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FORWARD

     This annual report is mandated by the Equal Employment Opportunity Commission Management Directive 714.  The data portrays various indicators of the Installation's Affirmative Employment Program.
     Section I is a narrative and statistical summary of the FY 02 accomplishments and trends.  Section II shows the status of the work force entering FY 03 with goals and objectives.  Section III highlights noteworthy achievements.
     To show a clear picture of the Fort Bragg work force, this report compares installation employment statistics with the local Civilian Labor Force percentages as based on 1990 census data. 
     The Department of the Army continues to emphasize equal consideration for developmental opportunities and advancement of targeted groups, at the GS-13 through GS-15 and senior executive levels.

Definition of Terms

	Action Item


	Clearly identified step to the attainment of an objective.



	AEP


	Affirmative Employment Program.



	Affirmative Action


	Actions appropriate to overcome the effects of past or present practices, policies, or other barriers to equal employment opportunity.  The goal of affirmative action is to achieve work force representation for minorities and women within the overall work force, within all grade levels, and within each occupational category consistent with their representation in the appropriate civilian labor force.



	Barrier


	Personnel principle, policy, or practice which restricts or tends to limit the representative employment of applicants and employees, especially minorities, women, and individuals with disabilities.



	Career Program


	Army civilian positions from a common career field that are part of the Army civilian career program system.  Career program recruitment and training include the intake of interns, providing career counseling and training to careerists and referral of, career program registrants only to higher grade levels.



	Civilian Labor Force (CLF)


	Persons, 16 years of age or over, excluding those in the Armed Forces, who are employed or seeking employment in the civilian labor force.



	CPAC
	Civilian Personnel Advisory Center.



	Conspicuous Absence
	Particular EEO group that is totally non-existent from a particular occupation or grade level in the work force.



	EEO Groups
	American Indian/Alaskan Native Male (AI/AN-M)

American Indian/Alaskan Native Female (AI/AN-F)

Asian American or Pacific Islander Male (AA/PI-M)

Asian American or Pacific Islander Female (AA/PI-F)

Black Male (BM)

Black Female (BF)

Hispanic Male (HM)

Hispanic Female (HF)

White Male (WM)

White Female (WF)




Definition of Terms Continued

	EEOC
	Acronym for Equal Employment Opportunity Commission, the agency responsible for monitoring and evaluating the Federal EEO program.



	Employee
	Permanent, full or part-time member of the agency work force including those in excepted service position, does not include temporary or intermittent individual.



	FY
	Acronym for fiscal year, from 1 October of one year to

30 September of the following year.



	Major Occupation
	Mission oriented occupