barrier.

+ Continue to partner with human resource in relation to the workforce.

* Work on plans that are set in Part | to attempt progress to eliminate identified barriers.

Objective: The Command will post the affirmative action plan to the internal website. (Element D4)
Planned Activities:

* Research and write an affirmative action plan.

* Route and ensure it is updated on the website.

Obijectiva: The Command will work toward the EEO timeframe compliance to ensure and maintain an efficient, fair, and
impartial complaint resolution process. (Element E1)
Planned Activities:

¢ Hire additional staff to maintain compliance timelines.

¢ Use the Entellitrek database to determine timelines for both complaints and reasonable accommodations.

Workforce Analysis (APF) Part | Plans:

The United States Marine Corps Part | plans were reviewed separately for the Appropriated Fund {APF) and the Non-
Appropriated Fund (NAF) as there is a distinct difference in Pay Grades, Occupational Categories, and what each entity deems
as Mission Critical Occupations. You will also notice a difference in LPR with females 26.01% in comparison to the National
Civilian Labor Force (NCLF) 48.21% in APF and a LPR with males 31.90% in comparison to the National Civilian Labor Force
(NCLF} 51.79% in NAF within the total workforce population.

Appropriated Fund Workforce Analysis (APF) Part | Plans:

Objective: There were several identifiable triggers that were compared to the National Civilian Labor Force (NCLF) and other
relevant statistical benchmarks. The female group continues to experience a Low Participation rate (LPR) when compared to
the NCLF benchmark for the past four years. This is demonstrated in the ethnic groups Hispanic, White, Black, and Asian
female groups since FY18. The accession and separation data show that the Hispanic and Black ethnic groups are leaving
faster than they are joining. We also see that the White male population group is leaving faster than being hired with 36.33%
accession and 43.48% separation. There are various ethnic groups and genders that continue to fall below benchmarks in
Occupational Categories, Mission Critical Categories, and Pay Grades.

Planned Activities:

Create Barrier Analysis Teams.

Review data tables and sources.

Discuss ways to increase ethnic group participation.

Examine recruitment, policies, procedures, and practices with respect to major occupations.
Examine discipline practices.

Examine analysis of workforce separations and accessions.




* Review promotion and award information.

Non Appropriated Fund Workforce Analysis (NAF) Part | Plans:

Obijective: There were several identifiable triggers that were compared to National Civilian Labor Force (NCLF) and other
relevant statistical benchmarks. The ethnic groups Hispanic males, White and 2 or more races males and females have been
below the NCLF for the past nine years. The data also shows that the ethnic groups of Hispanic and White males and Black
males and females are leaving the agency faster than they are hired. There are various ethnic groups and genders that
continue to fall below benchmarks in Occupational Categories, Mission Critical categories, and pay banded grades.

Planned Activities:

Create Barrier Analysis Teams,

Review data tables and sources.

Discuss ways to increase ethnic group participation.

Attend outreach events such as job fairs and lunch & learns.

Part J Special Program Plan for the Recruitment, Hiring, Advancement, and Retention of Individuals with
Disabilities:

Appropriated Fund Workforce Analysis (APF)

Objective: To continue to use sources to view the compliance goals of 12% Individuals with Disability (IWD) and 2%
Individuals with Targeted Disability (IWTD). Also, to partner with outreach organizations to meet and exceed the goals
established by Equal Employment Opportunity Commission.

Planned Activities:

¢  Champion the use of Form SF-256 for Self-ldentification.
s  Continue to use programs that house disability groups.
+  Partner with outside organizations to increase the disability group compliance numbers.

Non Appropriated Fund Workforce Analysis (NAF)

Objective: To continue to use sources to view the compliance goals of 12% Individuals with Disability (IWD) and 2%
individuals with Targeted Disability (IWTD). Also, to partner with outreach organizations to meet and exceed the goals
established by Equal Employment Opportunity Commission,

Planned Activities:

Champion the use of Form SF-256 for Self-Identification.
Continue to use programs that house disability groups.
Pariner with outside organizations to increase the disability group compliance numbers.

Continue use of new hiring MARADMIN to increase Individuals with Disabilities (IWD) and Individuals with
Targeted Disabilities (IWTD) goals.

EEO COMPLAINTS PROCESSING

The USMC Office of EEO Programs closely monitors processing of all EEO complaints filed against USMC organizations
throughout the Corps using the DON complaints tracking software program (Entellitrak). Complaints processing is conducted by
seven EEQ offices servicing USMC installations.

Annual Federal EEQ Statistical Report of Discrimination Complaints (EEOC 462) Report

The following provides complaint data documented in the USMC FY2023 462 Report:

Pre-Complaints (Informal Inquiries)

At the beginning of the reporting period, 59 pre-complaints were on hand. During the reporting period, 160 pre-complaints were
initiated bringing the total of pre-complaints to 219. Of these 219 pre-complaints, 175 were completed within the reporting period
with 12 settlements, 77 withdrawals or no formal complaint filed, 85 completed counseling with formal complaints filed, and one




pending a decision by the aggrieved. At the end of the reporting period, 44 pre-complaints were pending completion and will be
carried over to the next fiscal year.

Alternative Dispute Resolution {ADR) is offered to the aggrieved in all pre-complaints as appropriate. ADR was offered in 137
pre-complaints and 79 were accepted by the aggrieved. Of the accepted ADR, the Agency agreed to participate 73.24% of the
time. At the conclusion of ADR activities, there were 12 ADR settlements resulting in two monetary benefits totaling $14,781.00
and 10 non-monetary benefits, 36 pre-complaints that did not result in a formal complaint filed and 31 pre-complaints pursued a
formal complaint.

-- Pre-complaint Processing / Settlement Costs

Compensatory Damages: $2281.00
Attorney's Fees: $1 2.500.00_
Total Costs: $14,781.00

Complaints {Formal Complaints)

At the beginning of the reporting period, 137 formal complaints were on hand. During the reporting period, 95 formal complaints
were filed with one formal complaint as a remand for a total of 232 formal complaints being processed throughout the Agency. Of
these formal complaints, 87 were closed during the reporting period with 19 settlements, four withdrawals, 45 Final Agency
Decisions without a hearing before an EEOC Administrative Judge and 19 Final Agency Actions after a hearing before an EEQOC
Administrative Judge.

ADR can be offered at any time during the complaint process and was accepted by complainants in eight formal complaints. Of
those accepted for ADR, two did not take place, two did not reach a resolution, and four reached seftlements resulting in three
monetary benefits totaling $43,500.00 and one non-monetary benefit.

-- Formal Complaint Processing / Settiement Costs

Compensatory Damages: $89,947.65
Back-pay / Front-pay: $0.00
Lump Sum Payment: $34,600.00
Attorney Fees: $148,151.04
Total Costs: $272,698.69

Total Monetary Benefits / Investigative Costs

Monetary Benefits: $272,698.69
Investigative Costs: $436,790.55
Totat Costs: $709,489.24

-- Bases. The top three bases in formal complaints were disability 52, (21.85%), race 45 (18.91%), and reprisal 37 (15.55%),

- Issues. The top three issues raised in formal complaints were general (non-sexual) harassment 52 (40.63%), termination 13
(10.16%), and terms/conditions of employment 11 (8.59%).

Findings of Discrimination

One complaint of discrimination closed with a finding in FY2023 which was filed in FY2019. The bases for this complaint were
race and reprisal. The issues raised harassment (non-sexual) and performance evaluation/appraisal. Corrective actions
included revision of the performance appraisal to a 5 with an overall rating of outstanding, any monetary award that complainant
would have received for an outstanding performance rating, compensatory damages, and attorney fees/costs, and mandated
posting notices of the finding of discrimination in conformity with Title 29 Code of Federal Regulations Part 1614 for 60
consecutive calendar days.




MD-715 - Part F
Certification of Establishment of Continuing
Equal Employment Opportunity Program

1, Ronnie L Holmes,PhD, EEQ Director 0260/GS14 am the

(Insert name above) (Insert official
title/series/grade above)

Principal EEO Director/Official for  United States Marine Co 'Ps

(Insert Agency/Component Name above)

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-7135, a further evaluation was conducted and,
as appropriate, EEO Plans for Attaining the Essential Elements of a Model EEO Program, are
included with this Federal Agency Annual EEO Program Status Report.

The agency has also analyzed its work force profiles and conducted 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
EEO Program Status Report.

I certify that proper documentation of this assessment is in place and is being maintained for

EEOC review upon request.
% -
.%/ Lok L Feb 24

Signature of Principal EEO Director/Official Date
Certifies that this Federal Agency Annual EEO Program Status Report is in
compliance with EEQ MD-715.

\er I u P

Signat()z of Agency Head\l)r Agency Head Designee Date



DON FY23 MD-715 REPORT
COMMAND PART G REQUIREMENTS

APF Part G -The Part G Salf-Assessment Checkist is 3 series of questions designed to provide Commands with an effective means for conducting the annual s#li-aysessment required in Part £ of MO-715. This self.
agsessment permits Director, EEOs to recognize, and to highlight for their senior staff, deficiencies in their EED program that the Command must address to comply with MD-715's requirements. Nothing in Pant G
prevents Commands from establzhing additional practices that exceed the requiramants set forth in this checkiist.

For each MD-715 essential element, the Part G checklist provides a series of "compliance indi " Each pli indi » inturn, contains a series of "yes/no” questions, called “measures.” To the right of the
measures, there are two ¢alumng, one for the Command to answer the measure with “Yes“, “No”, or "NA;" and the second column for the C d to provide “c 5", if y. Ci ds should briefly
lexplain any “N/A™ answer In the comments.

A "No" response 1o any mesturein Part G is a prog deficiency, For each such "Ko® response, an agency wil be required in Part H to identify a plan for correcting the identified deficiency. If one or more sub-
tomponents answer “No” to a particular question, the agency-wide/parent agency's repon should also include that “No” response.

Has measure
EEQC been met?
# COMMAND-LEVEL QUESTIONS Comments
Elements
Yes | No
Doaa the command unnuullyiuue a signed and dated EEQ policy
on rh that clearly U the Cherry Polnt - October 28, 2023, Camp Pendteton - December 21, 2022, MCLB Barstow - December 14,
1 |Aj1]a| 0 |commands commitment i EED for all amployess and applicants? If X |2022, MCAS Miramar - January 5, 2023, MCAS Yuma - February 10, 2023 TECOM - February 27, 2023
“yos”, pleass provide the annuat t date in the Ad and Resource - March 2022 SYSCOM - July 2022 Quantice - not signed M & RA - August
column 22,2022
Doea the EEQ policy ddi all p d bases (age,
2 |alibelo ity, sox [lm:ludmg prognancy. sexual orientation and .
). genetic i I arigin, race, religion, and
raprisal) WﬂWrwd in the laws EEQC eniorcas?
3 {alz2]al1 Does the “'_ 1t ﬂn‘_‘ f pelicies and d M
to all employees: Anti-harassment policy? [see MD 715, lI[A)]
TECOM - Februag 27, 2023 DON June 14 2023
Does the i inate the following policies and procedures
4 1a]2|al 2w at empk R b d 7 (son 20 x
CFRS§ 1614, 203(d)(3]]
Daes tha i y post the following inf
throughout the workplace and on its public wubslln The business
5 | A] 2| b| 1 |contactinformation for its EEQ Counselors, EEO Officers, Special X
Emphasis Program Managers. and Direclor. EEO? [see 20 C.FR §
161
Daes the inently poat the following inft k
s lalzls]2 lmoughc:\utﬂnwnlkplaoe and on its public websile: Writen malerials "
conceming the EEQ program, lawa, policy slalementa, and the
loperation of the EEQ complaint process? [ses 20 CF.R § 1614.102
Cherry Polnt - Mtps:/fwww.cherrypoint.marines.mil/EEQ/ MC) West - https://usmc.sharepoint-
milus/fsites/mciwest_EEQ/SitePages/Home.aspx Administration and Resource -
Dossie d prominanily post the following inf httgs://www.ar. marines.mil/EEO/ SYSCGM - This information is posted on the MARCORSYSCOM intranet
7 |al2|b|3 lhwughuut lha wurkplafe ‘".;1 on “;g ?:;c;n; :‘Bl: i :;;(‘:";h e i x site: hips:/fen-op.usme.milfsites/mesc_hcm/wmdcrc/SitePages/Employee Resources.aspx. This
plaass provide Ihc - A l“.‘ In the N3N i so, information is also posted on the Administration and Resource wehsite: hitps:/fwww.ar.marines. milVEED/
EEQ material is atso posted around the werkplace as it is made available 1o the € d. o jco + New
Employee Ori ion, also ilable through a link on the MCBO website to the Guide for Civilian Marines
provided at https./fhrom.marines.mi/New-Employees/ Ax l#ast once byt it it readily available on the
website, has been shared on bulletin boards and it has been included in follow up training such as
Supervisory Training which is required upon assuming a Supervisory position and then again every 3 years, M
& RA
https://www manpower.wime milfwebcenter/portal/aracle/webcentes/page/scopedMD/315e64ea5_5e49 4
eb6_S6eb_e??48b9b12%2/Page?3i347dc_bee7_444a_Bb40_63idBc53eldd.jspx
Cherry Point - Upon checking into the C d, New Employee Ori ion (NEO) and Required [POSH /
EEQ ] Annual training. MEI West - Bi-Annually during training TECOM - During onboarding and yearly
training. Administration and Resource - During bi-weekly Entrance on Duty EED briefs, annual EED training,
Does the d inform its smploy aboul the lollowing lopics. and ¢ r d ialized training, SYSCOM - Ongoing; this information is posted on the
8 pA| 2] c| 1 |EED complaint proceas? [see 29 CFR §§ 1614.102(s¥12) and L MARCORSYSCOM Inlr:net [VIPER) site. This information is also posted on the HQMC E6Q website, EEQ
1614 102({b)(5)] If "yws", plaase provide how often. material is als0 posted around the workplace as it is made available to this command by Capital Region EEQ.
Q leg - New Employee O ion, also available through a link on the MCBQ website to the Guide for
Civilian Marines provided at https:/fhrom.marines.mil/New-Employees/ At least once but it is readily
available on the website, has been shared on bulletin boards and it has been included in follow ug training
such as Supervisory Training which is required upon ing 3 Supervisory position and then again every 3
years.




DON FY23 MD-715 REPORT
COMMAND PART G REQUIREMENTS

EEOC

Elements

COMMAND-LEVEL QUESTIONS

Has measure
been met?

Yes No

Comments

~

Does the d inform ils employess about the lollowing lopizs:
ADR process? [see MD-110, Ch. 3{H{C)) If “yes™, pleass provids
how ofien.

Charry Polnt - Upon checking inta the € d, New Employes Ori ion [NEO) and Required {POSH /
EED } Annual training. MCI West - Minimally Bi-Annually during training TECOM - During onbvarding and
yearly training. Administration and Resource - During bi-weekly Entrance on Duty EEQ briefs, annual EEO
training, and d training. SYSCOM - Ongoing; this information is posted on the
MARCORSYSCOM Intranet (VIPER] site. This information is also posted on the HQMC EEO wetisite, EEQ
material i also posted around the workplace as it is made avaitable to this command by Capital Region EEO.
Quantico - New Employee Orientation, also available through 3 link on the MCBQ website to the Guide for
Cwilian Marines provided at hteps:/fhrom,marines. mil/New-Employeesf At least once but it is readity
available on the website, has been shared on bulletin boards and it has been included in follow up training
such as Supenvisory Training which is required upon a Supervisory p and then again every 3
years.

10

Doeutha

d inform its foy about the f g bopica:

d gram? [see 29 CFR §
1614.203{a}7Yi)C) W "ynl please provide how often.

Cherry Paint - Upon ¢hecking into the € d, New Employee Qi ion [NEO) and Required {POSH /
EED ) Annual traiming. MCI West - Minimally Bi-Annually during training TECOM - + During onboarding and
vearly traiming. Administratlon and Resource - During bi-weekly Entrance on Duty EEQ briefs, annual EED
training, and ¢ T ialized training. SYSCOM - Ongaing: this information is posted on the
MARCORSYSCOM Intranet (VIPER) site. This information is also posted on the HQMC EEQ website, EEQ
material i also posted around the workplace as it is made available to this command by Capital Regian EEO.
Quantico - New Employee Orientation, also available through  link on the MCBC: website to the Guide for
Civilian Marines provided at https://hrom.marines.mil/New-Empl { Al least once but it is readily
available on the wabsite, has been shared on bulletin boards and it has been included in follow up training
suck as Supervisory Training which is required upon assuming a Supervisory position and then again every 3
years.

11

w

Doss the inform its about the following toples:
Bahaviors that arg i in the workgt. lndoouldmsuil In
disciplinary action? [5 CFR § 2635.101(b)) lf “yas", please provids
how oftan.

Cherry Polnt - Upen checking into the C d, New Employee Ori ion {NED) and Required [POSH /
EEC } Annual training. MCI West - Minimally Bi-annuatly during training TECOM - During onboarding and
yearly training. Administration and Resource - During bi-weekly Entrance on Duty EEQ briefs, annual EEQ
training, and customer requested specialized training. $Y5COM - Ongoing; All MARCORSYSCOM employees
“ave a performance appraisal objective for 'Enterprise Behavior'. Amaong ather things, this includes behaving
and fostering an environment in a manner that consists of ethical behavior, mutual respect, professional
communications, accountability and belonging, All 1 are also inf d of Prohibited Practices and
the requirement 1o abide by Merit Principles. - New Employes Qui 1, also available through
a link on the MCBQ website to the Guide for Civilian Marines provided at https://hrom.marines.mil/New-
Employees/ At least once but it is readily available on the website, has been shared on bulletin boards and it
has been included in follow up training such as Supervisory Training which is required upon assuming a
Supervisory position and then again every 3 years.

(=]

Doas the d provide
managers, and unily in aqual
smploymenl oppartunity? [see 28 CFR § 1614, IDZ(!) [9)] 1f “yas”,
provide one or two ples in the

b.—'.-r'--

|collateral duty member of our Special Emphasis Program Committes. The employee utilized her resources to

Cherry Point - Annual Performance Awards, MCI West + Employee of the Quarter EED employee spottight
TECOM - Nomlnatlons were requested from the workferce but did not receive any. Administration and
L -p an from another Agency with an award for participating as #n awesome

otitain valuable key components to the National Disability Employment Awareness Month events. SYSCOM -
The Marine Corps Systems Command's Executive Director ensures that the Diversity Awareness Program
[DAP) Committes members and their efforts are gnized. The C d has also B
Coins and Time-Off Awards to workforce bers invalved in the ion of the Equal
Opportunity Climate Survey {DEOCS), the subsequent evaluation of survey data, and development of action
recommendations. Quantlco - We do not have awards spetifically for EEQ accomplishments. However, if
semeone were nominated for an awaid it weuld be considered under our existing awards program.

ded Chall

13

Doas the command ulilize the Fedaral Employse Viewpoint Survey of
othsr climale assessment Iools 1o monitor the perception of EEQ
wilhin the workforea? [see 5 CFR Parl 250)

Cherry Point - Review Al and B1 tables Quarterly. Have access to EOA climate survey. SYSCOM - The
[Command utilizes the results of FEVS and DEQCS surveys as available. The Command did not receive FEVS
results during FY22 but should in FY23. Qi ko - When Ithough it's not always the best source
given that participation is often low which skews the data.

i4

Doas the C: ‘s curent ic plan refi EEO/ di
and indudon principlas? [see MD-?IS HB)|  “yos”, pleass Idnntlly
the EEQ principles In the Ic plan in the ts column,

Cherry Point - 1, DDEED has direct access to Commanding Officer. 2, DDEEQ participates in weekly senior
stafi meeting. 3. EEQ has separate budget and resources. 4. Supervisors are provided appropriate training
to discharge their duties and responsibilities. $. EEO has established media site to distribute EEO
information concerning federal EEQ laws, I and requi and R
Cultivate a diverse kplace free from discrimi for all personnel and applicants far employment
regardless of race, seligion, color, sex {including pregnancy, gender identity and sexual orientation), national
crigin, age, genetic information (including famity medical history or disabilivy) and reprisal. 2. Incorporate
the principles of EEO into evaryday activities and proactively address discriminatory behavior, while

Adrln

Iti g a workforce which is more d and ¢ d. % in a safe, fair and inclusive work
where all I are free to grow and develop in their careers. SYSCOM - The

MARCORSYSCOM Human Capital Strategies document add the imps of di and incluston,
the MD-715 Program and supervisory training programs {which include EEQ modules). Quantico - no

strategic plan




DON F¥23 MD-715 REPORT
COMMAND PART G REQUIREMENTS

Has measure
EEOC been met?
# COMMAND-LEVEL QUESTIONS Camments
Elements
Yes | No
Does the command‘s arganizational chart clearly defins the reporting . ) . . .
15)8|1|a]2 etructure for the EEO office? [see 20 CFR §1614.102(6X4}] X TECOM/Quantico - The Capital Region EEO Office organizational chart efearly defines the reposting structure.
Daea the Direcior. EEO have a reguiar and slfective means of
wlelilnla advising the command head and other senior management officials of .
the effactiveness, efficiency and logal compliance of the command's
EEQ program? [see 29 CFR §1614.102(ck1); MD-715 Instructions,
During this reporting period, did the Principal EEQ Official {i.e.
DEEQDOEED) present i the head of the command, and other senior
management officials, the “Slate of the cammand® brieling covering . _ . 9 q
1718l 1] | o lthenix tal ents of the modal EEO program and tha status of x Cherry Point - January 18, 2023 MCI West - 30 March 2023 / .Status of Inspection Briefings was provided to
the bamier analysis procesa? [see MD-715 Instructions, Sec. i}] If Deputy Commander, MCIWEST, versus a standard MD-715 hrief TECOM/SYSCOM/Quantico - State of the
“yas”, plsass provide the date of the brisfing In the comments C d brief was provided in D ber 2022 Ad ation and Resource - State of the Command brief
was provided to the Director of Marine Corps Staff on 16 December 2022. M & RA - January 19, 2023
Does tha Principal EEQ Official (L.e. DEEC/DDEEQ) rogulary
18 | 8| 1| 4] 0 |participate in seniordevel atafl ing: 0 X
t gy. end other issuss? [sea MD-T15. IB))
|s the Director, EEO for the impl ola ing
Ifirmats ploy program to p EEQ and to idontify and
1818 2[ 2 0| iminato discriminalory policies. p andp ?feco D | ¥
110, Ch 1{INKA). 29 CFR §1614.102(c))
20 lelzle Is the Direclor, EEQ la for ing tha lstion of EEO o
counseling [see 20 CFR §1614.102(c)4)]
Is the Directar, EEQ far ov ing the lair and th gh
nlalzlclo i igation of EEQ plaints? [see 29 CFR §1614.102(c)5)] [This .
may nat be applicabla for certain subordinate level
components.)
|s the Direclor, EEQ ible for ing the enfire
22 |B| 2| 1| 0 [EEO program and providing dati enttothe | x
head? [eee 29 CFR §1614.102{c}2)]
I the has lavel does the Diraclor,
23 | 8| 2| g | O |EED provida effacti id. and dination for the 7 x Cherry Polnt - No subordinate lavel components M & RA - provides guidance to the subordinate commands
[see 29 CFR §§ 1614.102(cX2) and {cX3)
Do EEQ prog officials participate in tings regarding
24 |elalalo workforce changes thal might impact EEQ issues, including strategic .
1, and 1 - ’ﬂ'- 'n . .a' " Y
Cherry Point - 1. DDEEO has direct access to Commanding Officer. 2. DDEEOD participates in waekly sanior
staff meeting. 3. EEQ has separate budget and resources. 4. Supérvisors are provided appropriate training
o discharge their duties and responsibilities. 5. EED has estahlished media site te distribute EEO
Does the d's current ic plan EEO { di . information concerning federal EED laws, regulations and requirements. Administration and Resource - 1.
25 | 8| 3| b| 0 [and inclusion principles? [see MD-715, UB)] |f “yes”, please ldonllrl'y x  |Cultivate a diverse workplace free from discrimi for all personnel and applicants for employment
the EEO principles In the tegic plan in the column. regardless of race, religion, colar, sex {including pregnancy, gender identity and sexual orientation), natianal
arigin, age, genetic information (including family medical history or disability) and saprisal. 2. Incorporate
the principles of EEQ into everyday activities and proactively address discriminatory behavior, while
cultivating a workforce which is more engaged and d. 3.Maintain a safe, fair and inclusive work
i where all I are free to grow and develop in their careers. SYSCOM - The
BARCORSYSCOM Human Capital Stravegies decument addresses the importance of diversity and inclusion,
the MD-715 Program and supervisory training programs {which include EEO modufes). Quantice - no
skrategic plan
|Pursuant to 29 CFR §1614.102(a){1}, has the command allocated
suffichent funding and qualified staffing to successlully implament
6 [B|4a|a|1|the EEDPp for the f g areas: To a self- %
of the d for possible program defi ?
[see MD-715. 1I(D)) ) .
High Turnover rate within the EEO offices has occusred for the past cousle years




DON F¥23 MD-715 REPORT
COMMAND PART G REQUIREMENTS

Has measure
8| e COMMAND-LEVEL QUESTIONS bean met? Comments
ements
Yes | No
Pursuant to 29 CFR §1614,102{a)}{1). has the command alocaled
sufficient funding and guslifiad staifing to succesafully imploment
27 |Bl4)a|2 msEEO program, for the following araas: To anable the command to X
ath gh barcier tysls of ita workf 7 [aoe MO-T1S,
ey Cherry Polint - Barrier analysis is an ongoing training process, EEO office is currently statfed at authorized T/O
level. High Turnover rate within the EEO offices has occurred for the past couple years. Cherry Point - Barrier
analysis is a5 ongaing training process.
Pursuant to 28 CFR §1614,102(s)(1}, has the command aliocated
sufficlant funding and qualifisd staffing to successiully implement
the EEO program, for tha following arm Tu timely, l.homughly.
2% |B8lala)3 lnd fairly proceas EEQ g EEO ]
'] final d d and legal lul‘ﬂclnncy
g;l:rlc;[)[;rsil%ff:[f?l?:I{‘Eo;‘:l(s, & 1614.105(b) —{f}. MD-110. Cherry Polnt - EEO Professional training built into the FY24 Budget submission. High Turnover rate within the
EEQ offices has occurred for the past couple years Cherry Polnt - EEQ Professional training built into the FY24
_MSl_suhmm'on.
Purauant to 28 CFR §1614 102[aX 1), has the command allocated
sufficient funding and qualifisd stalfing & successfully implement
the EEQ program, for the (ollowing areas: To provide all supervisora
29 [alala and employees with tralning on the EED program, including but nol "
limited to iath dations. disabiity
i the EEQ plail prooou and ADR? [s0a MD-
715, N{B) and {C)] If not, please identify the typs{s} of iraining Cherry Polnt - EE0 Professional training built into the FY24 Budget submission. High Turnover rate within the
with Insufficlent funding in the comments column. EEO offices hax pccurred for the past couple years Cherry Polnt - EEQ Professional training built into the FY24
Budget submiiion.
Pursuant to 29 CFR §1614.102{a}{1}. has tha command altecated
sufficient funding and qualified staffing to tuccou!ullyumplamanl
w0 lelala the EEQ . for the lollowing areas: To d gl M
accurats, and effactive field ludl!s of the EEQ programs in
componenia and the field offices, if applicable? [ses 29 CFR Cherry Point - no field offices MCt West/Administration and Resource has not conducted freld audits M &
§1614.102(c)2}) P_A corducted field affices MCI PAC Feb 2023, MCI West May 2023 and assist visits Camp Lejeune Aug 2023
Pursuant I 29 CFR §1614.102{a)(1), has the command allocated
wufficient funding and qualified staffing to succesafully implemant
31 |B|4|a] 6 [the EEQ prog for the following areas: To publivh and distribute ]
EEQ materials (e.g. harassmenl policies, EEQ poslers, reasonable
accommodations procedures|? [see MD-715, 1I{B)]
High turnover at the commands
Pursuant to 29 CFR §1614 102(2X 1), has the command allocated
sufficisnt funding and quailfied staffing o auoceulully implemant
the EEO . lor the following areas: To data
32 |8{4]a] 7 |colt and king syst for the following typas of data: x
complalnt tracking, workforce demographics, and spplicant flow
data? [sea MD-715, lI[E)]. If not, plsase identify the syatems with Cherry Polnt - Data systems are mairtained at Agency level (ETK, NEAT, HR LINK), No applicant Now data
insulficient funding in the comments section. provided by Agency to the field for Barrier Analysis. High Turnaver rate within the EEQ offices has occurred
for the past couple years. Have been unable (o review ail data.
Purauanl to 28 CFR §1614.102(a)(1), has the command allocated
sulficient funding and qualified siaffing to uucceufully implumunt
the EEC for the following areas: To elfecty its
33 | B| 4{ a | B |special emphasis programs (luch as, Fedeval Woman ‘s Program, x
Hispanic Employment Program, and People with Disabifities Program Cherry Point - EED office is currently staffed at suthorized T/0 Jevel. NAF does not provide dedicated EEQ
Managen)? (5 USC § 7201; 38 USC §4214; 5CFR § 720,204, 5CFR § specialist to support Special Emphasis program. High Turnover rate within tha EEQ offices bas occurrad for
213.3102{t) and {u}); 5 CFR § 315.709] the past couple years
Pursuant to 29 CFR §1614.102(a)( 1), has the command alocaled
sufficient funding and qualifisd staffing o succeesiully implement
34 | 8] 4] a|10|the EEQ program, for tha lollowing areas: To effectively manage its %
|reasanable accommodation program? [see 29 CFR § High Turnover rate within the EEQ offices has gccurred for the past couple years. 42.5 % have completed the
1614 203(d)ANii)) .
Pursuant lo 29 CFR §1614.102(a)(1). has tha command allocated
1slelalahr sufficlent funding and qualified staffing 1o succesafully implement "
the EEQ program, for the following areas: To enzure timely and
complete compliance with EEQC orders? [aee MD-715, IE)]
High Turnover rate within the EEO offices has occutred for the past couple years
36 |alalb Does the EEQ oifice have a budget that is separate from other offices .
within the command? [see 29 CFR § 1814.102(a) 1))
Cherry Point - EEO submits a separate budget from other offices in the command
Doeo the command ensura that all new lors and
and coll. l duty . 1eceive ma
3 |ajd|d| o ruquured 32 hours of training, pursuant i Ch. 2(U)A} of MD-1107 X
ds must maintain coples of iraining certificates for all
lors and 9 for x pariod of three fiscal yoars. MO West - All EEO personnel receive the 32 hours of required training and funding is availsble for same. All
EEC Specialist must have the 32 hours of mandatary training before working in the EEQ program.
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Has measure

u| eoc COMMAND-LEVEL QUESTIONS been met? Comments
Elements
Yes | No
Doaa the command ensura that all expenenced counselors and
i . . o du
35 |ala]elo recoive the required B-houru of annual refrasher Iuir:?‘ng. pruu:uam o x
Ch. 2{IKC) of MD-1107 Commands must malntaln coples of
iraining cerlificates for all counsalors and investigaters for a
patiod of thres fiscal years.
MCI West - No
For questions 41 through 44;
Supervisors/ gers may be idered liani if one or bath of
the followtng are true
39|8|5|a {1} they have taken the training within tha pasi three Fiscal Years x
(2) they have nat yet taken the training, but were still within one yoar of
their initial sssignment to a supervisary poailion, sffactive 1 Oct 2018. MCt Wast - Not all have received training with last 3 years Marine Corps wide APF 42.8% have completed the
training. 2173 completed out of 5076 Total Supervisor/Managers.
Pursuant lo 20 CFR § 1614.102(a)(5). have all managers and SYSCOM - All MARCORSYSCOM employees including civilian and military supervisors fwha supervise civilians)
a0 |a|sfall ‘M"m;o::::::::w:;gm::::ig;mzﬁ'“sggg;; T x  |are required to complete an online EEO course annually (hosted on the Total Workforce Management
Proceas? [aee MD-T1S(IXBY). System {TWMS). Al MARCORSYSCOM civiliam and military sup are also required to plate an EEQ
for Supervisors eourse on an annual basis (hosted by TWMS). There are also usually Capital Region-hosted
cl options to lete this training. MARCORSYSCOM supi are also required to comph
c pravided initial {within first year) supervisory training and refresher {every three years) supervisory
training, both of which have an EEQ module. The EEQ Complaint process is addressed in this training.
SYSCOM - Al MARCORSYSCOM employees including civitian and miitary supervisors {who supervise ¢iwiliams}
Pursuant lo 20 CFR § 1614.102(a)}{5). have )l managera and are required (o tomplete an online EEQ courie annually hosted on the Tatal Workforce Management
41 |8|s|alz|™P ived training on thelr "'p“"'“’“m“_,""d“ “‘L' x |System [TWMS). All MARCORSYSCOM ¢ivilian and military supervisors are alsg required to complete an EEGH
mnm:;:::m;u? [se0 29 C.FPR.Z 15%4.102(:!)[3'5 for Supervisars course on an annual basis {hosted by TWMS). There are also usually Capital Region-hasted
= classroom eplions to complete this training. MARCORSYSCOM supervisors are also required to complete
command-provided initial (within first year) supervisory training and refresher (every three years) supervisary
training, both of which have an EEQ module. Reasonable Accommodation procedures are addrassed in this
:::;:‘:toz zrochi:fdﬁuL?r:i‘:\; ?):l:;:‘:r)lr::;:njilhri';i:mn:: I:o SYSCOM - All MARCORSYSCOM employees including civilian and miltary supervisars {who supervise givilians)
foliowing areas under tha command EEQ program: Supervisory, are required to complete an online EEQ course annuslly {hosted on the Total Workforce Management
42|B)5)al4 govial ion, and int I akills in order to % |Systemn (TWMS). All MARCORSYSCOM tivilian and mifitary supervisors are alia required to complete an EED
pervias moyl ol ly in a workplace with diverse employess and for Supervisors course on an annuat basis (hosted by TWMS). There are also usually Capital Region-hosted
avoid disputes atising from ineffecti ications? [see MD-T15, classroom options Lo complete this training. MARCORSYSCOM supervisors are also required to complete
118))- commmand-provided initial iwithin first year) supervisory training and refresher {every three years) supervisory|
training, both of which have an £€0 module. Diversity, Inclusion, MD-715, effective communication,
mediation, etc. are addressed in this training.
Pursuant to 29 CFR § 1614.102{a)(5), have all managers and
gm\?:m;ﬁ:::r‘:T:;?m(::ul:?é?:)p:;:zﬁl-u;g‘: ‘:dtt:s SYSCOM - All MARCORSYSCOM emplayees ingluding civillan and military supervisors {who sugervise civilians)
43 |8(5)a)s hasis on the fedetat go s infarest in o 'w- g Futusl X |are required to complete an online EEQ course annually {hosted on the Total Worklorce Maragemest
lution of di and the beneli iated with utlizing ADR? System {TWMS). All MARCORSYSCOM civilian and milivary supervisors are also required to complete an EED
[see MD-715{IXE)] for Supervisors course on an annual basis (hosted by TWMS}. There are also usually Capital Region-hasted
cl options to fete this training. MARCORSYSCOM supenvisors are also required to complete
c d-provided initial fwithin first year) supervisory training and refresher {every thres years) supervisory
training, both of which have an EEQ module. Alternative Dispute Resol is addressed in this training
Cherry Point - The command is working plan H to improve SEPM Program $YSCOM - Capital Regior EEQ
a4 | 8| 5| a| o [fre senicr gers involved in the impl of Spacial % |Office administers the Special Emphasis Program while commands have activity lavel POCs that assist and
Emphasis Programs? [ses MD-715 Instructions, Sec. I} 3
collaborate on SEPM eforts. MARCORSYSCOM does not have Special Emphasis Program Managers.
MARCORSYSCOM has POCs that manage the activity MD-715 effort. MARCORSYSCOM SEP avents are
planned for, and conducted by the Command's Divarsity Awareness Committee as part of the Diversity
Awareness Program {DAP) which was established and implemented severa! years ago by previcess command
senior leadarship. The ¢urrent MARCORSYSCOM Commander, Executive Birector and Commasd Sergeant
Major are strong proponents and advocate far it regularly.
45 | 8| 6| b| o [Pe 2enivr managers participale in the barrisr analysls process? [see x |TECOM - Most action plans addressed are pushed down from Capital Regien, if TECOM barrier analysis team
MD-715 insiructions. Sec. 1] identifies a separate action plan, the G-1is consulted. Across the Marine Corps there is a shortage of staff,
volunteeri and managers to participate in the barrier analysis process.
When barrlers are ideniilied, do senior managers aasist in
46 | 8| 6| c| 0 Jdeveloping command EEQ action plans. (Part |, Part J, or the Executive x
Summary)? [ses MD-715 Instructions, Sec. 1] Across the Marine Corps there is a shortage of staff, volunteers and managers to participate in the barriar
analysis process.
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Has measure
EEOC been met?
# COMMAND-LEVEL QUESTIONS Comments
Elements
Yes | No
Do senior g Tully impl EED Action Plans and
47 | 8| 6] d] 0 fincorp the EEQ Action Plan Objectives into d gi x
plans? [29 CFR § 1614.102{a)5))
TECOM/Quantlco - do#s not addres this In d strategic plans.
Doea the command regularly asssss its componsnt and fisld
aslel1lalo offices for p le EEO pu deficl ? [s0a 29 CFR .
§1614.102(c)2)] if "yes™, pleass provide the schedule for
conducting audits in the commants section. Cherry Point - na fieid offices, MCI West - September 2023 M & RA - MCI PAC Feb 2023, MCIWEST May
2023 Assist Viiits Camp Lejeune August 2023 Administration and Resource did not assess the offices
Doss the command regularly assess its component and fleld
alclile offices on their efiorts lo remaove barriars from the workplace? [see -
29 CFR §1614 102(c)(2)] If "yea", plaase provide the schadule for
cenducting audits in the comments section. Cherry Paint - no field offices, MEI West September 2023 M & RA - MCI PAC Feb 2023, MCl WEST May 2023
Administration and Resource did not conduet audits, High Turnover at commands
Do the component and fisld offices make reasonable afiorts to
50/Cil|c|O ply with the dations of the Nald audH? [see MD-715, '
e Cherry Peint - no field offices MG West/Adminlstration and R did riot do field audits M & RA did
conduct field audits ta MCI PAC and MCI West. Assist Visit to Camp Lejeune.
Is thero a designated command official or other mechanism in place to
s1efz{ol1 mrﬂinale or nahl with procassing requests for disability «
the d7 [se« 29 CFR
1614.203(d)X3KD)|
Does lh- oommund anaure thal job nppllcanh can request and receive
52 |c{2]|b|3 jons during th ication and pl; x
processaes? [see 29 CFR tBld 203(:!)(1 NupeN
Do the [ all dath quaests within the
iima frame sat forth in its bl dation @ d 7
53| C|2(b]| 5 |(see MD-715, I{C)) {1} Provide of \imely-processed x
iguiewls |e the cammeais column, (23 Provide deys In precass of
ldait cans
1) Percentage of timely request 78.7% 2) Days in precess of oldest case 342
Cherry Point - https:/fwww.cherrypoint. marines.mil/EEQ  MC) West - https:/fusmc.sharepoint-
milusfsites/mciwest_EEC/SitePages/Hame.aspx Administration and Resoures -
Doas the d post its p for for hittps:/fwww.ar,marines milfEEOS $YSCOM - This information is posted on the MARCORSYSCOM intranet
selclzlclt Parsonal Asslstance Scrvlul on its public mbiﬂl? [nee 20CFR § " site; https:/fel-op.usme. milfsites/mese_hcm/wmderc/SitePages/Employee Resources.aspx. This
1614.203{dNS5)v)] ) “yes”, please provide the Inlstnat address In informatian is also posted on the Capital Region EED webisite: https:/fwww.ar. maries. mill /EED/. EEQ
the comments column, material 4 alsg posted around the workglac: as it is made available to \he Cornrnami MBERA-
https:ffwww. p /i \/araclefwebcer nage/ dMD/115e64ea5_Sedd 4,
ehB_96eb_e7748b%h1292/Page7 334 7dc_| bce? _4442_8b40_63ffdac53e3d jspx
SYSCOM - All MARCORSYSCOM managers and supervisors have a mandatory Supervisor Performance
Objective as part of our appraisal system. Part of this objective includes elements to: "Uphold high
Pursuani o 29 CfR 51.5“' 102{sK$), do all managers and lquWin-"ﬂ standards of integrity and ethical behavier; Ensure compliance with merit systems princigles and prohibited
have an element in their performance appraisal thal evaluates their . -] . . . o
55 1C|3]a|0 5 o d EEOQ policies and principias and their x persornel practices; and, “Ensuring that equal employ y principles are to
participation in the EEQ progmr:n? w th | the org; and p ptly addi g alle;atlons of discrimination, harassment, and
retaliation.”  All US Marine Corps APF and supervisor have an el in their performance
appraisa
SYSCOM - All MARCORSYSCOM managers and supervisors have a mandatory Supervisor Performance
. . . Objecn\re as part of our appraisal system. Part of this objective includes elements to: “Uphald high
D°;’ the nommfand faquire '“:9 °fr'ﬂ'::' o e':‘:‘:;' “';‘ ’ Iluwn ds of grity and ethical behavior; Ensure liance with merit svstems principles and grohibited
S6|CI3|b|1 :m:‘::m;o @ ":E"E.g'" n “P. Lo DL O L ng X personnel practices; and, “Ensuring that equal I opportunity principles are adhered to
the parti jon In ADR p gs? l“ﬁ MD-110, Ch. 3.)] throughout tie organization and promptly addressing allegations of discrimination, harassment, and
retafiation.”  AUS Marine Corps APF managers and supervisor have an element in their performance
appraisal
SYSCOM - All MARCORSYSCOM managess and supervisors have a mandatory Supervisor Performance
Dooa the command require rating officials to evaluate the Cbjective as part of our appraisal system. Part of this objective includes elements to: “Uphold high
parformancs of managers and supervisors based on the following tand. of integrity and ethical behavior; Ensure compliance with merit systems principles and prohibited
57| €] 3] o] 2 |activities: Ensure full cooperatien of employees under hisfher X personnel practices; and 'Ensuﬂng thay equal ploy PR ity principles are adhered to
supervision with EEQ offlcials, such as counselors and througl the and promptly add g allegations of dis¢rimination, harassment, and
[investigatara? [aee 20 CFR §1614.102(b)6) retaliation.” AN IJS Marine Corps APF managers and supervisor have an element in their performance
appraisal
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Has measure
EEOC been met?
# COMMAND-LEVEL QUESTIONS Comments
Elements
Yes | No
SYSCOM - All MARCORSYSCOM managers and supervisors have a mandatory Supervisor Perfermance
Dou the command require rating officials to evaluale the Objective as part of our appraisal system. Part of this objective includes elements to: "Uphold high
P of and supervisors based on the following standards of integrity and ethi¢s! behavior; Ensure compliance with merit systems principtes and prohibited
58 [C] 3| b 3 |actvit Ensure a warkplace thal is free icom all forms of x gersonnel practices; and, “Ensuring that equal emplovmenl opportunity pnnclples are adhered to
discrimination, including h and 7 [sea MD-715, throughout the organization and promptly add g atlegations of discrimination, h , and
HCH retakation.” Al US Marine Corps APF managers and supervisor have an element in their performance
appraisal
SYSCOM - All MARCORSYSCOM managers and supervisors have a mandatory Supervisor Performance
Does the command require rating officials lo avaluate the Objective as part of ¢ur appraisal system. Part of this abjective includes elements to: "Uphotd high
performance of managars and supervisors based on the following standards of integrity and ethical behavior; Ensure compliance with merit systems principles and prohibited
59 |c|3]|b|4 actmuac Emura ﬂ\at subardinate !upewlsou have effective X personnel practices; and “Ensuring that equal empleyment opportunity prlnclples are adhered to
ion, and ir | akills ko ina throughout the v and promptly addressing allegations of discrimi h T, and
k wath di loyees? [see MD-715 instructions. Sec. i) retakiation,” Al US Marine Corps APF managers and supervisor have an elemant in their performance
appraisal
SYSCOM - All MARCORSYSCOM managers and supervisors have a mandatory Supervisor Performance
Doeu the cammand require rating officisle 1o evaluale tha Objective as part of our appraisal system. Part of this ebjective includes elements to: "Uphold high
L of and sup based on the lolk standards of integrity and ethical beh ; Ensure compliance with merit systems principles and grohibited
60 [ C] 3] b] 5 |acivities: Provide relig d whan such x personnel gractices; and, “Ensuring that equal emplayment opportunity principles are adhered to
accommaodations do not cause an undus hardship? [see 28 CFR throughout the organization and promptly addressing allegations of dis¢rimination, harassment, and
§1614.102(a)7)] ." All US Marine Corps APF managers and supervisor have an element in their perfarmance
appraisat
|SYSCOM - All MARCORSYSCOM managers and supervisors have 3 mandatory Supervisor Performance
Does the command require rating officlals to svaluate the Objectve a3 part of our appraisal system. Part of this objective includes elements to; "Uphold high
parformance of managers and supsrvisors based on the foltowing standards of integrity and ethical behavior; Ensure compliance with merit systems principles and prohibited
61 [ €] 3| b} 6 |activities: Provide disabllity accommodations when auch x personnel practices; and, “Ensuring that equal employmant epportunity principles are adhered 1o
accommodations do not causs an undue hardship? | see 28 CFR throughout the organization and promptly addressing allegatians of discrimination, harassment, and
§1614.102(a)8)) retaiiation.”  All US Marine Corps APF managers and supervisor have an element in their performance
appraisal
SYSCOM - All MARCORSYSCOM $ and supervi: have a datory Supervisor Performance
Objective as part of our appraisal system. Part of this objactive includes efements to: “Uphold high
Does the command requira rating officials to evatuate the standards of integrity and ethical behavior; Eniure complance with marit systems pringples and prohibited
performance of managers and supsrvisors bassd on the lollowing . n N . .
62 |C|3]|b|7 activities: Support the EEO p ini ande . X personnel practices; and, "Ensuring that equal employment opportunity principles are adhered to
barriers to squal DFPM""“Y -[m MD-T15, ﬂ(C]] throughout the organization and promptly addressing allegations of discrimination, harassment, and
retaliation.” Al US Marine Corps APF managers and supervisor have an element in their performance
appraisal
SYSCOM - All MARCORSYSCOM managers and supervisors have a mandatory Supervisor Perfarmance
Objective as part of our appraisal system. Part of this objective includes elements to: "Uphold high
Does the command requirs rating officials (o evaluate the standards ef integrity and ethical behavior; Ensure compliance with merit systems principles and prohibited
performance of managers and supervisors based on the lollawlnq . A n L
63 |C|3b actvities. SUPWN the &ntlh o S X personnel practices; and, "Ensuring that equal empioyment opportunity principles are adhered 1o
" 9 duct. [see End Sy “; C. 2] throughout the organization and promptly addressing allegations of discrimination, harassment, and
fretaliation.”  All US Marine Corps APF managers asd supervisor have an element in their performance
appraisal
SYSCOM - All MARCORSYSCOM managers and jupervirars have a mandatory Supervisor Performance
Does the command require rating officials lo evaluate the Ob;echve as pary nf our appralsal system. Part of this objective includes efements to: “Uphold high
p"f'“f'“f"“ of managers and supsrvisors basad on the ’°‘_'°“"9 of i y and ethical beh , Ensure compliance with merit systems principles and prehibited
64 [C]3|b|Y ::t::'“‘ Com:lyE':g.g ':::‘E"é'on_" 'I'::;m.::: ;::‘ ;":";ﬂ':'m x personng! pra:\lces, and, “Ensuring that equal employment opportunity principles are adhered 1o
Syulam?;.:t::ﬁ.on Boarld. labor arh;r:hu?:nd the Federal Labor throughout the organization and premptly addressing allegations of discrimination, harassment, and
Relations Autharity? [see MD-715, IC)] retaliation.”  All US Marine Corps APF managers and supervisor have an element in their perfarmance
appraisa
Does the Principal EEQ Ofiicial (l a. DEEO!DDEEO) recommond to the
65 |c|3]efo0 Qheadimp £ x
disciplinary actions. for managarl and supenisors Mto have failed in
their EEQ responsibilities? [see 20 CFR §1814 102(c)2))
When the Principal EEQ Official {i.e. DEEQVDDEED) recommends
66 | €| 3| d| 0 |remedial or disciplinary actions, are the recommendations regulardy x
implemanied by the command? [ses 29 CFR §1814.102(c)2))
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Has measure
# COMMAND-LEVEL QUESTIONS been met? Comments
Yes | No
D° the HR Dueclnr and the Direclor, EEC mest regularly to sssess Cherry Point - Established an alternative dispute resolution program. Also, adding a Cherry Point ADR
[ o policies, and procedures conform o x canvenor to improve efficiency and to streamline the pre-complaint process and the formal complaint
EECC Iawu. ions, and 0 di 7 [see 20 CFR
§1614.102(a)2)] pracess.
Has tha d i i {schedulss to review at
regular inlervals its merit promotion program. employee racognition
68 awaida prog am, oyea develop firsining programs, and x |Chefry Polnt - EEC meets with HR on a regular basis (o assure measures are taken to assure updated
At policies, fe s 'n“id e ‘:‘1” Commanding Officer’s Policy. Meets all standards. SYSCOM - MARCORSYSCOM last completed this review in
arriars that may be impeding full pa d?abon in the FY2016. An FY23 Part H plan for this item was developed but was not executed due to lack of staffing and
g by all EEC groups? [see MD-715 Instructions, Sec. I i X )
other workload. Due to high turnover the subordinate commands have besn unable to review for barriers.
Does the EEQ office have timely access to accurata and complele
69 o data (8.g., d i dala for i aining x Chzrrv Pnlnt HR employees prowde EEOQ any official information needed to support dead lines,
programs, alc.) required o prépara the MD-715 worklorce data tables? g fi view data for individuals for handicapped employees.
[ses 29 CFR §1614.601(a)]
Coss the HR ofiica timely provide the EED office access to other data
0 0 |(e.g., xil interview data, climate survaya, and x
data), upon request? (see MD-715, Il{C)} Cherry Point - HR employees provide EEO official information needed to support dead lines,
investigations/interview data for employees upon request.
Purauanl lo Section 11{C) of MD-715, doea the EEO offica collaborats
with the HR office to: Implament the Affirmative Action Plan for - ] - . i
Ch R sh: hips;
e ! individuals with Disabilites? [see 28 CFR §1614.203(d); MD-715, = e SRl Sliate L A T T
e with disabilities are given a fais tevel of :ons-derallun for employment. Both offices and staff work well
together to assure campliance with plans for atfirmative section through collaboration .
Pursuant to Section WC} of MD-715. dosa the EEO offica collaborata h v 9 dvi . Hi inciples, i |
n 2 fwith the HR office to: Davelop andlor conduct outreach and . :I'IV PN:IU'EE{:.mdtHR rewew,rtwersee, a A‘\nce o‘n n:os.l current MH‘I-‘ Sl:h ing :’:a:up e:; ntoelm-'lt :r'ders,
recrulting initiatives? [ses MD-715, II(C)] pol |c|e? an |.rec ives to assure proper recruitment initiatives are meeting the current needs. Direct Hire
Authority has increased EEQ and HR training for management and employees. Due to high turnover the EEOD
offices have not been able ko conduct outreach rec¢ruiting initiatives.
Pursuant ko Saction INC) of MD-7185, doea the EEO offica collabarate ¥ . i o
7 3 [with the HR office to: Davelop andiar provice tralning far mariagers . Ch:rlry Poln; EEO and HR have developed a shared class specificalty for tivilian and military management
and employess? [aee MD-715, I(C)) regularty and upon request.
Pursuant to Section |I{C} of MD-715, does the EEQ wifice collaborate Cherry Point - EEO callaborates with HR to level the playing field, identify and remove barriers to equal
74 4 |with tha HR office to: Identify and remove barrisrs to equal X |oppertunity for all employees. Advise agency if there are any issues identified. MCI West - Shortage of
op ly in the workplace? [see MD-715. RC)] personnel Due to high turnaver the ¢emmands have been unable to effectively identify and remove harriers
Purgyant lo Section I(C) of MD-715, does the EEQ office ¢ollaborate R I . . ing th ¥
” 5 |with the HR office to: Asiat In praparing the MD-715 report? [s08 x Cherry Point .EEO Annually. meets 1o cnllal.mrate with HR and assist in preparing the MD-715 report. The
WCH EEO staff prevides command deck leadership updates.
- - ey ol p ~ Chetry Polnt -The command actively assures constant application of distiplinary Ities which may alse
Doss the command have a disciplinary policy and/or lable of panalties diserimi dirg offi h . 1 by Hi
76 0 |that covers discriminatory conduet? 29 CFR § 1614.102{a}6}; sen X gl Y Sonduct, e commanding of o, the management offiah ave alio paad oyt ond
also Douglas v Veterans Administration, § MSPR 260 {1984 requirements as well as any internal or local polices. The agency must consider the relevant Douglas
factors when reaching a decsion on the appropriate penalty.
‘When i doos lhe d discipli
and employeea for di ratory ? [see 25 CFR
” 0 §1G14 102(0)[0)] lf y-l please state the number of
dividuals during this reporting period in Cherry Palnt -Two (2} Management officials have been disciplined in this period. €60, HR and the
the commants, Commanding Officer promote fair and equitable discipline based on the Douglas Factor, Orders, Directives
and five ynion contracts.
Il the command has & finding of discrimination {or setties cases in
78 0 [which a finding was likely), dces the command Inform managers and Cherry Point - Need to know would be followed.
[suparvisors about the discriminatory conduct? [use MD-715, I{C))
Does the EEQ oifice provide g 7 visary oficials with
regular EEQ updalsl on at leasi an annual basls, including EEO
d p and data , legal Cherry Polnt Deputy Director updates Leadership weekly during CO/XO meeting. Presents state of Agency
79 0 |updales, barrier analysis plana and special emphasis updalaa? [soe e €O Annually, MCI West - Minimally annually during the MD-715 briefing TECOM/Adminbtration and
MD-715 Instructions, Sec, 1) If “yas”, pleass Idantify the frequency Resource/SYSCOM/Quantico- Quarterly, last briefing was conducted in April 2023
of the EEO updates In the commants. column and date of last
Fumnnu
20 0 Are EEQ officiala readily available 1o answer managers and M
supervisors’ questians or concema? [see MD-715 Instructions, Sec, 1]
Cherry Point - E€Q office regutarly reviews the 462 report, workforce data, complaint data, exit surveys and
Comemand climate survey. However, the Special Emphasis program is not being fully executed. Current Plan
) H being worked. SYSCOM - Yet, however, MARCORSYSCOM again notes that the ¢entinued lack of applicant
81 Does the command have a procesa for identifylng triggers in the % |data, incomplete or ynavailable A and B Workforce Tables, and continued lack of NCUF and Occupational CLF

L workplace? [see MD-715 Instructiona, Sec. )

dats hamper the Command's ability to perform a thorough trigger analysis and subsequent barrier analysis
planning. These are decade-long standing issues that have not been addressed at the Department or Agency
level
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Has measure
EECC been mat?
# COMMAND-LEVEL QUESTIONS Comments
Elernents
Yes No
Does the command regulary use the fol "] of' fi
lor trigger identification: worki data; K dala; Cherry Point - EEO office regularly reviews the 462 report, workforce data, complaint data, exit surveys and
a2 |oli[elo exit surveys; employoe climate aurveys; focus gmups_ aftinily groups; x Command climate survey, However, the Special Emphasis program is not being fully executed. Current Plan
union; prog lpncisl h preg H being worked. SYSCOM - Yes, however, MARCORSYSCOM again notes that the continued lack of applicant
dati andiar ext ! data, incomplete or unavailable A and B Workforce Tables, and continued lack of NELF and Oceupational CLF
special intarest gmupu? [sse MD-715 rnatmchnns Sec. ] data hamper the Command's ability to perform a thorough trigger analysis and subsequent barrier analysis
planning. These are decade-fong standing issues that have not been addressed at the Department or Agency
Jevel. Due to high turnover the commands have been unable to identify triggers.
Doas the command conduct exit interviews or surveys that include
uestions on how the d could imp tha hirii
sloltfc|of and ad of individusle with dlnbllltr-gn? *

[s2e 29 CFR 1614 203(d)1KiXCH MCI West - recently implemented Some commands don't have exit interviews. Awaiting for 2 DON-wide exit
Survidy

Doas Ihe command have & process for analyzing the identified Chetry Point - EEQ office regularty reviews the 462 report, workforce data, complaint data, exit surveys and

aalo|zlajo triggers to find possible barrlers? [see MD-715, {IIXB} ¥ |command climate survey, However, the Special Emphasis program is not being fully executed. Current Plan
H being worked. SYSCOM - Yes, however, MARCORSYSCOM again notes that the continued lack of applicant
data, incomplete or unavailable A and B Workforce Tables, and continued lack of NCLF and Qccupational CLF
data hamper the Command’s ability to perform a thorough trigger analysis and subsequent barrier analysis
planning. These are decade-long standing issues thal hive not been addressed at the Department or Agency

Jlevel. Due to high turnover the ds have been unahle to identify triggess.
Daes the mmmand ragl.nharlyI examing tha impacl of

85 |[Dj2|bjO | policies, p d| . and pract by race. x

MM“BI ongin nex, and d"“'"m [sea 29 CFR 5161‘ 102X SYSCOM - MARCORSYSCOM examines the impact of its management/persannel golices, procedures, and
practices based on their impact on mission and business benefits to the Command, the Marine Corps, and
acquisition mission. Due to high turnover the commands have been unatle to

Does the command conaider whather any group of employees or SYSCOM - MARCORSYSCOM structural and workforce recrg: andfor job r s are based on

s lolz]lclo Jmighl be negatively i ted prior o making human % g mission and b benefits to the Command, the Marine Carps, and acquisition mission.

29 CFR §131‘-‘02(:;(‘§;|l“ gd A ? lsee Impacts to billets, grade-fevals, job series, programs, etc. are known and evaluated bul the impacts to
employees based on RNO, gender, or disabifity are not considered because MARCORSYSCOM does not have
access to this data for its subordinate organizations. Due to high turnover the commands have been unable
o process.

x;f;?:’?::i:ﬁ:ﬁ"ﬂ?;mm:;ﬂrg ;:l:m::lo:uwm. Cherry Point - The EEQ Office utilzes tha 462 report for trends within the EEO program. Also the Reasenable

amployee c|,,“.‘, .u,“y,. focus groups. affinity groups, union. Accommodation Program.  MCI West - Exit surveys, union officials, anti-harassment program, and the

37 | o] 2| 4] o |Pra prog apecial X teasonable accommaodation program TECOM exit and climate survey SYSCOM - Data Sources: Command
bd - Exit Survey; Federal Employee Viewpeint Survey; & DEOMI Command Climate Survey. Quantico - Climate

M""" andfor ““’"‘“9| special intarest GW“P'T [see MD-715 surveys when available, program and policy evaluation. Due to high tuinover the commands have been

:::;'::::::cir:":l It “yea”, plaase identify the data sources In the unable to identify barriers by reviewing all the sources.

e olala]o mr': m’::“f'n“"".""‘."’ :;':fc’l :""“ Ll z‘:"’“’ e - . [cherry Polnt - Currently working Part 1 SYSCOM - F¥23 Part M Plan was not executed dus to lack of available

29 CFR §1614.102{a)3)) staff and other workload, Due to high turnover the commands have been unable ta identify barriers.

If the command idantified one or more barrlers during the reporting Cherry Point -Currently working Part I. MCI West - na barriers were identified $YSCOM - FY23 Part H Plan

89 | 0| 3| b| O |period. did tha command implement a plan in Part |, including mesting X Jwas not executed due 1o lack of avaiable wtaff and other workload. Due to high turnover the ¢commands
the target dates for the planned activities? [sae MD-715, 1{D)] have been unable (o identify barriers

o0 |ol3|cla Does the command periedically review tha affectivensaas of tha plans? . Cherry Point - Yes, Quarterly updates arovided to HQ Marine Corps SYSCOM - FY23 Part H Plan was not
(sea MD-715, {D)] executed due to lack of available staff and other workload. Commands review their plans quarterly

the command posl its affirmative action plan on its intemal

61 | 0| 4 | o frwnein? fore 28 CHR 1614 200eKer Preames provide the intamet 5 [Chemy Polnt - hitas:ffusres shavegom-mil uyfsss MCEAST CHET EED MCl West.-
address In the commants. hips-fiwieng sharepaint-m | usfsbesmoiwei BEQUSiePagen/omne dign

az [pla]elo :::E:'ﬂ::‘:’;ﬂﬁr;:m;:‘;:ﬁ‘z ::";.; ?:'ajttafx":::;m . The agency uses USA Jobs partal, Schedule A, and continues to review Workforce Recruitment program by
(500 28 CFR 1614.203(d}1il] reviewing databases for potential candidates.
Does the command ensure that r.ﬂsablllly -relaled questions from

93 |D|4]|c|O bers of the public ara prompily and ¥7? [see 28 x
CFR 1614.202(d)1 X} A))




DON FY23 MD-715 REPORT
COMMAND PART G REQUIREMENTS

EEOC
Elements

COMMAND-LEVEL QUESTIONS

Has measure
been met?

Comments

Yes | No

9

Has the command taken specific sieps that are reasonably deaigned to|
increase the numbar of p with disabilities or targ disabilitias
employed at the command until it meets the goals? [see 20 CFR
1614.203{d)7Kii)] If "YES" provide examples In commanta.

Cherry Point -Promaoted Voluntary Self-Identification of Disability Campaign, using all hands message and
staff meetings.  SF256 Information provided on EEO Office page on Chery Point website. MCI Wist -
employees were encouraged to self identify that they were an IWD or 'WTD TECOM - Use Schedule A Hiring
Authority and Veteran's preference when hiring, Merit System Principles and offering

A dation for i with disabilities. and Resource- promotes the Workforce

Rec Program, encourages self-identification of disability status, and during brief with Commanders
disability employment participation rates and shared and geac I push to loye individural
with disabilities. SYSCOM - The percentage of PWD and PWTD in the MARCORSYSCOM workforce continues
to exceed the federal-level 12% PWO and 2% PWTD workferce participation goals, MARCORSYSCOM
continues to utilized Schedule A Hiring Awthority and the 30% or more Disabled Veteran Appointment
[Autharity. Quantico - We use all prolrams available to us inciuding schedule A hiring authority, Veteran's

f e etc, Our programs i g Merit System Principles and Reasonable Accommodation also help us
smve to be a model employer. Manne Corps uses Schedule A, Disability Awareness champion to encourage
the SF 256 completion, and WRP

95

™
—
w

o

Doss the command issue the notice of night to fila on or before the
30th day {if no exiansion was requested or granled or no ADR
accepled), and issus the notice of right io file a formal complaint on or
befora the 90th day (whare ADR was accepied or an sxtension
lgranted)?

In commant section, pravide the number of complaints that fall in
10 the following catsgories as found in the 462 report, Pari 1« C:
1. Counsalsd Within 30 Days

2. Counssled Within 31 to 90 Days

2. Counsaled Within Written Extsnslon Patiod No Longer Than
&0 Days

2b. Counseled Within 30 Days Where Individual Participated in
ADR

2c. Counselad Within 31-90 Days That Wara Untimsly

3. Counseled Beyond 30 Days

1.3 2.84 2a.21 2b. 47 2c. 6 {MCI West - 5; Albany - 1)
3.8 {Administration and Rescurce - 2; Albany - 3; Tri-Command - 2: MC) West - 1)

96

Doos the command pravide writtsn notification of rights and
respansibilities in the EEQ pracess duning the initial cousaeling
aeasion, pursuant lo 29 CFR §1614.105(b}1)?

97

m
-
L]

[-]

Does the l=sve ack dedg Jettors i diately u
recaipt of 8 formal complaint, pursuant to MO-110, Ch. 5{1}?

0f 78 EEO formal complaints filed, 16 were untimely. Administration and Resource, MCI West, Albany,
Charry Polnt, Tr-Command, and Ml Eait are deficlent in this element.

98

Doas the d issua I
30 daya from the date of recaipl of tha fewrnal complaini? In the

within

{commants section, provida (1] the number issued within 30 days

and {7 mol laged within 30 days of receipt of the focmal

complaink

(1} 56 within 30 days  (2) 19 not within 30 days Administration and Resource, MCI West, Albany, and
MCI East are decificent in this element.

99

Does the enaura all employees fully coop with EEQ

lors and EEQ p | in the EEO process, in¢luding granting
routine access lo personnel records related 1o an investigatian,
pursuant i 2¢ CFR §1614.102(b)}6)?

100

™
-
o

Cid the command isaue all raports of inveatigation on or bafore 180
days (or. for when an extension was granted, on or befors 270 days)?
In the saction, provide the bar of ! 1hat fall
in to tha following categorias as found in the 462 ceport, Part D{:
1_Investigations Completed by Agency Personnel(a + b + ¢}

1a. nvestigmicas Com
1b. Investigations Completed in 181 -
1b1. Timely Completed Investigations

1b2. Untimely Completed investigsilons

ic. InvesUgations Complsted in More Days
2_lnvestigations Complated by Contractors {a + b + ¢}
Zalavestigations Complaied In 188 Dhegn o Loda

2b. Investigations Completsd in 1§1.+ 360 Days

bi. Timety Compisted Investigations

262, Uniizsly Geplatad Investigesions

20 Inwwitigations Complated In 61 o1 Mors Daye

Albany, Administration and Resouree, MCI-West, Tri-Command are deficient
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EEDC
Elements

COMMAND-LEVEL QUESTIONS

Has measure
been met?

Comments

Yes

101

If the command does not imaly complete investigations, does the

d issue the notice of untimely investigation letter (108{g)
latter). which adviaes the complainant of righls to a hearing/FAD, on or
belore the 180Ih day if the investigation is not complete?

Cherry Point -No untimely investigations this period.

102

Il the d uses any stage of the EEQ

plaint process, doss the d hold them ble lor poor
work product andlor delaya? [See MD-110, Ch S{VEARIf “yos”,
pease d Ibe how in the

NA

NA

Cherry Polnt/TECOM/Ad and R SCOM/Quanti
contractors. MC) West - stopped use of contractors in December 2022

-The G 1d does not use

103

If ma d uaes h

o any stage ol the EEQ
does tha d hold th

em for poar

e work product and/or delays during performance review? [See MO-110,

Ch. 5(V)A)]

NA

NA

/MC) West/Cherry Point - no collateral duty

104

Does the command submit complaini filas and other decuments in the
progoer format to EEQC through tha Federal Seclor EEQ Portal
(FedSEP)? [See 20 CFR § 1614.403g))

TECOM/Adminlstration and R Qe i

105

Has the d ished a clear sep b ita EEQ

gram and ils defenatve § ?{seeMD—HO Ch

KDy

106

m
~
o
o

When seeking legal sulficiancy raviews, daes the EEQ office have
accass to suliicient legal from tha agency
representative? [see MD-110, Ch. 1(IV](D)| H “yas" please ld-ntl[!
th rceflocation of the atior who conducts the
aulficlassy mavlaw in the comments oolumn,

Cherry Palint - EASTERN AREA COUNSEL f MCIEAST, MCI West - There are 4 separate OGC's within our
command. We seek sufficiency reviews from the OGC that is not from that specific location; Le. Barstow wil
conduct the sufficiency review for Camg Pendl TECOM/Admini: and
Resource/SYSCOM/Quantlco - We utilize three different Agency Counsel offices: Office of Counsel for the
Commandant, Quantico Aréa Counsel Office, and Manpower and Reserve Affairs Counsel,

107

Is the atirmey thal does legal sufficiency review diffarent than the
agency reprasentative?

103

m
o
a
o

Doas the commarnd ensure that ils agency repraaentative does nol
intrude upon EEQ ling, and final co d
dacisions? {see MD-110, Ch. 1(IV](DJ]

™
[
L]

a

f i g time frames i d for the legal
counael's suﬂ'dency review for timely precessing of complaints?
EEQC Report, Attaining a Model command Progiam: Efficiency (Dec.
1. 2004)

Cherry Paint -Time built inta Dol Agency Pracessing of Formal Complaints Timetable.

110

Ooos the d requite gers and i to participate in
ADR once il has been oifered? [see MD-715, II(A](HI

111

m
w
n

<

Doas the ploy 0 use ACR, where ADR
is appropriale? [ses MD-110 Ch 3(IVKC)I

112

Daaa the ansure 8 g official with setfement
authority is accaasible duting the disputs resolution process? [see MO-
110, Ch. 3{NINANDY

113

Dees the command prohibit tha responsibla management official
named in tha dispute rom having setlement suthority? [see MD-110,
Ch 3(1))

114

Does the d I the elif
program? (see MD-110, Ch a(ll)[D)l

of its ADR

Cherry Point -ADR Program managed at DeN level. Command uses DoN center of Excellesse far ATR

115

m
w
»

o

|whether the

Does tha command moniter trerlds in |la EEQ program 1o determine
dia i iona under the statules

EEOQC enlorces? [see MD-715, II(E)i ! 3°, provide an exampls in

ibw conma Sl

Cherry Point -Quarterly 462 report reviewed and report sent o HQ. Parts H and | are reviswed and updated
Quarterly, Tables A and B are reviewed on 3 Quarterly basis. MCI West - MCl-Waest stays abreast of all
itatutes and monitors its EEQ program through training provided by the DON and HQGMC

TECOM/Ad and /SYSCOM/ ieo- We evaluate/monitor EED cases stemiming from
the same office/c d, repon to d appropriate action.

and rec

116

YWhan a complainani files a hearing, does the command upload the
official case file in FEDSEP o EEQC within 15 days of recaiving the
firs! notification that the comainant requesled a hearing? {i.a. Do
NOT wait until receipt of acknowledgemsnt of hearing notice )

11



DON F¥23 MD-715 REPORT
COMMAND PART G REQUIREMENTS

Has measure
EECC
w| 5 COMMAND-LEVEL QUESTIONS been met? Comments
Elements

Yes | No

'When a complainant liles an appeal, does the command upload the

urlelz2ls official cave file in FEDSEP to EEQC within 30 days of the agency's
first notilication of the complainant filing an appeal? (i.e. Do NOT wait
until receipt of acknowladgemeant of appeal notice.)
[119]

12
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NAF Fart G - The Part G Self-Assessment Checklist is a series of questions designed to provide Commands with an effective means for ¢ondusting the annual self-assessment required in Part F of MD-715. This self-
assessment permits Director, EEOs to recognize, and to highlight for thair senior staff, deficiencies in their EEQ program that the Command must address to comply with MD-715's requirements. Nothing in Part G
prevents Commands fram establishing additional practices that exceed the requirements set forth in this checklist.

For each MD-715 essential element, the Part G checklist provides a series of “c [i indi * Each iance indicator, in turn, contains a series of “yes/ng” questions, called "measures.” To the right of the
there are two col one for the Cor d tn answer the measure with "Yes”™, "No™, or "NA;" and the s&¢and column for the C d to provide “c it y. C ds should briefly

explain any “NJA” answer in the comments.

A™No" response to any measure in Part G is a program deficiency. For each such "No™ response, an agency will ¢ required in Part H to identify a plan for correcting the identified deficiency. If one or more sub-
components answer “No™ (o a particular question, the agency-wide/parent agency’s report should also include that “No” response.

Has measure

# | pooc COMMAND-LEVEL QUESTIONS been met? Commants
Yes Neo

Does the commang lnnully issue a signed and dated EEO policy
on rhead thal claarly the
1 | A 1| a| 0 {command's commitment lo EEQ for all emplayess and applicanis? tf % |Cherry Paint - October 28, 2023 Camg Pendleton - December 21, 2022 MCAS Miramar January 5, 2023

":I”"' please provide the annual i dats in the MCAS Yuma February 10, 2023 Quantico - Not dated Administration and Resource, M B RA - August 22,
column
2022

Does the EEO policy dd. all p d bases {age,
color, dinlnliiy sax {including preg eyl ori jon and

gender identity), genetic i tional origin, race, religion, and
raprisal) eonlamad in the laws EEOC enforces?

™~
b
-
o
o

1 Does the dd the folk g policies and di
o afl employees: Ant-harasament policy? (ue MD 715, lI{A)]

DON June 2023

Does the d di the 1 g policios and "
4 |Al2]|a| Z]|toall employ R: bl d procadures? [see 28 x
C.F.R§ 1614.203{d){3)

Does the inently post the f

throughout the workplace and un its public wlbllte The businsss
S |A| 2 k| 1 |conlact information for its EEQ Counselors, EEQ Officers, Spacial x
Emphasis Program Managers. and Direclor, EEO7 [see 29C.FR§
161 Cherry Point - https:/fwww.cherrypoint. marines milfEEC/ NAF - MCCS - https:/fcareess.usme-
mecs.org/nav-preferancegE0

Doses the d inently post the following inf
s Jal2lsl 2 thrughout the workplace and on ils public \wbul\e Wrillen materials
conceming the EEQ progiam, laws, policy atatements, and the

oparation of the EEQ complaint process? [see 29 C.F R § 1614.102 Cherry Point - https://www.cherrypoint.marines.mil/EE0/ MCCS - hitps://careers,usme-mees.org/Bnav-

preferenceEEQ

Cherry Polnt - https:/fwww cherrypaint.marines.milfEEQ/ MCI WEST Reglon https:/fusme.sharepaint-

4 . ind,
2 lalale Ooea ﬂh‘:ut the wo rkpllce and m‘:‘::::‘;m mbam Reasonable . :|r1‘iI.us!siles.fm:iwest_tEOISitePagesIHome.osex Quanl.lc.n. « Rew .Empluyee. Orientation, aiso available
laccommodation procedurea? [see 29 C.F.R. § 1614.203{d)3Ki)] I so, rough a link on the MCBQ website to the Guide for Civilian Marines provided at
plaass provide the internst in the 1z column. https:/fhrom.marines. milfNew-Employees/ At least once but it is readily available on the website, has been
shared on bulletin boards and it has been included in follow up training such as Supervisory Training which
is required upon assuming a Supervisary position and then again every 3 years. Administration and
Resource - hitps://www.ar.marines.mil/EEQS MCCS - https:/fcareers usme-mees.argfnav-preferenceEEQ
Cherry Point - Upon checking into the C d, New Employee Ori ion (NEQ) snd Required {POSH /
EEO ) Annual training. MCI West - Bi Annually during training Quantico - New Employee O ion, also
Doss the d inform its ‘ shaut the I ing lopics: available through a link on the MCBC website to the Guide for Civilian Marines provided at
8 |A]2|c| 1|EEQ complaini pracesa? [see 20 CFR §§ 1614.102(a)12) lnd L3 Itips://hrom. marines. mil/New-Employees/ At least once but it is readily available on the website, has been
1614.102{bR5) I “yas”, ploass provide how often., shared on bulletin oards and it has been included in follow up training such as Supenvisory Training which
is required upon assuming a Supervisory position and then again every 3 years. Administration and
Resource - During bi-weekly Entrance on Duty EED briefs, anaual EEQ training, and customer requested
specialized training,
Cherry Polnt - Upon checking into the C d, New Emptoyee Ori ion (NECG) and Required (POSH /
Doss the d inform its smployees about the following topice: EEC } Annual training. MCI West - Minimally Bi-Annually during training. Quantics - New Employee
9 [A] 2] ¢} 2 jADR process? [see MD-110. Ch. J{IKCH If “yes”, please provide x Orientation, also availabile through a fink on the MCBQ website to the Guide for Civillan Marines provided at,
Rt https://hram.marines.mit/New-Employees/ At least once but it is readily avaitable on the website, has been
shared on bulletin boards and it has been included in follow up training such as Supervisary Training which
is required upgn assuming a Supervisory position and then again every 3 years. Adminlstration and
Resource - During bl-weekly Entrance on Duty EEQ briefs, annual EEO training, and customer requested
|specialized training.
Cherry Point - Upon checking into the C d, New Employee Ori ion {NEO} and Required {POSH /
Do“ ‘ll10 dinform its a about the following topics: EEQ ) Annual training. MCI West - Minimalty Bi-Annually during tratning. Quantica - New Employee
10falz]c|3 d gram? [see 20 CFR § x Qrientation, also available through a link on the MCBQ wabsite to the Guide for Civilian Marines provided at
1614. 203(&1)(1)[“)[(:)] I “yos”, plnn provide how often, https://hrom.marings.mil/New-Employees/ At least once but it is readily available on the website, has been

shared on bulletin boards and it has been included in follow up training such as Supervisory Training which
is required upon assuming a Supervisory pasition and then again every 3 years, Administration and

Rasource- During bi-weekly Entrance on Duty EEQ briefs, annual EEQ training, and customer requested
specialized training.
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Has measure
EEOC
# COMMAND-LEVEL QUESTIONS been met? Commants
Elements
Yes | No
Does the d inform its k aboul the [k g topica: Cherry Polnt - Upon checking into the Command, New Employee Orientation {NEQ) and Required (POSH f
1 lalz2lels Behaviors that are inappropriata in the workpiace and could reault in " EEQ ) Annual training. MCI West - Minimally Bi-Annually during training Quantico - New Employee
disciplinary action? [S CFR § 2635.101(b)] il "yes", pleass provide Orientation, also available through a link an the MCBQ website to the Guide for Civilian Marines provided 1
how ofien. https:/fhrom.marines.mil/New-Employees/ At least once but it is readily available gn the website, has been
shared on bulletin boards and it has been included in fellow wp raining such as Supervisory Training which
is required upon assureing a Supesvisary position and then again every 3 years. Administration and
Respurce - During bi-weekly Entrance on Duty EEQ briefs, annual EEO training, and customer requested
he d provide fion to employes, Cherry Point - Annual Performance Awardt MO WEST Emplo're: of the (:.luaner EEQ Employee Spotlight
e in -qual Quantico - Wa do net have awards specifically for EEQ acco , if were
12 |Al3)al0 employment opportunity? [see 29 ‘CFR §1614. .'02‘., ()] 1t “yas™, X |nominated for an award it would be considered under our existing awards grogram. Administration and
provide one or two axamples In the commants ssclion. Resource - The Capital Region EED Office provided an employee from another Agency with an award for
participating as an awesome cobiateral duty member of our Special Emphasis Program Committee, The
employee utilized her rescurces to obtain valuable key components to the National Disability Employment
Awareness Month eventi
Daoes the command utilize the Federal Employss Viswpoint Survey or
1314|3]b]0 f“‘ef.f.l'm:;‘m:';:'m.ﬂ mﬁw;g:;:n 250|]Mn GHEED * Che.rrv Point - Review Al and 81 tables Quarterly. Have access o EOA.:Iimale survey. Quantico - When
available; although it's not always the best source given that participation is often low which skews the
|data. High within the d
Cherry Polnt - NAF: Why i Diversity & Inclugion imgortant — establishes culture where all employees feel
free to contribute. Fuels innovation and creativity. Creates the ability to adapt 1o change, Impacts
oos the & » . . . EEO J4i rétention and the bottom line. FagTitates better decision making protess, Diversity is being embraced 1o
o3 the current plan : N ; i
14 | B[ 1 a | 0 fand inclusion principles? [see MD-715, IIB)] If “yes™, pleass idnntlly - U!ﬂ_! iﬂf-l_ fD!f!f a workplace that reflects the demographics of the Marines, Sailors and lamilies e
the EEO principlas in the strategic plan in the commanta column, Provides differing peripectives and insights on cultures, races and backgrounds. Promaotes opportunities for
sharing ideas and knowledge in the workplace. Quantico - We do not have a strategic plan. Administration
and Resource - 1. Cultivate a diverse workplace free from discrimination for all personnel and applicants for
employment regardless of race, refigion, color, sex (including pregnancy, gender identity and sexual
orientation), national origin, age, genetic Information {in¢luding family medical history or disability) and
reprisal. 2. Incorporate the principles of EEQ into everyday activities and pmacllvely address discriminatory
behavigr, while cultivating a workforce which is more engaged and . 3.Maintain a safe, fair and
inclusive work environment where all employees are free lo grow and deve!ag in thair careers.
Does the command's organizational charl clearty define the reporting . q P— .
15|8|1]a] 2 structucs for the EEO office? [ssa 20 CFR §1814.102(1{4)) x Quantico - Capital region EEQ Office organizatian af chart clearly defines the reperting structure
Doaa the Direcior. EED have a regular and effective means of
islelilelo adviging the command head and other senior management olficials of o
the affectiveness, efficiency and lagal compiiance of the command's
EEQ program? [see 29 CFR §1614.102{c)1): MD-715 Insinictions,
During this reporting periad, did the Principal EEQ Offictal (i.a.
DEECHDDEEQD) presant ko tha head of the command, and other senior
managemant officials, the “Siale of the command” briefing covering
718|1 0 |the si tial al ta of the model EEQ nd the status of
: ¢ m: ;:;::::.;;:;“m ? (08 MO-7T15 !n:r:qum a‘ Sec. |:l M e * Cherry Paint - January 18, ZIJ.ZJ MCI Waest - March 2023/ Status of Inspection Briefings Quantico - State of
“yoa", pleass provide the datw of the brisfing In the commants the command brief was provided in D ber 2022 A and Resource - State of the Command
brief was provded to the Director of Marine Carps Staff on 16 December 2022. M & RA - Jan 19, 2023
Doas the Principal EEO Official {i.e.  DEEQ/DDEEQ) mgulady
18jal1|d|o in fovel atafl |, budget, H
tedlmhgy, and other workiorce luauu? {see MD-TI 5, [B}]
Cherry Point - MCCS WA Director_and management partner with Installation EEQ
Ia the Director, EEC ibla for the imph ola i
i ! 1 p top EEO and to identify and ) )
1je|zlajol. . T > pol.iciea_ . and p 7 [288 MD- x Cherry Point - MCCS HR Director and management partner with Installation EED
110, Ch. 1{IIIA): 20 CFR §1614.102(c)]
la the Director, EEQ ible for ing the p ol EEQ . . .
(B2 b|0 counseling [see 20 CFR §1614.102(c)4)] X Cherry Paint - MCCS HR Girector and management partner with lnstallation EEQ
I. the Direclor, EEO ible for g the fair and th h
9 »f EEQ 7 [sea 29 CFR §1614.102(cN5) [Thm . R
1 |B|2]c]O q may not be p for cortain subordinale lavel x Cherry Point - MCCS HR Diractor and F'{ partner with EED
campanents.]
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Has measure
EEOC
# COMMAND-LEVEL QUESTIONS heen met? Comments
Etements
Yes | No
Is the Diractor. EEQ responsible for periodically evaluating the entire
22{6|2] ] 0]EEQ prog and providi datiens for i to the x Cherry Point - MCCS HR Director and partner with llation EEQ
command head? [m 29 CFR §1614 102{52)]
Il the d has subordinale lavel . does the Director,
23 | B| 2| g| 0 |EED provide off: i and ooardi for the P ? X Cherry Point - No subordinate level SMERA-p guidance to the subordinate commands
{00 20 CFR §§ 1614, 102(5)(2) and (c}{3))
Do EEQ program officials participate in d
24|8|3]aj0 vm‘kloma chnngu that might mt:?:‘f? oy inch udnng Almlag:r X Cherry Point - MCCS HR Director and management partner with Instalfation EEOQ
g. and sek for training/ "‘, ]
Cherry Point - Why i Diversity & Inclusion important - establishes culture where all amployees feel free to
cantribute. Fuels innovation and ¢reativity. Creates the ability to adapt to change. Impacts retention and
- X ‘ o) . EEO varmi the battom line, Facilitates better decision making process. Diversity is being embraced to create and
Does tha d's current strategiz plan di ity fost: xal h 1l : B p . ]
25 [ 8| 3| o] © [and inctusion principlea? (see MB715, BiB)) 1 “yea™, plaass identity « c.ns er a workplace that ref 'e:.ts the demaographics of the Marinas, Sailors and families we sel\ce Prowde's
the EEO principles in the ic plan In the ts column differing perspectives and insights on cultures, races and backgrounds. Promotes opportunities for sharing
¥ v ' ideas and knowledge in the workplace. Quantlce - We do not have a skrategic plan. Administration and
Resource - | Cultivate a diverse workplace free from discrimination for alt personnel and applicants for
employment regard'ess of race, religion, color, sex (including pregnancy, gender identity and sexual
arientation), national origin, age, genelic information {including family medical history or disability} and
reprisal. 2. Incorporate the principles of EEQ into everyday activities and pfoacuvelv dldress discriminatory
behavior, while cultivating 3 workforce which is more dand ¢ d. 3.Maintain a safe, fair and
Jinclusive work envi where all employees are Iree to grow and develop in their careers.
Pursuant o 29 CFR §1614 102(a}{1). has the command allocated
sufficient funding and quslified staliing io successfully implernent
26 |8|a]af 1 |theEEOp lor the lollewing avsat: To conduct & self ]
it of the d {or possible progi defl ? . . - . -
[see MD-715, WD)} Cherry Pr:lnl MCCS HR Director and management partner with Instaltation EEO . High turnover within the
«
Pursuanl ko 29 CFR §1814 102{a){1). has the command allocated
sufficient funding and qualifisd staffing to succesafully implsment
Z7fe|4|a|2]the EEO program, for the following areas: To enabl- the command to x
ath h batrier anatysis of ity force? [see MD-715.
11{B)]
Cherry Point - MCCS HR Director and management partner with tnstallation EEQ Migh turnover within the
commands.
Pursuant to 29 CFR §1614.102{a){1), has the command allocated
sufficknt funding and qualified staffing to successiully implement
tha EEQ program, for tha foliowing areas: To timely, thumughly,
2 |[B|4]|a]3 lnd Talrly p EED including EEQ X
Higatl final d decis| and lsgal sufficiency
reviews? [sce 20 CFR § 1614.102(c)5) & 1614.105(b) — (1); MD-110,
Ch. 1{IVXD} & 5{IV); MD-¥15, I{E))
Cherry Point - MCCS HR Director and partner with [ il EEQ High turnover within the
commands.
Pursuant to 20 CFR §1614.102{a)1). has the command allocated
sufficient funding and qualified staffing to auccesafully implement
the EEQ program. for the lollowing areaa:  To provide all supervisors
20 lalafala and ampbym with tuunlng an the EEO program, including but not .
limited to dati disability
tha EEQ plai prnceu and ADR? [see MD-
715, I{B) and WC)] IF not, please ldonlify the iypo(-] of tralning
with Inaufficlent funding In the -
Cherry Polnt - EEQ Professional training built into the FY24 Budget submission. High turnover within the
cammands.
Pursurant to 280 CFR §1614.102{a)1), has the command allocated
sufficient funding and qualiflad statfing to succeasiuly implement
30 |8lalals the EECQ program, for tha following areas: Te duct thorough, x
accurate, and sflactive flald audits of the EEQ programa in Cherry Point - No field offices Admin} and R /MCI West - no field audits were done to the
componants and tha fisld offices, il applicable? [see 20 CFR ather NAF entities M & RA conducted field offices MCI PAC Feb 2023, MCI Wast May 2023 and Meet and
§1614.102(c)2)) Greet Camp Lejeune Jan 2023
Pursuant o 29 CFR §1614.102(a)(1), has the command allocated
sufficlent funding and qualified staifing o successiully implamant
31|8|4]a| 6 |the EED prog for the | g areas: To publish and dlstrik x
EEOQ materlals (e.g. haraasment policies, EEQ pasler. reasonable
accommodations procedurea)? [see MD-715, I{B)]
High turnover at the commands
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EEOC
Elements

COMMAND-LEVEL QUESTIONS

Has measure
been met?

Comments

Yes No

32

Pursuant 1o 29 CFR §1614.102(a){1}. has the command allocated
sufficient funding and qualified staffing lo ;ucoeufully implament
the EEQ prog for the ing areas: To mai data

and tracking for the foll g types of data:

Haint trackd K demographics, and applicant flow
dah? [see MD-T15, I{E]]. W not, please identify the systems with
insufficient funding in the cemments section

Marine Corps Wide - No applicant flow data built in the PeopleSoft database system. High turnover withia
the commands

33

Purauanit lo 29 CFR §1614.102(a) 1), has the command allacated
sulficient funding snd qualified staffing 1o successivlly implament
the EEQ program, (or tha following areas: To effactively administer its
special smphasls programs (such as, Faderal Women's Program,
Hispanic Employment Program, and People with Disabilities Program
Manager)? [5 USC § 7201, 38 USC § 4214, 5CFR § 720204, 5CFR §
213.3102(1) and {u). 5 CFR § 315.709)

Cherry Point - No dedicated EEO Specialist to support Special Emphasis pragram. High turnover within the
[commands.

34

Pursuant to 29 CFR §1814.102{a)1}. has the command allocated
sufficient funding and qualified staffing io luucanrully impierment
the EEQ prog , for lha g areas: To effectively ity

? [ss0 23 CFR§
1614.203{dN4)H))

High turnover within the commands. 60.5% have completed the training

35

Purguant ko 29 CFR §1614.102{a){1), has the command allocated
wufficient funding and qualified stalfing to successfully implement
the EEQ program, lor the following areas: To ensure timaly and
complete compliance with EEOC orders? [sse MD-715, II(E))

High turnover within the commands.

36

@
-
o
-]

Does tha EEQ office have a budgat that i separate from cther offices
within the command? [see 22 CFR § 1614 102{a){1)]

Cherry Polnt - EEQ submits a separate budget from other offices in the command

3r

Doeu ‘Iha command ensura that all new counselors and investigators,

and coll duly empicyees, recaive tha

Qui ‘32 hours of training, purauant to Ch, 2|II](A)01MD-110?

C. de must in coplies of g carliftcates for all

lors and | ] for a perlod of thres fiscal years

Al EEO Specialist must have the 32 hours of mandatory training before working in the EEQ program.

38

Doos |he commsnd ansura thal all experienced counselors and

-]
s
L3
a

and duty
raoeiue thes required 8 houru of annual refresher training, pumunnl o
Ch. 2{1XC) of MD-1107 Commands must malntain copies of
iraining certificates for a!l counselors and Investigators for a
period of thres fiscal years.

MOl West : No

39

For questions 41 through 44:

Super gers may be dared iant if one ar both of
tha following are ue:

{1) they hava laken tha training within the pas! three Fiscal Years

(2] they have not yel laken the training but were stll within one year of
their initial assignment 1o a supervisory positien, effective 1 Ocl 2018.

Cherry Polnt - DON Supervisory Training . Online ETHOS class “EEO for Supsavisors™. MCI West Region
Not all have received training within last 3 yaars Marine Corps wide 60.5% have completed th# required
supenvisor/manger waining

40

L.
w
o

-

Purauant to 29 CFR § 1614.102{a}5), have all managers and
wupervisors received Iraining on thalr responsibilities under the
lollowing areas under the command EEQ program: EEQ Complaint
Proceas? [see MD-715{(11B)].

Cherry Paint - DON Supervisory Training ; Online ETHOS elass “EEQ for Supervisors®.

41

Pumuant to 29CFR § 1614 102{a)5). have all managers and

d training on their responsibiliies under the
folbwhg areas under the d EEQ R bl
Accommedation Procedures? [see 20 C.FR. § 1614 102{d¥3)]

Chesry Polnt - DON Supervisory Training ; Online ETHOS cfass "EED for Supervisors™.

42

Pursuanl to 29 CFR § 1614 102(a){5). have all managars and
supervisors received training on their respansibilities undar lha
following aress under the d EEO p

and intevp at sklis in orﬁu h

1D most elfectivaly In & workplace with diverse employeas and
avoid di arising from inaffec ions? [see MD-715,
(@)l

Cherry Point - DON Supervisory Training ; Online ETHOS class *EEO for Supervisors™

43

Pursuant 1o 20 CFR § 1614.102(a}{5), have all managers and
supasvisors recsivad lraining on their responsibiliies under the
following areas under the command EEO program: ADR, with
emphasis on the ledersa! g 2 interast in e ging mutual
resolution of disputes and the benefils asaociated with utilizing AORT
[see MD-T15{I)E]).

Cherry Point - DON Supervisory Training ; Onfine ETHOS class "EED for Supervisors™
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EEQC

Elements

COMMAND-LEVEL QUESTIONS

Has measure
been met?

Comments

Yes | No

44

Are senior g hved in tha i of Special
Emphasls Programa? [see MD-715 Instructiors, Sec 1]

Cherry Point - The command is working ptan H e improve SEPM Program

45

Do senior managem participale in the barrier analysis proceas? [ess
MD-715 Ingiructions, Sec_ ]

Across the Marine Corps there is a shortage of staff, volunteers and managers to participate in the Barrier
lysis progess,

46

When barriers are identified, do senior managers assist in
0 |developing command EEQ action plans (Part |. Part J_of the Execulive
Summary)? [see MD-715 Instructions, Sec. 1]

47

Do senior ] fully impd

0 |incorporate the EEQ Action Fian Obje
plans? [20 CFR § 1614 102{a5)]

t EEQ Action Piana and
into © i

Quantlco- We do not have a strategic plan.

A%

Doas the command regularly assess its component and fiald
offices for possible EEO program deficiencies? (see 20 CFR
§1614.102(c)2)] If "yes". please provida the schaduls for
conducting audits in the commanis ssction.

Cherry Point - no field offices MCI West/Capital region - did not assess field audit. M & RA - MEI PAC Feb
10113 And MCI West May 2023 and site visit Camp Lejeune August 2023

49

Does the command regularly assess its componant and fleld
offices on their efforts to remove barriars from the workplace? [ses
29 CFR §1814.102{c¥2)] If "yes", pleass provide the schaduls for
conduciing audits In the comments ssciion.

Cherry Paint - no field offices. High Turnover at ¢ ds MCI West September 2023 M & RA - MCI BAC
Feb 2023, MCI WEST May 2023 Administration and Resouree did aot conduct audits

Do the component and fisld offices make reasonable etforts to
comply with the recommandations of the fleld audit? [see MO-715,
WCH

=

Chevry Point - no field offices. High Turnover at commands

51

|8 there a designated command official or other mechanism in placa to
) |coordinale or asaist with procassing requests lor disability

dations throughoul the d7 [see 20 CFR
1614 208d)IND}

Cherry Point -MCCS HR Director and management gartner with Installation EEQ

52

Does the command ensure that job applicants can requeat and receive
3 bl ions during the applicati I
\processes? [sea 29 CFR 1614.203{d)1XiKB))

Quantico - This is actually a joint responsibility between HROM, the Command and EEC. The command will
provide RA when notified of the need for accommodation.

$3

Ooas the dp all dati
time frame sat forth in its Bl d p
[see MO-715, N[C)] (1} Provide parcen of imely-processed

radiehiln b the commants eglumn. {2) Provide daye s process of
cidesl cane

within tha
dures?

]

{1) Percestage of timely-procesied requests B1.88% . {2} Provide days in procass of oidest case 288

54

Does tha d poal ils d fet g req for
|Personal Assistance Services on its public webslte? [sea 20 CFR §
1614, 203d)SKv]] If "yas”, plense provide the Internat address in
1he commsnts column,

Cherry Point - https://www.cherrypoint.marines.mil/EE0/ MCI WEST - https:/fusme sharepaint:

mil, us/sites/mciwest_EEO/SitePages/Home.aspx Administration and Resource
inttps:/fwww.ar.marines.milfEE0/ M & RA -

hAtps:/fwww ilfweb fportalforacte/webcenter/pagefscopedMD/s15e64eas Sedd
4eb6_96eb_e?748b9b1292/Page73{347dc_bce7_444a_3bd0_63f{d8c53e3d jspx

usmC.

55

Purauani 1o 290 CFR §1614 102{a)5). do all managers and suparvisors
0 have an elamant in their performance appraisal that evalustes their

i L) d EEQ policies and pri and their
participation in the EEQ 7

56

Doea the command require rating officials to evaluate the

1 parformance of managers and supervisors basad on tha followi
tivitiss: Resolve EEQ problemaidisag P

the participation in ADR procesdings? [see MD-110, Ch. 3]

57

Dess the command require rating officials to svaluale the
performance of managers and supervisors based on tha following
activilios: Ensure full cooperation of employess under hisfhar
supsrvision with EEQ officlale, auch as counselors and
Investigatora? (see 20 CFR §1614.102{b}6)]

~

58

Doaa the command require rating officials io evaluate ths
performance of managers and supervisora based an the following
activities: Ensure a workplaca thal is free from all farms of

discni including b and retall 7 [$ea MOD-715,

w

()]
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Has measure

EEDC COMMAND-LEVEL QUESTIONS been met? Comments
Elements Yes No

Doss the command require rating officials to evaluate the
performance of managers and suparvisors based on the follewing
C| 3] b| 8 |activities. Ensure that aubordinate supervisors have effective X
g ian. and Inlerp 1 skills to supervisa in &
rkplace with di ployess? [see MD-7 15 Instructions, Sec. I}

Doea the command require rating officlals b evaluate the
performance of managers and supervisors based on the following
Cl3|b[5 iviias: Provide religi when such x
accommodations do not cause sn undus hardship? [see 29 CFR
§1614.102(a)7))

Doas tha command iequite rating officials to evaluate the
{performancs of managers and supervisors based on the following
€| 3| b| & {activiies: Provide disabiiity accommodations when such x
accommodations do not cause an undus hardship? [ see 29 CFR
§1614.102{a)B)}

Doea tha command require raling officials to evaluate the
periormance of managars and supervisors based oa the following

SR activitios: Support tha EEO program in identifying and removing x
barrisra to aqual apportunity. (see MD-715. 1I(C))
Does the command require rating officials to avaluate the

clalv parformancs of managers and supervisors based on tha following .

activities: Support the snt-harassmant program in investigating and
ing h i duct. [see Enl t Guid . V.C2)

Does the command require rating officials to evaluale the
performance of managers and supervisors based on the follewing
¢| 3| u| o [activities: Comply with settlement agresmenis snd orders isaued
by the command, EEOC, and EEO-related casas lrsm the Meril
Syslems Prolection Board, labor arbitrators, and the Fadaral Labar
Relations Autharity? [see MD-715, I{C)]

Does tha Principal EEQ Official (i . DEEO/DDEED) recommend to the

d haad imp: or hong, including dial or
disciplinary actions, for managers and supervisora who have failed in
their EEO responsibiliies? [see 29 CFR §1614 102(c}(2))

‘When the Principal EEQ Official (i.e. DEEQ/DDEEQ) recommends
€| 3| d 0 |remedial or disciplinary actions, are the recommendations ragulardy x
limplemented by the command? [see 29 CFR §1614.102(c¥2)]

Do the HR Diractor and the Director, EEQ meet regularty to assess
clala whelher personnel programs, policies, ang procadures conform 1o
EEQC laws, i i and irectives? (see 28 CFR
§1614.102(a)2))

Haa the ished L blea/achedules o review al
raguiar inlarvals its madil p - g ploy Rt
clalelo awards prog pl raining and .

mamgemonllpemnnallpolicies. p;oeaduves. and pr;clim for
aystemic barrisrs thal may be impeding full participation in the

tam by all EEQ P MD-715 Instructions, Sec. ||
Prog ¥ 8 groups? [see o = High turnover rate unable to review

Does the EEQ office have imaly access lo accursale and complate
data {#.g.. demographic dala for workiorce, appl training

P #ic } required 1o prepare the MD-715 worklorce dala lablas?
[sea 29 CFR §1614.601(a)]

Daas the HR office timely provide the EED office access 1o other data
(e.g.. exit interview data, climale assesament surveys, and grievance X
data), upon request? [sea MD-715, II{C)]

[al
-
a
=]

Pursuant to Section W{C) of MD-715, does the EED office collaborate
clalelt with the HR office to: Implement the Affirmative Actlon Plan for

Individuals with Disabllities? [see 29 CFR §1614.203(d); MD-715,
LLT(]]

Pursuant to Section IC) of MD-715, does the £EO office collaborata
C| 4| e| 2 |with the HR office lo: Develop andlor conduct outreach snd ]
recrulting Inltistivea? [aee MD-715, N(C))
High rate unable to conduct outreach and recruiting initiatives

Pursuant to Section [I{C) of MD-715, does tha EEQ office collaborate
C[4] e| 3 with the HR office to: Develop andfor provide Wraining for managers x
and smployses? [see MD-715, U(C)]
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EEQC
Elements

COMMAND-LEVEL QUESTIONS

Has measure
been met?

Yes | No

Comments

74

n
-
L]

-

Pursuant to Section [I{C) of MD-715, does the EED office collatarate
with the HR office lo: Identify and remove barriers to squal
opporiunity in the workplace? [see MD-715, I{C))

Marine Corps Wide - Shortage of personnel- high turnover rate for this year with vacant bilets

75

[a]
-
L3
n

[Pursuant to Section NC) of MID-715, does the EED office colaborats
with the HR, office to. Assiet in preparing the MD-715 report 7 [ses
MD-715, WCH

6

[a]
w
[

o

Does the command have s disciplinary policy andfor table of penalties
thal covers discriminatory conduct? 29 CFR § 1614.102{a)}6); see
also Douglas v. Velerans Administration, 5 MSPR 280 (1981)

77

[a
w
o
Q

When approp doas the discipline of

and smployees for discriiminatory conduct? [see 2% CFR

51814 102(:)(5]] lf 'yos”, pleass stats the nimbar ol
d Individuals during this rep

g period In
the eomm-nu.

18

Il the command has a finding of discrimination {or satiles cases in
which a finding was likely), doas the command inform managers and
supervizors about the discriminatory conduct? [ses MD-715, (I{C))

Quantlco - If there were a finding of discrimil the C d would be required 1o comply with all
actions deemed necessary including informing managers/supervisors and potentially all employees of the
finding depending on the authorities involved and the ruling of a third party.

7%

n
Ll
-
o

Doss the EEQ office provide management/supervisory officials with
regular EEQ updaha on at lsast an annual basls, including EEQ

ok hics and dala riaa, logal
updllu bamur analysis plunu and apecial emphasis updales? [see
MD-715 Inalnrclions, Sec. 1] If “yes”, please identily the fraguency
of the EEQ updatas in the comments column and dats of last
update briefing.

Cherry Point - Deputy Director updates Leadership weekly during CO/XO meeting. Presents state of Agency
to CO A lly. MC)WEST - Minimall lly during the MD-715 briefings Quantico/Administration and
Resource - Quartarly, last briefing was conducted in April 2023 M & RA Weekly

(2]
L
o
-]

Are EEO officiala readily available to answer managera” and
Suporvisors’ gueations or concerns? [see MD-715 Instructions, Sec 1]

8l

Ooes tha command have a procass for identifying iriggers in the
workplace? [see MD-715 Instructians, Sec. |]

High turnover rate, unable to review

82

Doea the d larly use the of i

for trigger idcnllﬂclﬂm vnrklon:a dala; oomplalm.'gnevance data;
oxit surveys: employee climate survays; locus groups, nft" inity groupa;
union; pmgrlrn i upadal ph

i andior axtemal
spacial intereat gmupa? [m MD-?ISImlru:hun‘ Sec. ]

High turnover rate, unable to review

81

Does the command conducl extt intsrviews or surveys that include
quaeuons on how the d could impi tha i I, hinng,
of individuals with dizabilities?|

and
[see 20 CFR 1614. 2E3(dx1)(lﬂ)[C)]

MC) WEST - Recently implemented. Awaiting for the DON widg imp! d surve

=
~
W

a

Does tha d have a g far g tha (dentified
triggers to find possibls Im’ﬂun? [aee MD—71!. (hXex

High rate, unable to review

5

Does the mmmand regulardy examine the impact of
| policies, d by race,
nlbonal origin, sex, and disability? [see 29 CFR 51814 102{aX3)

High turnover rate, unable to review

Does the command consider M\alhaf -ny group of employsss or

li mighl be negatively d prics to making human
decizi such as ions and realig T [nee

29 CFR §1614.102(a){3)]

High turnover rate, unable to review

87

fnlk

Does the d y review the ing af
information to find banl-r‘ wmplulnﬂgnwam& data, exit surveys,
amployee dlmab sunreyt locus gvoupu, affinity groupa, union
program ! . 8|

programe,
program; andfor extemal special intereat groupa? [sss MD-715
Instructions, Sec. 1]  “yes”, plasss identily the data sources tn the
commants column.

prog! P
+y o o

Cherry Point - The EEQ Office wtilizes the 462 repart for trends within the EEQ program. Alse the

Reasonable Accommodation Program.  MC) WEST - Exit Surveys, union officials, anti-harassment program,
and the r bl dati + Climate surveys when available, program and
policy evaluation. High turnover rate, unahle to review
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Has measure

EEOC
# COMMAND-LEVEL QUESTIONS LTy Comments
Elements
Yes | No
IDoes the command affactively Laike action plans lo addiess the
88 | D] 3| a| 0 |idontilied barriers, in ji palicies, p di , or ? [saa % |High turngver rate, unable to review
28 CFR §1614.102{a)X3)]
If the command identifiad one or more barriers during the reparting
B89 | D] 3} b| O |pericd, did the command implement a plan in Parl |, inchuding meeting x
the larget dates for the planned activities? (see MD-715, HD)] MCI WEST - none identified Quantlco - to the degree possible High turnover rate, unable to review
swlofilc]|o Does the command periodically review the effectivaness of the plans? .
[see MD-715, I{D)]
Yei, Quarterly updates provided ko HQ Marine Corps
Coes the command post its alfirmative action plan on its intamal Cherry Point - https:/fusmc.sharepoint-milus/sites/MCIEAST_CHPT_EEO MCI WEST -
91 | D] 4| a| 0 |website? [see 29 CFR 1614.203{d){4)] Pleass provide tha internet x |nttps:ffusme.sharepaint-mil usfsites/mowest_EEO/SiePages/Home.aspx High turnover rate, unable to
address in the comments. review
Does the command lake specilic sleps lo snaure qualified people with
92 | 0| 4| b] O |disabiliies are aware of and encouraged 1o apply for job vacancies? x Workforce Recruitment program can be used in a modified process.
[see 20 CFR 1614.203(d)1)i)]
Does the command enyure that dlsabdlly-felalad queshonu from
93 | 0| 4] ¢ | O [members of the public are and y? [see 29 X
CFR 1614.203{d)X 1) XA}
Haa the command taken specific sleps thal sre reasonably designed lo Charry Point - Promoted Voluntary Self-Identification of Disability Campaign, using all hands message and
s |olald|o '"'""I:;::‘al &umber of el \lmha;u p :”?i = g;;hilmn M staff meetings. SF256 Infermation provided on EEO Office page on Chery Point website. MCI WEST
empl at the command unti it m o goals? jsea Empl . . .
" ployees were encouraged to self identify that they were an IWD or IWTD Quantico - We use all programs
1 u " provide ts.
B14-203dXTH I “VES™ pr L D0 LT available to us including scthedule A hiring ity Veteraa's pref; e etc. Our prog. in¢luding Merit
Syitemn Principles and Reasonable Accommodation alsa help us strive to be a mode! employer.
Administration and Resource - promates the Warkforce Recruitment Program, encaurages self-
identification of disahility status, and during brief with C ders disability employ participati
rates and shared and encourage a cantinual push to employe individuals with disabilities. Command
encourage SF256
1.9 2.37 2314 2b. 18 2c. 5§ {MCl West -5) 3.1 [Caphtal
Does the command isaue the nolice of right 1o file on or befora tha Region - 1)
0th day {if no extenaion was requesled or granted or no ADR
accepled), and issue the notice of right to file a farmal complaint on ar
bofore the 90th day (where ADR was accepled or an extension
granted)?
in commani saction, provide the numbar of complalints that fall in
to the following categories ss found In the 462 repor, Part - C:
95 [ E| 1] a| @{1. Counseled Within 30 Days x
2. Counseled Within 31 to 90 Days
2a. Counseled Within Written Extenslon Period No Longer Than
60 Days
2b. Counsslad Within 90 Days Where Indlvidual Participated in
ADR
2¢. Counseled Within 31-90 Days That Were Untimaly
3. Counseled Bayond 90 Days
Does the command provide written notification of rights and
96 | €| 1| b| 0 [reaponaibiliias In the EEQ proceas during the initial counseling x
sossion, pursuant to 29 CFR §1614,105{b) 17
Of 15 EEC formal complaints filed, 2 were untimely, Adminlstration and Resource and MCI East are
-deficient in this tement,
97 |el1le] o Does the d isaue acknowladg latiers i y upon .
tecaipt of a formal complainl, pursuant to MD-110, Ch. 5{1)?
Doss the d issue t It | decisions within ‘:' ;1 wnh'?:o :;v;
30 days irom the date of rscdpl of the foymal complaint? in the i2)3nol within ays
98 | €] 1| d| O |commaents section, provide {1} the number issusd within 3¢ days x  |Administration and Resource, Tri-Command, and MCI West sre decificent In this element.
ard (2} mot maaed within 36 days ol recelpl of ik lormes
pomnplnint.




DON FY23 MD-715 REPORT
COMMAND PART G REQUIREMENTS

EEOC
Elaments

COMMAND-LEVEL QUESTIONS

Has measure
keen met?

Yes No

Comments

9%

Does the 'd ensure all employsss fully with EEO
lors and EEQ p- | In the EEQ procass, including granting

L rouline access to personnal records relaled lo an investigation,

pursuant to 29 CFR §1614.102(b)6)?

Quantlce- HROM 's responsible for providing personnel records

160

Did tha command issue all repons of investigation on or before 180
dayn {or, for when an extension was granted, on or belora 270 days)?
Iin ihe comment section, provide the number of complaints that fall
in to the following categories as found in the 462 report, Part 1X;
1_levsadigations Complatsd by Agency Parsornsl (s + &+ 5]
12._levestipetions Complatied In (80 Days or Lass

1k imvestigations Gomgleted in 181 - 360 Days

1b1._Timsly Completsd Investigations

AbE Ulnsine! anplalad livestligaticed
ic__Investigations Complsted in J§1 or More Days

i Inwgptigmtions Compieted by Conlrastors (a ¢+ b+ ¢)
2a. Inveslgations Completed in 180 Days or Less
2b_ Investigations Completed in . s

2b1. Thewly Compleiad Inveatigations

2. Lhnsiim sl amplatad lnvesligetiors
2¢_Iewastigatiore Compiated In 381 ar More Days

MC) West, Tr-Command,

101

If the command does not timely complete invesligations, doas the
command issus the notics of untimely investigation latter ( 108{g)
tatter). which advisea the complainani of rights to a hearing/FAD, onor
before the 180th day if the investigation ia not complete?

102

m
™
-]

If the command uses contraciors to implement any slage of the EEQ
complainl precesa, does the d hold them ble lor poor
work producl andior delaya? [See MD-110, Ch S(VXA)] If “yan”,
please describe how in the

NA NA

Cherry Point/Q ico/A and Ry No contractors

103

If the uses employses to any stage of the EEQ
«complainl process, does the d held them bl ior poor
work product andfor delays during perdformanca review? [See MD-110,
Ch. S{VXAN

NA NA

o icafAdmini lon and - na coll duty

104

Does tha command aubmit complaint liles and other documents in the
propar format to EEQC through the Faederal Sector EEQ Ports!
{FedSEP)? [See 29 CFR § 1614.403(g)]

MCI WEST - MCI-West stays abreast of all statutes and monitors its EEQ program through training provided
by the DON and HOMC

105

Has the d bkshed a clear b itls EEQ
and its defansive function? [s9e MO-110, Ch.

WDy

106

'When seeking legal sulficiancy reviews, does the EEQ office have
‘access lo sufficient legal resources separate from the agency
representative? {see MD-110, Ch. 1{IWVYD}| If “yes™, pleass ldentl
the aourcellocation of the atiorney who conducts the legal

puffizlgncy revies in ths commaris colwmn

Cherry Peint - EASTERN AREA COUNSEL f MCIEAST MCY WEST - There ara 4 separate OGC's within our

x c d. We seek sufficiency reviews from the OGC that is not from that specific location; i.e. Barstow w:
wonduct the sufficiency review for Camp Pendl QuantlcofAdmini: and R - We utilze
three different Agency Counsel offices: Office of Counsel for the Commandant, Quantice Area Counsel
Office, and Manpawer and Reserve Aifairs Counsel,

107

le the attormey that doea legal sufliciency review diflerent than the
Iatjency reprasentative?

108

Does the command sﬂ:uro thatits agency representative doss not
intrude upon EEC and finat
fdecisions? [see MD-110, Ch 1(IVND]]

109

m
~
L

[~}

Il applicable, ara p ing time lrames i = d for the legal
foounsel's sufficiency review for imely processing of complaints?
EECQC Report, Altaining a Madel command Program: Efficiency (Dec.

1, 2004)

Cherry Point - Time built into DoM Agency Processing of Formal € laints Ti bl

110

m
w
o
[-]

Does tha command requite managers and sugervisar o participate in
IADR onca it has baan offered? [sea MD-715, I{AK 1))

111

™
w
-

o

Doss the d ¥ o use ADR, where ADR
is appropriale? [see MD-llO Ch a{wxcn




DON F¥23 MD-715 REPORT
COMMAND PART G REQUIREMENTS

Has measure
EEOC
# COMMAND-LEVEL QUESTIONS been met? Comments
Elements
Yes | No
Does the d snsure a g official with settlernent
112 E| 3| d| O |authority is accesaible during the disputa resclution procesa? [ses MD- ]
110, Ch. HIIXAKS)]
Dosa the command prohibit the reaponsible management official
113| €| 3| e| O |named in the dispute from having setllement authority? [see MD-110, X
Ch. 3]
Doy the h h the afeci of its ADR
14)E(3|T| 0 program? (ssa MD-110, Ch, 1D} x Cherry Point - ADR Program managed at DoN level, Command uses DoM center of Excellence for ADR.
Does tha command monitor rends in its EEQ program lo determine Charry Polnt - Quanetly 461 report reviewed and report sent to BQ. Parts H and | are reviewed and
sl elslalo hather the is ing its ob under the & updated Quarterly; Tables A and B are reviewed on a Quarterly basis. Quantice/Administration and
EEQC enforces? [see MD-715. H{E)| L “yes”, provide an axample in Resource - We evaluate/manitor EEQ cages ing from the same office/command, report te
e commante. g and end appropriate action.
When a Jail filea a haaring, doss the d upload the
116] | 2 a| 1 [official case fils in FEOSEP ko EEQC within 15 days of receiving the
first nolification that the complainant raquested a hearing? {i.e. Do
NOT wait until teceip! of acknawiedgament of hearing notice.) Cherry Polint - MCCS HR Director and m I partner with lation EEQ if/when Complaints are
fited,
'When a complainant files an appeal, doea the command upload the
uzrlelzlals official case fila in FEDSEP to EEQC within 30 days of the agency’s
Ffirst nolification of the complainand filing an appaal? (i.e. Do NOT wait
until receipt of acknowledgement of appeal nolice. )
Cherry Palnt - MCCS HR Director and managemest partaer with Instaation EEC iffwhan Complaints are
iﬁled
119



EEQOC Form

U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

MD-715 — FY23 Part H APF
Agency EEO Plan to Attain the Essential Elements of a Model EEQ Program

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

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

Statement of Model Program Essential Element Deficiency

Type of Program
Deficiency

Brief Description of Program Deficiency

B.4 - The agency has
sufficient budget and staffing
to support the success of its
EEQ program.

Pursuant to 29 CFR §1614.102(a)(1)

The command has not allocated sufficient funding and qualified staffing to
successfully implement the EEO program, for the following areas: To enable
the command to conduct a thorough barrier analysis of its workforce. [see MD-
715, 1I(B))

The command has not allocated sufficient funding and qualified staffing to
successfully implement the EEQ program, for the following areas: To effectively
administer its special emphasis programs (such as, Federal Women's Program,
Hispanic Employment Program, and People with Disabilities Program Manager).
[S USC § 7201, 38 USC § 4214; 5 CFR § 720.204; 5 CFR § 213.3102(t) and (u};
5 CFR § 315.709]

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

The command has not allocated sufficient funding and qualified staffing to
successfully implement the EEQ program, for the following areas: To ensure
timely and complete compliance with EEQOC orders. [see MD-715, lI(E)]

Objective(s) and Dates for EEO Plan

- Date
Date Initiated o Target Date Modified Date
Objective Completed
(mm/ddiyyyy) (mm/idd/yyyy) (mm/dd/yyyy) (mmiddiyyyy)
10/01/2022 The United 09/30/2023 09/30/2024
States Marine




- . Date
Date Initiated s Target Date Modified Date
Objective Completed
(mmiddlyyyy) {mm/ddlyyyy) (mm/ddlyyyy) (mmiddiyyyy)
Corps need to
acquire funding
to efficiently
proceed with the
Special
Emphasis
Program and
conducting a
Barrier Analysis
program
Responsible Official(s)
Performance
Standards
Title Name Address the
Plan?
{Yes or No)
MCI West
Deputy Director, EEOQ Dan Grissom
MCRD

Human Resources Director
Chief of StafffExecutive Officer
Miramar

Human Resources Director
Chief of Staff/Executive Officer
Camp Pendleton

Human Resources Director
Chief of Staff/Executive Officer
29 Palms

Human Resources Director
Chief of Staff/Executive Officer
Barstow

Human Resources Director
Chief of StafffExecutive Officer
Yuma

Human Resources Director
Chief of Staff/Executive Officer

Elizabeth Novelo
Colonel Charles VonBergen

Jet Roa-Cipriani
LtCol Luke Esposito

Lesa Jones
Colonel Charles Dudik

Kimberly Martinez
Colonel Scott A. Gehris

Delilah Vergara
LtCol Arturo Manzanedo

Beverly Steffins
LtCol Jacob S. Reeves

Capital Region
MARCORSYSCOM

Director of Human Capital Management
Capital Region Base

Director of Marine Corps Staff

Director of Administration and Resource
Management Division, HQMC

Deputy Director, Equal Employment Opportunity
JECOM

Sheila Johnson

Lieutenant General G.P. Qlson
Andrew Sullivan

Penny Thomison

No

Performance plans
are not required for
General Officers.
Yes

Yes




Title

Name

Performance
Standards
Address the
Plan?
{Yes or No)

Dep AC/S, G1

Program Analyst

Civilian Manpower Branch Head
Workforce Development Section Head

Quantico

Commanding Officer

Colonel Heather Cotoia
Steeve Jeanlouis
Stephanie Andrews
Armando Quispe

Col Michael L Brooks

Yes
Yes
Yes

Performance ptans
are not required for
General Officers.

MCI PAC
Deputy Director EEO

Vacant

Planned Activities Toward Completion of Objective

Sufficien Compl
t Funding Modified etion
Target Date . & Date Date
{mm/ddiyyyy) LG UL Staffing? (mm/ddlyyyy {(mrmid
{Yes or ) diyyyy
No) )
MCI West Planned Activities
MCIWEST will approach the command for an No
09/30/2023 increase in the EEO budget.
Capital Region Planned Activities
Meet with management to discuss budget
required for SEPM and Barrier Analysis. 12/16/
12/08/2023 (Quantico, Capital Region Base, TECOM, 2022
MARCORSYSCOM)
Meet with Senior Leaders to present funding
requirements for SEPM and Barrier Analysis. 12/16/
02/08/2023 (Quantico, Capital Region Base, TECOM, 2022
MARCORSYSCOM)




Sufficien Compl
t Funding Modified etion
Target Date N & Date Date
{(mmiddlyyyy) AL BRC L Staffing? {mmiddiyyyy (mm/d
(Yes or ) diyyyy
No) )
Implement approved funding into SEPM program Funding — No
06/30/2023 and Barrier Analysis. (Quantico, Capital Region Staffing - No 12/31/2023
Base, TECOM, MARCORSYSCOM)
Analyze SEPM program and Barrier Analysis Funding - No
efforts to determine if additional funding is Staffing — No
09/30/2023 required. (Quantico, Capital Region Base, 03/31/2024
TECOM, MARCORSYSCOM)
MCi PAC Planned Activities
Vacant DDEEQ Billet Waiver Granted
Assess and compute the amount of funding Yes
06/30/2023 needed
06/30/2023 Present to leadership and request the additional Yes

funds

MCI EAST, Tri-Command and Albany vacant DDEEO Billet, Waiver Granted

Report of Accomplishments

FYise‘::,I Accomplishments
1%! Quarter
MCI West - Deputy Director and one EEO Specialist attended barrier analysis training in December 2022.
Capital Region- In December 2022, met with Senior Leadership to discuss budget requirements for SEP and
Barrier Analysis, and responded to request for financial needs for FY23.
TECOM/MBQ ~ No updates to report currently.
FY MCI PAC — No response submitted.

2023 2™ Quarter

MCI West - One member from MCIWEST attended barrier analysis training in February 2023. The budget and
plan for additional personnel to conduct barrier analysis was discussed during the HQMC EEO inspection. The
Deputy Director, EEQ, MCIWEST has plans to discuss barrier analysis with the commanders from the region

during the MD 715 briefs,

MCIWEST will comply with the EEO Program Recommendations from HOMC EEOQ; Partner with stakeholders to
monitor and eliminate discrimination per SECNAV 12713.14 (Mandatory for DON Federal Women's Program,
Hispanic Employment Program, and Individuals with Disabilities). Recruit Volunteers. Posters from DEOMI
publicized. This was immediately discussed with all EEO Specialists from MCIWEST during the back brief to




them, with the results of the inspection. This will be discussed as a highlight during the MD 715 briefing with the
command in the 3 quarter,

MCI PAC - No response submitted.

Capital Region/MBQ/TECOM - Senior management has approved to allocate funds for SEPM and Barrier
Analysis. Currently awaiting allocation of funds.

3" Quarter

MCI West - Two EEQ Specialists in the region completed EEOC MD-715 training to move towards the ability to
conduct barrier analysis as required.

The Deputy Director and the Complaints Manager had a meeting with the Budget Office for an increase to the
budget, which was successful and will be implemented during the 4™ Quarter,

TECOM/Capital Region/MBQ - Funds have been allocated and will be used for Hispanic Heritage Month
observance for FY23.

Reached out to Marine Corps Base Quantico NAF HR in an attempt to collaborate on SEPM events.
M & RA — Headquarters— Outreach events

6 Apr 23: EEOC 101 Back-To-The-Basics Webinar & Listening Session (Native Americans)

11 Apr 23: Black Mothers at Work: A Discussion on Workplace Challenges and Supports

2-3 May 23: DoD Recruiters Symposium

18 May 23: Women's Workplace Rights & Select Employment Issues Webinar

22 June 23; Fostering LGBTQ+ Friendly and Inclusive Workplaces

4h Quarter
MBQ- Nothing to report.

MARCORSYSCOM/Capital Region/TECOM - Funds were not available after all, and therefore not allocated for
SEPM and Barrier Analysis during FY23. Goal is to have additional funds for these programs allocated by 31
December 2023. We also had turnover of staff responsible for SEPM and Barrier Analysis, which prevented
progress in these areas.

MCI West - will comply with the EEQ Program Recommendations from HQMC EEQ; Partner with stakeholders
to monitor and eliminate discrimination per SECNAV 12713.14 (Mandatory for DON Federal Women's Program,
Hispanic Employment Program, and Individuals with Disabilities). Recruit Volunteers. Posters from DEOMI
publicized. This was immediately discussed with all EEQ Specialists from MCIWEST during the back brief to
them, with the results of the inspection. This will be discussed as a highlight during the MD 715 briefing with the
command in the 3 quarter.

The Deputy Director and the Complaints Manager had a meeting with the Budget Office for an increase to the
budget, which was successful and will be implemented during the 4" Quarter.

The HROs concurs that ample resources such as funding and manpower should be made available to
MCIWEST and/or local installations to effectively implement the Special Emphasis Program and conduct a
Barrier Analysis program. During FY23, there were very few EEQ sponsored Special Emphasis Program events
were made available to the Civilian workforce, most occurred at MCRD San Diego. This can be provided to the
Command on a micro-scale to the extent funding and manpower remains an issue. For example, the EEQO
Specialist (Special Emphasis Program Coordinator) at MCIWEST and the EEO Specialists can take the lead in
identifying key months or events fo host on the installations throughout the next FY and seek out guest speakers
to commemorate a particular Heritage Month. Altemnatively, MCIWEST EEQ can collaborate with the various
installations to combine events (e.g., MCRD/MCASM hosts Black History Month at MCASM in Feb. and
MCRD/MCASM hosts Hispanic Heritage Month in Sep/Oct at MCRD). Supervisors forward emails to staff and
posting a Diversity & Inclusion flyer on the EEO Bulletin Board to meet the intent of the Special Emphasis
Program. During FY23, the DON EEO Office offered limited Barrier Analysis training. Apart from providing input
on certain parts of the MD-715 at the end of the FY, there is little to collaboration between the HRO and EEQ in
terms of establishing a get-well plan on addressing the Command’s deficiencies identified in the MD-715 due to
manpower shortages. However, the HRO's understands the importance of their role as a key stake holder in the
Barrier Analysis and remains ready and willing to assist. The formative plan is for MCIWEST EEO take the lead
in establishing a Barrier Analysis Workgroup {e.g., the CO, installation EEO Specialist, and the HRQ) and hold
regular and reoccurring meetings to understand the deficiency and develop a customized approach in the




Planned Activity, rather than addressing it as “one size fits all” as each installation is unique and may have
different barriers than the other installations. The shortage of full staffing does affect the implementation of this
plan at the current time.

At MCAGCC 29 Palms - Special Emphasis program is communicated monthly through the HRO newsletter to all
civilian employees. Along with passing along various opportunities for Diversity/Special Emphasis training

opportunities. Barrier Analysis is not being conducted in a formal manner and probably should be ata
USMC/regional level and then be passed for refinement at the local level.

M & RA - Outreach events
29 Aug 23: EEQC, Arizona Jewish Lawyers Association and the Arizona Anti-Defamation League Workshop
19 Sep 23: Gallaudet University "College Resources for Employment”

28 Sep 23: California Civil Rights Department (CRD} and Equal Employment Opportunity Commission (EEOC)
present, “Listening Session and Know Your Rights for Transgender Workers".




EECC Form
U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

MD-715 — FY23 Part H APF
Agency EEO Plan to Attain the Essential Elements of a Model EEO Program

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

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

Statement of Model Program Essential Element Deficiency

Type of Program Deficiency Brief Description of Program Deficiency

Pursuant to 29 CFR § 1614.102(a)(5)

+ All managers and supervisors have not received training on their
responsibilities under the following areas under the command EEQ
program: EEO Complaint Process. [see MD-715(11)(B)).

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

B.5 — The agency recruits, hires, 1614.102(d)(3)].

develops, and retains supervisors and

managers who have effective + All managers and supervisors have not received training on their
managerial, communications, and responsibilities under the following areas under the command EEO
interpersonal skills. program: Supervisory, managerial, communication, and interpersonal

skills in order to supervise most effectively in a workplace with diverse
employees and avoid disputes arising from ineffective communications.
[see MD-715, 1I{B)].

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

Objective(s) and Dates for EEO Plan

- . Date
Date Initiated Target Date Modified Date
Objective Completed
(mm/ddiyyyy) (mmiddiyyyy) {mm/dd/yyyy) (mm/ddiyyyy)
The United 09/30/2024
10/01/2022 States Marine 09/30/2023
Corps will




- Date
Date Initiated S Target Date Modified Date
Objective Completed
(mm/ddiyyyy) {mmiddlyyyy) {mm/ddiyyyy) (mmiddiyyyy)
collaborate with
the command to
ensure that all
managers and
supervisors are
trained on the
EEQ
components
stated above.
Responsible Official(s)
Performance
. Standards Address
Title Name the Plan?
(Yes or No)
MCI West
Deputy Director, EEO Dan Grissom
MCRD

Human Resources Director
Chief of StafffExecutive Officer
Miramar

Human Resources Director
Chief of StafffExecutive Officer
Camp Pendleton

Human Resources Director
Chief of Staff/Executive Officer
29 Palms

Human Resources Director
Chief of StafffExecutive Officer
Barstow

Human Resources Director
Chief of Staff/Executive Officer
Yuma

Human Resources Director
Chief of StafffExecutive Officer

Elizabeth Novelo
Colonel Charles VonBergen

Jet Roa-Cipriani
LtCal Luke Esposito

Lesa Jones
Colonel Charles Dudik

Kimberly Martinez
Colonel Scott A. Gehris

Delilah Vergara
LtCol Arturo Manzanedo

Beverly Steffins
LtCol Jacob S. Reeves

MCAS Cherry Point

Training Specialist Carrie Ulery
Deputy Director EEQ Lindsay Smith
Capital Region

MARCORSYSCOM

Directer of Human Capital Management
Capital Region Base

Sheila Johnson

No




Title

Name

Performance
Standards Address
the Plan?
{Yes or No)

Director of Marine Corps Staff
Director of Administration and Resource

Lieutenant Generatl G.P. QOlscn

Performance plans are
not required for General

Management Division, HQMC Andrew Sullivan Officers.
Deputy Director, Equal Employment QOpportunity
TECOM Penny Thomison
Dep AC/S, G1
Program Analyst Colonel Heather Cotoia Yes
Civilian Manpower Branch Head, G1 Steeve Jeanlouis
Workforce Development Section Head Stephanie Andrews Yes
Quantico Armando Quispe Yes
Commanding Officer Yes
Col Michael L Brooks
MCI PAC
Training Department {Okinawa) Tanya Keisler
Training Department (Hawaii} Pratt Jocelyn
Training Department {lwakuni) Clemons Cleo
Deputy Director of EEQ Vacant
EEO Specialist Vacant
Planned Activities Toward Completion of Objective
Sufficient . .
Target Date Planned Activities Funding & M%t:ltf';ed Corrs;;ltztlon
{(mmiddiyyyy) Staffing?
(Yes or No} {mm/ddiyyyy) {mmiddiyyyy)
MCI West Planned Activities
Work with the various Training Yes
Departments to obtain completed
EEQ training records for each
09/30/2023 installation to allow us to encourage
further participation of supervisors
and managers.
Coordinate with the HRQ's to ensure Yes
all newly hired supervisors and
09/30/2023 managers receive the training within
the prescribed timeline.

Capital Region Planned Activities




Target Date
{mm/ddiyyyy)

Planned Activities

Sufficient
Funding &
Staffing?
(Yes or No)

Modified
Date
(mm/ddiyyyy)

Completion
Date
(mmiddiyyyy)

121312022

Meet with training program manager
to determine what systems and
databases are available to accurately
account for EEQ training of all
managers and supervisors.
{Quantico, Capital Region Base,
TECOM, MARCORSYSCOM)

11/15/2022

12/31/2022

Reach out to other Marine Corps
regions to obtain information on their
process for accurately accounting for

all supervisors and managers.

(Quantico, Capital Region Base,

TECOM, MARCORSYSCOM)

01/20/2023

03/31/2023

Meet with management and Senior
Leaders regarding obtaining tracking
databases the office does not have
access to. (Quantico, Capital Region
Base, TECOM, MARCORSYSCOM)

Funding - Yes
Staffing — No

03/31/2024

06/30/2023

Implement the use of obtained
databases. {CQuantico, Capital Region
Base, TECOM, MARCORSYSCOM)

Funding - Yes
Staffing — No

06/30/2024

09/30/2023

Analyze process for success,
{Quantico, Capital Region
Base, TECOM,MARCORSYSCOM)

Funding - Yes
Staffing — No

09/30/2024

MCI PAC Planned Activities

Vacant DDEEQ Billet Waiver Granted

06/30/2023

Send out reminder notifications
quarterly

Yes

06/30/2023

Continue to offer more frequent
courses

Yes

MCAS Cherry Point Planned Activities




Target Date
{mm/ddiyyyy)

Planned Activities

Sufficient
Funding &

Staffing?
{Yes or No)

Modified
Date

{mm/dd/yyyy)

Completion
Date
{mmiddiyyyy)

12/31/2022

Identify those Managers &
Supervisors who have not met
requirements for EEO, RA, & ADR
supervisory training. Send out a
request of compliance of training to
be complete by 15 Dec 2022 to those
who have not completed DON EEQ
Training in TWMS-614600.

03/31/2023

Provide Supervisory and RA Training

06/30/2023

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

09/30/2023

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

09/23/2023

MCI EAST, Tri-Command and Albany vacant DDEEO Billet, Waiver Granted

Report of Accomplishments

Fiscal
Year

Accomplishments

1%t Quarter

MCI West - has conducted EEO, Hostile Workplace Environment and RA training to supervisors and managers
at MLCB Barstow on 20 December 2022, training 40 employees. Camp Pendleton has trained 22 supervisors
and managers on 7 December 2022 from PMO on EEQ, RA and HWE. MCIWEST conducted EEQ, Hostile
Workplace Environment and RA training to supervisors and managers at 29 Palms on 6 December 2022 to 121
employees.

Cherry Point - Identified supervisors requiring the EEO mandatory supervisory training in TWMS. Sent

FY individualized emails to each, identified their nead for training and requested that they complete training.

2023

MCI PAC — No response submitted.
2" Quarter

MARCORSYSCOM/TECOM/MBQ — No updates to report currently.

Capital Region - On November 15, 2022, met with Training Program Manager and discussed databases
available for employee tracking purposes. Discussed improving employee tracking and scheduled to reconvene
in 2" quarter.




Cherry Point — Updated supervisory list. Scheduled in seat EEO / HR supervisory training for 3 Qitr.
MCI PAC - No response submitted

MCI West - has conducted EEQ, Hostile Workplace Environment and Reasonable Accommodation training to
APF supervisors and managers at Marine Corps Logistics Base, Barstow on 1 February 2023 and again on 16
Fehruary 2023.

MCIWEST has conducted EEO, Hostile Workplace Environment and Reasonable Accommaodation training to
APF and NAF supervisors and managers at Marine Corps Air Station Yuma on 14-15 March 2023.

MCIWEST supervisors and managers, APF and NAF, from Marine Corps Base, Camp Pendleton received EEQ,
Anti-Harassment and No FEAR Act training by the HQMC EEQ inspection team on 28 and 29 March 2023.

With MCIWEST's increased budget and without the strain of the pandemic, the plan is to conduct additional
training at serviced UICS in person, virtually, webinars etc. as recommended by the HQMC EEO inspection
team, the 39 and 4™ quarter.

Capital Region/MBQ/MARCORSYSCOM/TECOM - Established points of contacts with servicing commands.
Working with commands and training manager to establish accurate employee tracking efforts

3" Quarter

Cherry Point - Due to installation mission requirements the 3rd Qir. in-seat training was rescheduled to 4th. Qtr.
To ensure compliance, the individual email notification date to supervisors was moved up to October 30th.
Identifying and monitoring of requirements continues

MCt West - Manager and Supervisor training was conducted at MCLB Barstow and MCAS Miramar during this
quarter.

MARCORSYSCOM/MBAQ - Funds have been allocated and will be used for Hispanic Heritage Month
observance for FY23.

Reached out to Marine Corps Base Quantico NAF HR to collaborate on SEPM events.

TECOMI/Capita! Region - Continued work with commands and training manager to maintain employee tracking
efforts.

4" Quarter
MBQ/MARCORSYSCOM/Capital Region/TECOM — Nothing to report.

MCI West - Manager and Supervisor training was conducted at MCLB Barstow, MCB CPEN and MCAS Miramar
during this quarter.

MCAGCC 29 Palms - NEO is conducted every pay period and includes EEQ basics. EEO/POSH are all in
compliance with mandatory electronic training completed by 30 September annually, Additionally in the 4th
quarter, a supervisory course with the topic of EEO and RA was held with 30 attendees (this course is held
quarterly).

Cherry Point - Continued to monitor and netify Supervisors of required training. Completed 100% of Supervisor
training requirement August 2023. Will continue to monitor Supervisor training requirement.




EEQC Form
U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

MD-715 — FY23 Part H APF
Agency EEO Plan to Attain the Essential Elements of a Model EEO Program

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

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

Statement of Model Program Essential Elerent Deficiency

Type of Program Deficiency Brief Description of Program Deficiency

B.6 — The agency involves managers in the Senior managers are not involved in the implementation of Special
implementation of its EEO program. Emphasis Programs. [see MD-715 Instructions, Sec. []

Objective(s) and Dates for EEO Plan

Date
Completed
(mm/ddiyyyy)

Date Initiated Obiective Target Date Modified Date
(mmiddiyyyy) g {mmiddlyyyy) (mmiddiyyyy}

The United
States Marine
Corps will
collaborate with
the senior 09/30/2024
10/01/2022 managers to 09/30/2023
solicit
involvement in
the Special
Emphasis
Program.

Responsible Official(s)




Title

Name

Performance
Standards
Address the
Plan?
{Yes or No)

MCI West

Deputy Director, EEO

MCRD

Human Resources Director
Chief of StafffExecutive Officer
Miramar

Human Resources Director
Chief of StafffExecutive Officer
Camp Pendleton

Human Resources Director
Chief of Staff/Executive Officer
29 Palms

Human Rescurces Director
Chief of Staff/Executive Officer
Barstow

Human Resources Director
Chief of StafffExecutive Officer
Yuma

Human Resources Director
Chief of Staff/Executive Officer

Dan Grissom
Elizabeth Novelo
Colonel Charles VonBergen

Jet Roa-Cipriani
LtCal Luke Esposito

Lesa Jones
Colonet Charles Dudik

Kimberty Martinez
Colonel Scott A. Gheris

Delilah Vergara
LtCol Arturc Manzanedo

Beverly Steffins
LtCol Jacob S. Reeves

MCAS Cherry Point
Executive Officer

Deputy Director EEO

Seth Wolcott
Lindsay Smith

Capital Region
MARCORSYSCOM

Director of Human Capital Management
Capital Region

Director of Marine Corps Staff

Director of Administration and Resource
Management, HQMC

Deputy Director Equal Employment Opportunity
TECOM

Dep AC/S, G1

Program Analyst

Civilian Manpower Branch Head, G1
Workforce Development Section Head

Quantico

Commanding Officer

Sheila Johnson

Lieutenant General G.P. Olson
Andrew Sullivan

Penny Thomison
Colonel Heather Cotoia
Steeve Jeanlouis
Stephanie Andrews
Armando Quisepe

Col Michael L. Brooks

No

Performance plans
are not required for
General Officers.
Yes

Yes
Yes
Yes

MCI PAC

Deputy Director EEQ

EEQ Specialist

Department Heads

Senior Leaders or Designees

Vacant

Vacant

Volunteers

Chief of Staff: Peter Dawson




Planned Activities Toward Completion of Objective

Sufficient .
Target Date - Funding & e — L L)
(mm/ddiyyyy) Planned Activities Staffing? Date Date
(Yes or No) (mmiddiyyyy) {mmiddiyyyy)
MCI West Planned Activities
Communicate with the HRO's to No
determine how we can incorporate
09/30/2023 the EEO action plan objectives into
the installation strategic plans.
Capital Region Planned Activities
Discuss with Senior Management
regarding their continual
12/31/2022 involvement with SEPM. (Quantico, 12116/2022
Capital Region Base, TECOM,)
Create at least one event which will Funding ~ No
include Senior Management Staffing — No
03/31/2023 involvement and schedule date(s). 09/30/2023
{Quantico, Capital Region Base,
TECOM,)
Analyze SEPM event success with Funding — No
Senior Management invalvement Staffing - No
and make any improvements
06/30/2023 required for future events. 12/31/2023
{Quantico, Capital Region Base,
TECOM,)
Prepare schedule of events for Funding — No
following fiscal year. {Quantico, Staffing — No 03/31/2024
09/30/2023
Capital Region Base, TECOM,)
MCI PAC Planned Activities
Vacant DDEEO Billet Waiver Granted
Establish a SEPM committee Yes
04/30/2023
Establish a Barrier Analysis Team Yes
04/30/2023 4

MCAS Cherry Point Planned Activities




Target Date
(mm/ddlyyyy) Staffing?

Sufficient

Funding & Modified Completion

Date Date
{mm/dd/yyyy) {mm/ddlyyyy)

Planned Activities
{Yes or No}

12/31/2022

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

03/31/2023

Conduct Barrier Analysis Training
to Team Members. Submit for
training at DEOMI.

06/30/2023

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

09/30/2023

Conduct Barrier Analysis Training,
participate in the Barrier Analysis
process.

Team Members assist in
developing Command Action
Plan(s). |dentify and submit budget
for FY24 to include Special
Emphasis Program Managers
Course and EEOC or equivalent
Barrier Analysis training

MCI EAST, Tri-Command and Albany vacant DDEEO Billet, Waiver Granted

Report of Accomplishments

Fiscal
Year

Accomplishments

FY
2023

1% Quarter

MCI West - is preparing data for the upcoming MD715 briefs with the Commanders and their perspective
organizations. The Deputy Director will discuss the EEO action plan with the Commander, HRO's and OGC to
determine if the plan is currently in the installation strategic plan and it not, how do we get it there.

Cherry Point - The Equal Employment Office staff participated in one virtual lunch and leam of a series
{Harness the Power of Inclusion - Reasonable Accommodations) in Windmilts Training, hosted by the NC
Department of Health and Human Services, Division of Vocational Rehabilitation. Coordinated with
COMMSRAT to send Monthly Cultural Observances and Awareness events through MCAS Weekly Happenings
and All-Hands message. MCCS continues to work with Outreach Programs to advertise jobs with NC Works,
Vocational Rehabilitation, Carteret Community College, Craven Community College, NC Depart of Health and
Human Services, Pamlico Dept of Social Services, Coastal Community Action in Newport to get additional
exposure for our open positions.

Capital Region - During Annual State of EEO Brief, discussed the importance of continued involvement
regarding SEPM. Introduced FY23 SEPM special observance calendar.

MARCORSYSCOM/TECOM/MBQ - Not Applicable
MCI PAC - No response submitted.

2nd Quarter




Cherry Point —The Equal Employment Office staff participated in one virtual lunch and leam of a series (Barrier
Analysis), hosted by DON Office of EEQ. Coordinated with COMMSRAT to send Monthly Cultural Observances
and Awareness events through MCAS Weekly Happenings and All-Hands message. MCCS continues to work
with Qutreach Programs to advertise jobs with NC Works, Vocational Rehabilitation, Carteret Community
College, Craven Community College, NC Depart of Health and Human Services, Pamlico Dept of Social
Services, Coastal Community Action in Newport to get additional exposure for our open positions.

MCI PAC - No response submitted.

MCI West - is preparing data for the upcoming MD715 briefs with the Commanders and their perspective
organizations. The Deputy Director will discuss the EEO action plan with the Commander, HRO's and OGC to
determine if the plan is currently in the installation strategic plan and it not, how do we get it there.

MCIWEST with collaboration efforts between Human Resources and the Office of General Counsel will review
installation strategic plans during the MD 715 briefs in 3™ Quarter, FY 23.

Capital Region/MBQ/MARCORSYSCOM/TECOM - Continue to address the importance of continued
participation from leadership. Senior management has committed to play a crucial role in special observances
efforts. Decision has been made to create a Virtual Hispanic Heritage month event for September 2023.

3" Quarter

Cherry Point -EEQO Counselor and EEO Admin Assistant completed the Disability Program Managers Course at
Defense Opportunity Management Institute. Coordinated with COMMSRAT to send Monthly Cultural
Observances and Awareness events through MCAS Weekly Happenings and All-Hands message. MCCS
participated in a job fair event hosted by Vocational Rehab on 24 May 2023. This was an indoor event that was
hosted and supported by MCCS Retail, CDC and MHS activities with recruitment needs. Staffing needs continue
to increase for the agency. MCCS worked with Director, HOGMC and Wage and Salary Division to prepare for the
FY23 Wage and Salary Survey and gained support to provide competitive hiring incentives to some of our hard
to fill and critical positions (i.e. Cooks, Food Service Worker Positions). MCCS routed information and flyers to
staff in regarding Reasonable Accommodations and Pregnant Workers Faimess Act (PWFA) which came into
effect on 27 June 2023.

MCI West - Senior managers are aware of their role in a successful EEO Program. All allegations of hostile
work environment and harassment are promptly addressed, and Senior Managers are aware of the importance
of a work environment that is professional and allow their personnel to attend Special Emphasis Observances
such as special meals at instaliation dining facilities.

MARCORSYSCOM/Capital Region/TECOM/MBQ - Continue to address the importance of continued
participation from leadership. Senior management has committed to play a crucial role in special observances
efforts. Decision has been made to create a Virtual Hispanic Heritage month event for September 2023,

4 Quarter

MBQ/MARCORSYSCOM/Capital Region/TECOM -We have the full support of our senior management;
however, due to limited resources and turnover of staff, we were unable to plan a Virtual Hispanic Heritage
Month event for September 2023. We are in the process of planning events for National Disability Employment
Awareness month, which will be scheduled for October 2023.

MCI West - Strategic Plan for FY20-FY25. As stated, these plans do not reference EEO. Plan is to make the
CGs/COs aware of this requirement and make recommendations for them to incorporate EEO Diversity and
Inclusion principles in the command's strategic plan. MCIWEST EEQ should also be directly involved in this
process for the installations to provide expert advice and guidance as it relates to Office for Diversity, Equity, and
Inclusion {ODEI) requirements for developing and executing diversity management and equal opportunity
policies and programs affecting active duty and reserve component military personnel, and DOD civilian
employees.

Cherry Point - Coordinated with COMMSRAT to send Monthly Cultural Observances and Awareness events
through MCAS Weekly Happenings and All-Hands message. Promoted Voluntary Self-Identification of a
Disability campaign; Pushed through CO staff meeting as well as sent out in All Hands message. EEQ staff
attended Religious Accommeodation and Undue Hardship: How Your Agency Should Apply the New Supreme
Court Standard fraining presented by the EEOC. AF and NAF attended MD715 Working groups presented by
DON EEQ. MCCS coordinated with Station EEQ to train MCCS Supervisors on Reasonable Accommodation
and Equal Opportunity. Attended the New Bern Chamber of Commerce Mid-Day Mingle with Vocational Rehab.
MCCS routed information to staff regarding completing the Defense Organizational Climate Survey (DEOCS).




EEOC Form

U.S. Equal Employment Cpportunity Commission

FEDERAL AGENCY ANNUAL EEC PROGRAM STATUS REPCRT

MD-715 — FY23 Part H APF
Agency EEQ Plan to Attain the Essential Elements of a Model EEO Program

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

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

Statement of Model Program Essential Element Deficiency

Type of Program Deficiency Brief Description of Program Deficiency

+« The command does not regularly assess its component and field
offices for possible EEO program deficiencies. [see 29 CFR

C.1 - The agency conducts regular §1614.102(c)(2)]

internal audits of its component and field
offices. ¢ The command does not regularly assess its component and field

offices on their efforts to remove barriers from the workplace. {see 29
CFR §1614.102(c)(2)]

Objective(s) and Dates for EEO Plan

Date Initiated
(mmiddiyyyy)

Objective

Target Date
{mmiddlyyyy)

Modified Date
{mm/ddlyyyy)

Date
Completed
{mm/dd/yyyy)

10/01/2022

The United
States Marine
Corps will
review the field
components to
ensure that a
Model EEQ
Program is
present in
efforts to
remove barriers
in the
workplace.

09/30/2023

09/30/2024

Responsible Official(s)




Title

Name

Performance
Standards
Address the
Plan?
(Yes or No)

MC] PAC

Deputy Director EEQ Vacant

MCI West

Deputy Director, EEQ Dan Grissom
MCRD

Human Resources Director
Chief of Staff/Executive Officer
Miramar

Human Resources Director
Chief of Staff/Executive Officer
Camp Pendleton

Human Resources Director
Chief of Staff/Executive Officer
29 Palms

Human Resources Director
Chief of Staff/Executive Officer
Barstow

Human Resources Director
Chief of Staff’/Executive Officer
Yuma

Human Resources Director
Chief of Staff/Executive Officer

Elizabeth Novelo
Colonel Charles VonBergen

Jet Roa-Cipriani
LtCol Luke Esposito

Lesa Jones
Colonel Charles Dudik

Kimberly Martinez
Colonel Scott A. Gehris

Delilah Vergara
LtCol Arturo Manzanedo

Beverly Steffins
LtCol Jacob S. Reeves

Capital Region
MARCORSYSCOM

Director of Human Capital Management
Capital Region Base

Director of Marine Corps Staff

Director of Administration and Resource
Management Division HQMC

Deputy Director Equal Employment Opportunity
TECOM

Dep AC/S, G1

Program Analyst

Civilian Manpower Branch Head, G1
Workforce Development Section

Quantico

Commanding Officer

Sheila Johnson

Lieutenant General G.P. Olson
Andrew Sullivan

Penny Thomison
Colonel Heather Cotoia
Steeve Jeanlouis
Stephanie Andrews
Armando Quispe

Col Michael Brooks

No

Performance plans
are not required for
General Officers,

Yes
Yes

Yes
Yes

Planned Activities Toward Completion of Objective




Sufficien Compl
t Funding Modified etion
Target Date i & Date Date
(mmiddlyyyy) Planned Activities Staffing? {mmidd/yyyy {mm/d
(Yes or ) diyyyy
No) )
MCI PAC Planned Activities
Vacant DDEEO Billet Waiver Granted
Conduct field audits after assessing and No
09/30/2023 securing funding.
MCI West Planned Activities
Conduct a weekly meeting allocating time for the Yes
EEO Specialists to discuss current events in
09/30/2023 their program and foresee possible program
deficiencies before they arise.
Conduct a monthly audit of each EEQ Office to Yes
09/30/2023 ensure compliance,
Capital Region Planned Activities
Establish MD-715/barrier analysis points of Funding — No
12/31/2022 contact at smaller and medium sized commands. |  Staffing — No 12/31/2023
(Quantico, Capital Region Base, TECOM,
MARCORSYSCOM)
Ensure all 15 serviced commands have updated Funding — No
HQMC EEO poster with points of contact and Staffing — No
12/31/2022 provide requirement_s for annual EEC poli_cy 12/31/2023
statements and applicable MD-715 reporting
requirements. (Quantico, Capital Region Base,
TECOM, MARCORSYSCOM)
Ensure all serviced commands have posted
03/30/2023 HQMC EEO poster and are tracking - Funding ~ No 03/31/2024
requirements for MD-715. (Quantico, Capital Staffing — No
Region Base, TECOM, MARCORSYSCOM)
Analyze communication with serviced Funding — No
commands to ensure process is successful and Staffing — No
06/30/2023 adjust for improvement, if needed. (Quantico, 06/30/2024
Capital Region Base, TECOM,
MARCORSYSCOM)
09/30/2023 Update MD-7 15/barrier analysis points of contact Funding - No
for all 15 serviced commands for the next fiscal Staffing — No 09/30/2024

year MD-715 reporting. (Quantico, Capital
Region Base, TECOM, MARCORSYSCOM)




Sufficien Compl

t Funding Modified etion
Target Date — & Date Date
(mm/ddiyyyy) AL LG DAL Staffing? (mmiddlyyyy (mm/d
(Yes or } diyyyy
No) )

MCI EAST, Tri-Command and Albany vacant DDEEO Billet, Waiver Granted

Report of Accomplishments

F\l’scal Accomplishments

ear
1% Quarter
MCI West - conducts a weekly EEO meeting with the EEO Specialists from Camp Pendleton, MCAS Miramar,
MCRD, and Barstow. The last two meeting, the Deputy Director has conveyed the upcoming inspection from
HQMC, the dates when it will occur and the items which will need to be inspected. The Deputy Director
discussed the strategy for inspecting two areas where there are no EEQ Specialist: 29 Palms and MCAS Yuma.
MCIWEST will continue to prepare for the inspections to ensure all areas are covered.
During the weekly meeting, EEO Specialists brief exactly what they are working on and it is compared to the 462
report to ensure all timelines are met. This also gives the EEQ Specialist the opportunity to discuss any issues
they may be having with any complaints.
Capital Region - In November 2022, established POC for several small and medium commands. Created a
database available for updating on a monthly basis in the event POCs change.
MARCORSYSCOM/TECOM/MBQ — No updates to report currently.
MCI PAC — No response submitted.
2™ Quarter
MCI West -used the opportunity of the EEO Specialist training at Marine Corps Air Station, Yuma, to inspect

FY local areas for their policies. Also used the opportunity to engage with the commanding officer to discuss
2023 program deficiencies and personnel shortages in March 2023.

MCIWEST will comply with the HQMC EEO Inspection Teams' recommendation that site visits are performed on
schedule per Civilian Human Resource Manual 1603 per the recommended 3-year cycle.

During the weekly meeting, EEG Specialists brief exactly what they are working on, and it is compared to the
462 report to ensure all timelines are met. This also gives the EEO Specialist the opportunity to discuss any
issues they may be having with any complaints.

MCI PAC — No response submitted.

MARCORSYSCOM/TECOM/MBQ - Continued efforts to ensure all commands are equipped with EEQ
information is ongoing.

3 Quarter

MCI West - During this period, weekly meetings identified short comings based on reports pulled weekly to
include not only complaints processing but reasonable accommodation processing.

TECOM/Capital Region/MBQ/ MARCORSYSCOM - Reestablished monthly Barrier Analysis Team meetings
and continued to provide commands with assistance in regard to MD-715,

4" Quarter




MBQ/MARCORSYSCOM/Capital Region/TECOM - Continued to work on establishing accurate points of
contact at all small and medium commands, disseminate EEO information, and provide applicable commands
with assistance in preparing the MD-715 Report,

MCI West - Once MCIWEST is manned at 100 percent, we will be able to handle our current workload and
reach out to the field offices. We are currently operating at 75%.

MCRD - Once the EEO Specialist position is filled and the new Specialist is trained, it is imperative that new
specialist is mentored by a senior EEQ specialist.

MCIWEST/Regional EEO- Once the staff is at full strength (currently at 67% since 2 June) site visits will be a
viable option.




EEQC Form
U.S. Equal Employment Cpportunity Commission

FEDERAL AGENCY ANNUAL EEQ PROGRAM STATUS REPORT

MD-715 - FY23 Part H APF
Agency EEO Plan to Attain the Essential Elements of a Model EEO Program

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

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

Statement of Model Program Essential Element Deficiency

Type of Program Deficiency Brief Description of Program Deficiency

¢ The command does not process all accommodation requests
within the time frame set forth in its reasonable

C.2 ~ The agency has established accommodation procedures. [see MD-715, II(C)]

procedures to prevent all forms of EEO
discrimination. ¢ The command does not post its procedures for processing

requests for Personal Assistance Services on its public
website.

Objective(s) and Dates for EEO Plan

Date Initiated
(mmiddiyyyy)

Objective

Target Date
{mmiddiyyyy)

Modified Date
{mm/ddiyyyy)

Date
Completed
{mm/dd/yyyy)

10/01/2022

The United
States Marine
Corps need o
acquire funding
for staff to
efficiently
proceed with the
maintenance
and compliance
in completing
the Reasonable
Accommaodation
Process.

09/30/2023

09/30/2024




Responsible Official(s)

Title

Name

Performance
Standards Address
the Plan?
{Yes or No}

MCI West

Deputy Director, EEO

MCRD

Human Resources Director
Chief of Staff/fExecutive Officer
Miramar

Human Resources Director
Chief of Staff/fExecutive Officer
Camp Pendleton

Human Resources Director
Chief of Staff/Executive Officer
29 Palms

Human Resources Director
Chief of Staff/Executive Officer
Barstow

Human Resources Director
Chief of StafffExecutive Officer
Yuma

Human Resources Director
Chief of Staff/Executive Officer

Dan Grissom

Elizabeth Novelo
Colonel Charles VonBergen

Jet Roa-Cipriani
LtCol Luke Esposito

Lesa Jones
Colonel Charles Dudik

Kimberly Martinez
Colonel Scott A. Gheris

Delilah Vergara
LtCol Arturo Manzanedo

Beverly Steffins
LtCol Jacob S. Reeves

MCAS Cherry Point
Deputy Director EEQ

Lindsay Smith

Capital Region
MARCORSYSCOM

Director of Human Capital Management
Capital Region Base

Director of Marine Corps Staff

Director of Administration and Resource
Management Diviston, HQMC

Deputy Director Equal employment Opportunity
TECOM

DEP AC/S, G1

Program Analyst

Civilian Manpower Branch Head, G1
Workforce Development Section Head

Quantico
Commanding Officer

Sheila Johnson

Lieutenant General G.P. Olson
Andrew Sullivan

Penny Thomison
Colonel Heather Cotoia
Steeve JeanlLouis
Stephanie Andrews
Armando Quispe

Col Michaet L. Brooks

No

Performance plans are
not required for General
Officers.

Yes

Yes
Yes
Yes
Yes

MCI PAC

Deputy Director EEQ

Reasonable Accommaodation Coordinator
IT Department

Vacant
Vacant
Manning Matthew J




Planned Activities Toward Completion of Objective

Sufficient
Funding Complet
Modified )
Target Date —_— & ion Date
(mmiddiyyyy) Planned Activities Staffing? Date (mmidd/
(Yes or {(mmiddiyyyy) vyyy)
No)
MCI West Planned Activities
Conduct RA training for supervisors and
09/30/2023 managers to discuss timeliness and processing.
Collaborate with the HR Training Departments to
determine the current RA frainings online
09/30/2023 continue to be advertised for supervisors and
managers to take on TWMS.
Capital Region Planned Activities
Complete the hiring process for additional staffto | Funding - Yes
assist with processing RA requests. (Quantico, Staffing - No
12/30/2022 Capital Region Base, TECOM, 03/31/2024
MARCORSYSCOM)
Start analyzing progress of implementing Funding — Yes
03/30/2023 additional staffing. {Quantico, Capital Region Staffing — No 06/30/2024
Base, TECOM, MARCORSYSCOM)
Track RA request processing to determine if Funding — Yes
06/30/2023 timeliness has improved. (Quantice, Capital Staffing — No 09/30/2024
Region Base, TECOM, MARCORSYSCOM)
Analyze RA program and request additional Funding — Yes
09/30/2023 billets, if required. {Quantico, Capital Region Staffing — No 09/30/2024
Base, TECOM, MARCORSYSCOM)
MCI PAC Planned Activities
Vacant DDEEQ Billet Waiver Granted
Conduct a deeper dive into the cause of Yes
01/31/2023 untimeliness
Create RA roles and responsibilities form Yes

04/30/2023




Sufficient
Funding Complet
Modified )
(:1?1:?:;!3;;3) Planned Activities Stafg‘:ng? Date '(z?me:;?
{mm/ddiyyyy)
(Y:'s )or yyyy)
0
Provide supplemental training to supervisors Yes
09/30/2023 (push TWMS RA training)
Get DON Personal Assistance Services Yes
02/28/2023 procedures posted on the public website
MCAS Cherry Point Planned Activities
Contact COMSTRAT. Submit required data to 10/18/20
12131/2022 post on Public Web site for PAS 22

MCI EAST, Tri-Command and Albany vacant DDEEQ Billet, Waiver Granted

Report of Accomplishments

Fiscal
Year

Accomplishments

FY
2023

1%t Quarter

Cherry Point - PAS information submitted to COMSTRAT for update to public website. On 18 Oct 22, public
website was update with current information.

Capital Region - In December 2022, hired one new EEQ Specialist- EOD 30 January 2023
MARCORSYSCOM/TECOM/MBQ - No updates to report currently.
MCI PAC —~ No response submitted.

MCI West - has conducted EEO, Hostile Workplace Environment and RA training to supervisors and managers at
MLCB Barstow on 20 December 2022, training 40 employees. Camp Pendleton has trained 22 supervisors and
managers on 7 December 2022 from PMO on EEO, RA and HWE. MCIWEST conducted EEQ, Hostile Workplace
Environment and RA training to supervisors and managers at 29 Palms on 6 December 2022 to 121 employees.

MCIWEST is preparing data for the upcoming MD715 briefs with the Commanders and their perspective
organizations. The Deputy Director will discuss online RA training with the Commander, HRO's and OGC to
determine if making the online training mandatory is feasible and something the Commander wants to implement.

2 Quarter

MCI West -has conducted Reasonable Accommodation training to APF supervisors and managers at Marine
Corps Logistics Base, Barstow on 1 February 2023 and again on 16 February 2023.

MCIWEST has conducted Reasonable Accommodation training to APF and NAF supervisors and managers at
Marine Corps Air Station Yuma on 14-15 March 2023,

MCIWEST supervisors and managers, APF and NAF, from Marine Corps Base, Camp Pendleton received EEQ,
Anti-Harassment and No FEAR Act training by the HQMC EEOQ inspection team on 28 and 29 March 2023.




With MCIWEST's increased budget and without the strain of the pandemic, the plan is to conduct additional
training at serviced UICS in person, virtually, webinars etc. as recommended by the HQMC EEOQ inspection team,
the 3rd and 4th quarter.

MCIWEST is preparing data for the upcoming MD715 briefs with the Commanders and their perspective
organizations. The Deputy Director will discuss online RA training with the Commander, HRO's and OGC to
determine if making the online training mandatory is feasible and something the Commander wants to implement.

MCI PAC - No response submitted.

Capital Region/MBQ/TECOM/MARCORSYSCOM - Individual selected for EEQ position scheduled to onboard on
30 January 2023 declined offer. Hiring efforts are currently ongoing.

3™ Quarter

MCI West - Supervisors and Managers were made aware the value of taking the RA training online, though not
required. Some installations ‘highly encouraged’ this training for all supervisors and managers. The current "Nice
and NEAT" numbers sent to MCIWEST, had four cases which needed to be updated and were.

MARCORSYSCOM/TECOM/Capital Region/MBQ - EEO Specialist onboarded in May 2023 to play a critical role
in addressing the RA backlog and processing RA request.

4 Quarter

MBQ/MARCORSYSCOM/Capital Region/TECOM - Tracking the progress of RA processing timeliness due to
additional staff has been a challenge because of continuous turnover of staff. Hiring efforts are currently ongoing.

MCI West - Supervisors and Managers were made aware the value of taking the RA training online, though not
required. Some installations ‘highly encouraged’ this training for all superviscrs and managers. The current “Nice
and NEAT" numbers sent to MCIWEST, had four cases which needed to be updated and were.

MCAGCC 29 Palms - A RA Course was held with 30 Supervisors in the 4th quarter. The EEO Poster that include
contact information and timelines includes information on RA, ADR and Special Emphasis Programs is posted on
official bulletin boards throughout the Base and on the HRO Webpage for access. All new supervisors are required
to attend RA training.

MCRD - All new employees that attend New Employee Orientation are provided information on all civilian's
programs to include RA/FECA/EEC Compliant process etc. MCRD does not currently mandate RA training for
supervisors. Cases are handled by the EEQ Specialist as they occur and the EEQ Specialist guides the manager
through the process. A mandatory Supervisor Training in TWMS is needed if this will be a mandatary training.
TWMS offers the following EEO training courses for Supervisors; Diversity & Inclusion (Optional); DON EECQ
Training (Mandatory}; Responding to Whistleblower Complaints (Mandatory).

The MCAS Miramar EEQ specialist conducted several RA trainings at MCAS Miramar and MCB CPEN during the
4% quarter.




EEOC Form

U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

MD-715 - FY23 Part H APF

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

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

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

Statement of Model Program Essential Element Deficiency

Type of Program
Deficiency

Brief Description of Program Deficiency

C.4 — The agency ensures
effective coordination between its
EEO programs and Human
Resources (HR) program.

The command has not established timetables/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 systemic barriers that may be impeding full participation in the program by
all EEO groups. [see MD-715 Instructions, Sec. ]

Objective(s) and Dates for EEO Plan

Date Initiated
(mmiddiyyyy)

Objective

Target Date
{mm/dd/yyyy}

Modified Date
{mm/ddiyyyy)

Date
Completed
(mmiddiyyyy)

10/01/2022

The United
States Marine
Corps review
policies,
practices, and
procedures
regarding
barriers of the
workforce, while
attempting to
gain funding to
ensure that this

09/30/2023

09/30/2024




- . Date
Date Initiated . Target Date Modified Date
Objective Completed
{mm/ddiyyyy) {mm/iddiyyyy) {mm/ddiyyyy) (mmiddiyyyy)
objective is
done.
Responsible Official(s)
Performance
Standards
Title Name Address the
Plan?
{Yes or No)
MCI West Dan Grissom
Deputy Director, EEQ
MCRD
Human Resources Director Elizabeth Novelo
Chief of StafffExecutive Officer Colonel Charles VonBergen
Miramar
Human Resources Director Jet Roa-Cipriani
Chief of StafffExecutive Officer LtCol Luke Esposito
Camp Pendleton
Human Resources Director Lesa Jones
Chief of Staff/Executive Officer Colonel Charles Dudik
29 Palms
Human Resources Director Kimberly Martinez
Chief of StafffExecutive Officer Colonel Scott A. Gehris
Barstow
Human Resources Director Delilah Vergara
Chief of StafffExecutive Officer LtCol Arturo Manzanedo
Yuma
Human Resources Director Beverly Steffins
Chief of Staff/Executive Officer LtCol Jacob S. Reeves
Capital Region
MARCORSYSCOM Sheila Johnson
Director of Human Capital Management N
Capital Region Base 5
Performance

Director of Marine Corps Staff
Director of Administration and Resource
Management Division, HQMC

Deputy Director Equal Employment Opportunity

TECOM

Dep AC/S, G1

Program Analyst

Civilian Manpower Branch Head, G1
Workforce Development Section Head

Quantico

Commanding Officer

Lieutenant General G.P. QOlson
Andrew Sullivan

Penny Thomison
Colonel Heather Cotoia
Steeve Jeanlouis
Stephanie Andrews
Armando Quispe

Col Michael L Brooks

plans are not
required for
General Officers
Yes

Yes
Yes
Yes




Performance

Standards
Title Name Address the
Plan?
(Yes or No)
MCi PAC
Deputy Director EEO Vacant
EEO Specialist Vacant
Human Resource Office (Okinawa) Ryan Stamp
Human Resource Office (lwakuni) Willie Bradley
Human Resource Office (Hawaii) Hazel Wong
Planned Activities Toward Completion of Objective
Sufficient
Funding & Modified Completio
Target Date . Staffing? Date n Date
(mmiddiyyyy) Planned Activities (Yes or No) (mmiddiyy (mmiddiyy
yy) yy)
MCI West Planned Activities
Establish a timeline prior to the annual Yes
MD-715 briefs with the commands to
review the merit systems program,
09/30/2023 awards program, and
development/training programs to
determine if there are any barriers.
Capital Region Planned Activities
Establish appropriate HR points of
contact for this effort and establish a
12/31/2022 timetable for meetings to be held. 12116/2022
(Quantico, Capital Region Base,
TECOM, MARCORSYSCOM)
Schedule and hold the first meeting
with HR to review and discuss HR
03/30/2023 policies, procedures, and practices. 03/15/2023

(Quantico, Capital Region Base,
TECOM, MARCORSYSCOM)




Sufficient
Funding & Modified Completio
Target Date o Staffing? Date n Date
(mmiddiyyyy) Planned Activitles (Yes or No) (mmiddlyy (mmiddlyy
yy) yy)
Provide any deficiencies regarding
policies, procedures and practices
determined by HR and EEO to Funding — Yes
Senior Leadership and request for Staffing — No
06/30/2023 funding to address this effort, if 06/30/2024
required. {CQuantico, Capital Region
Base, TECOM,
MARCORSYSCOM)
Implement updated policies, Funding - Yes
procedures and practices approved by Staffing — No
Senior Leadership. (Quantico, Capital 09/30/2024
2
. Region Base, TECOM,
MARCORSYSCOM)
MCI PAC Planned Activities
Vacant DDEEO Billet Waiver Granted
Establish a quarterly Human Capital Yes
01/01/2023 meeting
Ensure EEO office has adequate Yes
01/01/2023 permissions for access to appropriate
data

MCI EAST, Tri-Command and Albany vacant DDEEO Billet, Waiver Granted

Report of Accomplishments

Fiscal Year Accomplishments
1# Quarter
Capital Region - In December 2022, established POC from Human Resources.
MARCORSYSCOM/TECOM/MBQ - No updates to report currently.
FY 2023 MCI PAC - No response submitted.

MCI West - has determined that the best possible timeframe to discuss the Merit Systems program,
awards program and development/training programs would be during the annual MD-715 briefs with
commanders. MCIWEST Deputy Director and one other EEO Specialist attended Barrier Analysis training

in December 2022 and will brief leaders accordingly.

2" Quarter




MCI West - has determined that the best possible timeframe to discuss the Merit Systems program,
awards program and development/training programs would be during the annual MD-715 briefs with
commanders in 3" quarter, FY 23.

One EEQ Specialist attended Barrier Analysis training in February 2023 and will brief leaders accordingly.

Capital Region/MBQ/MARCORSYSCOM/TECOM - Met with HR Leaders to discuss policies,
procedures, and practices and improved communication between HR and EEQ

3 Quarter

MCI West - CHROs in the Region were made aware that periodic review of programs (Merit Systems,
Awards, efc.), were needed to ensure fair and equitable treatment.

MARCORSYSCOM/Capital Region/TECOM/MBQ - Participate in monthly meetings with HR for
continued discussions regarding policies, procedures, and practices.

4t Quarter

MBQ/Capital Region/TECOM -Nothing new to report. Because of turnover of staff, monthly meetings
have not been held.

MARCORSYSCOM -

The FY23 Part H Plan for this deficiency was not executed due to the loss of three (of four) Analysis Team
members during the FY and competing workload demands. This item will be included in the FY24 plan (see
modified dates in Planned Activities Section).

As reported in the current Part G assessment:

MARCORSYSCOM examines the impact of its management/personnel policies, procedures, and practices
based on their impact on mission and business benefits to the Command, the Marine Corps, and acquisition
mission rather than by race, national origin, sex, or disability.

MARCORSYSCOM structural and workforce reorganizations and/or job realignments are based on
maximizing mission and business benefits to the Command, the Marine Corps, and acquisition mission.
Impacts to billets, grade-levels, job series, programs, etc. are known and evaluated but the impacts to
employees based on RNQ, gender, or disability are not considered because MARCORSYSCOM does not
have access to this data for its subordinate organizations.

MARCORSYSCOM Total Workforce (TWF) A-1 and B-1 Table data indicates a steady, gradual increase in
the proportion of minority members in our workforce as well PWD/PWTD member proportions which exceed
the federal-level PWD and PWTD affirmative employment goals.

MARCORSYSCOM again notes that the continued lack of applicant data, incomplete or unavailable A and
B Workforce Tables, and continued lack of NCLF and Occupational CLF data hamper the Command's
ability to perform a thorough trigger analysis and subsequent barrier analysis planning. These conditions
are reported, decade-long standing issues that have not been addressed at the Department or Agency
level that will continue to negatively impact proper trigger and barrier analysis efforts.

MCI West - MCRD - The previous EEQ Specialist did work close with HRO to gain knowledge in the
hiring practices and Merit System to gain more expertise in the civilian personnel programs when
addressing EEO complaints. The HR Office sends the Exit Surveys that have derogatory information to
the EEO Specialist and the supervisor so a management inquiry can be completed.

The HROs concur that ample resources such as funding and manpower should be made available to
MCIWEST and/or local installations to effectively implement the Special Emphasis Program and conduct
a Barrier Analysis program. This can be provided to the Command on a micro-scale to the extent funding
and manpower remains an issue. For example, the EEQ Specialists can take the lead in identifying key
months or events to host on the installation throughout the next FY and seek out guest speakers to
commemorate a particular Heritage Month. Altematively, MCIWEST EEO can collaborate with the
various installations to combine events {e.g., MCRD/MCASM hosts Black History Month at MCASM in
Feb. and MCRD/MCASM hosts Hispanic Heritage Month in Sep/Oct at MCRD). Currently we are relying
on supervisors to forward emails to staff and posting a Diversity & Inclusion flyer on the EEQ Builetin
Board to meet the intent of the Special Emphasis Program. During FY23, DON EEO offered limited
barrier analysis training. Apart from providing input on certain parts of the MD-715 at the end of the FY,
there is little to collaboration between the HRO and EEQ in terms of establishing a get-well plan on
addressing the Command's deficiencies identified in the MD-715. However, the HROs understand the
importance of its role as a key stake holder in the Barrier Analysis and remains ready and willing to assist,
MCIWEST EEQ should be able to take the lead in establishing a Barrier Analysis Workgroup (e.g. the CO,




installation EEO Specialist, and the HRO) and hold regular and reoccurring meetings to understand the
deficiency and develop a customized approach in the Planned Activity, rather than addressing it as “one
size fits all” as each installation is uniqgue and may have different barriers than the other installations; this

is precluded by achieving 100 per cent manning level (currently at 75%).




EEGCC Form
U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

MD-715 — FY23 Part H APF
Agency EEO Plan to Attain the Essential Elements of a Model EEO Program

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

le 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

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

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

* The command does not conduct exit interviews or surveys that include
questions on how the command could improve the recruitment, hiring,
inclusion, retention, and advancement of individuals with disabilities. [see 29
CFR 1614.203(d){1)(iii}C)}

Objective(s) and Dates for EEO Plan

Date Initiated Target Date Modified Date —

Objecti C leted
{mm/dd/yyyy) jective (mm/ddiyyyy) (mm/iddiyyyy) (mr?'lff:ch’I; ;yy)

The United
States Marine
Corps will
10/01/2022 Sy e 09/30/2023

identify triggers
in the workforce.,

09/30/2024




Responsible Official(s)

Title

Name

Performance
Standards
Address the
Plan?
(Yes or No)

MCI PAC

Deputy Director EEO

EEOQ Specialist

Human Resource or Systems Manager (Okinawa)
Human Resource or Systems Manager (lwakuni)
Human Resource or Systems Manager (Hawaii)

Vacant
Vacant

Ryan Stamp
Willie Bradley
Hazel Wong

Capital Region
MARCORSYSCOM

Director of Human Capital Management
Capital Region Base

Director of Marine Corps Staff

Director of Administration and Resource
Management Division, HQMC

Deputy Director Equal Employment Opportunity
TECOM

Dep AC/S, G1

Program Analyst

Civilian Manpower Branch Head
Workforce Development

Quantico

Commanding Officer

Sheila Johnson

Lieutenant General G.P. Qlson
Andrew Sullivan

Penny Thomison
Colonel Heather Cotoia
Steeve Jeanlouis
Stephanie Andrews
Armando Quispe

Col Michael Brooks

No

Performance plans
are not required for
General Officers.
Yes

Yes
Yes
Yes

MCI West

Deputy Director, EEQ

MCRD

Human Resources Director
Chief of Staff/Executive Officer
Miramar

Human Resources Director
Chief of StafffExecutive Officer
Camp Pendleton

Human Resources Director
Chief of StafffExecutive Officer
29 Palms

Human Resources Director
Chief of Staff/fExecutive Officer
Barstow

Human Resources Director
Chief of Staff/Executive Officer
Yuma

Human Resources Director
Chief of Staff/Executive Officer

Dan Grissom
Elizabeth Novelo
Colonel Charles VonBergen

Jet Roa-Cipriani
LtCol Luke Esposito

Lesa Jones
Colonel Charles Dudik

Kimberly Martinez
Colonel Scott A. Gehris

Delilah Vergara
LtCol Arturo Manzanedo

Beverly Steffins
LiCol Jacob S. Reeves

Planned Activities Toward Completion of Objective




Sufficient Funding Completion
Target Date Planned & Staffing? Modified Date Date
(mmiddlyyyy) Activities {Yes or No) (mmiddiyyyy) {mmiddiyyy
y)
MCI PAC Planned Activities
Vacant DDEEO Billet Waiver Granted
Ensure EEO office has Yes
adequate permissions
01/01/2023 for access to appropriate
data
Work with HR to Yes
examine the check-out
02/31/2023 process to ensure exit
survey options
Capital Regicn Planned Activities
Pull MD-715 data tables,
provide to service
commands, and start
. ) 1
01/31/2023 anfalyzlng data and input 01/31/2023
04/31/2023 rom exit surveys to 04/30/2023
07/31/2023 identify any triggers to be
addressed. (Quantico,
TECOM, Capital Region LR
Base,
MARCORSYSCOM)
MCI West Planned
Activities
Review complaints data to Yes
determine if there are any
09/30/2023 [triggers (e.g. higher number]

of complaints related to
non-selection).

MCI EAST, Tri-Command and Albany vacant DDEEO Billet, Waiver Granted

Report of Accomplishments

Fiscal
Year

Accomplishments




FY
2023

1% Quarter

MCI West - is preparing data for the upcoming MD715 briefs with the Commanders and their perspective
organizations. We have noticed a lull in informal complaints during the first Quarter of FY 23, and then a spike in
formal complaints towards the end of the 1% Quarter. This was probably due to the timing between the informal
complaint and when a complainant files formal.

Capital Region - In December 2022, EEQ successfully established EEQ related questions and had them
included in the exit survey. Data tables pulled and disseminated to medium and large commands.

MARCORSYSCOM/TECOM/MBQ — No updates to report currently.
MCI PAC - No response submitted.
2"9 Quarter

MCI West - is preparing data for the upcoming MD715 briefs with the Commanders and their perspective
organizations. We will use this data to determine if there are any triggers as it relates to non-selection. As of 2
Quarter FY 23, we've noticed a drop in non-selection complaints as compared to the 15t Quarter, FY 23.

MCI PAC - No response submitted.

Capital Region/MBQ/MARCORSYSCOM/TECOM - Data tables pulled and disseminated to medium and large
commands.

3 Quarter

MCI West - continued the trend with less Informal complaints and Formal Complaints. CHROs are always
notified when harassment, EEO complaints and Sexual harassment allegations are filed in addition to the Office
of General Counsel. Trends are noticed and training is requested from the EEO Office when identified as
needed.

Capital Region/MBQ/MARCORSYSCOM/TECOM - Data tables pulled and disseminated to medium and large
commands,

4 Quarter

MBQ/MARCORSYSCOM/Capital Region/TECOM —We were informed DON was developing a DON-wide exit
survey; therefore, the use of the Capital region exit survey was halted until further notice. Data tables will be
pulled on or about 30 September 2023. The goal is to review additional sources of information for trigger
identification in FY24.

MCI West - MCRD - Based on the Exit Surveys we have not received reports of discrimination based on a
protected class. We have received derogatory Exit Surveys with allegations of Hostile Work Environment and
those have been submitted to the interim EEQ Specialist Camp Pendleton POC for Situational Awareness.

The HROs concur that ample resources such as funding and manpower should be made available to MCIWEST
and/or local installations to effectively implement the Special Emphasis Program and conduct a Barrier Analysis
program. Special Emphasis Observances could oceur if more resources to include more EEQ personnel were
available. This can be provided to the Command on a micro-scale to the extent funding and manpower remains
anissue. For example, the EEO Specialists can take the lead in identifying key months or events to host on the
installations throughout the next FY and seek out guest speakers to commemorate a particular Heritage Month.
Alternatively, MCIWEST EEO can collaberate with the various installations to combine events (e.g.
MCRD/MCASM hosts Black History Month at MCASM in Feb. and MCRD/MCASM hosts Hispanic Heritage
Month in Sep/Oct at MCRD). At present we rely on supervisors to forward emails to staff and posting a Diversity
& Inclusion flyer on the EEQ Bulletin Board to meet the intent of the Special Emphasis Program. During FY23,
there was limited barrier analysis training provided by the DON EEQ. Apart from providing input on certain parts
of the MD-715 at the end of the FY, there is little collaboration between the HRO and EEO in terms of
establishing a get-well plan on addressing the Command's deficiencies identified in the MD-715. However, the
HRO's understands the importance of its role as a key stake holder in the Barrier Analysis and remains ready
and willing to assist. MCIWEST EEO could take the lead in establishing a Barrier Analysis Workgroup (e.g. the
CO, installation EEO Specialist, and the HRO) and hold regular and reoccurring meetings to understand the
deficiency and develop a customized appreach in the Planned Activity, rather than addressing it as “one size fits
all” as each installation is unique and may have different barriers than the other installations, but a shortage of
personnel has prohibited this approach from implementation {currently at 75%).




u.s.

EEOC Form

Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

MD-715 — FY23 Part H APF
Agency EEO Plan to Attain the Essential Elements of a Model EEQ Program

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

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

Statement of Model Program Essential Element Deficiency

Type of Program
Deficiency

Brief Description of Program Deficiency

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

The command does not 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).

The command did not issue all reports of investigation on or before 180 days
{or, for when an extension was granted, on or before 270 days).

The command did not 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 comptaint.

Objective(s) and Dates for EEQ Plan

Date Initiated

(mm/dd/yyyy) Objective

Date
Completed
(mm/ddiyyyy)

Target Date Modified Date
(mm/ddlyyyy) {mmiddivyyy)

The United
States Marine
will continue to
10/01/2022 attempt to be in
compliance with
timelines set
forth by EEOC.

09/30/2024
09/30/2023




Responsible Official(s)

Title

Name

Performance
Standards Address
the Plan?
(Yes or No)

MCI West

Deputy Director, EEQ

MCRD

Human Resources Director
Chief of StafffExecutive Officer
Miramar

Human Resources Director
Chief of Staff/Executive Officer
Camp Pendleton

Human Resources Director
Chief of Staff/Executive Officer
29 Palms

Human Resources Director
Chief of Staff/Executive Officer
Barstow

Human Resources Director
Chief of Staff/Executive Officer
Yuma

Human Resources Director
Chief of Staff/Executive Officer

Dan Grissom
Elizabeth Novelo
Colonel Charles VonBergen

Jet Roa-Cipriani
LiCol Luke Esposito

Lesa Jones
Colonel Charles Dudik

Kimberly Martinez
Colonel Scott A. Gehris

Delilah Vergara
LtCol Arturo Manzanedo

Beverly Steffins
LtCel Jacob S. Reeves

Capital Region
MARCORSYSCOM

Director of Human Capital Management
Capital Region Base

Director of Marine Corps Staff

Director of Administration and Resource
Management Division HQMC

Deputy Director, Equal Employment Opportunity
TECOM

Dep AC/S, G1

Pragram Analyst

Civilian Manpower Branch Head, G1
Workforce Development Section Head

Quantico

Commanding Officer

Sheila Johnson

Lieutenant General G.P. Qlson
Andrew Sullivan

Perry Thomison
Colonel Heather Cotoia
Steeve Jeanlouis
Stephanie Andrews
Armando Quispe

Col Michael Brooks

No

Performance plans are
not required for General
Officers.

Yes

Yes
Yes
Yes

MCI PAC
Deputy Director EEQ
EEO Specialist

Vacant
Vacant

Planned Activities Toward Completion of Objective




Target Date
{mm/ddlyyyy}

Sufficient

A Funding &
Planned Activities Staffing?

(Yes or No)

Meodified
Date
(mm/ddiyyyy)

Completion
Date

(mm/ddlyyyy)

MCI West Planned Activities

09/30/2023

Process all complaints Yes
within the timeframe
imposed by
DON/IRCMS/EEQC

Capital Region Planned Activities

12/30/2022

Complete the hiring
process for additional
staff to assist with the Fundina — Yes

efficient and timely Staffi 9 N

processing of EEQ atling ~ No 03/31/2024
complaints. (Quantico,

TECOM, Capital
Region Base,
MARCORSYSCOM)

03/30/2023

Start analyzing
progress of
implementing
additional staffing.
{Quantico, TECOM,
Capital Region Base,
MARCORSYSCOM)

Funding — Yes

Staffing — No 05/30/2024

06/30/2023

Use DON complaints
tracking system to
determine if timeliness
has improved.
{Quantico, TECOM,
Capital Region Base,
MARCORSYSCOM)

Funding - Yes

Staffing - No 12/31/2024

09/30/2023

Analyze EEO
complaints program .
and request additional Fsut';%:g :IY\I?)S
billets, if required. 9 12/31/2024
(Quantico, Capital
Region Base, TECOM,
MARCORSYSCOM)

MCI PAC Planned Activities




Sufficient

: Modified Completion
("T‘?T:’g:!;fs;;:) Planned Activities F;t:gr::g?& Date Date
(Yes or No) (mm/ddiyyyy) (mm/ddiyyyy)

Vacant DDEEO Billet Waiver Granted

01/31/2023 into the cause of Yes

Conduct a deeper dive

untimeliness

03/31/2023 to etiminate single points

Create contingency plan Yes

of failures

MCI EAST, Tri-Command and Albany vacant DDEEO Billet, Waiver Granted

Report of Accomplishments

Fiscal
Year

Accomplishments

FY
2023

1% Quarter

Capital Region - In November 2022, selected EEQ Specialist to assist with processing EEQ complaints. They
decline the offer in January 2023.

MARCORSYSCOM/TECOM/MBQ - No updates to report at this time.
MCI PAC - No response submitted.

MCI West - conducts a weekly EEO meeting with the EEQ Specialists from Camp Pendleton, MCAS Miramar,
MCRD, and Barstow. The last two meetings, the Deputy Director has conveyed the upcoming inspection from
HQMC, the dates when it will occur and the items which will need to be inspected.

During the weekly meeting, EEO Specialists brief exactly what they are working on, and it is compared to the 462
report to ensure all timelines are met. This also gives the EEO Specialist the opportunity to discuss any issues
they may be having with any complaints.

2" Quarter

MCI West - Although, during the Command Inspection Program Inspection, conducted by HQMC EEO,
MCIWEST had findings for timeliness on 31/37 iComplaints actions, MCIWEST understands the importance of a
Model EEO program and intends to enforce timeliness through engagements at all levels of the command,
including getting better through the 3 Quarter, FY 23. MCIWEST has begun preparing for the 19 May 2023
Corrective Action Response.

MCI PAC - No response

Capital Region/MBQ/MARCORSYSCOM/TECOM - Continued efforts are ongoing to hire an EEO Specialist to
assist with processing EEO Complaints

3" Quarter

MCI West - submitted the Corrective Action Response and has processed all complaints within the guidelines
imposed by DON/IRCMS/EEOC. Our current 462 Report shows 12 cases as untimely, however these were
clerical errors by the EEQ Specialists where the Counselor's added the extension to the “documents” tab but did




not add the extension as a separate event in the Pre-Counseling tab. This was discussed extensively and
rectified.

MARCORSYSCOM/Capital Region/TECOM/MBQ -Continued efforts are ongoing to hire an EEQ Specialist to
assist with processing EEQO Complaints.

4™ Quarter

Capital Region EEO Office currently has multiple vacant EEQ Specialist positions. Recruitment efforts are
ongoing.

MCI West - MCRD - EEO Specialist position has been gapped since 2/26/23.

Since 2 June 2023, the Regional EEO Office has been short one of the three billets for processing formal EEO
complaints. Despite this significant challenge we have been able to process complaints in a timely manner and
will continue to do so, although significant comp time has been eamed to maintain processing timelines.




EEOC Form
U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEQC PROGRAM STATUS REPORT

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

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

program.

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

Statement of Model Program Essential Element Deficiency

U7l Ll Brief Description of Program Deficiency

Deficiency
Pursuant to 29 CFR §1614.102(a}(1)
e The command has not allocated sufficient funding and qualified staffing to
successfully implement the EEO program, for the following areas: To enable the
command to conduct a thorough barrier analysis of its workforce. [see MD-715,
I{B)]
* The command has not allocated sufficient funding and qualified staffing to
B.4 - The Agency has successfully implement the EEO program, for the following areas: To effectively
sufficient budget and administer its special emphasis programs (such as, Federal Women's Program,
staffing to support the Hispanic Employment Program, and People with Disabilities Program Manager).
success of its EEO [5USC § 7201; 38 USC § 4214; 5 CFR § 720.204; 5 CFR § 213.3102(t) and (u);
et 5 CFR § 315.709]

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

¢« The command has not allocated sufficient funding and qualified staffing to
successfully implement the EEO program, for the following areas: To ensure timely
and complete compliance with EEQC orders. [see MD-715, I{E)]

Objective(s) and Dates for EEO Plan




Date Initiated

(mm/ddiyyyy) Objective

Target Date
{mm/ddiyyyy)

Date
Completed

(mmiddiyyyy)

Meodified Date
{mm/ddiyyyy)

To ensure Agency
has a sufficient
budget and staffing
to support the
success of its EEO
Program with an
effective Special
Emphasis program
and in conducting a
thorough barrier
analysis of its
workforce.

10/01/2022

09/30/2023

09/30/2024

Responsible Official(s)

Title

Name

Performance Standards
Address the Plan?
(Yes or No)

Capital Region

Quantico

Commanding Officer

Capital Region Base

Director of Marine Corps Staff

Director of Administration and Resource
Management Division, HQMC

Deputy Director, Equal Employment
Opportunity

Col Michael L Brooks

Lieutenant General G. P, Olson

Mr. Andrew N. Sullivan

Ms. Penny Thomison

Performance plans are not
required for General Officers.

Yes

Yes

MCI West

Deputy Director, EEO

MCRD

Human Resources Director
Chief of StafflExecutive Officer
Miramar

Human Resources Director
Chief of Staff/Executive Cfficer

Camp Pendleton
Human Resources Director

Dan Grissom
Vacant
Colonel Charles VonBergen

Kelli Clear
LtCol Luke Esposito

Mona Dodd




Title

Name

Performance Standards
Address the Plan?
{Yes or No)

Chief of Staff/Executive Officer

29 Palms

Human Resources Director
Chief of Staff/Executive Officer

Yuma

Human Resources Director
Chief of Staff/Executive Officer

Colonel Charles Dudik

Heather Curtis
Colonel Scott A. Gehris

Mona Dodd
LtCol Jacob S. Reeves

Planned Activities Toward Completion of Objective

Sufficient
Funding
Target Date Planned & Modified Date Completion Date
(mmidd/yyyy) Activities Staffing? {mm/iddiyyyy) (mmiddiyyyy)
(Yes or
No)
Capital Region Planned Activities
Henderson Hall, 8™ and | Non-responsive
Meet with
management to
12/08/2022 discuss budget 12/16/2022
required for SEPM
and Barrier Analysis
Meet with
management to
12/0812023 discuss budget 12/16/2022
required for SEPM
and Barrier Analysis
Implement Funding — No
06/30/2023 approved funding 12131/2023

into SEPM Staffing - No




Sufficient
Funding
Target Date Planned & Modified Date Completion Date
(mm/dd/yyyy} Activities Staffing? (mmiddiyyyy) (mm/ddiyyyy)
{(Yes or
No)
program and
Barrier Analysis
Analyze SEPM Funding — No
program and Barrier
09/30/2023 Analysis efforts to Staffing - No 03/31/2024
determine if additional
funding is required
MCI West Planned Activities
MCRD San Diego Non-responsive
MCIWEST will No
approach the
09/30/2023

command for an
increase in the EEQ
budget.

MCI EAST, Tri-Command and Albany vacant DDEEO Billet, Waiver Granted

Report of Accomplishments

Fiscal Year Accomplishments
1= Quarter
Capital Region — In December 2022, met with Senior Leadership to discuss budget requirements for
SEP and Barrier Analysis, and responded to request for financial needs for FY23.
FY 2023

MCI West - Deputy Director and one EEQ Specialist attended barrier analysis training in December
2022.

2nd Quarter




Capital Region — Senior management has approved to allocate funds for SEPM and Barrier
Analysis. Currently awaiting allocation of funds

MCI West - One member from MCIWEST attended barrier analysis training in February 2023. The
budget and plan for additional personnel to conduct barrier analysis was discussed during the HQMC
EEOQ inspection. The Deputy Director, EEQ, MCIWEST has plans to discuss barrier analysis with the
commanders from the region during the MD 715 briefs.

Will comply with the EEO Program Recommendations from HQMC EEQ; Partner with stakeholders to
monitor and eliminate discrimination per SECNAV 12713.14 (Mandatory for DON Federal Women's
Program, Hispanic Employment Program, and Individuals with Disabilities). Recruit Volunteers.
Posters from DEOMI publicized. This was immediately discussed with all EEO Specialists from
MCIWEST during the back brief to them, with the results of the inspection. This will be discussed as a
highlight during the MD 715 briefing with the command in the 3rd quarter.

3" Quarter

MCBQ/Capital Region - Funds have been allocated and will be used for Hispanic Heritage Month
ohservance for FY23. Reached out to Marine Corps Base Quantico NAF HR in an attempt to
collaborate on SEPM events.

MCI West - Two EEQ Specialists in the Region completed EEOC MD-715 training to move towards
the ability to conduct barrier analysis as required.

The Deputy Director and the Complaints Manager had a meeting with the Budget Office for an
increase to the budget, which was successful and will be implemented during the 4% Quarter.

M & RA — Outreach events

6 Apr 23: EEOC 101 Back-To-The-Basics Webinar & Listening Session (Native Americans)
11 Apr 23: Black Mothers at Work: A Discussion on Workplace Challenges and Supports
2-3 May 23: DoD Recruiters Symposium

18 May 23: Women's Workplace Rights & Select Employment Issues Webinar

22 June 23: Fostering LGBTQ+ Friendly and Inclusive Workplaces
4th Quarter

MCBAQ/Capital Region - Funds were not available, and therefore not allocated for SEPM and Barrier
Analysis during FY23. Goal is to have additional funds for these programs allocated by 31 December
2023. We also had turnover of staff responsible for SEPM and Barrier Analysis, which prevented
progress in these areas.

MCIl West - The HROs concurs that ample resources such as funding and manpower should be
made available to MCIWEST and/or local installations to effectively implement the Special Emphasis
Program and conduct a Barrier Analysis program. During FY23, there were very few EEO sponsored
Special Emphasis Program events were made available to the Civilian workforce, most occurred at
MCRD San Diego. This can be provided to the Command on a micro-scale to the extent funding and
manpower remains an issue. For example, the EEO Specialist {Special Emphasis Program
Coordinator) at MCIWEST and the EEO Specialists can take the lead in identifying key months or
events to host on the installations throughout the next FY and seek cut guest speakers to
commemorate a particular Heritage Month. Altematively, MCIWEST EEOQ can collaborate with the
various installations to combine events (e.g., MCRD/MCASM hosts Black History Month at MCASM
in Feb. and MCRD/MCASM hosts Hispanic Heritage Month in Sep/Oct at MCRD). Supervisors
forward emails to staff and posting a Diversity & Inclusion flyer on the EEO Bulletin Board to meet the
intent of the Speciat Emphasis Program. During FY23, the DON EEOQ Office offered limited Barrier
Analysis training. Apart from providing input on certain parts of the MD-715 at the end of the FY,
there is little to collaboration between the HRO and EEO in terms of establishing a get-well plan on
addressing the Command's deficiencies identified in the MD-715 due to manpower shortages.




However, the HRO's understands the importance of their role as a key stake holder in the Barrier
Analysis and remains ready and willing to assist. The formative plan is for MCIWEST EEQ take the
lead in establishing a Barrier Analysis Workgroup {e.g., the CQ, installation EEQO Specialist, and the
HRO) and hold regular and reoccurring meetings to understand the deficiency and develop a
customized approach in the Planned Activity, rather than addressing it as "one size fits all” as each
installation is unique and may have different barriers than the other installations. The shortage of full
staffing does affect the implementation of this plan at the current time.

At MCAGCC 29 Palms - Special Emphasis program is communicated monthly through the HRO
newsletter to all civilian employees. Along with passing along varicus opportunities for
Diversity/Special Emphasis training opportunities. Barrier Analysis is not being conducted in a formal
manner and probably should be at a USMC/regional level and then be passed for refinement at the
local level.

M & RA - Headquarters —
QOutreach events

29 Aug 23: EEQC, Arizona Jewish Lawyers Association and the Arizona Anti-Defamation League
Workshop

19 Sep 23: Gallaudet University "College Resources for Employment”

28 Sep 23: California Civil Rights Department (CRD) and Equal Employment Opportunity Commission
(EEQC) present, "Listening Session and Know Your Rights for Transgender Workers”.




EEOC Form
U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

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

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

program.

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

Statement of Model Program Essential Element Deficiency

Type of Program Deficiency Brief Description of Program Deficiency

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

¢ Reasonable Accommodation Procedures? [see 20 CF.R. §
B.5 - The agency recruits, hires, 1614.102(d)3).

develops, and retains suparvisors «  Supervisory, managerial, communication, and interpersonal

and man_ag:ers LY h‘avr:. effectlvg skills in order to supervise most effectively in a workplace with
mtaxnagena ’ T°EI'|"”"'°3 lons, an diverse employees and avoid disputes arising from ineffective
e communications. [see MD-715, I{B)].

* ADR, with emphasis on the federal government’s interest in
encouraging mutual resolution of disputes and the benefits
associated with utilizing ADR. [see MD-T15(IIXE)].

Objective(s) and Dates for EEO Plan




Date Initiated Objective Target Date M%‘:ged Date Completed
{(mmiddiyyyy) (mmiddiyyyy) (mmiddiyyyy) {mm/ddiyyyy)
To ensure that 09/30/2024
all Managers
and
Supervisors
10/01/2022 are trained on 09/30/2023
the EEO
components
listed above.
Responsible Official(s})
Performance Standards
Title Name Address the Plan?
{Yes or No}

Capital Region
Quantico

Commanding Officer

Director of Administration and Resource
Management Division, HQMC

Capital Region Base

Director of Marine Corps Staff

Deputy Director, Equal Employment
Opportunity

Col Michael L. Brooks

Mr. Andrew N. Sullivan

Lieutenant General G. P. Olson

Ms. Penny Thomison

Performance plans are not
required for General Officers.

Yes

Yes

MCI PAC

Deputy Director, Equal Employment
Opportunity

EEO Specialist

Camp Butler

Human Resources Director
Iwakuni

Human Resources Director

Kaneohe Bay
Human Resources Director

Vacant

Vacant

Lawrence Occomy
Patricia Martens

Janelle Marshall




Planned Activities Toward Completion of Objective

Sufficient
Target Date Planned Funding & Modified Date Corg;; Iteetion
iddf Activities Staffing? mm/dd/
(mm/ddlyyyy) v T % - ( yyyy) {(mmiddiyyyy)
Capital Region Planned Activities
Henderson Hall, 8" and | Non-responsive
Meet with training
program manager to
determine what systems
and databases are
12/31/2022 available to accurately 11/15/2022
account for EEQ training
of all managers and
supervisors
Reach out to other
Marine Corps regions to
obtain information on
1213112022 their process for 01/20/2023
accurately accounting
for all supervisors and
managers
Meet with management A
and Senior Leaders Funding- Yes
regarding obtaining Staffing - No
03/31/2023 tracking databases the 9 03/31/2024
office does not have
access to
Implgment the use of Funding- Yes
06/30/2033 obtained databases 06/30/2024
Staffing - No
Analyze process for Funding- Yes
09/30/2023 success 09/30/2024
Staffing - No
MCI PAC Planned Activities

Vacant DDEEO Billet Waiver Granted




Sufficient

Target Date Planned Funding & Modified Date Conaglt«:tion
/dd/f Activities Staffing? fddf
(mm/ddiyyyy) e g - (mmiddiyyyy) (mmiddiyyyy)
Send out reminder Yes
06/30/2023 notifications quarterly
06/30/2023 Continue to offer more Yes

frequent courses

MCI EAST, Tri-Command and Albany vacant DDEEO Billet, Waiver Granted

Report of Accomplishments

Fiscal Year Accomplishments
1%t Quarter
Capital Region - On November 15, 2022, met with Training Program Manager and discussed
databases available for employee tracking purposes. Discussed improving employee tracking
and scheduled to reconvene in 2" quarter.
2™ Quarter
Capital Region - Established points of contacts with servicing commands. Working with
commands and training manager to establish accurate employee tracking efforts.

FY 2023

3rd Quarter

Capital Region - Continued work with commands and training manager to maintain employee
tracking efforts.

MCBAQ- Continued work with commands and training manager to maintain employee tracking
efforts.

4 Quarter
MCBQ/Capital Region — No accomplishments to report.




EEOC Form

U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

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

Program

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

program.

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

Statement of Mode! Program Essential Element Deficiency

Type of Program Deficiency

Brief Description of Program Deficiency

B.6 - The Agency involves managers in
the implementation of its EEO program.

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

Objective(s) and Dates for EEO Plan

Date Initiated

(mm/ddiyyyy) Objective

Modified
Date

{mm/ddiyyyy)

Target Date
{mm/ddiyyyy)

Date Completed
(mmiddiyyyy)

To ensure the
agency involves
managers in the
10/01/2022 implementation
of Special
Emphasis
program.

09/30/2024

09/30/2023

Responsible Official(s)




Title

Name

Performance Standards
Address the Plan?
(Yes or No)

Capital Region
Quantico

Commanding Officer

Director of Administration and Resource

Management Division, HQMC
Capital Region Base

Director of Marine Corps Staff
Deputy Director, Equal Employment
Opportunity

Col Michael L Brooks
Mr. Andrew N, Sullivan

Lieutenant General G. P. Olson
Ms. Penny Thomison

Performance plans are not
required for General Officers.

Yes

Yes

MCI West

Deputy Director, EEQ

MCRD

Human Resources Director
Chief of Staff/Executive Officer
Miramar

Human Resources Director
Chief of StafffExecutive Officer
Camp Pendleton

Human Resources Director
Chief of StafffExecutive Officer
29 Palms

Human Resources Director
Chief of Staff/[Executive Officer
Yuma

Human Resources Director
Chief of Staff/lExecutive Officer

Dan Grissom

Vacant
Colonei Charles VonBergen

Kelli Clear
LtCol Luke Esposito

Mona Dodd
Colonel Charles Dudik

Heather Curtis
Colonel Scott A. Gehris

Mona Dodd
LtCol Jacob S. Reeves

Cherry Point
Executive Officer

Deputy Director EEO
MCCS HR Director

Seth Wolcott
Lindsay Smith
Osvaldo Cordero

MCI PAC

Deputy Director, Equal Employment
Opportunity

EEOQ Specialist

Vacant

Vacant

Planned Activities Toward Completion of Objective




Sufficient Completio
Target Date Funding & Modified Date n Date
(mmiddiyyyy) Planned Activities Staffing? (mm/ddiyyyy) (mmiddiyy
(Yes or No) vy}
Capital Region Planned Activities
Henderson Hall, 8" and | Non-responsive
Discuss with Senior
Management regarding their
1213112022 continual involvement with 12/16/2022
SEPM
Create at least one event Funding — No
which will include Senior Staffing - No
03/31/2023 Management involvement 09/30/2023
and schedule date(s)
Analyze SEPM event Funding — No
success wi_th Senior Staffing - No
06/30/2023 Management involvement 12131/2023
and make any improvements
required for future events
Prepare schedule of events Funding — No
09/30/2023 for following fiscal year Staffing - No 03/31/2024
MCI West Planned Activities
MCRD San Diego Non-responsive
Communicate with the No
HRO's to determine how we
can incorporate the EEO
(9/30/2023 action plan objectives into

the installation strategic
plans.

MCI PAC Planned Activities
Vacant DDEEO Billet Waiver Granted




Sufficient Completio
Target Date Funding & Modified Date n Date
{mmiddiyyyy) Planned Activities Staffing? (mmiddiyyyy) (mm/ddlyy
{Yes or No} vy)
Establish a SEPM committee Yes
04/30/2023
04/30/2023 Establish a Barrier Analysis Yes
Team
MCI EAST, Tri-Command and Albany vacant DDEEO Billet, Waiver Granted
MCAS Cherry Point Planned Activities
Identify personnel and ensure
they have the competencies to
serve as Special Emphasis
Program Managers.
12/31/2022 . . No
Conduct Barrier Analysis
03/31/2023 Training to Team Members No
Identify Special Emphasis
Program Managers and
Barrier Analysis Team
LR Hpre Members. Select and issue 2l
appointment letter.
Conduct Barrier Analysis
Training, participate in the
Barrier Analysis process.
Team Members assist in
developing Command Action
Plan(s). Identify and submit
e budget for FY23 to include No
Special Emphasis Program
Managers Course and
EEQOC or equivalent Barrier
Analysis training




Report of Accomplishments

Fiscal Year

Accomplishments

FY 2023

1%t quarter

Capital Region - During Annual State of EEO Brief, discussed the importance of continued
involvement regarding SEPM. Introduced FY23 SEPM special observance calendar,

MCI West - Conducted EEQ, Hostile Workplace Environment and RA training to supervisors and
managers at 29 Palms on 6 December 2022 to 52 employees and on 7 December 2022 to 58
employees. MCRD conducted EEQ, HWE and RA training on 18 October 2022 to 9 employees.

Preparing data for the upcoming MD715 briefs with the Commanders and their perspective
organizations. The Deputy Director will discuss the EEO action plan with the Commander, HRO's
and OGC to determine if the plan is currently in the installation strategic plan and it not, how do
we get it there.

Cherry Point - The Equal Employment Office staff participated in one virtual lunch and leam of a
series (Hamess the Power of Inclusion - Reasonable Accommodations) in Windmills Training,
hosted by the NC Department of Health and Human Services, Division of Vocational
Rehabilitation. Coordinated with COMMSRAT io send Monthly Cultural Observances and
Awareness events through MCAS Weekly Happenings and All-Hands message. MCCS
continues to work with Outreach Programs to advertise jobs with NC Works, Vocational
Rehabilitation, Carteret Community College, Craven Community College, NC Depart of Health
and Human Services, Pamlico Dept of Social Services, Coastal Community Action in Newport to
get additional exposure for our open positions.

2nd quarter

MCI West - MCIWEST is preparing data for the upcoming MD715 briefs with the Commanders
and their perspective organizations. The Deputy Director will discuss the EEO action plan with
the Commander, HRO's and OGC to determine if the plan is currently in the installation strategic
plan and it not, how do we get it there.

MCIWEST with collaboration efforts between Human Resources and the Office of General
Counsel will review installation strategic plans during the MD 715 briefs in 3rd Quarter, FY 23.

Capital Region - Continue to address the importance of continued participation from leadership.
Senior management has commitied to play a crucial role in special observances efforts. Decision
has been made to create a Virtual Hispanic Heritage month event for September 2023,

Cherry Point - The Equal Employment Office staff participated in one virtual lunch and learn of a
series (Barrier Analysis}, hosted by DON Office of EEQ. Coordinated with COMMSRAT to send
Monthly Cultural Observances and Awareness events through MCAS Weekly Happenings and
All-Hands message. MCCS continues to work with Outreach Programs to advertise jobs with NC
Works, Vocational Rehabilitation, Carteret Community College, Craven Community College, NC
Depart of Health and Human Services, Pamlico Dept of Social Services, Coastal Community
Action in Newport to get additional exposure for our open positions.

3rd quarter

Cherry Point - EEO Counselor and EEO Admin Assistant completed the Disability Program
Managers Course at Defense Opportunity Management Institute. Coordinated with COMMSRAT
to send Monthly Cultural Observances and Awareness events through MCAS Weekly
Happenings and All-Hands message. MCCS participated in a job fair event hosted by Vocational
Rehab on 24 May 2023. This was an indoor event that was hosted and supported by MCCS




Retail, CDC and MHS activities with recruitment needs. Staffing needs continue to increase for
the agency. MCCS worked with Director, HQMC and Wage and Salary Division to prepare for
the FY23 Wage and Salary Survey and gained support to provide competitive hiring incentives to
some of our hard to fill and critical positions (i.e., Cooks, Food Service Worker Positions). MCCS
routed information and flyers to staff in regarding Reasonable Accommodations and Pregnant
Workers Fairness Act (PWFA) which came into effect on 27 June 2023.

Capital Region/MCBQ - Continue to address the importance of continued participation from
leadership. Senior management has committed to play a crucial role in special observances
efforts. Decision has been made to create a Virtual Hispanic Heritage month event for
September 2023.

MCI West - Senior managers are aware of their role in a successful EEQ Program. All
allegations of hostile work environment and harassment are promptly addressed, and Senior
Managers are aware of the importance of a work environment that is professional and allow their
personnel to attend Special Emphasis Observances such as special meals at installation dining
facilities.

4h Quarter

MCBQ/Capital Region - We have the full support of our senior management; however, due to
limited resources and turnover of staff, we were unable to plan a Virtual Hispanic Heritage Month
event for September 2023. We are in the process of planning events for National Disability
Employment Awareness month, which will be scheduled for October 2023.

MCI West - Strategic Plan for FY20-FY25. As stated, these plans do not reference EEQ. Plan is
to make the CGs/COs aware of this requirement and make recommendations for them to
incorporate EEQ Diversity and Inclusion principles in the command'’s strategic plan. MCIWEST
EEO should also be directly involved in this process for the installations to provide expert advice
and guidance as it relates to Office for Diversity, Equity, and Inclusion {OQDEI) requirements for
developing and executing diversity management and equal opportunity policies and programs
affecting active duty and reserve component military personnel, and DOD civilian employees.

Cherry Point - Coordinated with COMMSRAT to send Monthly Cultural Observances and
Awareness events through MCAS Weekly Happenings and All-Hands message. Promoted
Voluntary Self-Identification of a Disability campaign; Pushed through CO staff meeting as well
as sent out in All Hands message. EEO staff attended Religious Accommodation and Undue
Hardship: How Your Agency Should Apply the New Supreme Court Standard training presented
by the EEOC. AF and NAF attended MD715 Working groups presented by DON EEQ. MCCS
coordinated with Station EEO to train MCCS Supervisors on Reasonable Accommodation and
Equal Opportunity. Attended the New Bern Chamber of Commerce Mid-Day Mingle with
Vocational Rehab. MCCS routed information to staff regarding completing the Defense
Organizational Climate Survey (DEOCS).




EEOC Form
U.S. Equal Employment Cpportunity Commission

FEDERAL AGENCY ANNUAL EEQ PROGRAM STATUS REPORT

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

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

program.

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

Statement of Model Program Essential Element Deficiency

Type of Program Deficiency Brief Description of Program Deficiency

e The command does not regularly assess its component and field
offices for possible EEO program deficiencies. [see 29 CFR

C.1 - The agency conducts regular §1614.102(c)(2))
internal audits of its component and
field offices. ¢« The command does not regularly assess its component and field offices

on their efforts to remove barriers from the workplace. [see 29 CFR
§1614.102(c)2)]

Objective(s) and Dates for EEO Plan




. . Date
Date Initiated e Target Date Modified Date
Objective Completed
(mmiddfyyyy) (mm/iddiyyyy) {mm/ddiyyyy) (mmiddiyyyy)
The.United States 09/30/2024
Marine Corps to
review the field
components to
10/01/2022 ensure that a Model | ¢9/30/2023
EEO Program is
present in efforts to
remove barriers in
the workplace.
Responsible Official(s)
Performance Standards
Title Name Address the Plan?

(Yes or No)

Capital Region

Quantico

Commanding Officer

Capital Region Base

Director of Marine Corps Staff

Director of Administration and Resource
Management Division, HQMC

Deputy Director, Equal Employment
Opportunity

Col Michae! L. Brooks

Lieutenant General G. P. Olson

Mr. Andrew N. Sullivan

Ms. Penny Thomison

Performance plans are not
required for General Officers.

Yes

Yes

Chief of StafffExecutive Officer
Miramar
Human Resources Diractor

MCI PAC

Deputy Director, Equal Employment Vacant
Opportunity

EEQ Specialist Vacant

MCI West Dan Grissom
Deputy Director, EEQ

MCRD

Human Resources Director Vacant

Colonel Charles VonBergen

Kelli Clear




Performance Standards
Title Name Address the Plan?
(Yes or No)
Chief of Staff/Executive Officer LtCol Luke Esposito
Camp Pendleton
Human Resources Director Mona Dodd
Chief of Staff/Executive Officer Colonel Charles Dudik
29 Palms
Human Resources Director Heather Curtis
Chief of Staff/Executive Officer Colonel Scott A. Gehris
Yuma
Human Resources Director Mona Dodd
Chief of Staff/Executive Officer LtCol Jacob S. Reeves
MCAS Cherry Point
Executive Officer Seth Wolcott
Deputy Director EEO Lindsay Smith No
MCCS HR Director Osvaldo Cordero
Planned Activities Toward Completion of Objective
Sufficient
Target Date Fun;mg Modified Completion
(mm? dllyyyy) Planned Activities Staffing? Date Date
(mm/ddlyyyy) (mmiddiyyyy)
(Yes or
No)
Capital Region Planned Activities
Henderson Hall, 8" and | Non-responsive
Establish MD-715/barrier Funding — No
1213112022 analysis points of contact at Staffing - No 12/31/2023

smaller and medium sized
commands




Sufficient

Target Date T Modified Completion
(mm? ddyyyy) Planned Activities Staffing? Date Date
(Yes or {mm/ddlyyyy) {mm/ddiyyyy)
No)
Ensure all 15 serviced Funding — No
commands have updated Staffing - No
HQMC EEO poster with points
of contact and provide 1213172023
12/31/2022 requirements for annual EEQ
policy statements and
applicable MD-715 reporting
requirements
Ensure all serviced AR
commands have posted Staffing - No
03/30/2023 HQMC EEO poster and are 03/31/2024
tracking requirements for
MD-715
Analyze communication with Funding — No
serviced commands to ensure Staffing - No
06/30/2023 process is successful and 06/30/2024
adjust for improvement, if
needed
09/30/2023 Update MD-715/barrier Funding — No
analysis points of contact for Staffing - No
all 15 serviced commands for 09/30/2024
the next fiscal year MD-715
reporting
MCI PAC Planned Activities
Vacant DDEEOQ Billet, Waiver Granted
Conduct field audits after No
09/30/2023 assessing and securing
funding
MCI West Planned Activities
MCRD San Diego Non-responsive
Conduct a weekly meeting Yes
09/30/2023 allocating time for the EEO

Specialists to discuss current
events in their program and




Sufficient
Taraet Date Funding Modified Completion
(mm?d dlyyyy) Planned Activities Staffing? Date Date
(Yes or {mmiddiyyyy) (mmiddiyyyy)
No}
foresee possible program
deficiencies before they arise.
Conduct a monthly audit of Yes
09/30/2023 each EEQ Office to ensure
compliance.

MCI EAST, Tri-Command and Albany vacant DDEEO Billet, Waiver Granted

Report of Accomplishments

Fiscal Year

Accomplishments

FY 2023

1% Quarter

Capital Region - In November 2022, established POC for several small and medium commands.
Created a database available for updating monthly in the event POCs change.

MCI West - conducts a weekly EEQO meeting with the EEO Specialists from Camp Pendleton, MCAS
Miramar, MCRD, and Barstow. The last two meetings, the Deputy Director has conveyed the
upcoming inspection from HAMC, the dates when it will occur and the items which will need to be
inspected. The Deputy Director discussed the strategy for inspecting two areas where there are no
EEO Specialist: 29 Palms and MCAS Yuma. MCIWEST will continue to prepare for the inspections
to ensure all areas are covered.

During the weekly meeting, EEQ Specialists brief exactly what they are working on, and it is
compared to the 462 report to ensure all timelines are met. This also gives the EEO Specialist the
opportunity to discuss any issues they may be having with any complaints.

2" Quarter

MCI West - MCIWEST used the opportunity of the EEO Specialist training at Marine Corps Air
Station, Yuma, to inspect local areas for their policies. Also used the opportunity to engage with the
commanding officer to discuss program deficiencies and personnel shortages in March 2023.

MCIWEST will comply with the HQMC EEO Inspection Team's recommendation that site visits are
performed on schedule per Civilian Human Resource Manual 1603 per the recommended 3-year
cycle.

During the weekly meeting, EEO Specialists brief exactly what they are working on, and it is
compared to the 462 report to ensure all timelines are met. This also gives the EEQ Specialist the
opportunity to discuss any issues they may be having with any complaints.




Capital Region - Continued efforts to ensure all commands are equipped with EEO information is
ongoing.

3RP Quarter

Capital Region - Reestablished monthly Barrier Analysis Team meetings and continued to provide
commands with assistance regarding MD-715.

MCBQ - Reestablished monthly Barrier Analysis Team meetings and continued to provide
commands with assistance regarding MD-715.

MCI West - During the weekly meeting, EEO Specialists brief exactly what they are working on, and
it is compared to the 462 report to ensure all timelines are met. This also gives the EEQ Specialist
the opportunity to discuss any issues they may be having with any complaints.

During this period, weekly meetings identified short comings based on reports pulled weekly to
include not only complaints processing but reasonable accommodation processing.

4" Quarter

MCBQ/Capital Region - Continued to work on establishing accurate points of contact at all small
and medium commands, disseminate EEO information, and provide applicable commands with
assistance in preparing the MD-715 Report.

MC1 West - Once MCIWEST is manned at 100 percent, we will be able to handle our current
workload and reach out to the field offices. We are currently operating at 75%.

MCRD - Once the EEO Specialist position is filled and the new Specialist is trained, it is imperative
that new specialist is mentored by a senior EEQO specialist.

MCIWEST/Regional EEO- Once the staff is at full strength (currently at 67% since 2 June) site visits
will be a viable option.




EEOC Form
U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEQ PROGRAM STATUS REPORT

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

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

program.

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

Statement of Model Program Essential Element Deficiency

Type of Program Deficiency Brief Description of Program Deficiency

The command does not process all accommodation requests within the

C.2 - The agency has established
time frame set forth in its reasonable accommodation procedures. [see

procedures to prevent all forms of EEQ

discrimination. MD-715, I{C))
Objective(s) and Dates for EEQ Plan
Date Initiated Objective Target Date Modifled Date CO.E:::Zted
(mm/dd/yyyy) (mm/ddiyyyy) (mm/ddiyyyy) (mmiddlyyyy)
U 00/30/2024
Reasonable
Accommodation
10/01/2022 within compliance 09/30/2023
accordingly.




Responsible Official(s)

Title

Name

Performance Standards
Address the Plan?
{Yes or No)

Capital Region

Quantico

Commanding Officer

Capital Region Base

Director of Marine Comps Staff

Director of Administration and Resource
Management Division, HQMC

Deputy Director, Equal Employment
Opportunity

Col Michael L Brooks

Lieutenant General G. P. Olson
Mr. Andrew N. Sullivan

Ms. Penny Thomison

Performance plans are not
required for General
Officers.

Yes

Yes

MCI West

Deputy Director, EEO

MCRD

Human Resources Director
Chief of StafffExecutive Officer
Miramar

Human Resources Director
Chief of Staff/Executive Officer
Camp Pendleton

Human Resources Director
Chief of Staff/iExecutive Officer
29 Palms

Human Resources Director
Chief of Staff/Executive Officer
Yuma

Human Resources Director
Chief of StafffExecutive Officer

Dan Grissom

Vacant
Colonel Charles VonBergen

Kelli Clear
LtCol Luke Esposito

Mona Dodd
Colonel Charles Dudik

Heather Curtis
Colonel Scott A. Gehris

Mona Dodd
LtCol Jacob S. Reeves

MCI PAC

Deputy Director, Equal Employment
Opportunity

EEO Specialist

Vacant

Vacant

Planned Activities Toward Completion of Objective




Sufficient

. Completion
(::;?:; 13:;3) Planned Activities Fsut:gfii:g'f I(“n:::ffcilfl?yl;;;? Date
(Yes or No) (mm/ddlyyyy)
Capital Region Planned Activities
Henderson Hall, 8" and | Non-responsive
Complete the hiring process .
12/30/2022 for additional staff to assist DAL 03/31/2024
with processing RA requests Staffing - No
Start analyzing progress of —
3/30/2023 implementing additional AU AL 03/31/2024
staffing Staffing - No
Track RA request Funding- Yes
06/30/2023 processing to determine if 03/31/2024
timeliness has improved Staffing - No
Analyze RA program and —
09/30/2023 request additional billets, if e 03/31/2024
required Staffing - No
MCI West Planned Activities
MCRD San Diego Non-responsive
Conduct RA training for
supervisors and managers
09/30/2023 to discuss timeliness and
processing.
Collaborate with the HR
Training Departments to
determine the current RA
09/30/2023 trainings online continue to

be advertised for
supervisors and managers
to take on TWMS.

MCI PAC Planned Activities
Vacant DDEEO Billet Waiver Granted




Sufficient .
Target Date Planned Activities Funding & Modified Date °°"[‘,';'t:t'°"
/dd/ Staffing? mm/dd/
(mm/ddiyyyy) e gN - ( YyYyYy) (mmiddlyyyy)
Conduct a deeper dive into Yes
01/31/2023 the cause of untimeliness
04/30/2023 Create RA roles and Yes
responsibilities form
Provide supplemental Yes
09/30/2023 training to supervisors
{push TWMS RA training)
Get DON Person Yes
Assistance Services
02/28/2023 procedures posted on the
public website.

MCI EAST, Tri-Command and Afbany vacant DDEEO Billet, Waiver Granted

Report of Accomplishments

Fiscal Year

Accomplishments

FY 2023

15T Quarter
Capital Region - In December 2022, hired one new EEO Specialist- EOD 30 January 2023.

MCI West - conducted EEOQ, Hostile Workplace Environment and RA training to supervisors and
managers at 29 Palms on 6 December 2022 to 52 employees and on 7 December 2022 to 58
employees. MCRD conducted EEQ, Hostile Workplace Environment and RA training to supervisors
and managers on 18 October 2022 to 9 employees.

MCIWEST is preparing data for the upcoming MD715 briefs with the Commanders and their
perspective organizations. The Deputy Director will discuss online RA training with the Commander,
HRO's and OGC to determine if making the online training mandatory is feasible and something the
Commander wants to implement.

2nd Quarter

MCI West - has conducted Reasonable Accommodation training to NAF supervisors and managers
at Marine Corps Air Station Yuma on 14-15 March 2023.




MCIWEST supervisors and managers, NAF, from Marine Corps Base, Camp Pendleton received
EEOQ, Anti-Harassment and No FEAR Act training by the HOMC EEQ inspection team on 28 and 29
March 2023.

With MCIWEST's increased budget and without the strain of the pandemic, the plan is to conduct
additional training at serviced UICS in person, virtually, webinars etc. as recommended by the
HQMC EEQ inspection team, the 3rd and 4th quarter.

MCIWEST is preparing data for the upcoming MD715 briefs with the Commanders and their
perspective organizations. The Deputy Director will discuss online RA training with the Commander,
HRO's and OGC to determine if making the online training mandatory is feasible and something the
Commander wants to implement.

Capital Region - Individual selected for EEO position scheduled to onboard on 30 January 2023
declined offer. Hiring efforts are currently ongoing.

3R0 Quarter

Capital Region - EEO Specialist onboarded in May 2023 to play a critical role in addressing the RA
backiog and processing RA request.

MCBAQ - EEO Specialist onboarded in May 2023 to play a critical role in addressing the RA backlog
and processing RA request.

MCI West- Supervisors and Managers were made aware the value of taking the RA training online,
though not required. Some installations ‘highly encouraged’ this training for all supervisors and
managers. The current "Nice and NEAT" numbers sent to MCIWEST, had four cases which needed
to be updated and were.

4" Quarter

MCBQ/Capital Region - Tracking the progress of RA processing timeliness due to additional staff
has been a challenge because of continuous turnover of staff. Hiring efforts are currently ongoing.

MCI West - MCRD - All new employees that attend New Employee Orientation are provided
information on all civilian's programs to include RA/JFECA/EEQ Compliant process etc. MCRD does
not currently mandate RA training for supervisors. Cases are handled by the EEO Specialist as they
occur and the EEO Specialist guides the manager through the process. A mandatory Supervisor
Training in TWMS is needed if this will be a mandatory training. TWMS offers the following EEC
training courses for Supervisors; Diversity & Inclusion (Optional}; DON EEO Training (Mandatory);
Responding to Whistleblower Complaints {(Mandatory).

The MCAS Miramar EEQ specialist conducted several RA trainings at MCAS Miramar and MCB
CPEN during the 4th quarter.

The NAF EEO Specialist for the Region goes over the RA process at every New Employee
Orientation for MCCS Camp Pendleton.




EEOC Form

U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REFORT

MD-715 — NAF Part H

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

Program

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

program.

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

Statement of Model Program Essential Element Deficiency

Type of Program
Deficiency

Brief Description of Program Deficiency

C.4 - The agency ensures
effective coordination
between its EEO programs
and Human Resources
(HR) program.

The command has not established timetables/schedules to review at regular
intervals in its merit promotion program, employee recognition awards program,
employee developmentitraining programs, and management/personnel policies,
procedures, and praclices for systemic barriers that may be impeding full
participation in the program by all EEQ groups. [see MD-715 Instructions, Sec. 1]

Objective(s) and Dates for EEQ Plan

Date Initiated Objective Target Date Modifled Date cgg:::ted
{mm/ddiyyyy) {mm/ddiyyyy) (mmiddiyyyy) (mmiddiyyyy)
10/01/2022 To ensures effective | gg/3p/2023 09/30/2024
coordination




. . Date
Date Initiated c Target Date Modified Date
Objective Completed
{mm/ddiyyyy) {mmiddiyyyy) {mm/iddlyyyy)} (mmiddlyyyy)
between its EEO
programs and
Human Resources
(HR) program.
Responsible Official(s)
Performance Standards
Title Name Address the Plan?

{Yes or No)

Capital Region

Quantico

Commanding Officer

Capital Region Base

Director of Marine Corps Staff

Director of Administration and Resource
Management Division, HQMC

Deputy Director, Equal Employment

Opportunity

Col Michael L Brooks

Lieutenant General G. P. Olson
Mr. Andrew N, Sullivan

Ms. Penny Thomison

Performance plans are not
required for General Officers,

Yes

Yes

MCI West

Deputy Director, EEO

MCRD

Human Resources Director
Chief of Staff/Executive Officer
Miramar

Human Resources Director
Chief of Staff/Executive Officer
Camp Pendleton

Human Resources Director
Chief of StafffExecutive Officer
29 Palms

Human Resources Director
Chief of Staff/fExecutive Officer
Yuma

Human Resources Director
Chief of Staff/Executive Officer

Dan Grissom

Vacant
Colonel Charles VonBergen

Kelli Clear
LtCol Luke Esposito

Mona Dodd
Colonel Charles Dudik

Heather Curtis
Colonel Scott A. Gehris

Mona Dodd
LtCol Jacob S. Reeves




Performance Standards

Title Name Address the Plan?
(Yes or No)
MCI PAC
Deputy Director, Equal Employment Vacant
Opportunity
EEO Specialist Vacant
Camp Butler
Human Resources Director Lawrence Occomy
wakuni
Human Resources Director Patricia Martens
Kaneohe Bay
Human Resources Director Janelle Marshall
Planned Activities Toward Completion of Objective
ST Completion
Target Date Funding & Modified Date
Planned Activities Date
mm/dd/ Staffing? mm/dd/
( yyyy) el g - ( yyyy) (mmiddiyyyy)
Capital Region Planned Activities
Henderson Hall, 8" and | Non-responsive
Establish appropriate HR
peints of contact for this
121312022 effort and establish a 12/16/2022
timetable for meetings to be
held
Schedule and hold the first
meeting with HR to review 03/15/2023
U RALpAr and discuss HR policies,
procedures, and practices




el T Completion
(;?:",9:; 15;;:;) Planned Activities Fsutgffii:g.f‘ I(\:::‘i’,f;zfye;;‘; (mmziltle )
{Yes or No) yyyy
Provide any deficiencies Funding - Yes
regarding policies,
procedures and Staffing - No
practices determined by
HR and EEO to Senior
Leadership and request
06/30/2023 B 06/30/2024
this effort, if required
09/30/2023 Implement updated policies, Funding — Yes
procedures and practices
approved by Senior Staffing - No 09/30/2024
Leadership
MCI West Planned Activities
MCRD San Diego Non-responsive
Establish a timeline prior to Yes
the annual MD-715 briefs
with the commands to
review the merit systems
program, awards program
09/30/2023 and development/training
programs to determine if
there are any barriers.
MCIi PAC Planned Activities
Vacant DDEEO Billet Waiver Granted
Establish a quarterly Yes
1112023 Human Capital meeting




Sufficient

" Completion
Target Date - Funding & Modified Date
Planned Activities Date
{mm/ddiyyyy) Staffing? {mmiddiyyyy)
(Yes or No) (mmideliyyyy)
1/1/2023 Ensure EEQ office has Yes

adequate permissions for
access to appropriate data

MCI EAST, Tri-Command and Albany vacant DDEEO Billet, Waiver Granted

Report of Accomplishments

Fiscal Year

Accomplishments

FY 2023

1% Quarter

Capital Region - In December 2022, established POC from Human Resources.

MCI West - Deputy Director and one other EEO Specialist attended Barrier Analysis training in
December 2022 and will brief leaders accordingly.

2nd Quarter

MCI West - MCIWEST has determined that the best possible timeframe to discuss the Merit Systems
program, awards program and developmentitraining programs would be during the annuat MD-715
briefs with commanders in 3rd quarter, FY 23.

One EEO Specialist attended Barrier Analysis training in February 2023 and will brief leaders
accordingly.

Capital Region - Met with HR Leaders to discuss policies, procedures, and practices and improved
communication between HR and EEOQ.

3RC Quarter

Capital Region - Participate in monthly meetings with HR for continued discussions with regard to
policies, procedures, and practices.

MCBQ - Participate in monthly meetings with HR for continued discussions with regard to policies,
procedures, and practices.

MCI West - CHROs in the Region were made aware that periodic review of programs (Merit
Systems, Awards, etc.), were needed to ensure fair and equitable treatment.

4 Quarter




MCBQ/Capital Region - Nothing new to report. Because of turnover of staff, monthly meetings have
nof been held.

MCI West - MCRD - The previous EEC Specialist did work close with HRO to gain knowledge in the
hiring practices and Merit System in order to gain more expertise in the civilian personnel programs
when addressing EEO complaints. The HR Office sends the Exit Surveys that have derogatory
information to the EEQ Specialist and the supervisor so a management inquiry can be completed.

-The HROs concur that ample resources such as funding and manpower should be made available to
MCIWEST andfor local installations in order to effectively implement the Special Emphasis Program
and conduct a Barrier Analysis program. This can be provided to the Command on a micro-scale to
the extent funding and manpower remains an issue. For example, the EEQ Specialists can take the
lead in identifying key months or events to host on the installation throughout the next FY and seek
out guest speakers to commemorate a particular Heritage Month. Altematively, MCIWEST EEQ can
collaborate with the various installations to combine events (e.g. MCRD/MCASM hosts Black History
Month at MCASM in Feb. and MCRD/MCASM hosts Hispanic Heritage Month in Sep/Qct at MCRD).
Currently we are relying on supervisors to forward emails to staff and posting a Diversity & Inclusion
flyer on the EEQ Bulletin Board to meet the intent of the Special Emphasis Program. During FY23,
DON EEO offered limited barrier analysis training. Apart from providing input on certain parts of the
MD-715 at the end of the FY, there is little to collaboration between the HRO and EEQ in terms of
establishing a get-well plan on addressing the Command's deficiencies identified in the MD-715.
However, the HROs understand the importance of its role as a key stake holder in the Barrier
Analysis and remains ready and willing to assist. MCIWEST EEO should be able to take the lead in
establishing a Barrier Analysis Workgroup (e.g. the CO, installation EEO Specialist, and the HRO)
and hold regular and reoccurring meetings to understand the deficiency and develop a customized
approach in the Planned Activity, rather than addressing it as “one size fits all” as each installation is
unique and may have different barriers than the other installations; this is precluded by achieving 100
per cent manning level (currently at 75%).




EEOC Form

U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEOQ PROGRAM STATUS REPORT

MD-715 — NAF Part H

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

Program

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

program.

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

Statement of Model Program Essential Element Deficiency

Type of Program Deficiency

Brief Description of Program Deficiency

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

Major Subordinate commands do not regularly use the following sources of
information for trigger identification:

»  Workforce data; complaint/grievance data; exit surveys; employee
climate surveys; focus groups; affinity groups; union; program
evaluations; special emphasis programs; reasonable accommodation
program; anti-harassment program; and/or external special interest
groups. [see MD-715 Instructions, Sec. ]

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




Objective(s) and Dates for EEQO Plan

Date Initiated Objective Target Date M%‘:ig ed Date Completed
{mm/idd/iyyyy) (mm/dd/iyyyy} (mmiddiyyyy) (mm/ddfyyyy)
The agency 09/30/2024
conducts a
reasonable
10/01/2022 assessment to 09/30/2023
identify triggers
in the
workforce.

Responsible Official(s)

Title

Name

Performance Standards
Address the Plan?
(Yes or No)

Capital Region

Quantico

Commanding Officer

Capital Region Base

Director of Marine Comps Staff

Deputy Director, Equal Employment
Opportunity

Director of Administration and Resource
Management Division, HQMC

Col Michael L Brooks

Lieutenant General G. P. Olson
Ms. Penny Thomison

Mr. Andrew N. Sullivan

. Performance plans are not
required for General Officers.

Yes

Yes

MCI West

Deputy Director, EEQ

MCRD

Human Resources Director
Chief of Staff/Executive Officer
Miramar

Human Resources Director
Chief of Staff/Executive Officer
Camp Pendleton

Human Resources Director
Chief of Staff/Executive Officer
29 Palms

Human Resources Director
Chief of Staff/Executive Officer
Yuma

Human Resources Director
Chief of Staff/Executive Officer

Dan Grissom

Vacant
Colonel Charles VonBergen

Kelli Clear
LtCol Luke Esposito

Mona Dodd
Colonel Charles Dudik

Heather Curtis
Colonel Scott A. Gehris

Mona Dodd
LtCol Jacob S. Reeves




Performance Standards

Title Name Address the Plan?

{Yes or No)

MCI PAC
Deputy Director, Equal Employment Vacant
Opportunity
EEO Specialist Vacant
Camp Butler
Human Resources Director Lawrence Occomy
Iwakuni
Human Resources Director Patricia Martens

Kaneohe Bay
Human Resources Director Janelle Marshall

Planned Activities Toward Completion of Objective

Target Date Planned Activities Sufficient Modified Date Completion
{mm/ddiyyyy) Funding & {mm/ddiyyyy) Date
Staffing? {mmiddiyyy
{Yes or ¥)
No)
Capital Region Planned Activities
Henderson Hall, 8" and | Non-responsive
Pull MD-715 data tables,
provide to service 01/31/2023
commands, and start
St A analyzing data and input from
exit surveys to identify any
triggers o be addressed.
Pull MD-715 data tables,
provide to service 04/30/2023

commands, and continue
Sk il analyzing data and input from
exit surveys to identify any
triggers to be addressed.




Pull MD-715 data tables,
provide to service
commands, and continue
LR Teadr) analyzing data and input from
exit surveys to identify any
triggers to be addressed.

06/30/2023

MCI West Planned Activities

MCRD San Diego Non-responsive

Review complaints data to Yes
determine if there are any
09/30/2023 triggers (e.g., higher number
of complaints related to non-
selection).

MCI PAC Planned Activities

Vacant DDEEOQ Billet Waiver Granted

01/01/2023 Ensure EEO office has Yes
adequate permissions for
access to appropriate data.

02/31/2023 Work with HR to examine the Yes
check-out process to ensure
exit survey options.

MCI EAST, Tri-Command and Albany vacant DDEEO Billet, Waiver Granted

Report of Accomplishments

Fiscal Year Accomplishments

Fy 2023 1% Quarter




Capital Region - In December 2022, EEO successfully established EEO related questions and had
them included in the exit survey. Data tables pulled and disseminated to medium and large
commands.

MCI West - Preparing data for the upcoming MD715 briefs with the Commanders and their
perspective organizations. We have noticed a lull in informal complaints during the first Quarter of FY
23, and then a spike in formal complaints towards the end of the 15 Quarter. This was probably due to
the timing between the informal complaint and when a complainant files formal.

2nd Quarter

MC1 West - MCIWEST is preparing data for the upcoming MD715 briefs with the Commanders and
their perspective organizations. We will use this data to determine if there are any triggers as it relates
to non-selection. As of 2nd Quarter FY 23, we've noticed a drop in non-selection complaints as
compared to the 1st Quarter, FY 23.

Capital Region - Data tables pulled and disseminated to medium and large commands.

3RC Quarter
Capital Region - Data tables pulled and disseminated to medium and large commands.
MCBQ - Data tables pulled and disseminated to medium and large commands.

MCI WEST - Continued the trend with less Informal complaints and Formal Complaints. CHROs are
always notified when harassment, EEO complaints and Sexual harassment allegations are filed in
addition to the Office of General Counsel. Trends are noticed and training is requested from the EEQ
Office when identified as needed.

4" Quarter

MCBQ/Capital Region — We were informed DON was developing a DON-wide exit survey; therefore,
the use of the Capital region exit survey was halted until further notice. Data tables will be pulled on or
about 30 September 2023. The goal is to review additional sources of information for trigger
identification in Fy24.

MCI West - MCRD - Based on the Exit Surveys we have not received reports of discrimination based
on a protected class. We have received derogatory Exit Surveys with allegations of Hostile Work
Environment and those have been submitted to the interim EEO Specialist Camp Pend. POC for SA.

The HROs concur that ample resources such as funding and manpower should be made available to
MCIWEST and/or local installations in order to effectively implement the Special Emphasis Program
and conduct a Barrier Analysis program. Special Emphasis Observances could occur if more
resources to include more EEQ personnel were available. This can be provided to the Command on a
micro-scale to the extent funding and manpower remains an issue. For example, the EEQ Specialists
can take the lead in identifying key months or events to host on the installations throughout the next
FY and seek out guest speakers to commemorate a paricular Heritage Month. Alternatively,
MCIWEST EEO can collaborate with the various installations to combine events (e.g. MCRD/MCASM
hosts Black History Month at MCASM in Feb. and MCRD/MCASM hosts Hispanic Heritage Month in
8ep/Oct at MCRD), At present we rely on supervisors to forward emails to staff and posting a
Diversity & Inclusion flyer on the EEO Bulletin Board to meet the intent of the Special Emphasis
Program. During FY23, there was limited barrier analysis training provided by the DON EEQ. Apart
from providing input on certain parts of the MD-715 at the end of the FY, there is little to collaboration
between the HRO and EEQ in terms of establishing a get-well plan on addressing the Command's
deficiencies identified in the MD-715. However, the HRO's understands the importance of its role as a
key stake holder in the Barrier Analysis and remains ready and willing to assist. MCIWEST EEQ could
take the lead in establishing a Barrier Analysis Workgroup (e.g. the CO, installation EEQ Specialist,
and the HRO) and hold regular and reoccurring meetings to understand the deficiency and develop a
customized approach in the Planned Activity, rather than addressing it as “one size fits all” as each
installation is unique and may have different barriers than the other installations, but a shortage of
personnel has prohibited this approach from implementation (currently at 75%).




EEQC Form
U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

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

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

pragram.

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

Statement of Model Program Essential Element Deficiency

Type of Program Deficiency Brief Description of Program Deficiency

¢ The command does not 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).

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

s  The command did not issue all reports of investigation on or before 180
days (or, for when an extension was granted, on or hefore 270 days).

¢+  The command did not 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.

Objective(s) and Dates for EEQ Plan

Date Initiated Objective Target Date M%t::ie od Date Completed
(mm/ddiyyyy) (mmiddiyyyy) (mmiddiyyyy) (mm/ddiyyyy)
The agency 09/30/2024
will continue
10/01/2022 to pursue 09/30/2023
compliance
with timeline




Date Initiated Objective Target Date M%dai:i:d Date Completed
(mmiddlyyyy) (mmiddlyyyy) (mmiddiyyyy) {mmiddiyyyy)
set by the
EEOQC.
Responsible Official(s)

Title

Name

Performance Standards
Address the Plan?
{Yes or No)

Capital Region
Quantico

Commanding Officer

Capital Region Base

Director of Marine Corps Staff
Deputy Director, Equal Employment

Col Michael L Brooks

Lieutenant General G. P. Olson

Performance plans are not
required for General Officers.

Opportunity Ms. Penny Thomison Yes
MCI PAC
Deputy Director, Equal Employment Vacant
Opportunity
EEOQ Specialist Vacant
Planned Activities Toward Completion of Objective
Sufficient . .
Modified Completion
(;?;?:; Il;;:;) Planned Activities Fs";::’fii::g,f Date Date
(Yes or No) {mm/dd/yyyy) (mmiddiyyyy)
Capital Region Planned Activities
Henderson Hall, 8" and | Non-responsive
12/30/2022 Complete the hiring Funding — Yes 03/31/2024

process for




Sufficient .
. Modified Completion
(::;?:‘: II;;;;) Planned Activities ';ut:gf!n:g‘? Date Date
(Yes or No) (mm/ddiyyyy) {mmidd/yyyy)
additional staff to Staffing - No
assist with the
efficient and timely
processing of EEQ
complaints
Sta:) a'%aslgz(:?g Funding - Yes
3/30/2023 _Progress « 03/31/2024
implementing Staffing - No
additional staffing
Use DON complaints
tracking system to Funding — Yes
06/30/2023 determine if 03/31/2024
timeliness has Staffing - No
improved
Analyze EEO Funding - Yes
complaints program
09/30/2023 and request Staffing - No 03/31/2024
additional billets, if
required
MCI PAC Planned Activities
Vacant DDEEO Billet Waiver Granted
Conduct a deeper dive Yes
01/31/2023 into the cause of
untimeliness
03/31/2023 Create contingency plan to Yes
eliminate single points of
failures

MCI EAST, Tri-Command and Albany vacant DDEEO Billet, Waiver Granted




Report of Accomplishments

Fiscal Year

Accomplishments

FY 2023

15T Quarter

Capital Region - In November 2022, selected EEO Specialist to assist with processing EEQ
complaints. They decline the offer in January 2023.

2nd Quarter

Capital Region - Continued efforts are ongoing to hire an EEO Specialist to assist with
processing EEQ Complaints.

3 Quarter

Capital Region - Continued efforts are ongoing to hire an EEQ Specialist to assist with
processing EEQ Complaints.

MCBAQ - Continued efforts are ongoing to hire an EEO Specialist to assist with processing EEQ
Complaints.

4 Quarter

Capital Region - EEO Office currently has multiple vacant EEQ Specialist positions.
Recruitment efforts are ongoing.




EEQC Form

U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEOC PROGRAM STATUS REPORT

United States Marine Corps

MD-715 — FY23 APF Part |
EEO Plan to Eliminate Identified Barrier

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

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

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

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

Source Specific
of the Workforce Narrative Description of Trigger
Trigger Data Table
The Appropriated Fund workforce consisted of 18,211. There
were a number of identifiable triggers effecting females this
reporting period when comparing their participation rates to the
National Civilian Labor Force (NCLF) and Occupational Civilian
Labor Force (OCLF) statistics.
Just as it were in FY17 until current date, this reporting period
saw Low Participation Rates (LPR) for Hispanic, White, Black
and Asian Females compared to their respective National
Workforce Table A1, A3, Ad. Civilian Labor Force (NCLF) statistics.
Data Tables AG, and A8 The workforce shows that the groups in the occupational

categories each experienced different Low Participation Rates
(LPR) or High Participation Rates (HFR).

¢ Hispanic male and female had a LPR in the
Professional category.

¢ White male and female had a LPR in the Operatives
and Laborers and Helpers categories.

» Black male and female had a LPR in the Professionals,
Technicians, Sales Workers and Service Workers
categories.




Source
of the
Trigger

Specific
Workforce
Data Table

Narrative Description of Trigger

¢ Hispanic and White female had a LPR in the
Technician, Service Worker and Craft Worker
category.

e Hispanic and Black female had a LPR in the Craft
Workers and Laborer and Helpers categories.

+ White male and female had a HPR in the Professionals
category.

* White male had a HPR in the Professionals,
Technicians, Craft Workers and Service Workers
categories.

¢ Hispanic and Black male had a HPR in the Craft
Worker, Operatives, and Laborers and Helpers
categories.

The workforce shows Low Participation Rates when compared
to the Permanent Workforce in the beginning grades of GS3 —

GS5 for Hispanic males, GS3 — GS7 for White males and GS4,
(GS6 -GS7 for Black males and GS3 — GS7 for Asian Males.

The workforce shows Low Participation Rates when compared
to the Permanent Workforce in the higher grades for GS13 -
(515 for Hispanic and Black males, and Hispanic females.
G514 and GS15 grades also showed a Low Participation Rate
for Black and Asian females and Asian males.

The workforce data appears to show a blocked pipeline for
positions in regard to First-Level Supervisor and Mid-Level
Management, as well as, some of those positions that are

Executive Leadership.

Hispanic males LPR from GS11 - GS15

Hispanic females LPR from GS13 - GS15

Black males LPR from GS 13 - GS15

Black females LPR from GS14 and GS15

Asian males LPR from GS9 - GS11 and GS14 - GS15

In review of the data, we see that males and females are
exiting and joining the organization the Marine Corps closely as
a whole,

» Male Accession 68.54% to Separation 68.74%
s Female Accession 31.46% to Separation 31.26%

However, when you review in more detail, according to
ethnicity and gender you see that Hispanic, White and Black
males and females are exiting the organization faster than they
are joining.




Source
of the
Trigger

Specific
Workforce
Data Table

Narrative Description of Trigger

Analysis of Major Occupations compared to the Occupational
Civilian Labor Force {OCLF). We reviewed the Major
Occupations that are most populated to view the trends from
FY20 - Fy22.

¢ Information Technology (2210)
The data revealed that there is a trend of Low
Participation for the years mentioned above for
Hispanic and Asian male and female and White female
groups.

» Management Program Analyst (0343)
The data revealed that there is a trend of Low
Participation for the years mentioned above for White
and Asian male and female groups.

o Misc. Administration & Program (0301)
The data revealed that there is a trend of Low
Participation for the years mentioned above for
Hispanic, White, Black, females and Asian male and
female groups.

¢ Financial Administration & Program {0501}
The data revealed that there is a trend of Low
Participation for the years mentioned above for
Hispanic and White male and female and Asian male
groups.

¢ Logistics Management {0346)
The data revealed that there is a trend of Low
Participation for the years mentioned above for
Hispanic and White females and Asian male and
female groups.

White and Black females were below the average amount of
Time off awards for 1 — 10 hours.

Black females were below the average amount of Time off
awards for 31 — 40 hours.

The Hispanic male and female were the most below average
group when reviewing the average amount of Cash Awards
given to the workforce. We see that they received below the
average cash award from $1,000 - $2,999 and from $4,000 -
$4,999. The Hispanic female group was also affected with
below average amount of Cash Awards for under $500 and
$3,000 - $3,999.

The White and Black female group were below average for
under $500 to $999.

Upon review of the Quality Step increase (QSI), more awards
went to males {218) than fernales (116) for a total of (334)




Source
of the
Trigger

Specific
Workforce
Data Table

Narrative Description of Trigger

awards. The majority of the awards went to White males (161)
48.2% and White females (65) 19.46% for a total of (226)
67.66%.

Upon review of the Performance Based Pay Increase more
awards went to males (664) than females (455) for a total of
(1,119) awards. Most of the awards went to White males (451)
40.30% and White females (298) 26.63% for a total of (749)
66.93%.




EEO Group(s) Affected by Trigger

Affected by Trigger?

EEO Group
{Yes or No)
All Men No
All Women No
Hispanic or Latino Males Yes
Hispanic or Latino Females Yes
White Males Yes
White Females Yes
Black or African American Males Yes
Black or African American Females Yes
Asian Males Yes
Asian Females Yes
Native Hawaiian or Other Pacific Islander Males No
Native Hawaiian or Other Pacific Islander Females No
American Indian or Alaska Native Males No
American Indian or Alaska Native Females No

Two or More Races Males

No




EEO Group

Affected by Trigger?
(Yes or No)

Two or More Races Females

No

Barrier Analysis Process

Source
Sources of Data Reviewed? {dentify Information
Collected
{Yes or No)
Table A1, A3, A4, A6, and

Workforce Data Tables Yes A8, Census data
Complaint Data (Trends) No FY22-462 Report
Grievance Data (Trends) No
Findings from Decisions (e.g., EEOQ,
Grievance, MSPB, Anti-Harassment No
Processes)
Climate Assessment Survey (e.g., FEVS) No
Exit Interview Data No Exit Interviews
Focus Groups No
Interviews Yes Exit Interviews




Source
Reviewed? Identify Information
Sources of Data Collected
(Yes or No)
Reports {e.g., Congress, EEOC, MSPB, No
GAQO, OPM)
Other (Please Describe) No
Status of Barrier Analysis Process
Barrier Analysis Process Completed? Barrier(s) ldentified?
{Yes or No) (Yes or No)
No No

Statement of Identified Barrier(s)

Description of Policy, Procedure, or Practice

MARCORSYSCOM - Based on the comprehensive review of MCSC TWF data, the less than expected
participation rates for White females, Hispanic or Latino females and Hispanic males in the TWF essentially
exists in the Engineering, Life Cycle Logistics, and Program Management competencies/job series.

These conditions do not exist in the Acquisition Support, Contracts and Financial Management
competenciesfjob series for any of the affected groups. Recent (FY20-FY22) accession rates for these
particular groups has exceeded their workforce participation rates. The participation of minority groups in
the MCSC TWF has steadily increased since FY15 in small increments.

The female participation rate remains below the NCLF but is increasing and exceeds the USMC and DON
participation rates despite a much narrower, more technically oriented set of occupations within MCSC. The
female participation in the MCSC Acquisition Support, Contracts, and Financial Management competencies
exceeds the overall female NCLF rafe. The less than expected female participation resides in the
Engineering, Program Management, and Life Cycle Logistics competencies.

While the TWF participation data indicates a perceived barrier relative to Engineering, Life Cycle Logistics,
and Program Management that contributes to the less than expected participation of these three groups,
there is no clear indication that the barrier(s) is internal to MCSC. Other indications as cited above indicate
that there may be external bariers which negatively impacts full participation by all groups. For example,




Description of Policy, Procedure, or Practice

low female participation in STEM-related occupations are also DOD, DON, Federal government, and
sociefal-level issues.
Further evaluation is required to determine the root cause(s) of these conditions. Successful evaluat

ion and

remedy require solutions by external activities (e.g. OCHR, M&RA, HQMC HROM EEO) to the long-standing
unresolved issues of lack of applicant data; lack of Occupational CLF data; and the lack of Regional CLF data

as brought forth by MCSC on muitiple occasions. Provision of this data to the Command should be

requirement allow for a successful evaluation of the workforce under-participation issues.

a minimal

Objective(s) and Dates for EEQ Plan

Objective

Date
Initiated
{mmidd/y
yyy)

Target
Date
(mm/ddly

yYyy)

Suffici
ent
Fundin
o8&
Staffin
a?

(Yes
or No)

Modified
Date
(mm/ddry
yyy)

Date
Complete
d
(mm/dd/y

yyy)

Conduct Barrier
Analysis

10/01/2022

9/30/2023

No

09/30v/2024

MARCORSYSC
OM - Determine
the root
cause(s) of
White female,
and Hispanic or
Latino female
and male under
participation in
the MCSC TWF
— particulariy in
the
competencies
where the under
participation is
predominant.

11/01/2022

06/30/2023

Yes

06/30/2024

MARCORSYSC
OM -Develop
and implement
action plan(s) to
remedy the
condition(s).

07/01/2023

09/30/2023

Yes

09/30/2024




Responsible Official(s)

Performan
ce
Standards
Title Name Address
the Plan?
(Yes or No)
Capitai Region
TECOM Yes
Dep AC/S,G1 Colonel Heather J. Cotoia Yes
Program Analyst Steeve Jeanlouis Yes
Workforce Development Section Head Armando R. Quispe Yes
Civilian Manpower Branch Head, G1 Stephanie Andrews
MARCORSYSCOM Sheila Johnson
Director of Human Capital Management No
Capital Region -Base Lieutenant General G.P. Olson Performance

Director of Marine Corps Staff

Director of Administration and Resource
Management Division, HQMC

Deputy Director, Equal Employment

Andrew Sullivan

Penny Thomison

plans are not
required for
General Officers.
Yes

Opportunity

Quantico Col Michael Brooks Yes
Commanding Officer

MCI PAC

Deputy Director EEQ Vacant

EEO Specialist Vacant
Barrier Analysis Team Volunteers
Human Resource (Okinawa) Ryan Stamp
Human Resource (lwakuni) Willie Bradley
Human Resource (Hawaii) Hazel Wong
MCI West

Deputy Director, EEQ Dan Grissom
MCRD

Human Resources Director
Chief of Staff/fExecutive Officer
Miramar

Human Resources Director
Chief of StafffExecutive Officer
Camp Pendleton

Human Resources Director
Chief of Staff/Executive Officer
29 Palms

Human Resources Director
Chief of Staff/fExecutive Officer
Barstow

Human Resources Director
Chief of Staff/fExecutive Officer
Yuma

Human Resources Director
Chief of StafifExecutive Officer

Elizabeth Novelo
Colonel Charles VonBergen

Jet Roa-Cipriani
LtCol Luke Esposito

Lesa Jones
Colonel Charles Dudik

Kimberly Martinez
Colonel Scott A. Gehris

Delilah Vergara
LtCol Arturo Manzanedo

Beverly Steffins
LtCol Jacob S. Reeves




Title

Name

Performan
ce
Standards
Address
the Plan?

{Yes or No)

MCAS Cherry Point
Civilian Manpower Officer
Deputy Director EEQ

Lindsay Smith

Pamela Walker

Planned Activities Toward Completion of Objective

Target Date
{mm/dd/yyyy)

Planned Activities

Modified
Date

{mmiddiyyyy)

Completion Date
{mm/ddiyyyy)

Capital Region Planned Activities

03/31/2023

Schedule a meeting with
Barrier Analysis team to
provide guidance in
conducting barrier analysis
and discuss ways to
increase participation in
low demographic areas.
{Quantico, Capital Region
Base, TECOM,
MARCORSYSCOM)

06/30/2024

06/30/2023

Check in with serviced
commands to obtain
updates on barrier analysis
efforts. (Quantico, Capital
Region Base, TECOM,
MARCORSYSCOM)

06/20/2023

09/30/2023

Schedule a meeting with
Barrier Analysis team to
share accomplishments
and address any concemns
heading into the next fiscal
year, (Quantico, Capital
Region Base, TECOM,
MARCORSYSCOM}

12/31/2023

06/30/2023

MCSC BAT will evaluate the

“inputs” that inform the condition
of the workforce profile (i.e. what

06/30/2024

10




Target Date
(mmiddiyyyy)

Planned Activities

Modified
Date

(mm/ddlyyyy)

Completion Date
(mmiddiyyyy}

are the factors that are
contributing to the less than
expected participation?).

Inputs may include (but not be
limited to) occupational types,
recruitment efforts, hiring types,
job postings, certification or
education requirements,
literature review, applicant data if
available, impact of geography,
efc.

Additional activities (such as
interview, focus group, etc.)
will be determined based upon
where the evaluation efforts
lead the BAT.
(MARCORSYSCOM)

09/30/2023

Based on the root cause(s)
determination (if any) the BAT
will develop recommendations

and action plans to remedy

the condition(s).
{MARCORSYSCOM)

06/30/2024

MCI PAC Planned Activities

Vacant DDEEO Billet Waiver Granted

06/30/2023

Examine internal and
external hiring, promotion
process and procedures.

06/30/2023

Examine leadership
development program
promotion and use.

06/30/2023

Examine mentorship
program promeotion and
use.

11




Target Date
(mm/ddiyyyy)

Planned Activities

Modified
Date

{mm/ddiyyyy)

Completion Date
(mmiddiyyyy)

MCI West Planned Activities

09/30/2023

Look into the root cause as

{o why underrepresented
groups are predominant in
specific series

09/30/2023

Coordinate with Human
Resources to determine
why some groups are
exiting at a faster rate than
they are being hired.

MCAS Cherry Point Planned Activities

12/31/2022

Examine Recruitment,
policies, procedures, and
practices with respect to
the Major Occupations.
Conduct QTR analysis of

workforce separations and
accessions. Conduct exit
interviews

03/31/2023

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

06/30/2023

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

12




Maodified

Target Date Completion Date
(mmiddiyyyy) Planned Activities (mm;lf::::ltiiyy . (mmiddiyyyy)
Provide quarterly updates on
the execution of this plan to local
EEQOOs and the CDEEQO.
Conduct QTR analysis of
09/30/2023 workforce separations and

accessions. Review promotions
and award information.

MCI EAST, Tri-Command and Albany vacant DDEEO Billet, Waiver Granted

Report of Accomplishments

Fiscal
Year Accomplishments
13 Quarter
MCi West - leadership was briefed on lack of resources and they are aware of this deficiency.
Cherry Point - Reviewed biweekly Civilian Gains/Losses report. Tracked A/B tables for current
labor participation. Used exit surveys as part of employee check out.
Capital Region/MARCORSYSCOM/TECOM/MBQ - No updates to report currently.
MCI PAC - No response submitted,
2™ Quarter
2023

Cherry Point -Continued to review biweekly Civilian Gains/Losses report. Tracked A/B tables for
current labor participation. Used exit surveys as part of employee check out.

MCI PAC - No response submitted.

MCI West — has determined that the MD715 briefs to the commands would be the optimum time
to discuss the barrier analysis plans with the commanders and their installations. This will be
followed up in the 3rd quarter, FY 23.

Leadership was briefed on lack of resources, by the Command Inspection Program inspectors
during the Out Brief following our inspection. MCIWEST is prepared to adopt the
recommendations of the team by partnering with stakeholders to monitor and eliminate

13




discrimination per SECNAV 12713.14 (Mandatory for DON Federal Women's Program, Hispanic
Employment Program, and Individuals with Disabilities), and recruiting volunteers.

One EEO Specialist attended barrier analysis training in February 2023.

Capital Region/MARCORSYSCOM/TECOM/MBQ — Met with BAT Team members to provide
Barrier analysis guidance and assist with efforts to analyze data tables.

3 Quarter

Cherry Point - Continued to review biweekly Civilian Gains/Losses report. Tracked A/B tables for
current labor participation. Used exit surveys as part of employee check out.

MCI West - MCIWEST leadership was briefed on lack of resources, by the Command

Inspection Program inspectors during the Out Brief following our inspection. MCIWEST is
prepared to adopt the recommendations of the team by partnering with stakeholders to monitor
and eliminate discrimination per SECNAV 12713.14 {(Mandatory for DON Federal Women's
Program, Hispanic Employment Program, and Individuals with Disabilities), and recruiting
volunteers.

Two EEO Specialists in the Region completed EEOC MD-715 training to move towards the ability
to conduct barrier analysis as required. MCIWEST attended all workshops via TEAMS for Barrier
Analysis Training and will continue to do so during the 4" Quarter of FY23.

Capital Region/MARCORSYSCOM/TECOM/MBAQ - Reestablished monthly BAT meeting to
provide Barrier analysis guidance and address any concerns.

4" Quarter

Capital Region/TECOM -Because of lack of resources and turnover of staff, we have been
unable to conduct barrier analysis.

MARCORSYSCOM -

The FYZ23 Part | Plan for these triggers was not executed due to the loss of three (of four)
Analysis Team members during the FY and competing workload demands. This item will be
included in the FY24 plan (see modified dates in Planned Activities Section).

As planned, MARCORSYCOM completed a Defense Organizational Climate Survey (DEQCS) in
FY23. An evaluation of survey participant DEOCS Protective and Risk Factor ratings and a
review of participant short-answer question responses was completed and reported to Command
leadership. Itis planned that these findings will be utilized in FY24 to identify relevant triggers
and potential barriers.

As described in the Statement of Triggers and the Statement of |dentified Barriers sections,
the specifics of group representation in the MARCORSYSCOM Total Workforce (TWF) are
well understood.

MARCORSYSCOM Total Workforce (TWF) A-1 and B-1 Table data indicates a steady, gradual
increase (since FY15) in the proportion of minority members in our workforce as well PWD/PWTD
member proportions which exceed the federal-fevel PWD and PWTD affirmative employment
goals.

The condition(s) of less than expected participation rates for White females, Hispanic or Latino
females, and Hispanic or Latino males in the TWF continue to exist, primarily in the
Engineering, Life Cycle Logistics, and Program Management competenciesfjob series. These
conditions do not exist in the Acquisition Support, Contracts, and Financial Management
competenciesfjob series.

There is no clear indication that potential barrier(s) te minarity and female participation in the
Engineering, Logistics, and Program Management competencies are internal to
MARCORSYSCOM. To the contrary, there are indications that there may be external barriers

14




which negatively impacts full participation by all groups. For example, low female participation
in STEM-related occupations are also DoD, DON, Federal government, and societal-level
issues,

This requires further evaluation to determine the root cause(s) of these conditions and to
develop mitigation plans. However, successful evaluation and remedy requires solutions by
extemnal activities (e.g., OCHR, M&RA, HQMC HROM EEQ) to the long-standing unresolved
issues of lack of applicant data; lack of Occupational CLF data; and the lack of Regional CLF
data as brought forth by this Command in multiple, previous MD-715 reports. Provision of this
data to the Command should be a minimal requirement allow for a successful evaluation of the
workforce under-participation issues.

MCI West — Nothing to report.
Cherry Point - Provided quarterly updates on the execution of plan to HQ Marine Corps.

Continued to review biweekly Civilian Gains/Losses report and exit surveys. Reviewed
workforce tables for changes to participation rates.

15




EEOC Form

U.S. Equal Employment Opportunity Commission
FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

United States Marine Corps

MD-715 — FY23 NAF Part |
EEO Plan to Eliminate Identified Barrier

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

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

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

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

Source Specific
of the Workforce Narrative Description of Trigger
Trigger Data Table

The Non Appropriated Fund workforce consisted of 10,574.
There were several identifiable triggers that were compared
to the National Civilian Labor Force Statistics (NCLF) and
other relevant statistical benchmarks.

In review of the data, it appears that the White and Black
females separate from the organization faster than they join.

e  White female Entry 36.15% Exit 36.79%
¢ Black female Entry 10.52% Exit 13.23%.

Workforce Table A1, A3, Ad

Data Tablos . Hispanic males, White males and White females have a low

participation when compared to the National Civilian Labor
Force (NCLF). Black males, Black females and Hispanic
females have a higher participation rate.

Black males and Black females have a high participation rate
in Management positions. White males and White females
have a low participation rate in Management positions. Black
and Hispanic males have a high participation rate in Laborer
and Helper positions while White males have a low
participation rate in Laborer and Helper positions.




Source
of the
Trigger

Specific
Workforce
Data Table

Narrative Description of Trigger

In review of the Pay Band scale for Full/Part time in
comparison to the Permanent Workforce we did not review the
NF6 grade as there are only two employees in those seats.

Hispanic females and black females hold a high participation
rate in NF1-NF4 positions. White females have a low
participation rate in NF1 and NF2 positions but have a high
participation rate in NF3 and NF4 positions. White males have
a low participation rate in NF1-NF5 positions. Hispanic males
have an overall low participation rate in all grades. Black
males have an overall high participation rate in all grades.

We find that the Hispanic, White, Black and Asian males all
experience a Low Participation Rate (LPR) in the Mission
Critical Positions, however, the Hispanic, White, Black and
Asian females experience a High Participation Rate (HPR} in
Mission Critical Positions. The five categories and series are
CY Program Asst 1702, CY Program Leader 1702, Sales
Associate 2091, Ops Associates 1101 and Admin Spec. 0303.
The White female group fairs better than the minority groups.




Source
of the
Trigger

Specific
Workforce
Data Table

Narrative Description of Trigger

EEO Group(s) Affected by Trigger

Affected by Trigger?
EEQ Group
{Yes or No)
All Men No
All Women No
Hispanic or Latino Males Yes
Hispanic or Latino Females Yes
White Males Yes
White Females Yes
Black or African American Males Yes
Black or African American Females Yes
Asian Males Yes
Asian Females Yes




Affected by Trigger?
EEO Group
{Yes or No)
Native Hawaiian or Other Pacific Islander Males No
Native Hawaiian or Cther Pacific Islander Females No
American Indian or Alaska Native Males No
American Indian or Alaska Native Females No
Two or More Races Males No
Two or More Races Females No

Barrier Analysis Process

Source
Reviewed? Identify Information
Sources of Data Collected
(Yes or No)
Workforce Data Tables Yes Table A1, A3, A4, and A6
Complaint Data (Trends) No
Grievance Data (Trends) No




Source

Sources of Data Reviewed? Identify Information
Collected
(Yes or No)
Findings from Decisions (e.g., EEQ, . .
Grievance, MSPB, Anti-Harassment Yes gggsmns provided by
Processes)
Climate Assessment Survey (e.g., FEVS) No
. . Capital Region exit survey
Exit Interview Data Yes results
Action plans from 3 AR
et B ) Division Focus groups
Interviews No
Reports (e.g., Congress, EEOC, MSPB, No
GAO, OPM)
Other (Please Describe) No

Status of Barrier Analysis Process

Barrier Analysis Process Completed? Barrier(s) Identified?
{Yes or No) (Yes or No)
No Mo

Statement of Identified Barrier(s)




Description of Policy, Procedure, or Practice

Objective(s) and Dates for EEQ Plan

Suffici
ent
Date Target Fu":'" Modified c Datf t
Objecti Initiated Date Stg = Date °"“:’ ele
ve (mmiddiyy (mmiddlyy arin {mm/ddiyy
g? (mm/ddiyy
yy) yy) yy)
yy)
(Yes or
No)
Conduct Funding — No
Barrier 10/01/2022 9/30/2023 Staffing — No 09/30/2024
Analysis
Responsible Official(s)
Performance
Standards
; Address the
Title Name Plan?
(Yes or No}
South Carolina Tri Command
Deputy Director Equal Employment Vacant
Beaufort
MCRD Parris Island
MCI PAC
Deputy Director Equal Employment Vacant
EEO Specialist Vacant




Performance

Standards
Address the
Title Name Plan?
{Yes or No)
MCI West Dan Grissom Yes
Deputy Director, EEQ
MCRD
Human Resources Director Vacant
Chief of Staff/Executive Officer Colonel Charles VonBergen
Miramar
Human Resources Director Kelli Clear
Chief of Staff/Executive Officer LtCol Luke Esposito
Camp Pendleton
Human Resources Director Mona Dodd
Chief of Staff/Executive Officer Colonel Charles Dudik
29 Palms
Human Resources Director Heather Curtis
Chief of StafffExecutive Officer Colonel Scott A. Gehris
Yuma
Human Resources Director Mona Dodd
Chief of Staff/Executive Officer LtCol Jacob S. Reeves
MCLB Albany
Deputy Director EEO Vacant
Capital Region Performance
Quantico plans are not

Commanding Officer

Capital Region Base
Director of Marine Corps Staff

Colonel Michael L. Brooks

Lieutenant General G.P. Olson

required for
General Officers.

Director of Administration and Resource Mr. Andrew N. Sullivan Yes
Management Division, HQMC
Deputy Director, Equal employment Ms. Penny Thomison Yes
Opportunity
Planned Activities Toward Completion of Objective
Modified Completion
(:1::?:; ’eate) Planned Activities Date Date
yyy (mmiddiyyyy) (mm/ddiyyyy)
Capital Region Planned Activities
03/31/2023 Schedule a meeting with 06/30/2024

Barrier Analysis team to




Target Date
(mmiddiyyyy)

Planned Activities

Modified
Date

{mm/ddfyyyy}

Completion
Date
{mm/ddiyyyy)

provide guidance in
conducting barrier analysis

and discuss ways to
increase participation in low

demographic areas

06/30/2023

Check in with serviced
commands {o obtain updates
on barrier analysis efforts

06/20/2023

Tri-Command Planned Activities

Vacant DDEEO Billet Waiver Granted

MCIt PAC Planned Activities

Vacant DDEEQ Billet Waiver Granted

MCLB Albany Planned Activities

Vacant DDEEOQ Billet Waiver Granted

MCI West Planned Activities

09/30/2023

The Regional EEO Office
will connect with the NAF
HRO's to understand their




Target Date
(mmiddlyyyy)

Modified Completion
Planned Activities Date Date
{mm/ddiyyyy) (mm/ddlyyyy}

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

Report of Accomplishments

Fiscal Year

Accomplishments

2023

15T Quarter

Capital Region - No significant accomplishments to report from first quarter.

MCI West - is preparing data for the upcoming MD715 briefs with the Commanders and
their perspective organizations. We will discuss recruitment/applicant/hiring during the
briefs. MCIWEST has reached out to all HRO's and EEQ Specialists to prepare for the
briefs.

2" Quarter

Capital Region - Met with BAT Team members to provide Barrier analysis guidance
and assist with efforts to analyze data tables.

MCI West - is preparing data for the upcoming MD715 briefs with the Commanders and
their perspective organizations. We will discuss recruitment/applicant/hiring during the
briefs. MCIWEST is preparing to reach out to all HRO's, as we have received the higher
headquarters briefs.

3R° Quarter

Capital Region - Reestablished monthly BAT meeting to provide Barrier analysis
guidance and address any concerns.

MCBQ - Reestablished monthly BAT meeting to provide Barrier analysis guidance and
address any concems.

MCI West - Two EEO Specialists in the region completed EEOC MD-715 training to move
towards the ability to conduct barrier analysis as required. MCIWEST attended all
workshops via TEAMS for Barrier Analysis Training and will continue to do so during the
4™ Quarter of FY23,

4 Quarter

Capital Region/MCBQ - Because of lack of resources and turnover of staff, we have been
unable to conduct barrier analysis.

MCI West — Nothing to report.
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FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

MD-715 — FY24 Part H APF

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

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

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

Statement of Model Program Essential Element Deficiency

Type of Program
Deficlency

Brief Description of Program Deficiency

B.4 - The agency has
sufficient budget and
staffing to support the
success of its EEO
program.

Pursuant to 29 CFR §1614.102

The command did not allocate sufficient funding and qualified
staffing to successfully implement the EEO program, for the
following areas: To conduct a self-assessment of the
command for possible program deficiencies.

The command did not allocate sufficient funding and qualified
staffing to successfully implement the EEQ program, for the
following areas: To enable the command to conduct a thorough
barrier analysis of its workforce.

The command did not allocate sufficient funding and qualified
staffing to successfully implement the EEQO program, for the
following areas: To timely, thoroughly, and fairly process EEO
complaints, including EEO counseling, investigations, final
command decisions, and legal sufficiency reviews.

The command did not allocate sufficient funding and qualified
staffing to successfully implement the EEQ 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 EEO complaint process, and
ADR.

The command did not allocate sufficient funding and qualified
staffing to successfully implement the EEO program, for the
following areas: To conduct thorough, accurate, and effective
field audits of the EEO programs in components and the field
offices.

The command did not allocate sufficient funding and qualified
staffing to successfully implement the EEO program, for the
following areas: To publish and distribute EEQ materials
(e.g. harassment policies, EEO posters, reasonable
accommodations procedures).

The command did not allocate sufficient funding and qualified
staffing to successfully implement the EEQ program, for the




Type of Program
Deficiency

Brief Description of Program Deficiency

following areas: To maintain accurate data collection and
tracking systems for the following types of data: complaint
tracking, workforce demographics, and applicant flow data.

+« The command did not allocate sufficient funding and qualified
staffing to successfully implement the EEO program, for the
following areas: To effectively administer its special
emphasis programs (such as, Federal Women’s Program,
Hispanic Employment Program, and People with Disabilities
Program Manager.

® The command did not allocate sufficient funding and qualified
staffing to successfully implement the EEQ program, for the
following areas: To effectively manage its reasonable
accommodation program.

Objective(s) and Dates for EEQ Plan

Date Initiated
(mm/ddiyyyy)

Objective

Target Date Modified Date Date Completed
(mmiddiyyyy) {mm/ddlyyyy) (mmiddiyyyy)

10/01/2023

The United
States Marine
will must ensure
that there is
both funding
and qualified
staff to
successfully
implement the
EEO program
components.

09/30/2024

Responsible Official(s)




Title

Name

Performance
Standards
Address the
Plan?
{Yes or No}

MCI West

Deputy Director, EEQ

MCRD

Human Resources Director
Chief of StafffExecutive Officer
Miramar

Human Resources Director
Chief of StafffExecutive Officer
Camp Pendleton

Human Resources Director
Chief of Staff/Executive Officer
29 Palms

Human Resources Director
Chief of Staff/Executive Officer
Barstow

Human Resources Director
Chief of Staff/Executive Officer
Yuma

Human Resources Director
Chief of Staff/Executive Officer

Dan Grissom

Elizabeth Novelo
Colonel Charles VonBergen

Jet Roa-Cipriani
LtCol Luke Esposito

Lesa Jones
Colonel Chares Dudik

Kimberly Martinez
Colonel Scott A. Gehris

Delilah Vergara
LtCof Arturo Manzanedo

Beverly Steffins
LiCol Jacoh S. Reeves

Administration and Resource

Capital Region-Fleld Office

Director of Marine Corps Staff

Director of Administration and Rescurce Management
Division

Deputy Director, Equal Employment Opportunity
MARCORSYSCOM

Marine Corps Systems Command

Director of Human Capital Management
TECOM

ACIS, G1

Civilian Manpower Branch Head, G1

Workforce Development Section Head

Model EEO Analyst/Work Life Program Manager
Quantico

Commanding Officer

Civilian Manpower Branch G1

Lieutenant General G. P. Olson
Andrew Sullivan

Penny Thomison
Sheila Johnson
Colonel Heather Cotoia
Stephanie Andrews
Armando Quispe

Devon Lee

Colonel Michael L. Brooks
Melissa White

Albany
Equal Employment Opportunity Deputy Director

Deborah Faulkner

Tri-Command
Equal Employment Opportunity Deputy Director

Cynthia Golson

Cherry Point
Equal Employment Opportunity Deputy Director

Lindsay Smith

No




Performance
Standards
Title Name Address the
Plan?
(Yes or No)
MCI East
Equal Employment Opportunity Deputy Director Michael Arkin
MCI PAC
Equal Employment Opportunity Deputy Director Vacant
Planned Activities Toward Completion of Objective
Sufficient . .
(r.:-‘?:‘?:; !Date;() Planned Activities Fsu::?f'.:g'f M(I))‘:tfled Corggltt:tlon
yyy (Yes or No) (mm/iddiyyyy) (mmiddiyyyy)
MCI West Planned Activities
MCIWEST will approach the No
09/30/2024 command for an increase in the EEO
budget.
MCIWEST will continue to work with Yes
00/30/2024 the HRO for erpployee vacant
positions.
Administration and Resource Planned Activities
Interview potential candidates to filt
vacant EEO Specialist positions.
11 (Administration and Resource,
/a6/2023 MARCORSYSCOM, TECOM and
Quantico Base)
Make selections; HR will send job
12/01/2023

offers to candidates. (Administration




Target Date
(mmiddlyyyy)

Planned Activities

Sufficient
Funding &
Staffing?
(Yes or No)

Modified
Date
{mm/ddiyyyy)

Completion
Date
{(mmiddiyyyy)

and Resource, MARCORSYSCOM,
TECOM and Quantico Base)

12/15/2023

EOD for new employees.
(Administration and Resource,
MARCORSYSCOM, TECOM and
Quantico Base)

12/31/2023

Allocate sufficient funding in budget
to:
conduct command seif-assessment,
thorough barrier analysis, timely
processing of EEQ
complaints/investigations, conduct
EEO training, publish and distribute
EEO materials, maintain accurate
data collection and tracking systems,
effectively administer Special
Emphasis Programs, and effectively
manage the Reasonable
Accommodation Program.
{Administration and Resource,
MARCORSYSCOM, TECOM and
Quantico Base)

03/31/2024

Implement approved funding into
EEO program areas (SEPM, Barrier
Analysis, etc.). {Administration and
Resource, MARCORSYSCOM,
TECOM and Quantico Base)

09/30/2024

Analyze EEO program areas to
determine if additional funding is
required. {Administration and
Resource, MARCORSYSCOM,
TECOM and Quantico Base)

Albany Planned Activities

No plan submitted waiver new DDEEO

Cherry Point Planned Activities

12/31/2023

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




Target Date
{mmiddiyyyy)

Sufficient

" Funding &
Planned Activities Staffing?

{Yes or No)

Modified
Date
{mmiddiyyyy)

Completion
Date
{mmiddiyyyy)

applicant flow data from HQ
Marine Corps

03/31/2024

Identify Special Emphasis
Program Managers and Barrier
Analysis Team Members. Select
and issue appointment letter.
Request applicant flow data from
HQ Marine Corps.

06/30/2024

09/30/2024

Conduct Barrier Analysis Training
to Team Members. |dentify
infinity group members. Request
applicant flow data from HQ
Marine Corps.

Continue Barrier Analysis Training,
participate in the Barrier Analysis
process.

Team Members assist in
developing Command Action
Plan(s). Identify and submit

budget for FY25 to include
Special Emphasis Program
Managers Course and EEOC or
equivalent Barrier Analysis
training. Request applicant flow
data from HQ Marine Corps.

Tri-Command Planned Activities

No plan submitted waiver new DDEEO

MCI East Planned Activities

No plan submitted waiver new DDEEO

MCI PAC Planned Activities

No plan submitted waiver vacant DDEEO billet




Report of Accomplishments

Fiscal Year

Accomplishments

FY 2024




EEQOC Form

U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEQ PROGRAM STATUS REPORT

MD-715 — FY24 Part H APF
Agency EEO Plan to Attain the Essential Elements of a Model EEO Program

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

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

Statement of Model Program Essential Element Deficiency

Type of Program

Deficiency Brief Description of Program Deficiency

Pursuant to 29 CFR §1614.102

+ All managers and supervisors have not received training
on their responsibilities under the following areas under
the command EEO program: EEQ Complaint Process.

« All managers and supervisors have not received training
on their responsibilities under the following areas under
the command EEC program: Reasonable
Accommodation Procedures.

B.5 - The agency recruits, hires,

develops, and retains supervisors « Al managers and supervisors have not received training
and managers who have effective on their responsibilities under the following areas under
managerial, communications, and the commaqd EEQ program: Superv_lso'ry, managerial,
interpersonal skills. communication, and interpersonal skills in order to

supervise most effectively in a workplace with diverse
employees and avoid disputes arising from ineffective
communications,

« All managers and supervisors have not received training
on their responsibilities under the following areas under
the command EEO program: ADR, with emphasis on the
federal government’s interest in encouraging mutual
resolution of disputes and the benefits associated with
utilizing ADR.

Objective(s) and Dates for EEO Plan




Date Initiated

(mmiddiyyyy) Objective

Target Date
(mm/dd/yyyy)

Modified Date
{mm/ddiyyyy)

Date Completed
(mmiddiyyyy)

The United
States Marine
Corps will
collaborate with
the command to
ensure that all
managers and
supervisors are
trained on the
EEO
companents
stated above
and increase the
percentage from
the previous
year.

10/01/2023

09/30/2024

Responsible Cfficial(s)

Title

Name

Performance
Standards
Address the
Plan?
{Yes or No)

MCI West

Deputy Director, EEO

MCRD

Human Resources Director
Chief of Staff/Executive Officer
Miramar

Human Resources Director
Chief of Staff/Executive Officer
Camp Pendleton

Human Resources Director
Chief of StafffExecutive Officer
29 Palms

Human Resources Director
Chief of Staff/Executive Officer
Barstow

Human Resources Director
Chief of StaffiExecutive Officer
Yuma

Human Resources Director
Chief of StaffiExecutive Officer

Dan Grissom

Elizabeth Novelo
Colonel Charles VonBergen

Jet Roa-Cipriani
LtCol Luke Esposito

Lesa Jones
Colonel Charles Dudik

Kimberly Martinez
Colonel Scott A. Gehris

Delilah Vergara
LtCol Arturo Manzanedo

Beverly Steffins
LtCol Jacob S. Reeves

Administration and Resource
MARCORSYSCOM
Marine Corps Systems Command

Sheila Johnson




Perfermance

Standards
Title Name Address the
Plan?
(Yes or No)
Director of Human Capital Management
Capital Region — Field Office
Director of Marine Corps Staff Lieutenant General G. P. Olson
Director of Administration and Resource Andrew Sullivan
Management Division Penny Thomison
Deputy Director, Equal Employment Opportunity
TECOM
ACIS, Gi Colonel Heather Cotoia
Civilian Manpower Branch Head, G1 Stephanie Andrews
Workforce Development Section Head Armando Quispe
Model EEO Analyst/Work Life Program Manager Devon Lee
Quantico Base
Commanding Officer Colonel Michael L. Brooks
Civilian Manpower Branch G1 Melissa White
Albany
Equal Employment Opportunity Deputy Director Deborah Faulkner
Tri-Command
Equal Employment Opportunity Deputy Director Cynthia Golson
MCI East ) .
Equal Employment Opportunity Deputy Director Michael Arkin
MCI PAC
Equal Employment Opportunity Deputy Director Vacant
Planned Activities Toward Completion of Objective
Sufficient Completi
Target Date . Funding & Modified Date on Date
{mm/ddiyyyy) LIl G I Staffing? {mm/ddiyyyy) (mm/dd/y
(Yes or No) yyy)
MCI West Planned Activities
Work with the various Training Yes
(9/30/2024 Departments to obtain completed

EEO training records for each




Target Date
{mmiddiyyyy)

Sufficient

. Funding &
Planned Activities Staffing?

(Yes or No)

Modified Date
{mmiddlyyyy)

Completi
on Date
{(mm/dd/y

yyy)

installation to allow us to
encourage further participation of
supervisors and managers.

09/30/2024

Coordinate with the HRO's to Yes
ensure all newly hired supervisors
and managers receive the training

within the prescribed timeline.

Administration and Resource Planned Activities

12/31/2023

Develop FY24 EEOQ Training Plan
which will provide EEQ training
opportunities for serviced
commands. (Administration and
Resource, MARCORSYSCOM,
TECOM and Quantico)

03/31/2024

Meet with management and
Senior Leaders regarding
obtaining tracking databases the
office does not have access to.
Administration and Resource,
MARCORSYSCOM, TECOM and
Quantico)

06/30/2024

Implement the use of obtained

databases. Administration and

Resource, MARCORSYSCOM,
TECOM and Quantico)

09/30/2024

Analyze process for success.
Administration and Resource,
MARCORSYSCOM, TECOM and
Quantico)

Albany Planned Activities

No plan submitted waiver new DDEEQ

Tri-Command Planned Activities

No plan submitted waiver new DDEEQ




Sufficient

Target Date _— Funding & Modified Date
(mmiddiyyyy) AL SR LU Staffing? (mmiddiyyyy)
(Yes or No)

Completi
on Date
{mmidd/y

yyy)

MCI East Planned Activities

No plan submitted waiver new DDEEO

MCI PAC Planned Activities

No plan submitted waiver vacant DDEEO billet

|

Report of Accomplishments

e s

Fiscal Year

Accomplishments

FY 2024




EEOC Form
U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEQ PROGRAM STATUS REPORT

MD-715 - FY24 Part H APF
Agency EEO Plan to Attain the Essential Elements of a Model EEO Program

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

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

Statement of Model Program Essential Element Deficiency

Type of Program Deficiency Brief Description of Program Deficiency

Senior Managers do not -

get involved in the Special Emphasis programs.

participate in the barrier analysis process.

B.6 — The agency involves managers in the s assistin de_veloping command EEQ action plansl(Part |, PartJ, or

implementation of its EEQ program. the Executive Summary) when barriers are identified.

+ implement EEO Action Plans and incorporate the EEQ Action.
Plan Objectives into command strategic plan.

Objective(s) and Dates for EEO Plan

Date Initiated
(mm/ddlyyyy)

Target Date Modified Date Date Completed

Objective {mm/ddlyyyy) {mm/idd/yyyy) {mm/ddiyyyy)

The United
States Marine
Corps will
collaborate with
the senior
10/01/2023 managers to 09/30/2024
solicit
involvement in
the EEQ
companents.

Responsible Official(s)




Title

Name

Performance
Standards
Address the
Plan?
{Yes or No)

MCI West

Deputy Director, EEO

MCRD

Human Resources Director
Chief of StafffExecutive Officer
Miramar

Human Resources Director
Chief of Staff/Executive Officer
Camp Pendleton

Human Resources Director
Chief of Staff/Executive Officer
29 Palms

Human Resources Director
Chief of Staff/Executive Officer
Barstow

Huran Resources Director
Chief of Staff/Executive Officer
Yuma

Human Resources Director
Chief of Staff/Executive Officer

Dan Grissom

Elizabeth Novelo
Colonel Charles VonBergen

Jet Roa-Cipriani
LtCol Luke Esposito

Lesa Jones
Colonel Charles Dudik

Kimberly Martinez
Colonel Scott A, Gheris

Delilah Vergara
LtCol Arturo Manzanedo

Beverly Steffins
LtCol Jacob S. Reeves

Administration and Resource
MARCORSYSCOM

Marine Corps Systems Command

Director of Human Capital Management

Capital Region — Field Office

Director of Marine Corps Staff

Director of Administration and Resource
Management Division

Deputy Director, Equal Employment Opportunity
TECOM

AC/S, G1

Civilian Manpower Branch Head, G1

Workforce Development Section Head

Model EEO Analyst/Work Life Program Manager
Quantico Base

Commanding Officer

Civilian Manpower Branch G1

Sheila Johnson

Lieutenant General G. P. Olson
Andrew Sullivan
Penny Thomison

Colonel Heather Cotoia
Stephanie Andrews
Armando Quispe
Devon Lee

Colonel Michaet L. Brooks
Melissa White

Albany
Equal Employment Opportunity Deputy Director

Deborah Faulkner

Tri-Command

Equal Employment Opportunity Deputy Director Cynthia Gelson
Cherry Point . .
Equal Employment Opportunity Deputy Director Lindsay Smith No




Title

Name

Performance
Standards
Address the
Plan?
{Yes or No)

MCI East . .
Equal Employment Opportunity Deputy Director Michael Arkin
MCI PAC

Equal Employment Opportunity Deputy Director Vacant

Planned Activities Toward Completion of Objective

Sufficient .
. Modified .
Target Date i Funding & Completion Date
Planned Activities Date
(mmiddiyyyy) ( 3;?2':%'; ) (mmiddiyyyy) (mm/ddiyyyy)
MCI West Planned Activities
Communicate with the HRO's to No
determine how we can
00/30/2024 incorporate the EEO action plan
objectives into the installation
strategic plans.
Administration and Resource Planned Activities
During FY23 State of the EEQ
Program Briefs with
commanders, stress the
importance of Senior
Management involvement in
12/05/2023 Special Emphasis Program

Management (SEPM).
{Administration and Resource,
MARCORSYSCOM, TECOM
and Quantico)




Target Date
{mm/ddiyyyy)

Sufficient

Funding &

Staffing?
{Yes or No)

Planned Activities

Modified
Date
{mmidd/yyyy)

Completion Date
(mmidd/yyyy)

03/31/2024

Schedule meetings and meet
with Senior Management
regarding their continual
involvement with SEPM.

(Administration and Resource,

MARCORSYSCOM, TECOM

and Quantico)

03/31/2024

Create at least one SEPM event
which will include Senior
Management involvement and
schedule date(s).
(Administration and Resource,
MARCORSYSCOM, TECOM
and Quantico)

06/30/2024

Analyze SEPM event success
with Senior Management
involvement and make any
improvements required for future
events. (Administration and
Resource, MARCORSYSCOM,
TECOM and Quantico)

09/30/2024

Plan at least one SEPM event
for the following fiscal year.
{Administration and Resource,
MARCORSYSCOM, TECOM
and Quantico)

Albany Planned Activities

No plan submitted waiver new DDEEO

Cherry Point Planned Activities

12/31/2023

Identify personnel and
ensure they have the
competencies to serve as
Special Emphasis Program
Managers. Request applicant
flow data from HQ Marine
Corps.

03/31/2024

Identify Special Emphasis
Program Managers and




Target Date
{mm/ddlyyyy)

Planned Activities

Sufficient

Funding &
Staffing?
{Yes or Noj

Modified
Date
(mmiddlyyyy)

Completion Date
(mmiddiyyyy)

Barrier Analysis Team
Members. Select and issue
appointment letter. Request
applicant flow data from HQ

Marine Corps.

06/30/2024

Conduct Barrier Analysis
Training to Team Members.
Identify infinity group
members. Request applicant
flow data from HQ Marine
Corps.

09/30/2024

Continue Barrier Analysis Training,
participate in the Barrier Analysis
process.

Team Members assist in
developing Command Action
Plan(s). Identify and submit

budget for FY25 to include
Special Emphasis Program
Managers Course and EEOC
or equivalent Barrier Analysis
training. Request applicant
flow data from HQ Marine
Corps.

Tri-Command Planned Activities

Ne plan submitted waiver new DDEEO

MCI East Planned Activities

No plan submitted waiver new DDEEO

MCI PAC Planned Activities

No plan submitted waiver vacant DDEEO billet

Report of Accomplishments




Fiscal Year

Accomplishments

FY 2024




EEQC Form

U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEQ PROGRAM STATUS REPORT

MD-715 — FY24 Part H APF
Agency EEO Plan to Attain the Essential Elements of a Model EEO Program

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

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

Statement of Model Program Essential Element Deficiency

Type of Program Deficiency Brief Description of Program Deficiency

C.2 - The agency has established proceduresto | The command does not process all accommodation requests within the
prevent all forms of EEO discrimination. time frame set forth in its reasonable accommodation procedures

Objective(s) and Dates for EEO Plan

Date Initiated

Target Date Modified Date Date Completed
{mm/ddiyyyy)

Objective {mm/ddiyyyy) {mm/ddiyyyy) (mmiddiyyyy)

The United
States Marnine
Corps will
continue to seek
to acquire
funding and staff
to efficiently
proceed with the
maintenance
and compliance
10/01/2023 in completing 09/30/2024
the Reasonable
Accommodation
Process. Will
continue to
increase the
percentage of
compliance from
the previous
year.




Responsible Official(s)

Title

Name

Performance
Standards
Address the
Plan?
(Yes or No)

MCI West

Deputy Director, EEQ

MCRD

Human Resources Director
Chief of StafffExecutive Officer
Miramar

Human Resources Director
Chief of StafflExecutive Officer
Camp Pendleton

Human Resources Director
Chief of StafffExecutive Officer
29 Palms

Human Resources Director
Chief of StafffExecutive Officer
Barstow

Human Resocurces Director
Chief of Staff/Executive Officer
Yuma

Human Resources Director
Chief of StafffExecutive Officer

Dan Grissom

Elizabeth Novelo
Colonel Charles VonBergen

Jet Roa-Cipriani
LtCol Luke: Esposito

Lesa Jones
Colonel Charles Dudik

Kimberly Martinez
Colonel Scott A. Gheris

Delilah Vergara
LtCol Arturo Manzanedo

Beverly Steffins
LtCol Jacob S. Reeves

Administration and Resource
MARCORSYSCOM

Marine Corps Systems Command

Director of Human Capital Management

Capital Region — Field Office

Director of Marine Corps Staff

Director of Administration and Resource
Management Division

Deputy Director, Equal Employment Opportunity
TECOM

AC/S, G1

Civilian Manpower Branch Head, G1

Workforce Development Section Head

Model EEO Analyst/Work Life Program Manager
Quantico Base

Commanding Officer

Civilian Manpower Branch G1

Sheila Johnson

Lieutenant General G. P. Olson
Andrew Sullivan
Penny Thomison

Colone! Heather Cotoia
Stephanie Andrews
Armando Quispe
Devon Lee

Colonel Michael L. Brooks
Melissa White

Albany
Equal Employment Opportunity Deputy Director

Deborah Faulkner

Tri-Command
Equal Employment Opportunity Deputy Director

Cynthia Golson




Performance
Standards
Title Name Address the
Plan?
{Yes or No)
MCI East
Equal Employment Opportunity Deputy Director Michael Arkin
MCI PAC
Equal Employment Opportunity Deputy Director Vacant
Planned Activities Toward Completion of Objective
Sufficient
Funding
Target Date Planned Activities Statinan Modified Date S
mm affin mm
{ yyyy} (Yes c?r ( yyyy} (mm/ddiyyyy)
No}
MCI West Planned Activities
Conduct RA training for
supervisors and managers
09/30/2024 to discuss timeliness and
processing.
Collaborate with the HR
Training Departments to
determine the current RA
09/30/2024 trainings onling continue to
be advertised for
supervisoers and managers
to take on TWMS.
Administration and Resource Planned Activities
Complete the hiring process
to bring on additional staff to
assist with processing RA
12/15/2023 requests. (Administration

and Resource,
MARCORSYSCOM,
TECOM and Quantico Base)




Target Date
(mm/ddiyyyy)

Planned Activities

Sufficient
Funding
&
Staffing?
(Yes or
No)

Modified Date
{mm/ddlyyyy)

Completion
Date
{mm/ddlyyyy}

03/31/2024

06/30/2024

09/30/2024

Work with new RA team in
efforts to further streamline
the RA process.
{Administration and
Resource,
MARCORSYSCOM,
TECOM and Quantico Base)

Track RA request
processing to determine if
timeliness has improved.

{Administration and
Resource,
MARCORSYSCOM,
TECOM and Quantico Base)

Analyze RA program and
request additional billets, if
required. (Administration
and Resource,
MARCORSYSCOM,
TECOM and Quantico Base)

Albany Planned Activities

No plan submitted waiver new DDEEO

Tri-Command Planned Activities

No plan submitted waiver new DDEEC

MCI East Planned Activities

No plan submitted waiver new DDEEC




Target Date
{mm/ddiyyyy)

Planned Activities

Sufficient
Funding
& Meodified Date
Staffing? {mm/ddlyyyy)
{Yes or
No)

Completion
Date
(mmiddiyyyy)

MCI PAC Planned Activities

No plan submitted waiver vacant DDEEO billet

Report of Accomplishments

Fiscal Year

Accomplishments

FY 2024




EEQC Form

U.S. Equal Employment Oppaortunity Commission

FEDERAL AGENCY ANNUAL EEQ PROGRAM STATUS REPORT

MD-715 - FY24 Part H APF

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

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

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

Statement of Model Program Essential Element Deficiency

Type of Program
Deficiency

Brief Description of Program Deficiency

C.4 — The agency ensures
effective coordination between its
EEO programs and Human
Resources (HR) program.

The command has not established timetables/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 systemic barriers that may be impeding full
participation in the program by all EEO groups.

The EEO office has not collaborated with the HR office to: Develop and/or
conduct outreach and recruiting initiatives.

» The EEO office has not collaborated with the HR office to: Identify and remove
barriers to equal opportunity in the workplace,

Objective(s) and Dates for EEO Plan

Date Initiated
{mm/dd/yyyy)

Objective

Target Date
(mm/ddiyyyy)

Modified Date
{mm/ddiyyyy)

Date Completed
(mmiddlyyyy)

10/01/2023

The United
States Marine
Corps review
policies,
practices and
procedures
regarding
barriers of the
workforce, while
attempting to
gain funding and
volunteers to
ensure that this

09/30/2024




Date Initiated Obiective Target Date Modified Date Date Completed
(mm/ddiyyyy) : (mmiddiyyyy} (mmidd/yyyy) {mmiddiyyyy)
objective is
done.
Responsible Official(s)
Performance
Standards
Title Name Address the
Plan?
(Yes or No)
MCI West
Deputy Director, EEO Dan Grissom
MCRD

Human Resources Director
Chief of Stafi/Executive Officer
Miramar

Human Resources Director
Chief of StafffExecutive Officer
Camp Pendleton

Human Resources Director
Chief of Staff/Executive Officer
29 Palms

Human Resources Director
Chief of Staff/Executive Officer
Barstow

Human Resources Director
Chief of Staff/Executive Officer
Yuma

Human Resources Director
Chief of Staff/Executive Officer

Elizabeth Novelo
Colonel Charles VonBergen

Jet Roa-Cipriani
LtCol Luke Esposito

Lesa Jones
Colonel Charles Dudik

Kimberty Martinez
Colonel Scott A, Gehris

Delilah Vergara
LtCol Arturo Manzanedo

Beverly Steffins
LtCol Jacob S. Reeves

Administration and Resource
MARCORSYSCOM

Marine Corps Systems Command

Director of Human Capital Management

Capital Region - Field Office

Director of Marine Corps Staff

Director of Administration and Resource
Management Division

Deputy Director, Equal Employment Opportunity
TECOM

AC/S, G1

Civilian Manpower Branch Head, G1

Workforce Development Section Head

Model EEO Analyst/Work Life Program Manager
Quantico Base

Commanding Officer

Civilian Manpower Branch G1

Sheila Johnson

Lieutenant General G. P. Qlson
Andrew Sullivan
Penny Thomison

Colonel Heather Cotoia
Stephanie Andrews
Armando Quispe
Devon Lee

Michael L. Brooks
Melissa White




Performance
Standards
Title Name Address the
Plan?
{Yes or No)
Albany
Equal Employment Opportunity Deputy Director Deborah Faulkner
Tri-Command
Equal Employment Opportunity Deputy Director Cynthia Golson
MCI East
Equal Employment Opportunity Deputy Director Michael Arkin
MCI PAC
Equal Employment Opportunity Deputy Director Vacant
Planned Activities Toward Completion of Objective
Sufficient . .
Target Date PI d Activiti Funding & M%d'ﬁed Consplehon
(mmiddiyyyy) anned Activities Staffing? ate ate
(Yes or No) (mmiddiyyyy) (mm/ddlyyyy}
MCI West Planned Activities
Establish a timeline prior to the Yes
annual MD-715 briefs with the
commands to review the merit
systems program, awards
09/30/2024 program and
development/training programs to
determine if there are any
barriers.
Administration and Resource Planned Activities
Establish appropriate HR points of
12/31/2023 contact to assist in this effort, and

establish a time table for meetings
to be held.{Administration and




Target Date
{mmidd/yyyy)

Sufficient

Funding &

Staffing?
{Yes or No)

Planned Activities

Modified
Date
(mm/ddiyyyy)

Completion
Date
(mm/ddiyyyy)

Resource, MARCORSYSCOM,
TECOM and Quantico Base)

03/31/2024

Schedule and hold the first
meeting with HR to discuss
possible outreach and recruiting
initiatives, and to review and
discuss HR policies, procedures
and practices. .(Administration
and Resource,
MARCORSYSCOM, TECOM and
Quantico Base)

06/30/2024

Provide any deficiencies
regarding policies, procedures
and practices determined by HR
and EEO to Senior Leadership
and request for funding to
address this effort, if required.
{Administration and Resource,
MARCORSYSCOM, TECOM and
Quantico Base)

09/30/2024

Start implementing any updated
policies, procedures and practices
approved by Senior Leadership, if

applicable. .(Administration and

Resource, MARCORSYSCOM,

TECOM and Quantico Base)

Albany Planned Activities

No plan submitted waiver new DDEEO

Tri-Command Planned Activities

No plan submitted waiver new DDEEO

MCI East Planned Activities

No plan submitted waiver new DDEEQ




Target Date
{mm/fddiyyyy)

Planned Activities

Sufficient

Funding & Modified
Staffing? E’%tle
(Yes or No) (mm/dd/yyyy)

Completion
Date
(mm/ddlyyyy}

MCI PAC Planned Activities

No plan submitted waiver vacant DDEEO billet

Report of Accomplishments

Fiscal Year

Accomplishments

FY 2024




EEQOC Form

U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEQ PROGRAM STATUS REPORT

MD-715 — FY24 Part H APF
Agency EEO Plan to Attain the Essential Elements of a Model EEO Program

Please describe the status of each plan that the agency has implemented to correct deficiencies in the EEC program.

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

Statement of Model Program Essential Element Deficiency

Type of Program
Deficiency

Brief Description of Program Deficiency

D.1 - The agency conducts a

reasonable assessment to monitor
progress towards achieving equal

employment opportunity
throughout the year.

The command does not have a process for identifying triggers in
the workplace.

The command does not regularly use the following sources of
information for trigger identification: workforce data;
complaint/grievance data; exit surveys; employee climate surveys;
focus groups; affinity groups; union; program evaluations; special
emphasis programs; reasonable accommadation program; anti-
harassment program; and/or external special interest groups.

Objective(s) and Dates for EEO Plan

Date Initiated
{mm/dd/yyyy)

Objective

Target Date Modified Date Date Completed
(mmiddlyyyy) (mmiddlyyyy) {mm/dd/yyyy)

10/01/2023

The United
States Marine
Corps will
review data to
identify triggers

in the workforce.

Will seek to gain
access to other
data within the
agency to
identify triggers

in the workforce.

09/30/2024




Responsible Official(s)

Title

Name

Performance
Standards
Address the
Plan?
(Yes or No)

MCI West

Deputy Director, EEQ

MCRD

Human Resources Director
Chief of Staff(Executive Officer
Miramar

Human Resources Director
Chief of Staff/Executive Officer
Camp Pendleton

Human Resources Director
Chief of Staff/Executive Officer
29 Palms

Human Resources Director
Chief of StafffExecutive Officer
Barstow

Human Resources Director
Chief of StafffExecutive Officer
Yuma

Human Resources Director
Chief of StafffExecutive Officer

Dan Grissom

Elizabeth Novelo
Colonel Charles VonBergen

Jet Roa-Cipriani
LtCol Luke Esposito

Lesa Jones
Colonel Charles Dudik

Kimberly Martinez
Colonel Scott A. Gehris

Delilah Vergara
LtCol Arturo Manzanedo

Beverly Steffins
LtCol Jacob S. Reeves

Administration and Resource
MARCORSYSCOM

Marine Corps Systems Command

Director of Human Capital Management

Capital Region — Field Office

Director of Marine Corps Staff

Director of Administration and Resource
Management Division

Deputy Director, Equal Employment Opportunity
TECOM

AC/S, G1

Civilian Manpower Branch Head, G1

Waorkforce Development Section Head

Mode! EEO Analyst/Work Life Program Manager

Quantico Base

Commanding Officer
Civilian Manpower Branch G1

Sheita Johnson

Lieutenant General G. P. Olson
Andrew Sullivan
Penny Thomison

Colonel Heather Cotoia
Stephanie Andrews
Armando Quispe
Devon Lee

Colonel Michael L. Brooks
Melissa White

Albany
Equal Employment Opportunity Deputy Director

Deborah Faulkner

Tri-Command
Equal Employment Opportunity Deputy Director

Cynthia Golson




Performance
Standards
Title Name Address the
Plan?
(Yes or No)
Cherry Point
Equal Employment Opportunity Deputy Director Lindsay Smith No
MCI East . .
Equal Employment Opportunity Deputy Director Michael Arkin
MCI PAC
Equal Employment Opportunity Deputy Director Vacant
Planned Activities Toward Completion of Objective
Sufficient . .
. Modified Completion
(::;?:; !3;;3) Planned Activities Fsl’tg'fjfli:g'? Date Date
(Yes or No) (mm/ddiyyyy) (mmidd/yyyy)
MCI West Planned Activities
Review complaints data to determine No
if there are any triggers {(e.g. higher
09/30/2024 number of complaints related to non-

selection).

Administration and Resource Planned Activities

Compile EEO (to incfude
harassment) and Reasonable
Accommedation data. Start
gathering data from the DON Exit
Surveys and work with HR to obtain
03/31/2024 data from any climate surveys and
focus groups. (Administration and
Resource, TECOM,
MARCORSYSCOM and Quantico
Base)




Target Date
(mmiddiyyyy)

Sufficient

Funding &

Staffing?
{Yes or No)

Planned Activities

Modified
Date
(mmiddiyyyy)

Completion
Date
{(mmiddlyyyy)

06/30/2024

09/30/2024

Start analyzing data and input from
various sources to identify any
triggers to be addressed.
{Administration and Resource,
TECOM, MARCORSYSCOM and
Quantico Base)

Continue to analyze data and input
from various sources to identify
triggers to be addressed and work on
plans to address triggers.
{Administration and Resource,
TECOM, MARCORSYSCOM and
Quantico Base)

Albany Planned Activities

Ne plan submitted waiver new DDEEO

Cherry Point Planned Activities

1213112023

03/31/2024

06/30/2024

Identify personnel and ensure
they have the competencies to
serve as Special Emphasis
Program Managers. Request |
applicant flow data from HQ |

Marine Corps. |

Identify Special Emphasis
Program Managers and Barrier
Analysis Team Members. Select
and issue appointment letter.
Request applicant flow data from
HQ Marine Corps.

Conduct Barrier Analysis Training
to Team Members. Identify infinity
group members. Request
applicant flow data from HQ
Marine Corps.

09/30/2024

Continue Barrier Analysis Training,
parlicipate in the Barrier Analysis
process.

Team Members assist in
developing Command Action




Target Date
(mm/ddiyyyy)

Planned Activities

Sufficient

Funding & LI
Staffing? L)
{(Yes or No) (mm/dd/yyyy)

Completion
Date
(mmiddiyyyy)

Plan{s). Identify and submit
budget for FY25 to include
Special Emphasis Program
Managers Course and EEOQC or
equivalent Barrier Analysis
training. Request applicant flow
data from HQ Marine Corps.

Tri-Command Planned Activities

No plan submitted waiver new DDEEO

MCI East Planned Activities

No plan submitted waiver new DDEEO

MCI PAC Planned Activities

No plan submitted waiver vacant DDEEO billet

Report of Accomplishments

Fiscal Year

Accomplishments

FY 2024




EEQC Form

U.8. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

MD-715 — FY24 Part H APF
Agency EEO Plan to Attain the Essential Elements of a Model EEO Program

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

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

Statement of Model Program Essential Element Deficiency

Type of Program

Deficiency Brief Description of Program Deficiency

s The command does not have a process for analyzing the identified
triggers to find possible barriers.

¢+ The command does not regularly examine the impact of
management/personnsl policies, procedures, and practices by race,
national origin, sex, and disability.

D.2 — The agency

identifies areas where e The command doss not regularly examine the impact of
barriers may exclude management/personnel policies, procedures, and practices by race,
EEO groups national origin, sex, and disability.

¢ The command does not regularly review the following sources of
information to find barriers: complaint/grievance data, exit surveys
employee climate surveys, focus groups, affinity groups, union,
program evaluations, anti-harassment program, special emphasis
programs, reasonable accommodation program; anti-harassment
program; and/or external special interest groups.

Objective(s) and Dates for EEQ Plan

Date Initiated Obiective Target Date Modified Date Date Completed
(mm/ddiyyyy) ) (mmiddiyyyy) {mm/dd/yyyy) (mmiddiyyyy)

To ensure the
agency
identifies areas
where barriers
10/01/2023 may exclude 09/30/2024
EEO groups.
Retain
volunteers to
review the data.




Responsible Official(s)

Title

Name

Performance
Standards
Address the
Plan?
(Yes or No)

MCI West

Deputy Director, EEO

MCRD

Human Resources Director
Chief of StafffExecutive Officer
Miramar

Human Resources Director
Chief of StafffExecutive Officer
Camp Pendleton

Human Resources Director
Chief of Staff/Executive Officer
29 Palms

Human Resources Director
Chief of Staff/Executive Officer
Barstow

Human Resources Director
Chief of StafffExecutive Officer
Yuma

Human Resources Director
Chief of Staff/fExecutive Officer

Dan Grissom

Elizabeth Novelo
Colonel Charles VonBergen

Jet Roa-Cipriani
LtCol Luke Esposito

Lesa Jones
Colonel Charles Dudik

Kimberly Martinez
Colonel Scott A. Gehris

Delilah Vergara
LtCol Arturo Manzanedo

Beverly Steffins
LtCol Jacob S. Reeves

Administration and Resource
MARCORSYSCOM

Marine Comps Systems Command

Director of Human Capital Management

Capital Region — Field Office

Director of Marine Corps Staff

Director of Administration and Resource
Management Division

Deputy Director, Equal Employment Opportunity
TECOM

AC/S, G1

Civilian Manpower Branch Head, G1

Workforce Development Section Head

Model EEO Analyst/Work Life Program Manager
Quantico

Commanding Officer

Civilian Manpower Branch G1

Sheila Johnson

Lieutenant General G. P. Olson
Andrew Sullivan

Penny Thomison

Colonel Heather Cotoia
Stephanie Andrews
Armando Quispe
Devon Lee

Colonel Michael L. Brooks
Melissa White

Albany
Equal Employment Opportunity Deputy Director

Deborah Faulkner




Performance

Standards
Title Name Address the
Plan?
(Yes or No)
Tri-Command
Equal Employment Opportunity Deputy Director Cynthia Golson
Cherry Point
Equal Employment Opportunity Deputy Director Lindsay Smith No
MCI East 5 .
Equal Employment Opportunity Deputy Director Michael Arkin
MCI PAC
Equal Employment Opportunity Deputy Director Vacant
Planned Activities Toward Completion of Objective
Sufficient .
. Modified Completion
(r':"a"r‘?:; !3;;3) Planned Activities Fsutra“f’fli:g'f Date Date
(Yes or No) {mm/ddlyyyy) (mm/ddiyyyy)
MCI West Planned Activities
Review complaints data to No
determine if there are any triggers
09/30/2024 (e.g., higher number of complaints
related to non-selection).
Administration and Resource Planned Activities
Solicit NAF volunteers from the
command to assist in this effort.
1213112023 {Administration and Resource,

MARCORSYSCOM, TECOM and
Quantico Base)




Target Date
{mm/ddiyyyy)

Sufficient
Funding &
Staffing?
{Yes or No)

Planned Activities

Modified
Date
(mmiddiyyyy)

Completion
Date
{mm/ddlyyyy)

03/31/2024

Develop a process for analyzing
triggers (once identified) to find
possible barriers. {(Administration
and Resource,
MARCORSYSCOM, TECOM and
Quantico Base)

06/30/2024

Once regularly scheduled
meetings are established to review
policies, procedures, and
practices, examine them as they
relate to race, national origin, sex,
and disability. (Administration and
Resource, MARCORSYSCOM,
TECOM and Guantico Base)

09/30/2024

Start reviewing various sources of
information to find barriers
(complaint/grievance various data
and surveys, etc.). {(Administration
and Resource,
MARCORSYSCOM, TECOM and
Quantico Base)

Albany Planned Activities

No plan submitted waiver new DDEEQ

Cherry Point Planned Activities

12/31/2023

Identify personnel and ensure
they have the competencies to
serve as Special Emphasis
Program Managers. Request
applicant flow data from HQ
Marine Corps.

03/31/2024

Identify Special Emphasis
Program Managers and Barrier
Analysis Team Members.
Select and issue appointment
letter. Request applicant flow
data from HQ Marine Corps.

06/30/2024

Conduct Barrier Analysis
Training to Team Members.




Target Date
{mmidd/yyyy)

Planned Activities

Sufficient

Funding &

Staffing?
{Yes or No)

Modified
Date

{mm/ddiyyyy)

Completion
Date
(mm/ddlyyyy)

Identify infinity group members.
Request applicant flow data
from HQ Marine Corps.

09/30/2024

Continue Barrier Analysis Training,
participate in the Barrier Analysis
process.

Team Members assist in
developing Command Action
Plan(s). Identify and submit

budget for FY25 to include
Special Emphasis Program
Managers Course and EEOC or
equivalent Barrier Analysis
training. Request applicant flow
data from HQ Marine Corps.

Tri-Command Planned Activities

No plan submitted waiver new DDEEQ

MCI East Planned Activities

No plan submitted waiver new DDEEQ

MCI PAC Planned Activities

Neo plan submitted waiver vacant DDEEO billet

Report of Accomplishments

Fiscal Year

Accomplishments

FY 2024




EEOC Form
U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

MD-715 — FY24 Part H APF
Agency EEO Plan to Attain the Essential Elements of a Model EEO Program

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

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

Statement of Model Program Essential Element Deficiency

Type of Program Deficiency Brief Description of Program Deficiency
D.3 — The agency identifies areas « The command has not identified one or more barriers during
where barriers may exclude EEQ the reporting period, the command was unable to implement

a plan in Part |, including meeting the target dates for the

in the pl
groups in the plans planned activities.

Objective(s) and Dates for EEO Plan

Date Initiated Objective Target Date Modified Date Date Completed
(mm/ddiyyyy) {mm/ddiyyyy) (mmiddiyyyy) {mm/dd/yyyy)
To ensure the
agency
identifies areas
where barriers
10/01/2023 RS S 09/30/2024

EEO groups.
Will continue to
execute the
plans previously
set forth.

Responsible Official(s)




Title

Name

Performance
Standards
Address the
Plan?
(Yes or No)

MCI West

Deputy Director, EEO

MCRD

Human Resources Director
Chief of Staff/Executive Officer
Miramar

Human Resources Director
Chief of StafffExecutive Officer
Camp Pendleton

Human Resources Director
Chief of StafffExecutive Officer
29 Palms

Human Resources Director
Chief of Staff/Executive Officer
Barstow

Human Resources Director
Chief of Staff/Executive Officer
Yuma

Human Resources Director
Chief of Staff/Executive Officer

Dan Grissom

Elizabeth Novelo
Colonel Charles VonBergen

Jet Roa-Cipriani
LiCol Luke Esposito

Lesa Jones
Colonel Charles Dudik

Kimberly Martinez
Colonel Scott A. Gehris

Delilah Vergara
LtCol Arturo Manzanedo

Beverly Steffins
LtCol Jacob S. Reeves

Administration and Resource
MARCORSYSCOM

Marine Corps Systems Command

Director of Human Capital Management

Capital Region — Field Office

Director of Marine Corps Staff

Director of Administration and Resource
Management Division

Deputy Director, Equal Employment Opportunity
TECOM

AC/S, G1

Civilian Manpower Branch Head, G1

Workforce Development Section Head

Model EEO Analyst/Work Life Program Manager
Quantico

Commanding Officer

Civilian Manpower Branch G1

Sheila Johnson

Lieutenant General G, P. Qlson
Andrew Sullivan
Penny Thomison

Colonel Heather Cotoia
Stephanie Andrews
Armando Quispe
Devon Lee

Colonel Michael L. Brooks
Melissa White

Albany
Equal Employment Opportunity Deputy Director

Deborah Faulkner

Tri-Command
Equal Employment Opportunity Deputy Director

Cynthia Golson




Performance
Standards
Title Name Address the
Plan?
{Yes or No)
MCI East Michae! Arkin
Equal Employment Opportunity Deputy Director
MCI PAC
Equal Employment Opportunity Deputy Director Vacant
Planned Activities Toward Completion of Objective
Sufficient : .
Modified Completion
(:1?1:?:; "5::‘3) Planned Activities I;ut:;ifii:g?& Date Date
(Yes or No) {mm/ddiyyyy) {mmiddiyyyy)
MCI West Planned Activities
Work with staffing in the No
09/30/2024 HRO to increase manning to
100%.
Ensure EEQ Specialist are No
trained on how to identify
09/30/2024 triggers and barriers in the
workplace.
Administration and Resource Planned Activities
Start analyzing data from
various sources to identify at
least one barrier which may
exclude EEO groups during
03/31/2024 this repgdinq period.
{Administration and
Resource, TECOM,
MARCORSYSCOM and
Quantico Base)
Work on FY24 Part |
09/30/2024 planned activities to show

some progress in attempting
{o eliminate the identified




Target Date Fsl.:jl':gfrllzné Modified Completion
(mmiddiyyyy) Planned Activities Staffing? Date Date
(Yes or No) (mm/ddiyyyy) (mm/ddiyyyy)
barrier. (Administration and
Resource, TECOM,
MARCORSYSCOM and
Quantico Base)
Albany Planned Activities

No plan submitted new DDEEO

Tri-Command Planned Activities

No plan submitted new DDEEO

MCI East Planned Activities

Ne plan submitted new DDEEO

MCI PAC Planned Activities

No plan submitted waiver vacant DDEEO billet

Report of Accomplishments

Fiscal Year

Accomplishments

FY 2024




EEOC Form

U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

MD-715 — FY24 Part H APF
Agency EEO Plan to Attain the Essential Elements of a Model EEO Program

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

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

Statement of Model Program Essential Element Deficiency

Type of Program Deficiency Brief Description of Program Deficiency

D.4 —The agency be active with affirmative action | The command has not posted its affirmative action plan on its internal
plans website.

Objective(s) and Dates for EEQ Plan

Date Initiated
(mm/ddiyyyy)

Objective

Target Date
{mmiddiyyyy}

Modified Date
{mm/ddiyyyy)

Date
Completed
{mmiddiyyyy)

10/01/2023

To ensure the
agency has the
affirmative
action plan in
place for
viewing
purposes of
those in and out
of the agency.

09/30/2024

Responsible Official(s)




Title

Name

Performance
Standards
Address the
Plan?
(Yes or No)

MCI West

Deputy Director, EEO

MCRD

Human Resources Director
Chief of Staff/Executive Officer
Miramar

Human Resources Director
Chief of StafffExecutive Officer
Camp Pendleton

Human Resources Director
Chief of Staff/Executive Officer
29 Palms

Human Resources Director
Chief of Staff/Executive Officer
Bargtow

Human Resources Director
Chief of StafffExecutive Officer
Yuma

Human Resources Director
Chief of Staff/Executive Officer

Dan Grissom

Elizabeth Novelo
Colonel Charles VonBergen

Jet Roa-Cipriani
LtCol Luke Esposito

Lesa Jones
Colonel Charles Dudik

Kimberly Martinez
Colonel Scott A, Gehris

Delilah Vergara
LtCol Arturo Manzanedo

Beverly Steffins
LtCol Jacob S. Reeves

Administration and Resource
MARCORSYSCOM

Marine Corps Systems Command

Director of Human Capital Management

Capital Region — Field Office

Director of Marine Coms Staff

Director of Administration and Resource
Management Division

Deputy Director, Equal Employment Opportunity
TECOM

ACIS, G1

Civilian Manpower Branch Head, G1

Workforce Development Section Head

Model EEO Analyst/Work Life Program Manager
Quantico Base

Commanding Officer

Civilian Manpower Branch G1

Sheila Johnson

Lieutenant General G. P. Olson
Andrew Sullivan

Penny Thomison

Colonel Heather Cotoia
Stephanie Andrews
Armando Quispe
Devon Lee

Colonel Michael L. Brooks
Melissa White

Albany
Equal Employment Opportunity Deputy Director

Deborah Faulkner

Tri-Command
Equal Employment Opportunity Deputy Director

Cynthia Golson




Performance

Standards
Title Name Address the
Plan?
(Yes or No)
MCI East
Equal Employment Opportunity Deputy Director Michael Arkin
MCI PAC
Equal Employment Gpportunity Deputy Director Vacant
Planned Activities Toward Completion of Objective
Sl T Completion
Target Date . Funding & Modified Date
{mm/ddiyyyy} e = Staffing? {mm/ddiyyyy) Eﬂle
(Yes or No) (mm/ddiyyyy)
MCI West Planned Activities
Review the affirmative action No
09/30/2024 plan.
Ensure EEQ Specialist post the No
affirmative action plan on to their
09/30/2024 websites and internal bulletin
boards.
Administration and Resources Planned Activities
Research contents of an
effective Affirmative Action Plan.
12/31/2023 (Administration and Resource,
TECOM, MARCORSYSCOM
and Quantico Base)
Draft Affirmative Action Plan for
command. {Administration and
Resource, TECOM
1 ] L)
LAl MARCORSYSCOM and
Quantico Base)
R A .
06/30/2024 oute Affirmative Action Plan to

leadership for




Sufficient Completi
Target Date Planned Activities Funding & Modified Date Dgt: lon
mm/dd/f Staffing? mm/dd/
{ yyyy) e % S ( YyYy) (mmiddiyyyy)
approval/concurrence.
{Administration and Resource,
TECOM, MARCORSYSCOM
and Quantico Base)
Ensure the Affirmative Action
Plan is posted on command's
internal website. (Administration
09/30/2024 and Resource, TECOM,
MARCORSYSCOM and
Quantico Base)
Albany Planned Activities

No plan submitted waiver new DDEEO

Tri-Command Planned Activities

No plan submitted waiver new DDEEO

MCI East Planned Activities

No plan submitted waiver new DDEEO

MCI| PAC Planned Activities

No plan submitted waiver vacant DDEEO billet

Report of Accomplishments

Fiscal Year

Accomplishments

FY 2024




EEOC Form

U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

MD-7156 — FY24 Part H APF
Agency EEO Plan to Attain the Essential Elements of a Model EEO Program

Please describe the stalus of each plan that the agency has implemented to correct deficiencies in the EEQ program.

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

Statement of Model Program Essential Element Deficiency

Type of Program

Deficiency Brief Description of Program Deficiency

» The command did not issue 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).

» The command did not provide written notification of rights and
responsibilities in the EEO process during the initial counseling

E.1 - The agency maintains an session, pursuant to 28 CFR §1614.105(b)(1).

efficient, fair, and impartial

complaint resolution process. s The command did not issue acknowledgment letters immediately

upon receipt of a formal complaint, pursuant to MD-110, Ch. 5(1).

¢ The command did not issue acceptance letters/dismissal decisions
within 30 days from the date of receipt of the formal complaint.

¢ The command did not issue all reports of investigation on or before
180 days (or, for when an extension was granted, on or befare 270

days).
Obijective(s) and Dates for EEO Plan

Date Initiated Objective Target Date Modified Date Cont::::te d

(mm/ddiyyyy) (mmiddiyyyy) {mmidd/yyyy) (mm/ddlyyyy)
The United
States Marine

10/01/2023 lleentinhete 09/30/2024

attempt to be in
compliance with




- . Date
Date Initiated . Target Date Modified Date
Objective Completed
(mm/ddiyyyy) (mmiddiyyyy) {mm/ddiyyyy) (mmiddfyyyy)
timelines set
forth by EEQC.
Responsible Official(s)
Performance
Standards
Title Name Address the
Plan?
{Yes or No)
MCI West
Deputy Director, EEQ Dan Grissom
MCRD

Human Resources Director
Chief of Staff/Executive Officer
Miramar

Human Resources Director
Chief of Staff/[Executive Officer
Camp Pendleton

Human Resources Director
Chief of Staff/Executive Officer
29 Palms

Human Resources Director
Chief of Staff/Executive Officer
Barstow

Human Resources Director
Chief of Staff/Executive Officer
Yuma

Human Resources Director
Chief of Staff/Executive Officer

Elizabeth Novelo
Colenel Charles VonBergen

Jet Roa-Cipriani
LtCol Luke Esposito

Lesa Jones
Colonel Charles Dudik

Kimberly Martinez
Colonel Scott A. Gehris

Delilah Vergara
LtCol Arturo Manzanedo

Beverly Steffins
LtCol Jacob S. Reeves

Administration and Resources
MARCORSYSCOM

Marine Corps Systems Command

Director of Human Capital Management

Capital Region — Field Office

Director of Marine Corps Staff

Director of Administration and Resource
Management Division

Deputy Director, Equal Employment Opportunity
TECOM

AC/S, G1

Civilian Manpower Branch Head, G1

Workforce Development Section Head

Model EEO Analyst/Work Life Program Manager
Quantico Base

Commanding Officer

Civilian Manpower Branch G1

Sheila Johnson

Lieutenant General G. P. Olson
Andrew Sullivan

Penny Thomison
Colonel Heather Cotcia
Stephanie Andrews
Armando Quispe

Devon Lee

Colonel Michael L. Brooks




Performance

Standards
Title Name Address the
Plan?
{Yes or No)
Melissa White
Albany Yes
Equal Employment Opportunity Deputy Director Deborah C. Faulkner
Marine Corps Logistics Base, Albany
Commanding Officer Colonel Matthew J. McKinney
Marine Corps | ogistics Command
Marine Depot Maintenance Center, Albany
Commanding General Major General Keith D. Reventiow
Marine Corps Support Facility, Blount Island
Commanding Officer Colonel John S. Sattely
US Marine Corps Forces, Central Command,
Tampa
Commander Major General Chris A. McPhillips
Tri-Command .
Equal Employment Opportunity Deputy Director 8:2::? Ll ¥2:
Equal Employment Specialist Brigadier General Walker M. Field
Colonel Mark D. Borinem
MCI East . ) Michael Arkin
Equal Employment Opportunity Deputy Director
Planned Activities Toward Completion of Objective
Sufficient .
. Modified Completion
W) Planned Activities sundinals Date Date
(mmiddiyyyy) Staffing?
(Yes or No) {rmmiddiyyyy) {mm/ddlyyyy}

MCI West Planned Activities




Target Date
(mm/ddlyyyy)

Planned Activities

Sufficient
Funding &

Staffing?
{Yes or No)

Modified
Date
(mm/ddlyyyy)

Completion
Date
{mm/dd/yyyy)

09/30/2023

Process ali complaints within the
timeframe imposed by
DON/IRCMS/EEQC

No

Administration and Resources Planned Activities

121152023

Complete the hiring process to
hire additional staff to assist with
the efficient and timely
processing of EEO complaints.
(Administration and Resaource,
TECOM, MARCORSYSCOM
and Quantico Base)

3/31/2024

Start analyzing progress of
implementing additional staffing
— monitor to see if Rights and
Responsibilities were issued in
initial counseling session, if
Notice of Right to File and
acknowledgement letters were
issued in a timely manner and
ensure Acceptance/ Dismissal
Letters were issued within 30
days from receipt of Formal EEQ
Complaint; track status of EEQ
investigations prior to due date
to ensure they are issued timely.
(Administration and Resource,
TECOM, MARCORSYSCOM
and Quantico Base)

06/30/2024

Use new DON EEO Complaint
tracking system, ETK, to
determine if EEO complaint
processing timeliness has
improved. (Administration and
Resource, TECOM,
MARCORSYSCOM and
Quantico Base)

09/30/2024

Analyze EEO complaints
program and request additional
billets, if required.
{Administration and Resource,
TECOM, MARCORSYSCOM
and Quantico Base)

Albany Planned Activities




Target Date
{mm/ddlyyyy)

Sufficient
Funding &

Staffing?
{Yes or No)

Planned Activities

Modified
Date
{mm/ddiyyyy)

Completion
Date
{mm/ddiyyyy)

09/30/2024

Informal/Counseling: Weekly Funding — Yes
report/tracking (ETK) of all
informal activity by EEQ Staffing - No
Manager/Case Manager;
meeting with Staff weekly.
Focus on timeliness and
efficiency.

09/30/2024

Formal Processing: Weekly Funding — Yes
report/tracking (ETK) by EEO
Manager/Case Manager after Staffing - No
formal complaint filed through

Request for Investigation to

include Receipt of Formal;

Counselor Report,
Accept/Dismiss Letter, and
Request for Investigation
{tracking 180 days). Weekly
staff meetings for review/status

of complaints. Focus on
timeliness and efficiency.

09/30/2024

After staffed, specific Funding - Yes
roles/assignments will be in
place for maintaining compliant Staffing - No
EEO processing of complaints
per EEQC and DON guidance

Tri-Command Planned Activities

09/30/2024

Monitor timelines to ensure
all Counseling and Notices
of Rights to File are issued No
in accordance with DON
guidelines

09/30/2024

Monitor timelines to ensure
Acknowledgements are
issued immediately after a
complaint is filed

Mo

09/30/2024

Monitor all Reports of
Investigation to  ensure
they are completed in 180
days or less or 270 days or
less when an extension is
granted.

MCI East Planned Activities

Unresponsive to plan request




Sufficient . .
. Modified Completion
Tar?:(t’ lDate) Planned Activities Fsutg#.':.g-? Date Date
(mmiddlyyyy (Yes or o) (mmiddiyyyy) (mm/ddlyyyy)

Report of Accomplishments

Accomplishments

Fiscal Year

FY 2024




EEQC Form

U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEQO PROGRAM STATUS REPORT

MD-715 — FY24 Part H NAF
Agency EEO Plan to Attain the Essential Elements of a Model EEO Program

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

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

Statement of Model Program Essential Element Deficiency

Type of Program

Deficiency Brief Description of Program Deficiency

Pursuant to 29 CFR §1614.102

* The command did not altocate sufficient funding and qualified
staffing to successfully implement the EEO program, for the
following areas: To conduct a self-assessment of the
command for possible program deficiencies.

+ The command did not allocate sufficient funding and qualified
staffing to successfully implement the EEO program, for the
following areas: To enable the command to conduct a thorough
barrier analysis of its workforce.

¢ The command did not allocate sufficient funding and qualified

staffing to successfully implement the EEO program, for the

following areas: To timely, thoroughly, and fairly process EEO

complaints, including EEO counseling, investigations, final
B.4 - The agency has command decisions, and legal sufficiency reviews.
sufficient budget and . .
staffing to support the ¢ The command did not allocate sufficient funding and qualified
success of its EEO staffing to successfully implement the EEO program, for the
following areas: To provide all supervisors and employees
with training on the EEQ program, including but not limited to
retaliation, harassment, religious accommodations,
disability accommodations, the EEO complaint process, and
ADR.

program.

¢ The command did not allocate sufficient funding and qualified
staffing to successfully implement the EEO program, for the
following areas: To conduct thorough, accurate, and effective
field audits of the EEO programs in components and the field
offices.

¢ The command did not allocate sufficient funding and qualified
staffing to successfully implement the EEQ program, for the
following areas: To publish and distribute EEQ materials
(e.g., harassmaent policies, EEQ posters, reasonable
accommodations procedures).




Type of Program
Deficiency

Brief Description of Program Deficiency

The command did not allocate sufficient funding and qualified
staffing to successfully implement the EEO program, for the
following areas: To maintain accurate data collection and
tracking systems for the following types of data: complaint
tracking, workforce demographics, and applicant flow data.

The command did not allocate sufficient funding and qualified
staffing to successfully implement the EEO program, for the
following areas: To effectively administer its special
emphasis programs (such as, Federal Women's Program,
Hispanic Employment Program, and People with Disabilities
Program Manager.

The command did not allocate sufficient funding and qualified
staffing to successfully implement the EEO program, for the
following areas: To effectively manage its reasonable
accommodation program,

The command did not allocate sufficient funding and gualified
staffing to successfully implement the EEQ program, for the
following areas: To ensure timely and complete compliance
with EEOC orders.

Objective(s) and Dates for EEO Plan

Date Initiated

(mmiddiyyyy) Objective

Target Date Modified Date Date Completed
{mm/ddfyyyy} {mmiddiyyyy) (mm/ddiyyyy)

The United
States Marine
will must ensure
that there is
both funding
10/01/2023 and qualified
staff to
successfully
implement the
EEO program
componenets.

09/30/2024

Responsible Official(s)




Title

Name

Performance
Standards
Address the
Plan?
(Yes or No)

MCi West

Deputy Director, EEO

MCRD

Human Resources Director
Chief of Staff/Executive Officer
Miramar

Human Resources Director
Chief of Staff/Executive Officer
Camp Pendleton

Human Resources Director
Chief of StafffExecutive Officer
29 Palms

Human Resources Director
Chief of Staff/Executive Officer
Yuma

Human Resources Director
Chief of StafffExecutive Officer

Dan Grissom

Vacant
Colonel Charles VonBergen

Kelli Clear
LtCol Luke Esposito

Mona Dodd
Colonel Chartes Dudik

Heather Curtis
Colonel Scott A. Gehris

Mona Dodd
LtCol Jacob S. Reeves

Administration and Resources

Capital Region — Field Office

Deputy Director, NAF Human Resources
Personnel and Pelicy Branch Head
Supervisory Labor and Employee Relations
Specialist

Quantico Base

Director, NAF Human Resources
Employee and Labor Relations Specialist

Dennis Ray
Melvene Lanier
Lauren Bailey

William Haas
Richard Keamey

Albany
Equal Employment Opportunity Deputy Director

Deborah Faulkner

Tri-Command

Equal Employment Opportunity Deputy Director Cynthia Golson
MCI PAC

Equal Employment Opportunity Deputy Director Vacant

MCI East Michael Arkin

Equal Employment Opportunity Deputy Director




Planned Activities Toward Completion of Objective

Target Date
{mmiddiyyyy
)

Sufficient

. Funding &
Planned Activities Staffing?

(Yes or No)

Modified
Date
(mm/ddlyy

yy)

Completio
n Date
{mm/dd/yy

yy)

MCI West Planned Activities

09/30/2023

MCIWEST will approach the command No
for an increase in the EEO budget. (All
NAF Commands)

Administration and Resources Planned Activities

11/06/2023

Interview potential candidates to fill
vacant EEO Specialist positions. (Capital
Region and Quantico)

12/01/2023

Make selections; HR will send job offers
to candidates. (Capital Region and
Quantico)

12/15/2023

E0D for new employees. (Capital Region
and Quantico)

12/31/2023

Allocate sufficient funding in budget to:
conduct command self-assessment,
thorough barrier analysis, timely
processing of EEO
complaintsfinvestigations, conduct EEQ
training, publish and distribute EEQ
materials, maintain accurate data
collection and tracking systems,
effectively administer Special Emphasis
Programs, and effectively manage the
Reasonable Accommodation Program.
(Capital Region and Quantico)

(3/31/2024

implement approved funding into EEQ
program areas (SEPM, Barrier Analysis,
etc.). (Capital Region and Quantico)

09/30/2024

Analyze EEO program areas to
determine if additional funding is
required. (Capital Region and Quantico)

Albany Planned Activities




Target Date
(mmidd/yyyy
)

Planned Activities

Sufficient Modified
Funding & Date

Staffing? (mm/ddiyy
(Yes or No) yy)

Completio
n Date
(mmidd/yy

yy)

Ne¢ plan submitted waiver new DDEEO

MCI PAC Planned Activities

No plan submitted waiver vacant DDEEO billet

Tri-Command Planned Activities

No plan submitted waiver new DDEEQ

——

MCI East Planned Activities

No plan submitted waiver new DDEEQ

Report of Accomplishments

Fiscal Year

Accomplishments

FY 2024




EEOC Form
U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEQO PROGRAM STATUS REPORT

MD-715 — FY24 Part H NAF
Agency EEO Plan to Attain the Essential Elements of a Model EEO Program

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

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

Statement of Model Program Essential Element Deficiency

Type of Program

Deficiency Brief Description of Program Deficiency

Pursuant to 29 CFR §1614.102

s  All managers and supervisors have not received training
on their responsibilities under the following areas under
the command EEQ program: EEQ Complaint Process.

* All managers and supervisors have not received training
on their responsibilities under the following areas under
the command EEQ program: Reasonable
Accommodation Procedures,

B.5 — The agency recruits, hires,

develops, and retains supervisors * All managers and supervisors have not received training

and managers who have effective on their responsibilities under the following areas under

managerial, communications, and the command EEO program: Supervisory, managerial,
] )

communication, and interpersonal skills in order to
supervise most effectively in a workplace with diverse
employees and avoid disputes arising from ineffective
communications.

interpersonal skills.

=  All managers and supervisors have not received training
on their responsibilities under the following areas under
the command EEO program: ADR, with emphasis on the
federal government's interest in encouraging mutual
resolution of disputes and the benefits associated with
utilizing ADR.

Objective(s) and Dates for EEO Plan




Date Initiated Objective Target Date Modified Date Date Completed
{mmiddiyyyy) (mm/ddiyyyy} {mm/ddiyyyy) {mm/dd/yyyy)
The United
States Marine
Corps will
collaborate with
the command to
ensure that all
managers and
supervisors are
10/01/2023 trained on the 09/30/2024
EEO
components
stated above
and increase the
percentage from
the previous
year.
Responsible Official(s}
Performance
Standards
Title Name Address the
Plan?
(Yes or No)

MCI West

Deputy Director, EEQ Dan Grissom

MCRD

Human Resources Director

Chief of Staff/Executive Officer Vacant

Miramar

Human Resources Director
Chief of Staff/Executive Officer
Camp Pendleton

Human Resources Director
Chief of Staff/Executive Officer
29 Palms

Human Resources Director
Chief of Staff/Executive Officer
Yuma

Human Resources Director
Chief of Staff/Executive Officer

Colonel Charles VonBergen

Kelli Clear
LtCol Luke Esposito

Mona Dodd
Colonel Charles Dudik

Heather Curtis
Colonel Scott A. Gehris

Mona Dodd
LtCol Jacob S. Reeves

Administration and Resources

Capital Region — Field Office

Deputy Director, NAF Human Resources
Personnel and Policy Branch Head
Supervisory Labor and Employee Relations
Specialist

Dennis Ray
Melvene Lanier
Lauren Bailey




Performance
Standards
Title Name Address the
Plan?
(Yes or No)
Quantico Base
Director, NAF Human Resources Division William Haas
Employees and Labor Relations Specialist Richard Kearney
Albany
Equal Employment Opportunity Deputy Director Deborah Faulkner
Tri-Command
Equal Employment Opportunity Deputy Director Cynthia Golson
MCI PAC
Equal Employment Opportunity Deputy Director Vacant
MCI East
Equal Employment Opportunity Deputy Director Michael Arkin
Planned Activities Toward Completion of Objective
Sufficient Compl
Funding & Modified etion
(:‘:;Ig:(t‘ IDate) Planned Activities Staffing? Date Date
yyyy {Yes or No) {mm/ddlyyyy) {mmid
diyyyy)
MCI West Planned Activities
MCIWEST will conduct outreach with the No
09/30/2024 training departments to ensure training is

being conducted. {All NAF Commands)

Administration and Resources Planned Activities




Sufficient Compl
Funding & Modified etion
(:1?;?:; !Date) Planned Activities Staffing? Date Date
yyyy (Yes or No) {mmiddiyyyy) (mmid
diyyyy)
Develop FY24 EEQ Training Plan which
will provide EEQ training opportunities for
12/31/2023 NAF employees of serviced commands.
(Capital Field and Quantico)
Meet with NAF management and Senior
Leaders regarding obtaining tracking
03/31/2024 databases the office does not have
access to. {Capital Field and Quantico)
Impiement the use of obtained
06/30/2024 databases. (Capital Field and Quantico)
Analyze process for success. (Capital
09/30/2024 Field and Quantico)

Albany Planned Activities

No plan submitted waiver new DDEEQ

MCI PAC Planned Activities

No plan submitted wavier vacant DDEEO billet

Tri-Command Planned Activities

No plan submitted walver new DDEEO

MCI East Planned Activities

No plan submitted waiver new DDEEO

Report of Accomplishments




Fiscal Year

Accomplishments

FY 2024




EEQC Form

U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

MD-715 — FY24 Part H NAF
Agency EEO Plan to Attain the Essential Elements of a Model EEQ Program

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

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

Statement of Model Program Essential Element Deficiency

Type of Program Deficiency

Brief Description of Program Deficiency

B.6 - The agency involves managers in the
implementation of its EEO program.

Senior Managers do not -

¢ getinvolved in the Special Emphasis programs.

e participate in the barrier analysis process.

s  assist in developing command EEO action plans (Part |, Part J, or
the Executive Summary) when barriers are identified.

* implement EEO Action Plans and incorporate the EEO Action.
Plan Objectives into command strategic plan.

Objective(s) and Dates for EEQ Plan

Date Initiated
{mm/ddiyyyy)

Objective

Target Date Modified Date Date

leted
{mm/ddlyyyy) (mmiddiyyyy) (n?r?l?:]%; ;W)

10/01/2023

The United
States Marine
Corps will
collaborate with
the senior
managers to
solicit
involvement in
the EEO
components.

09/30/2024

Responsible Official(s)




Title

Name

Performance Standards
Address the Plan?
(Yes or No}

MCI West

Deputy Director, EEO

MCRD

Human Resources Director
Chief of Staff/Executive Officer
Miramar

Human Resources Director
Chief of StafffExecutive Officer
Camp Pendleton

Human Resources Director
Chief of Staff/Executive Officer
29 Palms

Human Resources Director
Chief of Staff/Executive Officer
Yuma

Human Resources Director
Chief of StafffExecutive Officer

Dan Grissom

Vacant
Colonel Charles VonBergen

Kelli Clear
LtCol Luke Esposito

Mona Dodd
Colone! Chartes Dudik

Heather Curtis
Colonel Scott A, Gehris

Mona Dodd
LtCol Jacob S. Reeves

Administration and Resource

Capital Region — Field Office

Deputy Director, NAF Human Resources
Personnel and Policy Branch Head
Supervisory Labor and Employee Relations
Specialist

Quantico Base

Director, NAF Human Resources Division
Employees and Labor Relations Specialist

Dennis Ray
Melvene Lanier
Lauren Bailey

William Haas
Richard Keamey

Albany
Equal Employment Opportunity Deputy Director

Deborah Faulkner

Tri-Command
Equal Employment Opportunity Deputy Director

Cynthia Golson

MCI PAC
Equal Employment Opportunity Deputy Director

Vacant

MCI East
Equal Employment Opportunity Deputy Director

Michael Arkin




Planned Activities Toward Completion of Objective

Target Date
(mm/ddiyyyy)

Planned Activities

Sufficient

Funding &

Staffing?
(Yes or No)

Modified
Date
(mm/ddly
yyy)

Completion
Date
{mmiddiyyy

y)

MCI West Planned Activities

09/30/2024

Develop a top-down approach to
incorporate Senior Managers into the EEO
Program. (All NAF commands)

No

Administration and Resource Planned Activities

12/05/2023

During FY23 State of the EEO Program
Briefs with commanders, stress the
importance of NAF Senior Management
involvement in Special Emphasis Program
Management (SEPM). (Capital Region and
Quantico)

03/31/2024

Schedule meetings and meet with NAF
Senior Management regarding their
continual involvement with SEPM. {Capital
Region and Quantico)

03/31/2024

Create at least one SEPM event which will
include NAF Senior Management
involvement and schedule date(s). (Capital
Region and Quantico)

06/30/2024

Analyze SEPM event success with NAF
Senior Management involvement and make
any improvements required for future
events. (Capital Region and Quantico)

09/30/2024

Plan at least one SEPM event for the
following fiscal year. (Capital Region and
Quantico)

Albany Planned Activities

No plan submitted waiver new DDEEO

MCIi PAC Planned Activities

No plan submitted waiver vacant DDEEO billet




Target Date
(mm/ddiyyyy)

Planned Activities

Sufficient
Funding &
Staffing?
(Yes or No)

Modified
Date
{mm/ddly

yyy)

Completion
Date
{mmiddiyyy

y)

Tri-Command Planned Activities

No plan submitted waiver new DDEEQ

J

MCI East Planned Activities

No plan submitted waiver new DDEEQ

Report of Accomplishments

|

Fiscal Year

Accomplishments

FY 2024




EEOC Form

U.S. Equal Employment Opportunity Commission
FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

MD-715 — FY24 Part H NAF
Agency EEO Plan to Attain the Essential Elements of a Model EEO Program

Piease describe the status of each plan that the agency has implemented to correct deficiencies in the EEO program.

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

Statement of Model Program Essential Element Deficiency

Type of Program Deficiency Brief Description of Program Deficiency

C.2 - The agency has established procedures to The command does not process all accommodation requests within the
prevent all forms of EEO discrimination. time frame set forth in its reasonable accommodation procedures.

Obijective(s) and Dates for EEQO Plan

Date
Completed
{mm/dd/yyyy)

Date Initiated
{mm/ddiyyyy)

Target Date Modified Date

Objective (mm/ddlyyyy) (mm/ddlyyyy)

The United
States Marine
Corps will
continue to seek
to acquire
funding and staff
to efficiently
proceed with the
maintenance
and compliance
10/01/2023 in completing 09/30/2024
the Reasonable
Accommodation
Process. Will
continue to
increase the
percentage of
compliance from
the previous
year,




Responsible Official(s)

Title

Name

Performance
Standards
Address the
Plan?
(Yes or No)

MCI West

Deputy Director, EEC

MCRD

Human Resources Director
Chief of Staff/Executive Officer
Miramar

Human Resources Director
Chief of Staff/Executive Officer
Camp Pendleton

Human Resources Director
Chief of Staff/fExecutive Officer
29 Palms

Human Resources Director
Chief of StafffExecutive Officer
Yuma

Human Resources Director
Chief of Staff/Executive Officer

Dan Grissom

Vacant
Colonel Charies VonBergen

Kelli Clear
LtCol Luke Esposito

Mona Dodd
Colonel Charles Dudik

Heather Curtis
Colonel Scott A. Gehris

Mona Dodd
LtCol Jacob S. Reeves

Administration and Resource

Capital Region — Field Office

Deputy Director, NAF Human Resources
Personnel and Policy Branch Head
Supervisory Labor and Employee Relations
Specialist

Quantico Base

Director, NAF Human Resources Division
Employees and Labor Relations Specialist

Dennis Ray
Melvene Lanier
Lauren Bailey

William Haas
Richard Keamey

Albany
Equal Employment Opportunity Deputy Director

Deborah Faulkner

Tri-Command

Equal Employment Opportunity Deputy Director Cynthia Golson
MCI PAC

Equal Employment Opportunity Deputy Director Vacant




Performance

Standards
Title Name Address the
Plan?
(Yes or No)
MCI East ) . Michael Arkin
Equal Employment Opportunity Deputy Director
Planned Activities Toward Completion of Objective
Sufficient . .
. Modified Completion
(;rr:;?: (t‘ I':;;t;) Planned Activities Fsutr;?fli:g'? Date Date
(Yes or No) (mm/ddiyyyy) {mmiddiyyyy)

MCI West Planned Activities

Conduct RA training for supervisors
09/30/2024 and managers to discuss timeliness
and processing. (All NAF Commands)

Collaborate with the HR Training
Departments to determine the current
RA trainings online continue to be

09/30/2024 advertised for supervisors and
managers to take on TWMS. (All NAF
Commands)

Administration and Resource Planned Activities

Complete the hiring process to bring
on additional staff to assist with
12/15/2023 processing NAF RA requests. (Capital

Region and Quantico)

Work with new RA team in efforts to
03/31/2024 further'streamf.ine the RA pro_cess.
{Capital Region and Quantico)

Track RA request processing to
determine if timeliness has improved.

06/30/2024

(Capital Region and Quantico)




No plan submitted waiver new DDEEQ

Sufficient .
Modified Completion
(:1?1:?:; 13;;3) Planned Activities Fs“::?fi‘:g.g' Date Date
(Yes or No) {mmiddiyyyy) (mm/ddiyyyy)
Analyze RA program and request
09/30/2024 additional billets, if required. (Capital
Region and Quantico)
Albany Planned Activities

MCI PAC Planned Activities

No plan submitted waiver vacant DDEEO billet

Tri-Command Planned Activities

No plan submitted waiver new DDEEQ

MCI East Planned Activities

No plan submitted waiver new DDEECO

Report of Accomplishments

Fiscal Year

Accomplishments

FY 2024




EEOC Form
U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT

MD-715 — FY24 Part H NAF
Agency EEOQ Plan to Attain the Essential Elements of a Model EEO Program

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

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

Statement of Model Program Essential Element Deficiency

Type of Program

Deficiency Brief Description of Program Deficiency

s The command has not established timetables/schedules to review at regular
intervals its merit promotion program, employee recognition awards program,
employee developmentitraining programs, and management/personnel policies,
procedures, and practices for systemic barriers that may be impeding full

C.4 — The agency ensures participation in the program by all EEO groups.

effective coordination between its

EEO programs and Human s The EEOQ office has not collaborated with the HR office to: Develop and/or
Resources {HR) program. conduct outreach and recruiting initiatives.

= The EEO office has not collaborated with the HR office to: |dentify and remove
barriers to equal opportunity in the workplace.

Objective(s) and Dates for EEQ Plan

Date Initiated
{mm/ddiyyyy)

Objective

Target Date
(mm/ddiyyyy)

Modified Date
(mm/dd/yyyy)

Date
Completed
(mm/ddiyyyy}

10/01/2023

The United
States Marine
Corps review
policies,
practices and
procedures
regarding
barriers of the
workforce, while
attempting to
gain funding and
volunteers to
ensure that this

09/30/2024




. . Date
Date Initiated . Target Date Modified Date
{(mmiddiyyyy) RRjSct {mm/dd/yyyy) {mm/ddiyyyy) Eambsted
{mmiddlyyyy)
objective is
done.
Responsible Official(s)
Performance
Standards
Title Name Address the
Plan?
{Yes or No})
MCI West
Deputy Director, EEQ Dan Grissom
MCRD
Human Resources Director Vacant

Chief of Staff/Executive Officer
Miramar

Human Resources Director
Chief of StafffExecutive Officer
Camp Pend!eton

Human Resources Director
Chief of Staff/Executive Officer
29 Palms

Human Resources Director
Chief of Staff/Executive Officer
Yuma

Human Resources Director
Chief of Staff/Executive Officer

Colonel Charles VonBergen

Kelli Clear
LtCol Luke Esposito

Mona Dodd
Colonel Charles Dudik

Heather Curtis
Colonel Scott A. Gehris

Mona Dodd
LtCol Jacob S. Reeves

Administration and Resource

Capital Region — Field Office

Deputy Director, NAF Human Resources
Persennel and Policy Branch Head
Supervisory Labor and Employee Relations
Specialist

Quantico Base

Director, NAF Human Resources Division
Employees and Labor Relations Specialist

Dennis Ray
Melvene Lanier
Lauren Bailey

William Haas
Richard Keamney

Albany
Equal Employment Opportunity Deputy Director

Deborah Faulkner

Tri-Command
Equal Employment Opportunity Deputy Director

Cynthia Golson




Performance
Standards
Title Name Address the
Plan?
{Yes or No)
MCi PAC
Equal Employment Opportunity Deputy Director Vacant
MCI East ) . Michael Arkin
Equal Employment Opportunity Deputy Director
Planned Activities Toward Completion of Objective
Sufficient
Modified Completion
Target Date —_— Funding &
(mmiddiyyyy) Planned Activities Staffing? Date Date
(Yes or No) {(mm/ddiyyyy) (mmidd/yyyy)

MCI West Planned Activities

Establish a timeline prior to the
annual MD-715 briefs with the
commands to review the merit
systems program, awards

09/30/2024 program, and

development/training programs

to determine if there are any

barriers. (All NAF Commands)

No

Administration and Resource Planned Activities

Establish appropriate NAF HR
points of contact to assist in this
effort and establish a timetable
for meetings to be held. {Capital
Region and Quantico)

12/31/2023

Schedule and hold the first
meeting with NAF HR to discuss
possible outreach and recruiting

initiatives, and to review and
discuss HR policies, procedures,
and practices. {Capital Region
and Quantico)

03/31/2024




Target Date
{mm/ddiyyyy)

Planned Activities

Sufficient

Funding &

Staffing?
{Yes or No)

Modified
Date
{mm/ddiyyyy)

Completion
Date
(mmiddiyyyy)

06/30/2024

Provide any deficiencies
regarding policies, procedures
and practices determined by
NAF HR and EEQ to Senior
Leadership and request for
funding to address this effort, if
required. (Capital Region and
Quantico)

09/30/2024

Start implementing any updated
policies, procedures and
practices approved by Senior
Leadership, if applicable.
(Capital Region and Quantico)

Albany Planned Activities

No plan submitted waiver new DDEEQ

Tri-Command Planned Activities

No plan submitted waiver new DDEEQ

MCI East Planned Activities

No plan submitted waiver new DDEEQ

MCI PAC Planned Activities

No plan submitted waiver vacant DDEEO billet




Report of Accomplishments

Fiscal Year

Accomplishments

FY 2024




EEQOC Form

U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEQC PROGRAM STATUS REPORT

MD-715 — FY24 Part H NAF
Agency EEO Plan to Attain the Essential Elements of a Model EEO Program

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

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

Statement of Model Program Essential Element Deficiency

Type of Program
Deficiency

Brief Description of Program Deficiency

D.1 - The agency conducts a

reasonable assessment to monitor
progress towards achieving equal

employment opportunity
throughout the year.

The command does not have a process for identifying triggers in
the workplace.

The command does not regularly use the following sources of
information for trigger Identification: workforce data;
complaint/grievance data; exit surveys; employee climate surveys;
focus groups; affinity groups; union; program evaluations; special
emphasis programs; reasonable accommodation program; anti-
harassment program; and/or external special interest groups.

Objective(s) and Dates for EEO Plan

Date initiated Obijective Target Date Modified Date Date Completed

(mm/ddlyyyy) J (mmiddiyyyy) {mm/ddiyyyy) (mmidd/yyyy)
The United
States Marine
Corps will
review data to
identify triggers

10/01/2023 LU el 3 09/30/2024

Will seek to gain
access to other
data within the
agency to
identify triggers
in the workforce.




Responsible Official(s)

Title

Name

Performance
Standards
Address the
Plan?
{Yes or No)

MCI West

Deputy Director, EEQ

MCRD

Human Resources Director
Chief of Staff/Executive Officer
Miramar

Human Resources Director
Chief of Staff/Executive Officer
Camp Pendleton

Human Resources Director
Chief of Staff/Executive Officer
29 Palms

Human Resources Director
Chief of StafffExecutive Officer
Yuma

Human Resources Director
Chief of StafffExecutive Officer

Dan Grissom

Vacant
Colonel Charles VonBergen

Kelli Clear
LtCol Luke Esposito

Mona Dodd
Colonel Charles Dudik

Heather Curtis
Colonel Scott A. Gehris

Mona Dodd
LtCol Jacob S. Reeves

Administration and Resource

Capital Region — Field Office

Deputy Director, NAF Human Resources
Personnel and Policy Branch Head
Supervisary Labor and Employee Relations
Specialist

Quantico Base

Director, NAF Human Resources Division
Employees and Labor Relations Specialist

Dennis Ray
Melvene Lanier
Lauren Bailey

William Haas
Richard Keamey

Albany
Equal Employment Opportunity Deputy Director

Deborah Faulkner

Tri-Command
Equal Employment Opportunity Deputy Director

Cynthia Golson

MCI PAC
Equal Employment Opportunity Deputy Director

Vacant

MCI East
Equal Employment Opportunity Deputy Director

Michael Arkin




Planned Activities Toward Completion of Objective

Sufficient
Target Date Fung ing Modified Completion
Planned Activities Date Date
mm/dd/ Staffing?
(mmiddiyyyy) rad (mmiddlyyyy) | (mmiddlyyyy)
No)
MCI West Planned Activities
Review complaints data to determine if No
there are any triggers (e.g. higher
09/30/2024 number of complaints related to non-
selection). (All NAF Commands)
Administration and Resource Planned Activities
Compile NAF EEO (to include
harassment} and Reasonable
Accommaodation data. Start gathering
03/31/2024 data frgm the DON E_xit Surveys and
work with HR to obtain data from any
climate surveys and focus groups.
(Capital Region and Quantico)
Start analyzing data and input from
various sources to identify any triggers
06/30/2024 to be addressed. {Capital Region and
Quantico)
Continue to analyze data and input from
various sources to identify triggers to be
00/30/2024 addressed and work on plans to

address triggers. (Capital Region and
Quantico)

Albany Planned Activities

No plan submitted waiver new DDEEQ

Tri-Command Planned Activities

No plan submitted waiver new DDEEQ




Target Date
{(mm/ddiyyyy)

Planned Activities

Sufficient

F“";""g Modified
Date
Staffing?
(Yae;ngr (mmiddiyyyy)
No)

Completion
Date
(mm/dd/yyyy)

MCI East Planned Activities

No plan submitted waiver new DDEEO

MCI PAC Planned Activities

No plan submitted waiver vacant DDEEOQ billet

Report of Accomplishments

Fiscal Year

Accomplishments

FY 2024




EEQC Form

U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEQ PROGRAM STATUS REPORT

MD-715 — FY24 Part H NAF
Agency EEO Plan to Attain the Essential Elements of a Model EEO Program

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

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

Statement of Model Program Essential Element Deficiency

Type of Program
Deficiency

Brief Description of Program Deficiency

D.2 — The agency
identifies areas where
barriers may exclude
EEO groups

The command does not have a process for analyzing the identified
triggers to find possible barriers.

The command does not regularly examine the impact of
management/personnel policies, procedures, and practices by race,
national origin, sex, and disability.

The command does not regularly examine the impact of
management/personnel policies, procedures, and practices by race,
national origin, sex, and disability.

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

Objective({s) and Dates for EEO Plan

Date Initiated
{mmiddlyyyy)

Objective

Date
Completed
(mm/ddiyyyy)

Target Date
{mm/ddlyyyy)

Modified Date
{mmidd/yyyy)

10/01/2023

To ensure the
agency
identifies areas
where barriers
may exclude
EEO groups.
Retain

09/30/2024




. . Date
Date Initiated Target Date Modified Date
Objective Completed
fdd/f
(mmiddiyyyy) (mmiddiyyyy) (mmiddlyyyy) (mmiddiyyyy)
volunteers to
review the data.
Responsible Official(s)
Performance
_ Standards
Title Name Address the
Plan?
(Yes or No}
MC| West
Deputy Director, EEO Dan Grissom
MCRD
Human Resources Director Vacant

Chief of Staff/Executive Officer
Miramar

Human Resources Director
Chief of StafffExecutive Officer
Camp Pendleton

Human Resources Director
Chief of Staff/Executive Officer
29 Palms

Human Resources Director
Chief of Staff/Executive Officer
Yuma

Human Resources Director
Chief of Staff/Executive Officer

Colonel Charles VonBergen

Kelli Clear
LtCol Luke Esposito

Mona Dodd
Colonel Chares Dudik

Heather Curtis
Colonel Scott A. Gehris

Mona Dodd
LtCol Jacob S. Reeves

Administration and Resource

Capital Region-Field Office

Deputy Director, NAF Human Resources
Personnel and Policy Branch Head
Supervisory Labor and Employee Relations
Specialist

Quantico Base

Director, NAF Human Resources Division
Employees and Labor Relations Specialist

Dennis Ray
Melvene Lanier
Lauren Bailey

William Haas
Richard Keamey

Albany
Equal Employment Opportunity Deputy Director

Deborah Faulkner

Tri-Command
Equal Employment Opportunity Deputy Director

Cynthia Golson




Performance

Standards
Title Name Address the
Plan?
(Yes or No)
MCI PAC
Equal Employment Opportunity Deputy Director Vacant
MCI East . ) Michael Arkin
Equal Employment Opportunity Deputy Director
Planned Activities Toward Completion of Objective
Sufficient : .
Target Date Pl d Activiti Funding & M%d'ﬁed Corgpletlon
(mm/ddiyyyy) anned Activities Staffing? ate ate
(Yes or No) {mmiddiyyyy) (mmiddiyyyy)
MCI West Planned Activities
Review complaints data to Yes
determine if there are any
triggers {(e.g., higher number
09/30/2024 of complaints related to non-
selection). (ALL NAF
Commands)
Administration and Resource Planned Activities
Solicit NAF volunteers from
the command to assist in
12/31/2023 this effort. (Capital Region
and Quantico)
Develop a process for
analyzing triggers {once
/131/2024 identified) to find possible
03 barriers. (Capital Region and
Quantico)
Once regularly scheduled
meetings are established to
06/30/2024 review policies, procedures,

and practices, examine them
as they relate to race,




Sufficient . :
h Modified Completion
(;i:?:; ,3:;?,) Planned Activities Fsut:?fli:g'? Date Date
(Yes or No) (mmiddfyyyy) (mmiddiyyyy)
national origin, sex, and
disability. (Capital Region
and Quantico}
Start reviewing various
sources of information to
find barriers
09/30/2024 (complaint/grievance various
data and surveys, etc.).
{Capital Region and
Quantico)
Albany Planned Activities

No plan submitted waiver new DDEEQO

Tri-Command Planned Activities

No plan submitted waiver new DDEEOQ

MCI East Planned Activities

No plan submitted waiver new DDEEQO

MCI PAC Planned Activities

No plan submitted waiver vacant DDEEO billet

Report of Accomplishments

Fiscal Year

Accomplishments

FY 2024




EEOC Form

U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEOQ PROGRAM STATUS REPORT

MD-715 — FY24 Part H NAF
Agency EEO Plan to Attain the Essential Elements of a Model EEO Program

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

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

Statement of Model Program Essential Element Deficiency

Type of Program Deficiency Brief Description of Program Deficiency

D.3 - The agency identifies areas + The command has not identified one or more barriers during
where barriers may exclude EEQ the reporting period, the command was unable to implement
groups in the plans a plan in Part |, including meeting the target dates for the
planned activities.

Objective(s) and Dates for EEQ Plan

Date Initiated
{mm/iddiyyyy)

Objective

Target Date
(mm/ddiyyyy)

Modified Date
(mm/ddiyyyy)

Date
Completed
(mmiddlyyyy}

10/01/2023

To ensure the
agency
identifies areas
where barriers
may exclude
EEO groups.
Will continue to
execute the
plans previously
set forth,

09/30/2024

Responsible Official(s)




Title

Name

Performance
Standards
Address the
Plan?
{Yes or No)

MCI West

Deputy Director, EEQ

MCRD

Human Resources Director
Chief of Staff/Executive Officer
Miramar

Human Resources Director
Chief of Staff/Executive Officer
Camp Pendieton

Human Resources Director
Chief of Staff/Executive Officer
29 Palms

Human Resources Director
Chief of StafffExecutive Officer
Yuma

Human Resources Director
Chief of Staff/Executive Officer

Dan Grissom

Vacant
Colonel Charles VonBergen

Kelli Clear
LtCol Luke Esposito

Mona Dodd
Colonel Charles Dudik

Heather Curtis
Colonel Scott A. Gehris

Mona Dodd
LtCol Jacob S. Reeves

Administration and Resource

Capital Region-Field Office

Deputy Director, NAF Human Resources
Personnel and Policy Branch Head
Supervisory Labor and Employee Relations
Specialist

Quantico Base

Director, NAF Human Resources Division
Employees and Labor Relations Specialist

Dennis Ray
Melvene Lanier
Lauren Bailey

William Haas
Richard Keamey

Albany
Equal Employment Opportunity Deputy Director

Deborah Faulkner

Tri-Command

Equal Employment Opportunity Deputy Director Cynthia Golson
MCI PAC

Equal Employment Opportunity Deputy Director Vacant

MCI East Michael Arkin

Equal Employment Opportunity Deputy Director




Planned Activities Toward Completion of Objective

Sufficient
Taraet Date Fung ng Modified Completion
(mm?d diyyyy) Planned Activities Staffing? Date Date
(Yes or (mm/ddlyyyy} (mmiddlyyyy)
No}
MCI West Planned Activities
Review data to identify if barriers exist. No
09/30/2024 (All NAF Commands)
Work with the HRO's to ensure No
MCIWEST is manned to 100%. (All
09/30/2024
NAF Commands)
Administration and Resource Planned Activities
Start analyzing data from various
sources to identify at least one barrier
hich may exclude EEQ groups
/3112024 w y group
03 during this reporting period.(Capital
Region and Quantico)
Work on FY24 Part | planned activities
to show some progress in attempting
09/30/2024 to eliminate the identified barrier.

{Capital Region and Quantico)

Albany Planned Activities

No plan submitted waiver new DDEEO

MC| PAC Planned Activities

No plan submitted waiver vacant DDEEO billet

Tri-Command Planned Activities

No plan submitted waiver new DDEEQ




Target Date
{mm/iddiyyyy)

Planned Activities

Sufficient
Funding

Py Modified
Date
Staffing?
(;‘esnogr {mm/ddiyyyy)
No)

Completion
Date
(mmiddiyyyy)

MCi East Planned Activities

No plan submitted waiver new DDEEO

Report of Accomplishments

Fiscal Year

Accomplishments

FY 2024




EEOC Form

U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEGC PROGRAM STATUS REPORT

MD-715 — FY24 Part H NAF
Agency EEO Plan to Attain the Essential Elements of a Model EEO Program

Please describe the status of each plan that the agency has implemented to correct deficiencies in the EEQO program.

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

Statement of Model Program Essential Element Deficiency

Type of Program Deficiency Brief Description of Program Deficiency

D.4 - The agency be active with affirmative action | The command has not posted its affirmative action plan on its internal
plans website.

Objective(s) and Dates for EEQ Plan

. . Date
Date Initiated N Target Date Modified Date

Objective Completed
(mmiddiyyyy) (mm/ddlyyyy) {mmiddiyyyy) (mmiddiyyyy)

To ensure the
agency has the
affirmative
action plan in
10/01/2023 place for 09/30/2024
viewing
purposes of
those in and out
of the agency.

Responsible Official(s)




Title

Name

Performance
Standards
Address the
Plan?
(Yes or No)

MCI Wast

Deputy Director, EEQ

MCRD

Human Resources Director
Chief of Staff/Executive Officer
Miramar

Human Resources Director
Chief of StafifExecutive Officer
Camp Pendleton

Human Resources Director
Chief of Staff/Executive Officer
29 Palms

Human Resources Director
Chief of StafffExecutive Officer
Barstow

Human Resources Director
Chief of Staff/Executive Officer
Yuma

Human Resources Director
Chief of Staff/Executive Officer

Dan Grissom

Elizabeth Novelo
Colonel Charles VonBergen

Jet Roa-Cipriani
LtCol Luke Esposito

Lesa Jones
Colonel Charles Dudik

Kimberly Martinez
Colonel Scott A. Gehris

Delilah Vergara
LtCol Arturo Manzanedo

Beverly Steffins
LtCol Jacob S. Reeves

Administration and Resource

Capital Reglon-Field Office

Deputy Director, NAF Human Resources
Personnel and Policy Branch Head
Supervisory Labor and Employee Relations
Specialist

Quantico Base

Director, NAF Human Resources Division
Employees and Labor Relations Specialist

Dennis Ray
Melvene Lanier
Lauren Bailey

William Haas
Richard Kearney

Albany
Equal Employment Opportunity Deputy Director

Deborah Fautkner

Tri-Command
Equal Employment Opportunity Deputy Director

Cynthia Golson

MCI East
Equal Employment Opportunity Deputy Director Michael Arkin
MCI PAC

Vacant

Equal Employment Opportunity Deputy Director




Planned Activities Toward Completion of Objective

Sufficient

N Modified Completion
("T‘?':Ig:; ’3:;;) Planned Activities F&gg;:gg Date Date
(Yes or No) {mm/ddiyyyy) (mm/ddlyyyy}
MCI West Planned Activities
Review the affirmati tion plan. No
09/30/2024 € B
Ensure EEO Specialist post the No
affirmative action plan on to their
09/30/2024 websites and internal bulletin
boards.
Administration and Resource Planned Activities
Research contents of an effective
12/31/2023 Affirmative Action Plan.
Draft Affirmative Action Plan for
03/31/2024 command.
Route Affirmative Action Plan to
06/30/2024 leadership for
approval/concurrence.
Ensure the Affirmative Action Plan
09/30/2024 is posted on command's intemat

website.

Albany Planned Activities

No plan submitted waiver new DDEEQ

MCI PAC Planned Activities

No plan submitted waiver vacant DDEEO billet

Tri-Command Planned Activities

No plan submitted waiver new DDEEC




Target Date
{mm/ddiyyyy}

Planned Activities

Sufficient

Funding & Modified
Staffing? zf:;f
{Yes or No) (mm/ddlyyyy)

Completion
Date
(mm/ddiyyyy)

MCI East Planned Activities

No plan submitted waiver new DDEEOQ

Report of Accomplishments

Fiscal Year

Accomplishments

FY 2024




EEQCC Form

U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEQO PROGRAM STATUS REPORT

MD-715 — FY24 Part H NAF
Agency EEO Plan to Attain the Essential Elements of a Model EEO Program

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

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

Statement of Model Program Essential Element Deficiency

Type of Program
Deficiency

Brief Description of Program Deficiency

E.1 - The agency maintains an

efficient, fair, and impartial
complaint resolution process.

The command did not 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).

The command did not issue acknowledgment letters immediately
upon receipt of a formal complaint, pursuant to MD-110, Ch. 5{(1).

The command did not issue acceptance letters/dismissal decisions
within 30 days from the date of receipt of the formal complaint.

The command did not issue all reports of investigation on or before
180 days (or, for when an extension was granted, on or before 270
days).

Objective(s) and Dates for EEO Plan

Date Initiated Obiective Target Date Modified Date Date Completed
(mm/ddlyyyy) J (mmiddlyyyy) (mm/ddlyyyy} {mm/ddlyyyy)
The United
States Marine
will continue to
10/01/2023 attempt to be in 09/30/2024

compliance with
time lines set
forth by EEOC.




Responsible Official(s)

Title

Name

Performance
Standards
Address the
Plan?
(Yes or No)

MCI West

Deputy Director, EEO

MCRD

Human Resources Director
Chief of StafffExecutive Officer
Miramar

Human Resources Director
Chief of StafffExecutive Officer
Camp Pendleton

Human Resources Director
Chief of StafffExecutive Officer
29 Palms

Human Resources Director
Chief of StafffExecutive Officer
Yuma

Human Resources Director
Chief of StafffExecutive Officer

Dan Grissom

Vacant
Colonel Charles VonBergen

Kelli Clear
LtCol Luke Esposito

Mona Dodd
Colonel Charles Dudik

Heather Curtis
Colonel Scott A. Gehris

Mona Dodd
LtCol Jacob S. Reeves

Administration and Resource

Capital Region-Field Office

Deputy Director, NAF Human Resources
Personnel and Policy Branch Head
Supervisory Labor and Employee Relations
Specialist

Quantico Base

Director, NAF Human Resources Division
Employees and Labor Relations Specialist

Dennis Ray
Meivene Lanier
Lauren Bailey

William Haas
Richard Keamey

MCI East
Deputy Director Equal Employment Opportunity

Michael Arkin

Tri-Command

Equal Employment Opportunity Deputy Director
Equal Employment Opportunity Specialist
Commander

Cynthia Golson
(Vacant)
Colonel Mark D. Bortnem

Yes
Yes

Planned Activities Toward Completion of Objective




Target Date
(mmiddiyyyy
)

Planned Activities

Sufficient
Funding &
Staffing?
(Yes or No})

Modified Date
{mm/ddiyyyy)

Completion
Date
(mmiddlyyy
y})

MCI West Planned Activities

09/30/2024

Process all complaints within the
timeframe imposed by
DON/IRCMS/EEOQC. (All NAF
Commands)

Yes

Administration and Resource Planned Activities

12/15/2023

Complete the hiring process to hire
additional staff to assist with the
efficient and timely processing of EEQ
complaints. (Capital Region and
Quantico)

313112024

Start analyzing progress of
implementing additional staffing — for
NAF cases, monitor to see if Rights
and Responsibilities were issued in
initial counseling session, if Notice of
Right to File and acknowledgement
letters were issued in a timely manner
and ensure Acceptance/ Dismissal
Letters were issued within 30 days
from receipt of Formal EEO
Complaint; track status of EEQ
investigations prior to due date to
ensure they are issued timely. (Capital
Region and Quantico)

06/30/2024

Use new DON EEC Complaint
tracking system, ETK, to determine if
EEO complaint processing timeliness

has improved. (Capital Region and
Quantico)

09/30/2024

Analyze EEQ complaints program and
request additional billets, if required.
(Capital Region and Quantico)

Tri-Command Planned Activities




Sufficient Completion
Target Date
Funding & Modified Date Date
(mm!d)dlyyyy Planned Activities Staffing? (mmiddlyyyy) (mmiddiyyy
(Yes or No) y)
Monitor timelines to ensure No
Acceptance/Dismissal Letters are
e issued within 30 days of filing a formal
complaint. (All NAF Commands)
Monitor all Reports of Investigation to No
ensure they are completed in 180
09/30/2024 days or less or 270 days or less when
an extension is granted. (All NAF
Commands)

MCI East Planned Activities

Unresponsive to plan request

Report of Accomplishments

Fiscal Year

Accomplishments

FY 2024




EEQC Form

U.S. Equal Employment Opportunity Commission
FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT
United States Marine Corps

MD-715 - FY24 APF Part |
EEO Plan to Eliminate Identified Barrier

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

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

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

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

Source Specific
of the Workforce Narrative Description of Trigger
Trigger Data Table

Appropriated Fund Workforce Analysis (APF)

The Appropriated Fund workforce consist of 17,904 employees.
There were several identifiable triggers that were compared to the
National Civilian Labor Force Statistics (NCLF) and other relevant
statistical benchmarks.

*The HR Link database that the Marine Corps utilizes has been
identified to contain some data errors.

In review of the data from FY17 to FY23, there is a major trend for
some of the major ethnic groups in the USMC civilian workforce.
Workforce Table A1, A3, A4 Four groups — Hispanic, White, Black, and Asian females are
Data Tables and A6 represented in the USMC workforce at lower participation rates
compared to the National Civilian Labor Force (NCLF). For more
than five years, Hispanic, White, Black, and Asian females have
participated at a lower rate than the NCLF. The males for each
ethnic group in the USMC civilian workfarce have participated at
higher participation rates compared to the NCLF during this
period. The data also indicates that 2 or more Races for females
have been below the National Civilian Labor Force (NCLF)
benchmark during this same period.

APF Analysis Accessions and Separation

The male population is leaving the organization faster than joining
the agency. As we look deeper, we see the Hispanic and Black




Source
of the
Trigger

Specific
Workforce
Data Table

Narrative Description of Trigger

males and females are leaving faster than they are being hired.
Also, the White male group is leaving faster than being hired with
36.33% accession and 43.48% separation.

APF Analysis of GS Pay Grades by Ethnic & Gender Groups

The data chart below provides a snapshot of USMC's APF
Permanent Workforce by Grade. The data indicates that Hispanic
males compared to the Permanent Workforce 7.62% has a low
participation rate for each respective grade. Hispanic females and
the Black males are noticeably lower than the Permanent
Workforce at most grades between GS11-15. White males have a
low participation rate in grade GS1-12, compared the Permanent
Workforce 46.44%. There is a low participation rate for Black
males and females, and Asian males and females at GS14-15
grade levels.

Senior Executives Service

In FY23, at the Senior Executive Service level, White males
accounted for 45.45% of the Permanent Workforce. The participation
rate of Asian and American Indian or Alaskan Native males was
18.18% of those represented, the Asian and American Indian or
Alaskan Native participation rate for females was 9.09% of those
represented. There was no representation at the SES level for
Blacks, Hispanics, Native Hawaiian or Other Pacific Islanders, Two or
More Races for both males and females,

The data reflects there is no representation for White females in the
Permanent Workforce. It was determined that there are eight White
females in the Senior Executive Service category in the Permanent
Workforce per data reflected in Human Resource reports.

Footnote - The SES numbers represented above in reference to the
White females were provided by HR; however, they conflict with the
data pulled from the HR Link data tables used by EEQ for the MD-
715 report.

APF Analysis of Occupations, Mission Critical Occupational
Categories and Management Categories

The data for Occupational Categories compared to permanent
employees show a Low Participation Rate (LPR) in the
Occupational Categories. The Hispanic and White males and
females display a LPR in the Laborers and Helpers group. The
Asian males and females display a LPR in the Craft Workers and
Operatives, The Hispanic, White and Black females experience
LPR for Craft Workers, Technical, Labors and Helpers and
Operatives. The Technical Category has a LPR for Black and
Asian males and females. The male population for the ethnic
groups has a Low Participation Rate (LPR) for Administrative
Support and Hispanic, White, and Black have a {LPR) for the
Professional category.




Source
of the
Trigger

Specific
Workforce
Data Table

Narrative Description of Trigger

An analysis was conducted on the FY23 United States Marine
Corps (USMC) Occupational Civilian Labor Force (OCLF) by
gender and ethnic group. The Mission Critical jobs were
compared to the OCLF. In the IT field there is a Low Participation
Rate (LPR) for White and Asian males and females. In the
Contracting field there is a LPR for Hispanic and White males and
females, and Asian males. In the Logistics Management field there
is a LPR for Hispanic and Asian males and females, as well as
White females. There is a LPR in the Financial Administrative and
Program for White females and Asian males,

The FY23 data was compared to the Permanent Workforce. The
data indicated that a large number of Executives, Managers,
Supervisors and Other Officials Managers in certain Categories
had a Low Participation Rate compared to the Permanent
Workforce. In this category, White males exceeded the
Permanent Workforce participation rate in three of the four
categories. Hispanic males and females, Black males and
females, Asian males and females all had a Lower Participation
Rate for Managers and Executives when compared to the
Permanent Workforce. Black and Asian females have a low
participation rate in every occupational category. Asian males
experienced a low participation rate in three of the four
occupational categories.

APF Analysis of Awards and Recognition

Time Off Awards -Time Off Awards both males and females were
able to meet the average award amount.

Cash Awards - Females received below average for $500 and
under, $501 - $999, $2,000 - 2,999, $4,000 - $4,999 and $5,000 -
$5,999 Cash Award categories. Males received below average for
$1,000 - $1,999 and $3,000 - $3,999 in the Cash Award
categories.

EEO Group(s) Affected by Trigger




Affected by Trigger?

EEQ Group
{Yes or No)
All Men No
All Women No
Hispanic or Latino Males Yes
Hispanic or Latino Females Yes
White Males No
White Females Yes
Black or African American Males Yes
Black or African American Females Yes
Asian Males Yes
Asian Females Yes
Native Hawaiian or Other Pacific Istander Males Yes
Native Hawaiian or Other Pacific Islander Females Yes
American indian or Alaska Native Males Yes
American Indian or Alaska Native Females Yes

Two or More Races Males

Yes




EEO Group

Affected by Trigger?
{Yes or No)

Two or More Races Females

Yes

Barrier Analysis Process

Source
Reviewed? Identify Information
Sources of Data Collected
{Yes or No)
Table A1, A3, A4, and A6.
Workforce Data Tables Yes Census data
Complaint Data {Trends) Yes FY23 - 462 Report
Grievance Data (Trends) No
Findings from Decisions (e.g., EEO, Grievance, No
MSPB, Anti-Harassment Processes)
Climate Assessment Survey {e.g., FEVS) No
Exit Interview Data Yes Exit Interviews
Focus Groups Yes Focus Groups were not
P conducted
Interviews Yes Exit Interviews




Source

Reviewed? Identify Information
Sources of Data Collected
(Yes or No)
Reports {e.g., Congress, EEQC, MSPB, GAO, No No interviews were
OPM) conducted
Other (Please Describe) No

Status of Barrier Analysis Process

Barrier Analysis Process Completed?

{Yes or No)

Barrier(s) Identified?

{Yes or No)

No

No

Statement of Identified Barrier(s)

Description of Policy, Procedure, or Practice

Cherry Point - Command has not uncovered a policy, procedure or practice determined to be the barrier.

Objective(s) and Dates for EEQ Plan




Suffici
ent
Date Target F“"g'“ Modified c o?natfet .
Objecti Initiated Date i Date o
ve (mmiddiyy (mmiddiyy anin (mmiddiyy
g7 {mmi/dd/yy
yy) yy) yy)
yy)
(Yes or

No)
Conduct No
Barrier 10/01/2023
Analysis

Responsible Official(s)
Performance
Standards Address
Title Name the Plan?
{Yes or No)

MCI West Yes
Deputy Director, EEO Dan Grissom
MCRD

Human Resources Director
Chief of StafffExecutive Officer
Miramar

Human Resources Director
Chief of Staff/Executive Officer
Camp Pendleton

Human Resources Director
Chief of Staff/Executive Officer
29 Palms

Human Resources Director
Chief of StafffExecutive Officer
Barstow

Human Resources Director
Chief of StaffiExecutive Officer
Yuma

Human Resources Director
Chief of Staff/Executive Officer

Elizabeth Novelo
Colonel Charles VonBergen

Jet Roa-Cipriani
LtCol Luke Esposito

Lesa Jones
Colonel Charles Dudik

Kimberly Martinez
Colonel Scott A. Gehris

Delilah Vergara
LtCol Arturo Manzanedo

Beverly Steffins
LtCol Jacob S. Reeves

MCI PAC

Deputy Director, EEO Vacant
Administration and Resource

Deputy Director, EEO Penny Thomison

MARCORSYSCOM




Title

Name

Performance
Standards Address
the Plan?

(Yes or No)

Marine Corps Systems Command
Director of Human Capital Management
CAPITAL REGION - FIELD OFFICE
Director of Marine Corps Staff

Director of Administration and Resource
Management Division

Deputy Director, Equal Employment
Opportunity

TECOM

AC/S, G1

Civilian Manpower Branch Head, G1
Workforce Development Section Head
Model EEO Analyst/Work Life Program
Manager

QUANTICO BASE

Commanding Officer

Sheila Johnson

Lieutenant General G. P, Olson
Andrew Sullivan
Penny Thomison

Heather Cotoia
Stephanie Andrews
Armando Quispe
Devon Lee

Colonel Michael L. Brooks

Civilian Manpower Branch G1 Melissa White
Cherry Point
Deputy Director, EEQ Lindsay Smith

Human Resources Officer

Vanessa Lawrence

MCI East
Deputy Director, EEQ

Mike Arkin

Tri Command
Deputy Director, EEQ
Beaufort

Parris Island

Cynthia Golson

Albany
Deputy Director, EEQ

Deborah Faulkner

Planned Activities Toward Completion of Objective

Modified .
Target Date . Completion Date
P! d Activit Dat
(mmiddlyyyy) anned Activities (rm d“:,;ym (mm/ddiyyyy)
MCI West Planned Activities
09/30/2024 Look into the root cause as to

why Hispanic and Black ethnic




Target Date
{mm/dd/yyyy)

Planned Activities

Modified
Date

{mm/ddiyyyy)

Completion Date
(mmiddiyyyy)

groups are leaving faster than
they are being hired.

09/30/2024

Coordinate with Human
Resources to determine why
underrepresented groups are
predominant in specific series

09/30/2024

Continue to search for Barrier
Analysis training for our EEO
Specialists to attend and put into
practice.

Administration and Resource Planned Activities

1/31/2024

Conduct 1% FY24 Barrier
Analysis Team meeting. Provide
guidance on barrier analysis and

answer questions. Review data
tables and other data sources to
identify at least one barrier which
may exclude certain ethnic
groups during this reporting
period. {Administration and
Resource, MARCORSYSCOM,
TECOM, Quantico)

03/31/2024

Conduct 2™ FY24 Barrier
Analysis Team meeting to check
status of their barrier analysis
efforts and discuss ways to
increase participation in low
demographic areas. Continue
working on barrier analysis.
{Administration and Resource,
MARCORSYSCOM, TECOM,
Quantico}

06/30/2024

Conduct 3" FY24 Barrier
Analysis Team meeting to check
in and obtain updates on barrier

analysis efforts. Continue

working on barrier analysis.
{Administration and Resource,




Target Date
(mm/dd/yyyy)

Modified
Planned Activities Date

{(mmiddiyyyy)

Completion Date
{mm/ddiyyyy)

MARCORSYSCOM, TECOM,
Quantico)

09/30/2024

Conduct 4" Barrier Analysis
Team meeting to share
accomplishments and address
any concerns heading into the
next fiscal year. (Administration
and Resource,
MARCORSYSCOM, TECOM,
Quantico)

09/30/2024

Conduct various EEO-related
training courses throughout the
reporting pericd to employees,

managers and supervisors.
(TECOM)

Cherry Point Planned Activities

1213142023

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

03/31/2024

Examine Hiring and Placement
policies, procedures and
practices. Conduct QTR

analysis of workforce
separations and accessions.

06/30/2024

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

09/30/2024

Provide quarterly updates on the
execution of this plan to local

10




Target Date

{(mmiddiyyyy) Planned Activities

Modified
Date
(mmiddiyyyy)

Completion Date
(mmiddiyyyy)

separations and accessions.
Review promotions and award
information.

Conduct QTR analysis of workforce

MCI East Planned Activities

No plan submitted waiver new DDEEO

Aflbany Planned Activities

No plan submitted waiver new DDEEQO

MCI1 PAC Planned Activities

No plan submitted waiver vacant DDEEO billet

Tri Command Planned Activities

No plan submitted waiver new DDEEO

Report of Accomplishments

Fiscal Year

Accomplishments
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EEOCC Form
U.S. Equal Employment Opportunity Commission

FEDERAL AGENCY ANNUAL EEO PROGRAM STATUS REPORT
United States Marine Corps

MD-715 — FY24 NAF Part |
EEO Plan to Eliminate Identified Barrier

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

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

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

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

Source Specific
of the Workforce Narrative Description of Trigger
Trigger Data Table
Non Appropriated Fund Workforce Analysis (NAF)
The Non-Appropriated Fund workforce consist of 10,587. There
were several identifiable triggers that were compared to the
National Civilian Labor Force Statistics (NCLF) and other relevant
statistical benchmarks.
NAF Analysis of Total Workforce Gender/Ethnic Group vs
NCLF
In review of the data from FY 15 to FY23, there is a major trend
Workforce Table A1, A3, Ad that shows that the Hispanic males, White and 2 or more Races
Data Tables and A8 males and females have been below the National Civilian Labor

Force (NCLF) benchmark for the iast nine years.
NAF Accessions and Separations

In review of the data for FY23 accessions and separations we see
that the Hispanic and White males and Black males and females
left the agency faster than they were hired.

The male population is leaving the organization faster than they
are being hired.

NAF Analysis Occupational Categories




Source
of the
Trigger

Specific
Workforce
Data Table

Narrative Description of Trigger

In review of the Occupational Categories, we see a significant
underrepresentation of Professionals for all ethnic groups except
White and Black females. In the categories of Professionals,
Technician and Sales Workers when compared to the NAF
Permanent Workforce; Hispanic, White, and Asian males have a
Low Participation Rate (LPR). The Hispanic females have a LPR
in seven of the nine occupational categories when compared to the
NAF Permanent Workforce. Black females are underrepresented
in six of the nine categories. We also see a LPR of females across
several ethnic groups in the categories of Craft Worker, Operatives
and Laborer and Helper. All male groups experienced LPR in the
Admin Support Worker group. The Hispanic and Black female
groups experienced LPR for the Total Management category.

NAF Analysis of Pay Band Pay Grades by Ethnic & Gender
Groups

The NAF Pay Band groups were analyzed and compared to the
NAF Permanent Workforce using pay bands NF1 — NF5, The NF6
pay band was not reviewed, because there are only two
employees in that category. In reviewing the data, the majority of
all the ethnic groups are underrepresented at the NF4 and NF5
pay band levels except for White males and females. Asian
males, Hispanic males and females, have a LPR in four of the five
pay bands. White males and females, and Hispanic males have a
LPR compared to the Permanent Workforce in pay bands NF1 and
NF2. Hispanic females have a LPR in pay band INF1. Black males
and females have a LPR in three of the five pay bands.

NAF Analysis of Mission Critical Categories Ethnic group and
Gender

The Mission Critical categories were compared to the benchmark
for the NAF Permanent Workforce. The population data used in
the analysis included at least one hundred or more employees in
each group.

In reviewing this data, Hispanic males have a Low Participation
Rate (LPR) when compared to the Permanent Workforce for all
nine occupations reviewed. White and Asian males experienced a
similar pattern of low paricipation rates in seven of nine
categories. The data also indicated that White females and Black
males have a LPR in six of nine groups. The Hispanic males and
females have a LPR for Sales Assoc, Deployment Readiness and
Recreation Specialist Supervisor. Mission Critical categories
showed there was an underrepresentation of all ethnic groups and
gender in the Deployment Readiness category except for White
females. White females 53.73% is significantly above the
benchmark for the Permanent Workforce 29.38%.

NAF Analysis of Awards and Recognition




Source Specific
of the Workforce
Trigger Data Table

Narrative Description of Trigger

The award distribution was reviewed for the male and female
groups. The average amount of award received was reviewed per

group.

Time Off Award categories the male group received below average
in the categories except the 41 or more hours category. The
female group received above average in all the Time Off Award
categories except for 41 or more hours.

The Cash Award Categories the male group received below
average in all the categories except for Cash Award $4,000 -
$4,999. The female group only received below average in the
Cash Award category of $4,000 - $4,999 which is opposite from
the male group.

EEQ Group(s} Affected by Trigger

Affected by Trigger?
EEO Group
{Yes or No)
All Men Yes
All Women Yes
Hispanic or Latino Males Yes
Hispanic or Latino Females Yes
White Males Yes
White Females Yes
Black or African American Males Yes




Affected by Trigger?

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

Barrier Analysis Process




Source

Sources of Data Reviewed? ldentify Information
Collected
(Yes or No)
Workforce Data Tables Yes ;gble DGR HEIL
Complaint Data (Trends}) No
Grievance Data (Trends) No
Findings from Decisions (e.g., EEQ, Grievance, No
MSPB, Anti-Harassment Processes)
Climate Assessment Survey {e.g., FEVS) No
Exit Interview Data No
Focus Groups Ne
Interviews Nao
Reports (e.g., Congress, EEOC, MSPB, GAQ, No
OPM)
Other (Please Describe) No

Status of Barrier Analysis Process




Barrier Analysis Process Completed? Barrier(s) Identified?
{Yes or No) (Yes or No}
No No

Statement of Identified Barrier(s)

Description of Policy, Procedure, or Practice

Cherry Point - A current policy or procedure that is having a disparate treatment or impact on NAF programming
at the local level has not been identified. Merit staffing systems and competitive hiring along with management
training and outreach activities appear to be helping the agency hit the goals and targets established by Equal
Employment Opportunity Commission. We have a dynamic workforce, and we provide the best possible
support to the agency with the current resources and tools available. Support is needed from Manpower and
Reserve Affairs, as our systems are currently not able to support alternative benchmarks that are based on
most accurate and timely data.

Objective(s) and Dates for EEO Plan

Suffici
ent
Date Target Fungm Modified COIr)r?tleete
Objecti Initiated Date sfa s Date cf
ve (mm/ddlyy (mmiddlyy ! {(mm/ddiyy
g? (mm/ddlyy
yy) yy) yy) vy)
{Yes or
No)
Conduct No
Barrier 10/01/2023 9/30/2024
Analysis

Responsible Official(s)




Performance

Standards
Address the
Title Name Plan?
(Yes or No)
MCI West Yes
Deputy Director, EEQ Dan Grissom
MCRD
Human Resources Director Vacant

Chief of StafffExecutive Officer
Miramar

Human Resources Director
Chief of StaffiExecutive Officer
Camp Pendleton

Human Resources Director
Chief of Staff/Executive Officer
29 Palms

Human Resources Director
Chief of Staff/Executive Officer
Yuma

Human Resources Director
Chief of StafffExecutive Officer

Colonel Charles VonBergen

Kelli Clear
LtCol Luke Esposito

Mona Dodd
Colonel Charles Dudik

Heather Curtis
Colonel Scott A. Gehris

Mona Dodd
LtCol Jacob S, Reeves

MCI PAC

Deputy Director, EEO Vacant

Equal Employment Opportunity Specialist Vacant
Administration and Resources

Capital Region — Field Office Penny Thomison
Deputy Director, EEO Dennis Ray

Deputy Director, NAF Human Resources
Personnel and Policy Branch Head
Supervisory Labor and Employee
Relations Specialist

Quantico Base

Director, NAF Human Resources Division
Employees and Labor Relations Specialist

Melvene Lanier
Lauren Bailey

William Haas
Richard Keamey

Cherry Point
Deputy Director, EEO
Deputy Director EEQ

Lindsay Smith
Robin B. Norwood

MCI East
Deputy Director, EEO

Michael Arkin

Tri Command
Deputy Director, EEOQ
Beaufort

Parris Isiand

Cynthia Golson

Albany
Deputy Director, EEQ

Deborah Faulkner




Title

Name

Performance
Standards
Address the
Plan?

(Yes or No)

MCI West
Deputy Directar, EEQ

Dan Grissom

Planned Activities Toward Completion of Objective

Target Date
{mmiddiyyyy)

Modified
Date

Planned Activities
{mmiddlyyyy)

Completion Date
{mmiddiyyyy)

MCI West Pianned Activities

09/30/2024

Continue to search for
Barrier Analysis training for
our EEQ Specialists to
attend and put into
practice.

09/30/2024

The Regional EEO Office
will connect with the NAF
HRO's to understand their
hiring procedures and
selection criteria to
understand If the
recruitment/applicant/hiring
process is a trigger.

Administration and Resources Planned Activities

1/31/2024

Conduct 15t FY24 Barrier
Analysis Team meeting.
Provide guidance on barrier
analysis and answer
questions. Review data
tables and other data
sources 1o identify at least
one barrier which may
exclude certain ethnic
groups during this reporting
period. (Capital Region and
Quantico Base)




Target Date
(mm/ddiyyyy)

Planned Activities

Modified
Date

{mm/ddiyyyy)

Completion Date
(mmiddiyyyy)

03/31/2024

Conduct 2" FY24 Barrier
Analysis Team meeting to
check status of their barrier
analysis efforts and discuss

ways to increase
participation in low
demographic areas.
Continue working on barrier
analysis. (Capital Region
and Quantico Base)

06/30/2024

Conduct 3™ FY24 Barrier
Analysis Team meeting to
check in and obtain
updates on barrier analysis
efforts. Continue working
on barrier analysis. (Capital
Region and Quantico Base)

09/30/2024

Conduct 4" Barrier
Analysis Team meeting to
share accomplishments
and address any concemns
heading into the next fiscal
year. (Capital Region and
Quantico Base)

Cherry Point Planned Activities

12//01/2023

Monitor A&B Tables

03/01/2024

Examine Recruiting Data

09/30/2024

Examine Exit interview
Data

06/01/2024

Attend Job Fairs

09/012024

Attend Lunch & Learns




No plan submitted waiver new DDEEQ

Modified
Target Date " Completion Date
Planned Activities Date
(mm/dd/yyyy) (mmiddiyyyy) {mmiddiyyyy)
MCI East Planned Activities

Albany Planned Activities

No plan submitted waiver new DDEEO

MCI PAC Planned Activities

No plan submitted waiver vacant DDEEO billet

Tri Command Planned Activities

No pian submitted waiver new DDEEC

Report of Accomplishments

Fiscal Year Accomplishments

2024
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FEDERAL COMMAND/ORGANIZATION ANNUAL EEQ PROGRAM STATUS REPORT

MD-715 - Part J (APF)
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 imprave the recruitment, hiring, advancement, and retention of applicants and
employees with disabilities. All agencies, regardless of size, must complete this Part of the MD-715 report.

Section I: Efforts to Reach Regulatory Goals

EECC 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 disabilities in the
federal government.

1. Using the goal of 12% as the benchmark, does your Command/Organization have a trigger
involving PWD by grade level cluster in the permanent workforce? If "yes", describe the trigger(s)
in the text box.

a. Cluster GS-1 to GS5-10 (PWD) Yes x No
b. Cluster GS-11 to SES (PWD) Yes x No

Cherry Point /Administration and Resource/ MARCORSYSCOM/ Quantico Base— No for both.

TECOM- Yes for both, If the command falls below the 12% benchmark, a concerted effort is made
to recruit/retain qualified applicants to fill available vacancies.

MCI West - 1° Marine Force Storage BN - showed shorifalls at the GS05 and GS 07 with 10% and
7.69% respectively.

29 Palms - showed shortfalls at the GS07 (9.03%); GS09 (8.3%); GS12 (6.56%); and GS 13
{8.33%).

29 Palms — Office of the CG (67884), shows no triggers.

MCB CPEN - showed shortfalls at the GS07 (7.78%); GS08 (9.52%) GS10 (8.33%); and GS12
{10.34%).

MCAS CPEN - showed only one area below the benchmark, GS12 (5.26%).

MCAS Miramar — shows two areas below the benchmark, GS07 (4.92%) and GS11 (10.77%).
MCAS Yuma — shows five areas below the benchmark, GS07 (5.56%) GS08 {11.11%), GS 11
(10%) GS 12 (8.47%) and GS13 (10.71%).

MCLB Barstow — shows all in the first cluster below the benchmark and all in the second cluster
meeting the benchmark.

MCLC Albany (67100) — fell below the benchmark in both clusters.
MCRD - showed very high numbers for all GS levels except one GS06 (7.41%).
MCTSSA — showed two areas below the benchmark, NH03 (9.43%) and NH04 {6.25%).




MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

2. Using the goal of 2% as the benchmark, does your Command/Organization have a trigger
involving PWTD by grade level cluster in the permanent workforce? If "yes", describe the
trigger(s} in the text hox.

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

Cherry Point/ Administration and Resource/ MARCORSYSCOM/ Quantico Base — No for both.

TECOM- Yes for both, If the command falls below the 2% benchmark, a concerted effort is made to recruit
qualified applicants to fill available vacancies.

MC1 West - 15 Marine Force Storage BN - showed shortfalls at the GS09 with 1.54%.
29 Palms - showed shortfalls at the GS07 {1.01%).

29 Palms — Office of the CG (67884), shows no triggers.

MCB CPEN - showed only one below the benchmark, GS07 (1.11%).

MCAS CPEN - has zero IWTD.

MCAS Miramar — shows three areas below the benchmark, GS07 (1.64%) GS09 (1.82%) and GS11
(1.54%).

MCAS Yuma — shows three areas below the benchmark, GS09 (1.96%) GS11 (1.67%) and GS12
(1.69%).

MCLB Barstow — meets the benchmark.

MCLC Albany {67100) — has zero IWTD in the first cluster and met the benchmark in the second cluster.
MCRD - met the benchmark in both clusters.

MCTSSA — met the benchmark in both clusters.

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

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

Cherry Point - Primary staff is briefed on disability numerical goals during bi-weekly staff meeting.
Selecting officials are briefed on the utilization of Schedule A during supervisor training. The current
numbers for the Appropriated workforce are 13.50% identify as having a disability and 3.31% identify as
having a targeted or sever disability. Hiring

managers receive the information via the chain-of-command. Cherry Point exceeding the organizational
goals previously established.




Administration and Resource - Numerical goals are communicated via EEO Supervisor training and
EQD+ Orientation briefings. These goals are also provided during relevant EEQ/MD-715 briefings to the
Commander, Deputy Commander, Executive Director, and the Director of Administration and Resource
Management Division.

MARCORSYSCOM - The 12% PWD and 2% PWTD goals are communicated via EEQ Supervisor training.
These goals are also provided during the Quarterly and State of the EEQ Program briefing to the
Commander, Executive Director, Chief of Staff, Deputy to the Commander Resource Management, and
Director, Human Capital.

TECOM - Communication is conducted using e-mails, meetings and face-to-face discissions.

Quantico Base - Numerical goals are communicated via EEQO Supervisory training and EOD+ Orientation
briefings. These goals are also provided during relevant EEC/MD-715 briefings to the Base Commander.

MCI1 West - The Regional EEQ Deputy Director communicates the APF goal accomplishments annually
during the MD715 brief with each agency head for the various installations.

When consulting with Hiring Managers on the various avenues available to them when filling their
vacancies, the Schedule A program is discussed with them as a very viable option.

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands either
have a new Deputy Director Equal Employment Opportunity or a vacant billet.

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/Organization has in place.

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

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

Yes No x

Marine Corps Wide -There has been a large turnover for the Marine Corps, so the program has not been
compliant. The major subordinate commands continue to brief leadership on the lack of resources and the
effect it has on the Model EEO Program. One command has been able to secure additional billets and offer
full remote billets to conquer this challenge.

Cherry Point - Command has established Part H for the Special Emphasis Program. Part of that plan is to
provide training to SEPM and Barrier analysis Team.

Administration and Resources - For the reporting period, the Reasonable Accommodation (RA) team lost
two valuable employees due to accepting promotions at other agencies, creating a huge void in the RA
program. The Administration and Resources Office processes more RA requests than any other region.




Leadership is very supportive and realizes the need for additional personnel. Approval for additional billets
was authorized in FY23, and the hiring process to hire qualified personnel is currently underway.

MARCORSYSCOM - The Administration and Resource Disability Program Manager (DPM) for all servicing
commands resides in the Capital Region Field Office.

For the reporting period, the Administration and Resource Office Reasonable Accommodation (RA) team lost
two valuable employees due to accepting promotions at other agencies, creating a huge void in the RA
program. The Administration and Resource Office processes more RA requests than any other region. Their
leadership is very supportive and realizes the need for additional personnel. Approval for additional billets
was authorized in FY23, and the hiring process to hire qualified personnel is currently underway.

TECOM - Designated Program Manager to implement the commands disability program.

MCI West - No, at this time, the MCIWEST region has 7 personnel (including one NAF employee and 1
Deputy EEO Officer) in which 2 are located at the Region and the other 4 APF employees are spread out
throughout the western region (minus Yuma and 29 Palms who do not have EEQ Specialist on site). Thus,
the shortage in staff has provided a shortfall in the disability program. However, even with this shortage of
personnel, all personnel within the MCIWEST region do their best to address any questions or concerns
related to the disability program. We are continuing the attempt to fill one vacancy at the Region.

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands either
have a new Deputy Director Equal Employment Opportunity or a vacant billet.

2. Identify all staff responsible for implementing the Command/Organization’s disability
employment program by the office, staff employment status, and responsible official.

# of FTE Staff by
Employment Status
Disability ploy All Individuals
Program Task ful | Part | collateral {Name, Title, Pay Plan/Series/Grade)
Time | Time Duty
. 9 Cherry Point - Lindsay Smith Deputy Director
Processing (GS-0260-12) Bridget Bennett EEO Specialist (GS-
reasonable . 0260 — 09)
accommodation
requests from Administration and Resources Tina Sansone
i Affirmative Employment Program Manager
Z&plllgagtessand (GS-0260-13) Kim Santos
2io} EEO Specialist/RA Program Manager
(GS-0260-12)




MARCORSYSCOM Tina Sansone
Affirmative Employment Program Manager
(GS-0260-13) Kim Santos

EEO Specialist/RA Program Manager
(GS-0260-12)

TECOM Tina Sansone
Affirmative Employment Program Manager
(GS-0260-13)

Quantico Base Tina Sansone

Affirmative Employment Program Manager
(GS-0260-13)

Kim Santos

EEO Specialist/RA Program Manager
(GS-0260-12)

MC| West - CPEN - Perry Reed — Equal
Employment Opportunity Specialist

MCRD - Courtney Whitmore (NEW) - Equal
Employment Specialist

MCAS Miramar — Theresa Dimapilis - Equal
Employment Opportunity Specialist

MCLB - Solange Gonzalez and Amanda Allen—
Equal Employment Specialist

Section 508
Compliance

Cherry Point - Lindsay Smith, Deputy (GS-0260-
12)

Administration and Resources Tina Sansone
Affirmative Employment Program Manager
{GS-0260-13)

MARCORSYSCOM Tina Sansone
Affirmative Employment Program Manager
{G5-0260-13)

TECOM Devon Lee, Program Analyst
GS-0343-11

-G-8

- Tina Sansone

Affirmative Employment Program Manager
GS-0260-13

Quantico Base Tina Sansone
Affirmative Employment Program Manager
{GS-0260-13)

MCI West - Dan Grissom, Deputy Equal
Employment Opportunity Manager, EEO,
MCiWest-MCB CamPen; dan.grissom@usmc.mil




Architectural
Barriers Act
Compliance

Cherry Point - Paul Shrem, Facilities Asset
Manager

Administration and Resources Tina Sansone
Affirmative Employment Program Manager
(GS-0260-13)

MARCORSYSCOM Tina Sansone
Affirmative Employment Program Manager
(GS-0260-13)

TECOM Devon Lee, Program Analyst
GS-0343-11

-G-8

- Tina Sansone

Affirmative Employment Program Manager
GS5-0260-13

Quantico Base Tina Sansone
Affirmative Employment Program Manager
{GS-0260-13)

MCI West - Dan Grissom, Deputy Equal
Employment Opportunity Manager, EEQ,
MClWest-MCB CamPen; dan.grissom@usmc. mil

Selective
Placement
Program

Cherry Point - Mara Getsy
Staffing & Classification
Supervisor

Administration and
Resources/MARCORSYSCOM/TECOM/Quantico
Base — Human Resources

MCI West - Dan Grissom, Deputy Equal
Employment Opportunity Manager, EEO,
MCIWest-MCB CamPen; dan.grissom@usmc.mil

Overall
Disability
Program
Management

Cherry Point - Lindsay Smith, Deputy (GS-0260-
12)

Administration and Resources Tina Sansone
Affirmative Employment Program Manager
{GS-0260-13)

MARCORSYSCOM Tina Sansone
Affirmative Employment Program Manager
{GS-0260-13)

TECOM Tina Sansone
Affirmative Employment Program Manager
(GS-0260-13)




Quantico Base Tina Sansone
Affirmative Employment Program Manager
(GS-0260-13)

MCI West - CPEN — Perry Reed — Equal
Employment Opportunity Specialist

MCRD - Courtney Whitmore (NEW) — Equal
Employment Specialist

MCAS Miramar — Theresa Dimabpilis - Equal
Employment Opportunity Specialist

MCLB - Solange Gonzalez and Amanda Allen—
Equal Employment Specialist

3. Has the Command/Organization 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 No

Marine Corps Wide - Has experienced a high furnover rate, unable to carry out the program in compliance.

It would be beneficial for the agency to have EEQ Specialist specifically for the NAF agency for more
resources.

Cherry Point - EEO Specialist and Assistant completed DEOMI Disability Program Manger Course FY23.
EEO Office needs additional members to carry out responsibilities for the Special Emphasis program.

Administration and Resources /Quantico Base- The Affirmative Employment Program Manager and RA
Program Manager attended Federal Dispute Resolution Training courses related to the Disability Program
and Reasonable Accommodation in August 2023. In addition, they participated in online training, lunch and
learn sessions related to RA updates, and professional development courses.

MCI West - Reasonable Accommodation online training available via TWMS March 2022 is the initial
training and every new employee will complete this training within 90 days of their employment.

The Disability Program Manager's Course August 2023,

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands either
have a new Deputy Director Equal Employment Opportunity or a vacant billet.

B. Plan to Ensure Sufficient Funding for the Disability Program

Has the Command/Organization provided sufficient funding and other resources to successfully
implement the disability program during the reporting period? If "no", describe the




Command/Organization’s plan to ensure all aspects of the disability program have
sufficient funding and other resources.

Yes No x

Processing RA Requests from applicants and employees with disabilities

Marine Corp Wide - We have experienced a high turnover, so we have not been successful with the
disability program as the resources are limited. Socme commands are attempting to gamer more billets
and offer full remote opportunities.

Cherry Point - EEO staff is proficient at processing RA requests.

Administration and Resources/MARCORSYSCOM/Quantico Base- Receives more RA requests than
any other Marine Corps EEO Office. There is a severe lack of resources when it comes to processing
RA requests. Leadership approved funding to hire additional personnel and the process to hire qualified
personnel is currently underway.

MC) West - Yes, we work with the supervisors to ensure Reasonable Accommodations are managed
and coordinated in a timely manner in accordance with the DON policies, and accommodated whether it
be with schedules, certain equipment needs, etc. to ensure they can meet the requirements of the
position and excel with equal opportunities.

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant hillet.

Special Emphasis Program for PWD and PWTD

Marine Corp Wide - We have experienced a high turnover, so we have not been successful with the
disability program as the resources are limited. Some commands are attempting to garner more billets
and offer full remote opportunities.

Cherry Point - Plan H established for FY24 to recruit volunteers for program.

Administration and Resources/MARCORSYSCOM/Quantico Base - Currently in the process of hiring
an EEQ Specialist to assist with the Special Emphasis Program.

TECOM - Program Manager facilitates the coordination of funding and other resources between the
command and Administration and Resource Office,

TECOM G-8 manages the funding to support the implementation of the command's Special Emphasis
Program for PWD and PWTD.

MCI West - DON Campaign for Self-ldentification of a Disability.
CPEN - No. Budgetary constraints does not allow for any additional qualified staff to be hired to

implement and provide oversight on the Disability Program. [f funding and structure become available, it
would be more appropriate for the placement of the position(s) within the EEQO Office.




MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

Section llI: 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/Organization’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/Organization use to identify
job applicants with disabilities, including Individuals with Targeted Disabilities:

**The major subordinate commands use a combination of the below to identify job applicants
with disabilities. **

DoD Shared List of People with Disabilities
Wounded Warrior Program

Job Fairs dedicated to PWD/PWTD
Schools primarily enrolling PWD/PWTD
Other schools with programs dedicated to
PWD/PWTD

State Vocational Rehabilitation Offices
Other (describe below)

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

Cherry Point - Vacancies are vetted through the resume database for IWD that is provided by the
sources in section I, A, 1.

Administration and Resources - The command uses Schedule A to recruit PWD and PWTD.
Human Resources accepts resumes directly from Schedule A candidates and provides to commands
for consideration of current and future vacancies.

MARCORSYSCOM - Continues to utilize several resources and programs to identify job applicants
with disabilities including Schedule A and 30% Disabled Veteran hiring authorities.
MARCORSYSCOM is registered in The Workforce Recruitment Program (WRP) which offers access
to a large pool of qualified candidates with disabilities and its use is briefed and recommended to
hiring managers. Hiring managers can view resumes of candidates that are eligible to be hired
through Schedule A hiring authority.

TECOM - Job announcements are open to PWD, PWTD, and Schedule A applicants for positions in
the permanent workforce.




Quantico Base — We use Schedule A hiring authority and veteran’s preference.

MCI West - MCRD - Schedule A Program, 30 % compensable veterans, Workforce Recruitment
Program (WRP).

MCAS Miramar - vacancy announcements open to those with disabilities (Schedule A, 30% or more
disabled).

MCLB Barstow - When the hiring official is ready to recruit. The HR specialist will schedule a
strategic recruitment discussion and discuss all hiring autherities to include Schedule A to recruit
PWD and PWTD for position in the permanent workforce.

CPEN - All positions posted on USAJOBS provides specific information for individuals with
disabilities as well as those who are requesting RA.

29 Palms - use Schedule A in our area of consideration for all sedentary vacancies within UIC 67399.

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

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

Cherry Point-0

Administration and Resources — 3
MARCORSYSCOM -6

TECOM - 45

Quantico Base -7

MCI West - 29 Palms - 0 - five employees were hired into excepted appeointments — no permanent
appointments.

MCAS Miramar - 1 {(one) employee.
MCRD - In FY 23 MCRD hired a total of 3 employees under the Schedule A appeointment authority.

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

4. Describe your Command/Organization’s use of programs to recruit PWD and PWTD for
temporary positions (e.g. internships):

Cherry Point/ Quantico Base- The command does not have a temporary workforce.




Administration and Resource — N/A per Human Resources.

MARCORSYSCOM - The Command uses the same resources and programs to recruit for temporary
positions that it uses for permanent positions. Temporary appointments are rare in this Command.

TECOM - job announcements are open to PWD, PWTD, and Schedule A applicants to include
temporary/intern positions.

MCI West - MCRD - We advertise all our competitive positions via USAJOBS which is open to all
candidates.

MCAS Miramar - we include them on the area consideration on our vacancy announcements.

29 Palms - continually promote/market non-competitive applicants to apply to cur SMB local email
box so that we can quickly and easily consider them as non-competitive applicants.

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

5. When individuals apply far a position under a hiring authority that takes disability into
account (e.g., Schedule A{u)}, explain how the Command/Organization (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.

Cherry Point - Applicants provide a resume and valid Schedule A qualifying letter to the DPM, when a
vacancy is announced internally, the selecting official contacts the DPM to see if any of the resumes
match the qualifications of the vacancy. If there is a match, the resume is forwarded to the selecting
official, if the selecting official would like to select the individual, the resume and the Schedule A
qualifying letter is routed through Staffing to OCHR for approval of the qualifications.

Administration and Resource/MARCORSYSCOM - Schedule A candidates applying to posted
vacancy announcements are reviewed by the OCHR Service Center. Human Resource Specialists
within the center determine eligibility and qualifications, then refer candidates who meet these
requirements to hiring managers for consideration.

TECOM - There is a standardized letter template that includes relevant information from a medical
professional certifying that the individual is a person with a documented disability and eligible under
the Schedule A (3102 u) hiring authority.

Email is sent to all hiring managers who may have a vacancy or anticipated vacancy to which the
candidate’'s resume shows competencies. This email contains the resume and schedule A letter as
well as the information on schedule A appointing authority. The hiring officials can choose to interview
the candidate to verify those competencies prior to requesting to appoint the candidate. In the case of
a Schedule A applicant applying to a USA Jobs announcement, the resume and schedule A letter are
required to be uploaded in USA Jobs for HR to determine eligibility under that area of consideration.
TECOM HQ includes Schedule A eligibility in all recruitment actions.

Quantico Base -The command does not make the determination on eligibility. That determination is
made through HROM/OCHR. 2) HROM notifies the hiring officials of eligibility.




MCI West - MCRD - The HRO reviews the Sch A letter and determines if the applicant is qualified and
eligible for a Schedule A Appt. The resume is sent to the hiring manager with information on the Sch A
Program and highlight how these candidates can be easily and quickly appointed to any position which
they are qualified for due to the fact that PPP clearance is not required, and no announcement is
required.

MCAS Miramar — we based it on documents that the applicants provided such as letter, doctor notes,
rehabilitation documents, VA disability letter, etc. Once we receive it, we review it to ensure it has the
necessary information and met the hiring authority definition/requirements. We then notify the hiring
manager that they have non-competitive applicant that can be considered using Schedule A or 30% or
more disabled. We have hired persons with disabilities using merit as well as VEOA and VRA instead
of schedule A.

MCLB Barstow - When individuals apply for a position under a hiring authority that takes disability into
account this can be done through a competitive announcement or non-competitively. If done
competitively under a Merit Promotion Vacancy Announcement OCHR will review the supporting
Schedule A DBocuments to ensure eligibility. If the Applicant is found eligible then OCHR will rate the
resume and ensure minimum qualifications are met, if minimum qualifications are met then the
applicant will be referred on the certificate a Schedule A qualified eligible. If we have an applicant that
wishes to be considered for a Schedule A Appointment under noncompetitive procedures. The HRO
will accept the applicants resume and all Schedule A documentation. Once determined that the
applicant meets Schedule A eligibility. HRO will file the resume and Schedule A documents and review
the Schedule A case file for each vacancy the management official would like to consider a Schedule
A candidate for. When management identifies that they are interested in reviewing Schedule A
Applications the HR Specialist will forward the resumefs only to the hiring official for consideration. The
hiring official is briefed on how and when the applicant can be appointed and discusses the 2 year
accepted appointment and conversion to permanent action/s that will take place if hired as a Schedule
A appointment.

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

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

Yes No x N/A

Cherry Point - Yes, Mandatory HR training established in TWMS and in seat scheduled as needed to
maintain 100% supervisory training.

Administration and Resources - We continue with our efforts to correctly identify all supervisors and
managers. We also are in the process of updating our EEO training slides, which will include basic
information on hiring flexibilities. Human Resources meets with hiring managers on an as needed basis
to discuss the use of hiring authorities which take disability into account.

MARCORSYSCOM - Required Annual block training for supervisors includes Hiring Talent which
touches on Schedule A. Additional training for all hiring managers on the use of hiring authorities that
take disabilities into account would need to be provided by the Human Resources




TECOM - Formal training is provided annually to hiring managers on the use of hiring authorities that
take all disabilities into account via TEAMS.

Quantico Base - Supervisory training includes a section on the use of hiring authorities including
schedule A hiring authority and hiring disabled veterans. It's required within the 15t year of becoming a
supervisor and then every 3 years.

Veterans Employment Training for Federal Hiring Managers — Annually.

MCI West - MCRD - Yes, it is mandatory annually for supervisors to take the hiring practices mandatory
training.

MCAS Miramar — Yes, hiring managers required to complete hiring authorities training in TWMS. Also,
we train each hiring manager when they have a first-time recruitment, then refresher for all subsequent
recruitments.

MCLB Barstow - Yes and no, when the hiring manager request to recruit the HRO explains the use of
hiring authorities that take disability into account such as Schedule A, 30% disabled vets etc. This is not
a group training session, but the HR specialist provide one on one information concerning the use of
hiring persons under schedule A, provisional appointments etc.

CPEN - Supervisors/managers have annual TWMS training requirements which discusses the various
hiring authorities. For the most part, the specialist's partner with the hiring managers and provide one-
on-one training/sharing of information w/the hiring managers on the available avenues by which they can
choose to attract the best qualified candidates for their positions while supporting the use of the special
hiring authorities for PWD/PWDT.

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

B. Plan to Establish Contacts with Disability Employment Organizations

Describe the Command/Organization’s efforts to establish and maintain contacts with
arganizations that assist PWD, including PWTD, in securing and maintaining employment.

Cherry Point — None scheduled at this time.

Administration and Resources - Human Resources remains in contact with the Wounded Warrior
Regiment, who assists with advertising vacancies and locating candidates for vacancies, when
requested by management.

MARCORSYSCOM - Pursuing a new POC with Wounded Warrior Regiment to provide information
on Job Vacancies to solicit applicants.

TECOM - Coordinates with Military Transitioning Offices and Civilian Disability Employment
Assistance QOrganizations to assist PWD and PWTD in securing and maintaining employment.

Quantico Base - Human Resources remains in contact with the Wounded Warrior Regiment, who
assists with advertising vacancies and locating candidates for vacancies, when requested by
management.




MCI West - MCRD - We attend WRP hiring events virtually and also have a WRP account as
employer to have access to candidates’ resumes.

MCLB Barstow - The Command is open to establishing and maintaining contacts with organization
that assist PWD and PWTD.

29 Palms - attended job fairs during the FY and we also attend monthly active duty military briefs
for those leaving service (many of whom may meet or are working on obtaining their disabled
veteran status).

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

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

a. New Hires for Permanent Workforce (PWD) Yes Nox
b. New Hires for Permanent Workforce (PWTD) Yes Nox

Cherry Point /Administration and Resources/MARCORSYSCOM/TECOM/Quantico
Base/MC| West — No for both.

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

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 No x
b. New Hires for MCO (PWTD) Yes No x

Cherry Point /TECOM/Quantico Base/MCI West — No for both.

Administration and Resources/MARCORSYSCOM — No for both/Has not been provided with
comprehensive relevant applicant pool data.

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity aor a vacant billet.




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
"yes", please describe the triggers below.

a. Qualified Applicants for MCO (PWD) Yes No x
b. Qualified Applicants for MCO (PWTD) Yes Nox

Cherry Point/TECOM/Quantico Base/MC! West — No for both.

Administration and Resources/MARCORSYSCOM - No for hoth/Has not been provided with
comprehensive relevant applicant pool data.

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

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. Promations for MCO (PWD) Yes No x
b. Promotions for MCO (PWTD) Yes No x

Cherry Point/ TECOM/Quantico Base!/ MCI West — No for both.

Administration and Resources/MARCORSYSCOM — No for both/Has not been provided with
comprehensive relevant applicant pool data.

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

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, promoticns, 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/QOrganization’s plan to ensure PWD, including PWTD, have sufficient
opportunities for advancement.



Cherry Point - The command encourages all employees to take full advantage of the leadership
development programs.

Administration and Resources - Internally within Human Resources, candidates eligible under
Schedule A are considered along with other employees as higher-level vacancies occur. We also
plan to continue to train supervisors, managers and selecting officials on Reasonable
Accommodation, as well as Diversity and Inclusion to assist in helping them recognizing the
advantages of hiring individuals from the PWD and PWTD community,

MARCORSYSCOM - PWD and PWTD workforce participation rates at the NH-1V level (GS 14-15
equivalent) exceed the federal-level goals and are similar to their NH-HI level (GS 12-13 equivalent)
participation rates.

TECOM - Adherence of CG, TECOM guidance in his Equal Employment Opportunity Policy
Statement dated 27 February 2023:

“All members of this command, prospective applicants, and all those that we work with will be
treated with the utmost dignity and appropriate respect. We will not tolerate any discrimination
based upon race, color, gender/sex, national origin, religion, age, genetic information, or disability
{mental/physical) or reprisal/retaliation thereof.”

“Discrimination in any form is divisive and counter to our Marine Corps core values and will be met
with swift action. 1 am personally committed to maintaining a work environment that fosters equal
opportunity for all personnel in the Command, regardless of whether they be a service member,
civil servant, contractor, or job applicant. | charge each and every member of this command to
reflect on who "WE” are; that we are all on the same team and that we all are here to win.”

Quantico Base - We do not have programs specific to PWD/PWTD. However, we do offer
programs for advancement open to all civilian personnel regardless of disability status and are
prepared to provide accommodations as required.

MCI West - MCRD - MCRD offers a robust training program for all that are interested. We reguiarly
offer in-person and virtual training in various soft skill and technical subjects. We also have a book
resource library so employees can build their business acumen. We offer various leadership
development program opportunities for all interested in self-development. We partnered up with
Keiser Permanent and they offer free wellness training courses regularly to all interested in various
wellness topics.

MCAS Miramar - Employees are encouraged o obtain a mentor within their department or
organization to help them grow. We advertise all training opportunities from outside vendors to all
civilians such as the Civilian Leadership Development Program (CLDP), Executive Potential
Program (EEP) and others offered through LLI. We send out training and annual reminders for
employees to work with their supervisor to create an Individual Development Plan (IPD) to
encourage them to invest in themselves and to work toward future goals. We advertise and
encourage employees to participate in and utilize the Academic Degree reimbursement program.

MCLB Barstow - The agency affords specialized training and mentoring programs, career
development opportunities, awards programs, promotions, and similar programs that address
advancement to all employees this inciudes PWD/PWTD. The HRO will advertise developmental
positions. Within the developmental positions the employee will be mentored, provided training,
afforded the opportunity for eligibility for promotions up to the full performance level if the employee
is eligible and has met all training requirement.




CPEN - All employees are provided numerous job opportunities for which they can apply
throughout the FY.

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

B. Career Development Opportunities

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

Cherry Point - Continuing Career Learning and Development, New Leader Program, Aspiring
Leader Program, the Executive Leader Program, and Academic Degree Program (ADP).

Administration and Resources - The command highly encourages detail opportunities for
employees, which is an effective way to prepare employees for higher level positions. Human
Resources also has a robust Training Program, which offers a variety of courses which prepare
employees for higher level positions and offers various leadership programs.

MARCORSYSCOM - This Command provides a variety of career development opportunities that
are open to all personnel including PWD and PWTD. These opportunities include: the
Command Mentor Program; the Command Leadership at All Levels Program; and the Civilian
Employee Leadership Development Program (CELDP). The CELDP provides a menu of diverse
leadership development courses or programs such as: New Leader Program; Executive
Leadership Program; Marine Corps Command and Staff College; Federal Executive Institute;
Darden Business School; Executive Potential Program. The command also provides college
tuition assistance and funds job-related training for employees (such as The Graduate School; or
other vendors}.

TECOM - Employees participate in the Civilian Employee Professional Development Program
and are afforded the opportunity to participate in individual skills training.

Quantico Base - The Academic Degree Program offers financial support for participants to
obtain degrees, licenses or certifications that support workforce development and organizational
objectives. The overall goal is to recruit, develop and retain a world class workforce. It is open to
all civilians with the exception of SES and NAF who have their own programs. Participation in
the *Civilian Mentorship Program, Individual Development Plans and a Continued Service
Agreement are required.

MCI West - MCRD - MCRD coffers a robust training program for all that are interested. We
regularly offer in-person and virtual training in various soft skill and technical subjects. We also
have a book resource library so employees can build their business acumen. We offer various
leadership development program opportunities for all interested in self-development. We
partnered up with Keiser Permanent and they offer free wellness training courses regularly to all
interested in various weliness topics.

MCAS Miramar - Employees are encouraged to obtain a menter within their department or
organization to help them grow. We advertise all training opportunities from outside vendors to
all civilians such as the Civilian Leadership Development Program (CLDP), Executive Potential
Program {EEP) and others offered through LLI. We send out training and annual reminders for
employees to work with their supervisor to create an Individual Development Pian (IPD) to
encourage them to invest in themselves and to work toward future goals. We advertise and
encourage employees to participate in and utilize the Academic Degree reimbursement program.
With HW and Command funding we are able to facilitate multiple trainings for the command as a




whole. The HRO also provides career development and leadership trainings throughout the
fiscal year. These trainings are widely advertised and encouraged by HRO and the Command
Deck for employees to attend.

MCLB Barstow - Career development job opportunities are open to all employees though a
competitive advertisement. The employees will apply and if the applicants meet the
qualifications, they will be referred to the hiring manager for consideration. Career Development
also takes place within each organization through internal training programs. Workforce
Development announces Academic Degree program and Leadership program training
nomination opportunities to the workforce.

CPEN - With the numerous job opportunities MCIWEST-MCB CPEN has on a monthly basis, a
good portion of those positions are posted as career ladder thereby allowing all employees the
opportunity for advancement.

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these
commands either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

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.]

Total Participants PWD PWTD
Career
Development
Opportunities Applicants Selectees Applicants | Selectees | Applicants Selectees
(# #) (%) (%) (%) (%)
Internship
Programs
Fellowship
Programs
. *18 —
Mentoring Quantico
Programs Base
Coaching
Programs




172 13.37% 3.48%
1 Cherry Cher
Training (APFINAF) Point Point
Programs Cherry
Point
Detail
Programs
2Cherry | 2 Cherry 1] 0 Cherry
Other Career Point Point Chgrry Point
Development | 4g 18 Point
Programs Quantico | Quantico
Base Base

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 x No
b. Selections {PWD) Yes x No

Cherry Point/ Quantico Base/MCl West— No for both.

Administration and Resources/MARCORSYSCOM - No for both/Has not been provided with
comprehensive relevant applicant pool data.

TECOM - If participation rates are low for PWD in career development programs.

MCi PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

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 X No

b. Selections (PWTD} Yes x No

Cherry Point/Quantico Base/MCI West — No for both.

Administration and Resources/MARCORSYSCOM — No for both/Has not been provided with
comprehensive relevant applicant pool data.




TECOM - If participation rates are low for PWD in career development programs.

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

C. Awards

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

a. Awards, Bonuses, & Incentives (PWD) Yes x No
b. Awards, Bonuses, & Incentives {(PWTD) Yes x No

Cherry Point - There is a trigger with regards to Time-Off Award (1-10 hours), (11-20 hours), and (21-
30 hours). The difference between PWD and PWOQOD IR is -9.09, -16.99, -3.32 and indicates a trigger
exists. The difference for Time-Off Award 31-40 hours is +24.93, indicating no barriers for PWD
receiving time-off awards.

There is a trigger for Time-Off Award 11-20 hours. The difference between PWTD and PWOD IR is
8.4%, indicating trigger. All other Time-Off Awards PWTD IR are higher than PWOQD indicating no
barrier. There is a trigger for Cash Awards $501- $999, $4000-$4999 and $5000 or more, with
difference PWTD IR to PWOD -3.99, -4.95 and -2.72.

Administration and Resources — N/A
TECOM - If participation rates are low for PWD in career development programs.
Quantico Base/MC| West — No for both.

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

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

a. Pay Increases (PWD) Yes x No

b. Pay Increases (PWTD) Yes x No

Cherry Point /Administration and Resources/ MARCORSYSCOM/Quantico Base/MCI| West - No
for both.

MC1 PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

TECOM - If participation rates are low for PWD in career development programs




3. If the Command/Organization 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 No x N/A

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

Cherry Point/Quantico Base/MC| West — Not Applicable
Administration and Resource/TECOM - No for both.

MARCORSYSCOM - The Command does not have visibility into the self-identified disability status
of individuals and would not know the disability status of individuals who receive other types of
recognition such as Acquisition Excellence Awards.

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant hillet

D. Promotions

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

qualified internal applicants and/or selectees for promations 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 No x
ii. Internal Selections (PWD) Yes No x

b. Grade GS-15
i. Qualified Internal Applicants (PWD) Yes No x
ii. Internal Selections (PWD) Yes No x
¢. Grade G5-14
i. Qualified Internal Applicants (PWD) Yes No x
ii. Internal Selections {(PWD) Yes No x
d. Grade GS-13

i. Qualified Internal Applicants (PWD) Yes No x
il. Internal Selections (PWD) Yes No x

Cherry Point/ TECOM/Quantico Base/MC| West— No across the board.

Administration and Resources/MARCORSYSCOM —Has not been provided with comprehensive
relevant applicant pool data.




MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

2. Does your Command/Organization 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 No x
ii. Internal Selections (PWTD) Yes No x

b. Grade G5-15

i. Qualified Internal Applicants (PWTD} Yes No x
ii. Internal Selections (PWTD) Yes No x
c. Grade G5-14

i. Qualified Internal Applicants (PWTD) Yes No x
ii. Internal Selections (PWTD) Yes No x
d. Grade GS-13

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

Cherry Point/ TECOM/Quantico Base/MC| West — No across the board.

Administration and Resources/MARCORSYSCOM -Has not been provided with comprehensive
relevant applicant pool data.

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

3. Using the gualified applicant pool as the benchmark, does your Command/Organization 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 No x
b. New Hires to GS-15 (PWD) Yes No x
¢. New Hires to GS-14 (PWD) Yes No x
d. New Hires to GS-13 (PWD) Yes No x

Cherry Point/TECOM/Quantico Base/MCI West — No across the board.




Administration and Resources/MARCORSYSCOM —Has not been provided with comprehensive
relevant applicant pool data.

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

4. Using the qualified applicant pool as the benchmark, does your Command/QOrganization 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 No x
b. New Hires to G5-15 (PWTD) Yes No x
c. New Hires to GS-14 (PWTD) Yes No x
d. New Hires to GS-13 (PWTD) Yes No x

Cherry Point: TECOM/Quantico Base/MC| West — No across the board.

Administration and Resources/MARCORSYSCOM-Has not been provided with comprehensive
relevant applicant pool data.

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

5. Does your Command/Organization 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 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 (PWD) Yes No x
ii. Internal Selections (PWD) Yes No x
b. Managers

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

¢. Supervisors

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

Cherry Point/ TECOM/Quantico Base/MCl West — No across the board.

Administration and Resources/MARCORSYSCOM —Has not been provided with comprehensive
relevant applicant pool data.

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.




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

gualified 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 No x
ii. Internal Selections (PWTD) Yes No x
b, Managers

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

c. Supervisors

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

Cherry Point/TECOM/Quantico Base/MCI| West — No across the board.

Administration and Resources/MARCORSYSCOM —Has not been provided with comprehensive
relevant applicant pool data.

MCIi PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

7. Using the qualified applicant pool as the benchmark, does your Command/Organization 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) Yes No x
b. New Hires for Managers (PWD) Yes No x
c¢. New Hires for Supervisors (PWD}) Yes No x

Cherry Point/ TECOM/Quantico Base/MCI West — No across the board.

Administration and Resources/MARCORSYSCOM -Has not been provided with comprehensive
relevant applicant pool data.

MCI! PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

8. Using the qualified applicant pool as the benchmark, does your Command/Organization 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 No x
b. New Hires for Managers (PWTD) Yes No x
c. New Hires for Supervisors (PWTD) Yes No x

Cherry Point TECOM/Quantico Base/MCI West— No across the board.

Administration and Resources/MARCORSYSCOM —Has not been provided with comprehensive
relevant applicant pool data.

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

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/Organization convert all eligible Schedule A(u)
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/Organization did not
convert all eligible Schedule A(u) employees.

Yes x No

Cherry Point/ TECOM - Yes

Administration and Resources - No. Not all eligible Schedule A employees with a disability were
converted into the competitive service after 2 years of satisfactory service. This conversion is not
automatic and is a retention tool that must be exercised by hiring managers. Hiring managers are
reminded of this option.

MARCORSYSCOM - Yes, the Command converted all eligible Schedule A(u) employees with a
disability into the competitive service after two years of satisfactory service.

Quantico Base — Unable to obtain the information.

MCI West - 29 Palms - Yes, all employees who were scheduled A and eligible were converted
during FY23.

MCAS Miramar - No, we don't have an employee under Schedule A that was due for conversion.




MCRD - Yes, in FY23 the Command converted all eligible Schedule A employees that met the two-
year satisfactory service to the competitive service. We processed a total of 8 Schedule A
conversions.

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

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 x No
b. Involuntary Separations (PWD) Yes x No

Cherry Point — No trigger identified.
Administration and Resources/TECOM/Quantico Base/MCl West— No to both.

MARCORSYSCOM - Voluntary Separations — 17.39% were PWD (15.77% of workforce).
Involuntary Separations — 25.00% were PWD (15.77% of workforce).

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

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

a. Voluntary Separations (PWTD) Yes x No
b. involuntary Separations (PWTD) Yes x No

Cherry Point - No trigger identified.
Administration and Resources/TECOM/Quantico Base/MC| West — No to both.

MARCORSYSCOM - Voluntary Separations — 6.96% were PWTD (3.68% of workforce).
Involuntary Separations — 25.00% (1 of 4) were PWTD (3.68% of workforce).

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

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

Cherry Point /Administration and Resources/TECOM — N/A

MARCORSYSCOM - The Command is an older workforce with an average age just over 50. A
significant proportion (35%) of our FY23 workforce exits were voluntary retirements. Review of
Command Exit Survey data did not reveal any specific issue related to being PWD or PWTD.




Quantico Base — No response submitied.

MCI West - MCAS Miramar — Exit surveys are given to all employees that are separating, retiring,
and transferring. Reason for separation varies from moving to another State, higher paying job in
the private sector, selected on another agency for lateral move or promotion, career growth,
telework/remote work, met the retirement age/service, stc.

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

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.5.C. § 794(b}, concerning the
accessibility of Command/Organization technology, and the Architectural Barriers Act of 1968 (42 US.C. §
4151-4157), concerning the accessibility of Command/Organization facilities. In addition, agencies are
required to inform individuals where to file complaints if other agencies are responsible for a violation.

1. Please provide the internet address on the Command/Organization’s public website for its
notice explaining employees' and applicants' rights under Section 508 of the Rehabilitation Act,
including a description of how to file a complaint.

Cherry Point - http://www.cherrypoint. marines.mil/EEQ/

Administration and Resources/MARCORSYSCOM - hitps:/imwww.ar.marines.mil/EEQ/

TECOM - Model Equal Employment Opportunity Program (sharepoint-mil.us)

Quantico Base -_At the bottom of the Command's main page found
at: hitps./f'www.quantico.marines.mil/ there is a link titled Accessibility that takes individuals to the
DoD CI0O page: https://dodcio.defense.gov/DoDSection508/Std Stmt.aspx

Individuals are then directed to report issues according to the nature of their complaint. For
instance, if the issues are related to login, password recovery or other technical issues they are
directed to contact the web administrator or the local help desk. For issues with assistive
technology individuals are directed to click on a link to fill out the electronic version of DoD Section
508 Form and submit it in order to report the issues that need to be resolved. Additional information
ahout Section 508 is also provided.

MCI West - MCRD - https://usmc.sharepoint-
mil.us/sites/ TECOM MCRDSD SS eeo/SitePages/Home.aspx

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

2. Please provide the internet address on the Command/Organization’s public website for its
notice explaining employees' and applicants' rights under the Architectural Barriers Act, including
a description of how to file a complaint.

Cherry Point - http://www.cherrygoint. marines.mil/EEQ/




Administration and Resources/MARCORSYSCOM - htips:/iwww.ar.marines.mil/EEQ/

TECOM - Model Equal Employment Opportunity Program (sharepoint-mil.us)

Quantico Base - No internet address was found, however, a service order via Maximo may be
submitted to report accessibility issues according to the Head of Engineering, Public Works Branch.

MCI West - MCRD - https:/fusmc.sharepoint-
mil.us/sites/ TECOM MCRDSD SS eeo/SitePages/Home.aspx

MCi PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

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

Cherry Point — None are planned at this time.

Administration and Resources/MARCORSYSCOM/TECOM - For Information Technology (1T},
the office and IT Division works closely with Computer Accommaodation Program (CAF) to meet the
special requirements of those with disabilities, which is used in conjunction with the command's
Reasonable Accommodation process. For facilities, the Facilities Division considers and
incorporates provisions for accessible design during the architectural phase of all renovation and
construction projects.

Quantico Base - We will recommend modifications to the command website to include links to
information on the Architectural Barriers Act and how to file a complaint.

The following building modifications are currently in progress as described:
Funds have been requested for adding automated doors to building 2007.

Building 2005 is under concept design and will include compliance with the ADA.

MCI West - All files are moving to a cloud, SharePoint site, with all S Drives going away. This
allows more access from all locations.

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

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 accommodation procedures.

1. Please provide the average time frame for processing initial requests for reasonable
accommodations during the reporting period. (Please do not include previously approved
requests with repetitive accommeodations, such as interpreting services.)

78.7 % of the cases are processed timely.




190 cases processed before the 45 days.

17 cases were reassignments.

2. Describe the effectiveness of the policies, procedures, or practices to implement the
Command/Organization’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.

Cherry Point - FY23 Average processing time frame for RA’s was 18.42 days. The installation
EEQ/RA team is excellent in implementing its commands reasonable. accommodation program.
Following the Department of the Navy Program Manual for Reasonable Accommodation, as well as
utilizing the Navy Electronic Accommodations Tracker (NEAT) the EEO team ensures
accommodations are conducted in a timely and

thorough manner. The Neat system is also beneficial in monitoring and tracking the accommodations,
as well as trends. New managers/supervisors are required to complete DON EEO training withing their
first year, every 3 years afterwards. The EEQ Supervisory training includes the required reasonable
accommodation training.

Administration and ResourcesfMARCORSYSCOM/TECOM - RA training was conducted several
times throughout this reporting period to managers and supervisors. RA requests are also monitored
for specific trends.

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

3. How many reasonable accommodation requests have taken more than 45 days to process?

Do not include previously-approved requests associated with repetitive accommodations, such
as interpreter services.

56 cases were processed more than the 45 day compliance.

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.

342 days was the longest days for processing.

5. How many RA requests were received in the reporting cycle?



263 cases were received in this cycle for APF.

6. How many RA requests are up-to-date in NEAT?

Due to large turnover some of the major subordinate commands are out of compliance.

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/QOrganization.

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.

Marine Corps Wide - PAS services are available. However, no requests for services have been
processed.

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 last fiscal year, did any complaints alleging harassment based on disability status
result in a finding of discrimination or a settlement agreement?

Yes x No N/A

3. If the Command/Organization 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/Qrganization,

No findings

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 x No N/A

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

Yes x No N/A

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 x No N/A

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

No findings

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 EEQ group.
1. Has the Command/Organization identified any barriers (policies, procedures, and/or practices)
that affect employment opportunities for PWD and/or PWTD?

Yes No x

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

Yes No 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 N/A

Barrier(s)

Objective(s)




Performance Standards Address the Plan?
Responsible Official(s)
{Yes or No)
Target Date Planned Sufficient Staffing | Modified Date Completion
Activities & Funding Date
(mm/dd/yyyy) (mm/dd/yyyy)
(Yes or No) (mm/dd/yyyy)
Fiscal Year Accomplishments

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

Marine Corp Wide - We have experienced a high turnover, so we have not been successful with
the program as the resources are limited. Some commands are attempting to garner more billets
and offer full remote opportunities.

Cherry Point/MARCORSYSCOM-TECOM/MCI West— No response submitted.

Administration and Resources/Quantico Base - Lack of resources, losing quality employees to
other agencies for promotion, and not able to timely hire qualified candidates.

MCI{ PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

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

Cherry Point/Administration and Resources/MARCORSYSCOM/TECOM/Quantico Base/MCI
West — No Response submitted.




MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet

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

Cherry Point/Administration and Resource/MARCORSYSCOM/TECOM/Quantico Base/MCI
West — No Response submitted,

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.




FEDERAL COMMAND/ORGANIZATION ANNUAL EEC PROGRAM STATUS REPORT

MD-715 - Part J (NAF)
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), EEQC 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, regardless of size, must complete this Part of the MD-715 report.

Section |: 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 disabilities in the
federal government.

1. Using the goal of 12% as the benchmark, does your Command/QOrganization have a trigger
involving PWD by grade level cluster in the permanent workforce? If "yes", describe the trigger(s)
in the text hox.

a. Cluster NF1 to NF3 (PWD) Yes No x
b. Cluster NF4 to NF5 (PWD) Yes No x

Cherry Point — No to both.
Administration and Resource — Unknown
MCI West - 29 Palms — met the benchmark at both clusters.

MCB CPEN, MCLB Barstow and MCAS Yuma — only met the benchmark at the NF01 level, and fell
short at the NF02 {(10.07%), NF03 (11.18%), and NF04 (11.48%).

MCAS Miramar — shows two areas below the benchmark, NF0O1 (6.9%) and NFO02 (7.6%).

MCRD - showed very high numbers for both clusters, with the lowest number at the NF04 level
(12.5%).

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

2. Using the goal of 2% as the benchmark, does your Command/Organization have a trigger
involving PWTD by grade level cluster in the permanent workforce? If "yes", describe the
trigger(s}) in the text box,

a. Cluster NF1 to NF3 (PWTD) Yes No x
b. Cluster NF4 to NF5 (PWTD) Yes No x

Cherry Point/Administration and Resource - No to both.

MCI West - 29 Palms — met the benchmark at both clusters.




MCB CPEN, MCLB Barstow and MCAS Yuma — only met the benchmark at the NF02 level, and fell
short at the NFO1 {1.75%), NF03 (.96%), and NF04 (1.4%).

MCAS Miramar — shows two areas below the benchmark, NF02 {1.54%) and NF03 (1.54%).
MCRD - met the benchmark at every level.

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

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

Cherry Point - Goals are discussed with Department Heads as the MCCS agency has consistently
applied and used the principles of Merit Staffing in all hiring activities which requires open and
competitive recruitments. The overarching goal is to be aware of the targets but not cause “reverse
discrimination” by inappropriately excluding best qualified candidates that do not have a disability. NAF
programs do not have a special hiring

authority for disability so office must focus on coordination to ensure that all well

qualified candidates have successful opportunities for hiring consideration and placement.

Administration and Resource - MARADMIN 2569-23 was published on 22 May 2023 and was
communicated to all Installations components.

MCI West - The Regional EEO Deputy Director communicates the NAF goal accomplishments
annually during the MD715 brief with each agency head for the various installations.

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

Section II: 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/Organization has in place.

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

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

Yes No x

Marine Corps Wide — Has a large turnover in billets, thus with the limited resources the program has
not maintained compliance. It would be beneficial for the agency to have EEQ Specialist specifically
for the NAF agency for more resources.

Cherry Point - NAF does well in partnership with installation EEO and with the finite resources.

Administration and Resource — Disability Program is within the EEO office.




MCI West - No, at this time, the MCIWEST region has 7 personnel (including one NAF employee and 1
Deputy EEO Officer) in which 2 are located at the Region and the other 4 APF employees are spread
out throughout the western region (minus Yuma and 29 Palms who do not have EEQ Specialist on site).
Thus, the shortage in staff has provided a shortfall in the disability program. However, even with this
shortage of personnel, all personnel within the MCIWEST region do their best to address any questions
or concerns related to the disability program. We are continuing the attempt to fill cne vacancy at the

Region.

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

2. ldentify all staff responsible for implementing the Command/QOrganization’s disability
employment program by the office, staff employment status, and responsible official.

Disability Program

# of FTE Staff by

Employment Status

All Individuals

Task (Name, Title, Pay Plan/Series/Grade)
Full Part | Collateral
Time | Time Duty
Processing re.asonable 4 82:;;;?82:':;; Lindsay Smith and
accommodation MCI West - CPEN, Yuma, 29 Palms, -
requests from Kenny Thomas — NAF Equal Employment
applicants and Opportunity Specialist
employees MCRD - Courtney Whitmore — Equal
Employment Specialist
MCAS Miramar — Theresa Dimapilis -
Equal Employment Opportunity Specialist
. 3 Cherry Point - NAF MCCS, Dennis Ray
Sect|0|:| 508 and Melanie Waters, assistance with local
Compliance installation support

MCI West - Dan Grissom, Deputy Equal
Employment Opportunity Manager, EEQ,
MCIWest-MCB CamPen;
dan.grissom@usmc.mil

Administration and Resource — IT office




Architectural Barriers
Act Compliance

Administration and Resource — Not
Applicable

MCI West - Dan Grissom, Deputy Equal
Employment Opportunity Manager, EEQO,
MCIWest-MCB CamPen;
dan.grissom@usmc.mil

Selective Placement
Program

Administration and Resource - HR
office

MCI West - Dan Grissom, Deputy Equal
Employment Opportunity Manager, EEQ,
MCIWest-MCB CamPen;
dan.grissom@usmc.mil

Overall Disability
Program Management

Administration and Resource — EEQ
Office

MCI West - CPEN, Yuma , 29 Palms , —
Kenny Thomas — NAF Equal Employment
Opportunity Specialist

MCRD - Courtney Whitmore — Equal
Employment Specialist

MCAS Miramar — Theresa Dimapilis -
Equal Employment Opportunity Specialist

3. Has the Command/Organization 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 No x

Marine Corps Wide - Has experienced a high turnover rate, unable to carry out the program in
compliance. It would be beneficial for the agency to have EEQ Specialist specifically for the NAF
agency for more resources.

B. Plan to Ensure Sufficient Funding for the Disability Program

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

sufficient funding and other resources.



Yes No x

Processing RA Requests from applicants and employees with disabilities

Marine Corps Wide - Has experienced a high turnover rate, unable to carry out the program in
compliance. It would be beneficial for the agency to have EEQ Specialist specifically for the NAF
agency for more resources.

Cherry Point — Yes

Administration and Resource — No response submitted.

MCI West - Yes, we work with the supervisors to ensure Reasonable Accommodations are managed
and coordinated in a timely manner in accordance with the DON policies, and accommodated whether
it be with schedules, certain equipment needs, etc. to ensure they can meet the requirements of the
position and excel with equal opportunities.

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

Special Emphasis Program for PWD and PWTD

Marine Corps Wide - Has experienced a high turnover rate, unable to carry out the program in
compliance. It would be beneficial for the agency to have EEO Specialist specifically for the NAF
agency for more resources.

Cherry Point — No

Administration and Resource — No response submitted.

MCI West - DON Campaign for Self-ldentification of a Disability.

CPEN 00681 - No. Budgetary constraints does not allow for any additional qualified staff to be hired to
implement and provide oversight on the Disability Program. If funding and structure become available,
it would be more appropriate for the placement of the position(s) within the EEQ Office.

Disability Employment Awareness Month October 2023.

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

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/Qrganization’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/Organization use to identify
job applicants with disabilities, including Individuals with Targeted Disahilities:



**The major subordinate commands use a variety of different resource to identify job
applicants with disabilities**

Workforce Recruitment Program

DoD Shared List of People with Disabilities
Wounded Warrior Program

Job Fairs dedicated to PWD/PWTD
Schools primarily enrolling PWD/PWTD
Other schools with programs dedicated to
PWD/PWTD

State Vocational Rehahilitation Offices
Other (describe below)

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

NAF does not utilize the Schedule A {u) program.

Cherry Point - The program uses ongoing community outreach activities, and we partner with
Vocational Rehabilitation programs that work with these particular populations. Objectives that our
agency has is to NOT audit the status of disability until post hire. When outreach activities are
effective, the agency should find to be placing and hiring individuals with disabilities into the program.

MCI West - MCCS Camp Pendleton - does not actively recruit specifically PWD/PWTD for positions in
the workforce. we hire the most qualified applicant. Positions are posted on the MCCS Careers
webpage and posted for a period of days not less than 7 calendar days, where any interested
applicant may apply. Upon being notified of a disability MCCS ensures we go through the appropriate
avenues to accommodate accordingly.

Yuma - By announcing to a wide variety of sources and attending job fairs and working with agencies
such as Goodwill and similar.

Administration and Resource - MARADMIN 259-23 was published on 22 May 2023 and was
communicated to all Installations components.

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

3. How many Schedule A{u) employees were hired to permanent positions during the reporting
cycle? NAF does not have a Schedule A program

NAF does not utilize the Schedule A (u) program.




Cherry Point - NAF has not been afforded the privilege to use Schedule A hiring authorities. We
have been required to influence positive outcomes solely by outreach and communication.

Administration and Resource/MCI| West — Not applicable

Administration and Resource - MARADMIN 259-23 was published on 22 May 2023 and was
communicated to all Installations components.

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet,

4. Describe your Command/Qrganization’s use of programs to recruit PWD and PWTD for
temporary positions (e.g. internships):

Cherry Point/Administration and Resource — No response submitted.

MCI West - MCCS Camp Pendleton - does not actively recruit specifically PWD/PWTD for
positions in the workforce. we hire the most qualified applicant. Positions are posted on the MCCS
Careers webpage and posted for a period of days not less than 7 calendar days, where any
interested applicant may apply. Upon being notified of a disability MCCS ensures we go through
the appropriate avenues to accommodate accordingly.

Miramar 67865 - Marketing internships are advertised with local universities which target all
qualified applicants including PWD and PWTD.

MCt PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

5. When individuals apply for a position under a hiring authority that takes disability into
account {e.g., Schedule A{u)), explain how the Command/Organization (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.

in advance of placement (mostly because outreach leads to referrals). The HR office
immediately liaises with the candidate and office that is supporting the candidate to ensure
that they are aware and prepared to take next steps in the interview process. Goal is to
always assist with a warm handoff and soft introduction to the hiring team as the interview
may require having a job coach present and this provides confidence and reassurance to
both the hiring manager and applicant when they understand it is supported by the agency.

Cherry Point - N/A — if and when, we are hiring a candidate with a job coach, we are generally aware




Administration and Resource - Individuals follow the competitive application process and may be
given a hiring preference if they provide the required documents, Schedule A Letter or Proof of
Disability Documentation from: doctor, licensed medical professional, licensed rehabilitation
professional, or any federal, state, District of Columbia, or US territory agency that issues or provides
disability benefits.

MCI West - All candidates who meet the minimal qualifications of a job announcement are forwarded
to the hiring manager for consideration.

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

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

Yes No N/A x

NAF does not utilize Schedule A (u).

B. Plan to Establish Contacts with Disability Employment Organizations

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

Cherry Point - Frequent and reoccurring. We have also participated in several lunch-n-learns and
we always try to attend the job fairs that are being hosted by Vocational Rehab, NC Works and the
supporting social service agencies.

Administration and Resource - Ongoing relationship with WRP, WWR, as well as State
Vocational Office.

MCI West - MCCS NAF does not have contacts with organizations that assist with hiring of PWD or
PWTD. We on occasion communicate with representatives that employees have been a part of
privately in relation to a disability.

Miramar — We have recruiter who has received training on how to use the WRP database, is
registered as a recruiter for WRP,

Yuma - There are hiring agencies or assistance agencies with whom we send our job vacancies to
each week. In addition, we have developed relationships with agencies such as Goodwill, Yuma
Private Industry Council, etc. that also assist individuals with disabilities.

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

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 Nox
b. New Hires for Permanent Workforce (PWTD) Yes Nox

Cherry Point/MC! West — No to both.
Administration and Resource — Unknown

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

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 (MCOQ)? If "yes", please describe
the triggers below.

a. New Hires for MCO (PWD) Yes No x
b. New Hires for MCO {PWTD) Yes No x

Cherry Point/MCI West — No to both.
Administration and Resource - Unknown

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

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
"yes", please describe the triggers below.

a. Qualified Applicants for MCO (PWD) Yes Nox
b. Qualified Applicants for MCO (PWTD) Yes Nox

Cherry Point/MCI West — No to both.
Administration and Resource - Unknown

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

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 No x



b. Promotions for MCO (PWTD) Yes No x

Cherry Point/MCI West — No to both.
Administration and Resource — Unknown

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

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/Qrganization’s plan to ensure PWD, including PWTD, have sufficient
opportunities for advancement.

Cherry Point - N/A — Merit staffing principles are required for advancement/promotion
opportunities. PWD and PWTD will also be supported for those considerations and
they are afforded access to all of the trainings, and have the ability to request
additional trainings, that they feel would be most beneficial and of interest to them by

use of the annual “learning development plan” that is agreed upon by both the employee and manager.
Administration and Resource - We provide advancement for all employees, including PWD and PWTD.

MCI West - MCCS Camp Pendleton - does not currently have any advancement program plans targeted
specifically towards advancement for PWD/PWTD. MCCS employees have a learning development plan
that targets development both personally and career wise. We also offer tuition assistance that would be
used toward for opportunities for advancement. Our Training Department and our online training program
{ETHQOS) also offers individual or group training opportunities for different courses that would also aide in
career development, anywhere from self-development, team development, or leadership

development. Additionally, any request for accommodation is processed accordingly, and as such if it
was brought to our attention that any specialized training etc., was needed to support any PWD/PWTD we
would engage in the interactive discussion accordingly.

Miramar — Employees are required to complete annually a Learning Development Plan (LDP). Employees
are encouraged to find workshops (virtual, or in person) the help them become stronger in their work and
personal lives. Each LDP can be customized to learning needs and goals of each individual.

Yuma - Our command is very inclusive; we would never prohibit advancement opportunities for one group
while excluding another. The goal is consistent and equitable opportunities for all employees.

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands either
have a new Deputy Director Equal Employment Opportunity or a vacant billet.




B. Career Development Opportunities

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

Cherry Point - The agency provides all employees with access to the merit staffing program and
employees are not restricted from considering positions of interest. Employees receive additional training
support outside mandatory training by using a learning development plan (LDP) which helps them develop
new skills that can be used in the current or future responsibility. Employees operating at a full
performance are encouraged to consider growth opportunities.

Administration and Resource - We provide career development opporiunities through Learning
Management System, Individual Development Plans, Supervisor training, coaching, and mentoring.

MCi West - MCCS Camp Pendleton - All employees between management and employee have a
learning development plan that targets development both personally and career wise. We also offer
tuition assistance that would be used toward career development opportunities. Our Training Department
and our online training program (ETHOS) also offers individual or group training opportunities for different
courses that would also aide in career development, anywhere from self-development, team development,
or leadership development.

Miramar - In-person workshops for professional development like MCCS's Leadership Series, Winning
Conversations, Performance Coaching, The Change Element, Extended DISC, and DON Supervisory
Training are scheduled throughout the year.

MCCS has a learning management system, Ethos, which offers e-learning options for employees to use to
advance their personal and professional knowledge and skills.

MCCS Miramar MCFTB offers Leadership, Communication, Readiness, Resiliency, and self-care
workshops to all MCCS employees throughout the year both in person and virtual platform.

Additionally, all employees can utilize the Personal and Professional Development Center which we have
conducted resume building workshops at during this past year. PPD works with all active duty, civilian,
DoD, retirees and family members on writing resumes, practicing interviewing skills, and everyone can
receive coaching and mentoring on career paths that are best suited to their personality traits and
strengths.

Yuma - Career development opportunities such as training are available to all employees.

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands either
have a new Deputy Director Equal Employment Opportunity or a vacant billet.




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.]

Total Participants PWD PWTD
Career
Development
Opportunities Applicants Selectees Applicants | Selectees | Applicants
(%) # (%) (%) %) Selectees (%)
‘ N/A
Internship Cherry
Programs Point
Fellowship é‘g‘:‘r
Programs Pointry
Mentoring gﬂgr
Programs Pointry
All Data not
) programs available
Coaching can Cherry
Programs participate Point
Cherry
Point
All 172 13.37% 3.48% Cherry
programs (APF/NAF) Cherry Point
can Cherry Point
Training Eirgfisate Point
Programs Point 2 MCI
West
2 MCI
West
: N/A
Detail Cherry
Programs Point




Other Career 2 Cherry 2 Cherry 0 0 Cherry Point
Development Point Point Ch_erry

Point
Programs

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 No x

b. Selections (PWD) Yes No x

Cherry Point/MCI West — No to both.
Administration and Resource — Not Applicable

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands either
have a new Deputy Director Equal Employment Opportunity or a vacant billet.

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 No x
b. Selections (PWTD) Yes No x

Cherry Point/MCI West — No to both.
Administration and Resource — Not Applicable

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands either
have a new Deputy Director Equal Employment Opportunity or a vacant billet.

C. Awards

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

a. Awards, Bonuses, & Incentives (PWD) Yes Nox
b. Awards, Bonuses, & Incentives (PWTD) Yes Nox

Cherry Point/MCI West — No to both.

Administration and Resource — Unknown




MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands either
have a new Deputy Director Equal Employment Opportunity or a vacant billet.

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

a. Pay Increases [PWD) Yes No x
b. Pay Increases (PWTD) Yes No x

Cherry Point/MCI West — No to both.
Administration and Resource — Unknown

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands either
have a new Deputy Director Equal Employment Opportunity or a vacant billet.

3. If the Command/QOrganization 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.) tf "yes", describe the employee recognition
program and relevant data in the text box.

a. Other Types of Recognition (PWD) Yes No N/A x

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

Cherry Point -N/A

Administration and Resource — No response submitted.

MCIl West — No

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands either
have a new Deputy Director Equal Employment Opportunity or a vacant billet.

D. Promotions

1. Does your Command/Organization 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. NF5
i. Qualified Internal Applicants (PWD} Yes No x
ii. Internal Selections (PWD) Yes No x

b. NF4




i. Qualified Internal Applicants (PWD) Yes No x

ii. Internal Selections (PWD) Yes No x
c. NF3

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

Cherry Point/MCI| West — No across the board.
Administration and Resource — Unknown

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

2. Does your Command/Organization 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.NFs
i. Qualified Internal Applicants (PWTD) Yes No x
ii. Internal Selections (PWTD) Yes No x
b. NF4
i. Qualified Internal Applicants (PWTD) Yes No x
ii. Internal Selections (PWTD) Yes No x
c. NF3
i. Qualified Internal Applicants (PWTD) Yes No x
ii. Internal Selections (PWTD) Yes No x

Cherry Point/MC1 West — No across the board.
Administration and Resource — Unknown

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands either
have a new Deputy Director Equal Employment Opportunity or a vacant billet.

3. Using the qualified applicant pool as the benchmark, does your Command/Qrganization 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 NF5 (PWD) Yes No x
b. New Hires to NF4 (PWD) Yes No x
c. New Hires to NF3 (PWD}) Yes No x




Cherry Point/MCI West — No across the board.
Administration and Resource — Unknown

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands either
have a new Deputy Director Equal Employment Opportunity or a vacant billet.

4, Using the qualified applicant pool as the benchmark, does your Command/Qrganization 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 NFS (PWTD) Yes No x
b. New Hires to NF4 (PWTD} Yes No x
¢. New Hires to NF3 (PWTD) Yes No x

Cherry Point/MCI West — No across the board.
Administration and Resource — Unknown

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

5. Does your Command/Organization 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 pool for qualified internal applicants and the
qualified applicant pool for selectees.) If "yes", describe the trigger(s) in the text box.

a. Executives (NF5)

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

b. Managers {NF4)}

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

¢. Supervisors (NF3)

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

Cherry Point/MCIl West — No across the board.
Administration and Resource — Unknown

MCI PAC, MCI1 East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.




6. Does your Command/Organization 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 (NF5)

i. Qualified Internal Applicants (PWTD) Yes No x
ii. Internal Selections (PWTD) Yes No x
b. Managers (NF4)

i. Qualified Internal Applicants (PWTD) Yes No x
ii. Internal Selections (PWTD) Yes No x
¢. Supervisors {NF3)

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

Cherry Point/MCI West — No across the board.
Administration and Resource — Unknown

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

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

a. New Hires for Executives (NF5) (PWD) Yes Nox
b. New Hires for Managers (NF4) (PWD) Yes Nox
¢. New Hires for Supervisors {(NF3} (PWD) Yes Nox

Cherry Point/MCI West — No across the board.
Administration and Resource — Unknown

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

8. Using the qualified applicant pool as the benchmark, does your Command/Organization 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 (NF5) (PWTD) Yes Nox
b. New Hires for Managers (NF4) (PWTD) Yes Nox
c. New Hires for Supervisors (NF3) (PWTD}) Yes Nox



Cherry Point/MCI| West — No across the board.
Administration and Resource — Unknown

MCI PAC, MCI East, Albany, and Tri-Command have bheen granted a waiver as these commands
either have a new Depuly Director Equal Employment Opportunity or a vacant billet.

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/Organization convert all eligible Schedule A{u)
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/Organization did not
convert all eligible Schedule A{u) employees.

Yes No

NAF does not utilize Schedule A (u).

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 x
b. Involuntary Separations (PWD) Yes No x

Cherry Point/MCIl West — No to both.
Administration and Resource — Not applicable

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

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

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




Cherry Point/MCi West — No to both.
Administration and Resource — Not applicable

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

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

Cherry Point — N/A
Administration and Resource — Not applicable
MCl West — No response

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

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/Qrganization technology, and the Architectural Barriers Act of 1968 (42 U.S.C. §
4151-4157), concerning the accessibility of Command/Organization facilities. In addition, agencies are
required to inform individuals where to file complaints if other agencies are responsible for a violation.

1. Please provide the internet address on the Command/Organization’s public website for its
notice explaining employees' and applicants’ rights under Section 508 of the Rehabilitation Act,
including a description of how to file a complaint.

NAF Enterprise wide - https://careers.usmc-mccs.org/#nav-preference EEQ

2. Please provide the internet address on the Command/Qrganization’s public website for its
notice explaining employees' and applicants' rights under the Architectural Barriers Act, including
a description of how to file a complaint.

NAF Enterprise wide - htips://careers.usmc-mccs.org/#nav-preference EEQ

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

Cherry Point — No response

Administration and Resource - MMARADMIN 259-23, hiring preference for PWD/PWTD.




MCI West - All files are moving to a cloud, SharePoint site, with all S Drives going away. This allows
more access from all locations. There is an estimated completion date of 31 December 2023,

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these commands
either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

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 accommodation procedures.

1. Please provide the average time frame for processing initial requests for reasonable
accommodations during the reporting period. (Please do not include previously approved
requests with repetitive accommodations, such as interpreting services.)

81.88% timely processed for Marine Corps Wide NAF.
101 cases processed before 45 days.

3 cases were reassignments.

2. Describe the effectiveness of the policies, procedures, or practices to implement the
Command/Organization’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.

Cherry Point - FY23 Average processing time frame for RA's was 18.42 days. Very effective. The
installation EEO team does an excellent job responding and coordinating with offices to obtain the best
possible outcome.

3. How many reasonable accommodation requests have taken more than 45 days to process?

Do not include previously-approved requests associated with repetitive accommodations, such
as Interpreter services.

23 cases were processed more than the 45 day compliance.

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.



288 days was the longest days for processing.

5. How many RA requests were received in the reporting cycle?

127 cases were received in this cycle for NAF,

6. How many RA requests are up-to-date in NEAT?

Due to large turnover some of the major subordinate commands are out of compliance.

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/Organization.

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.

NAF Enterprise Wide - PAS is available, however have not had a request.

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 last fiscal year, did any complaints alleging harassment based on disability status
result in a finding of discrimination or a settlement agreement?

Yes x No N/A

3. If the Command/QOrganization 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/Organization.




No findings

B. EEOQ Complaint Data involving Reasonable Accommodation

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

Yes x No N/A

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

Yes x No N/A

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 x No N/A

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

Neo Findings

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/Organization identified any barriers (policies, procedures, and/or practices)
that affect employment opportunities for PWD and/or PWTD?

Yes x No

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

Yes No 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 N/A




Barrier(s)

Objective(s)

Responsible Official(s)

Performance Standards Address the Plan?

(Yes or No)

Target Date Planned Sufficient Staffing | Modified Date Completion
Activities & Funding Date
(mm/dd/yyyy) (mm/dd/yyyy)
(Yes or No) {mm/dd/yyyy)
Fiscal Year Accomplishments

4. Please explain the factor(s} that prevented the Command/Crganization from timely completing any of

the planned activities.

Cherry Point/Administration and Resource/MCI West- No response submitted.

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these
commands either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

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

Cherry Point/MCIl West — No response submitted.




Administration and Resource - MARADMIN 259-23 was published and provides hiring authority
for individuals with disabilities.

MCi PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these
commands either have a new Deputy Director Equal Employment Opportunity or a vacant billet.

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

Cherry Point/Administration and Resource/MCI West — No response submitted.

MCI PAC, MCI East, Albany, and Tri-Command have been granted a waiver as these
commands either have a new Deputy Director Equal Employment Opportunity or a vacant billet.




MD-715 - Part F
Certification of Establishment of Continuing
Equal Employment Opportunity Program

I, Ronnie L Holmes,PhD, EEO Director 0260/GS14 am the

(Insert name above) (Insert official
title/series/grade above)

Principal EEO Director/Official for  UNited States Marine CorpS

(Insert Agency/Component Name above)

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

The agency has also analyzed its work force profiles and conducted 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. EEQ Plans to
Eliminate Identified Barriers, as appropriate, are included with this Federal Agency Annual
EEO Program Status Report.

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

,%/ 73/ L feb 24

Signature of Principal EEO Director/Official Date
Certifies that this Federal Agency Annual EEO Program Status Report is in
compliance with EEQ MD-715.

\ 4 Pebe

Signat()e of Agency Head\!or Agency Head Designee Date
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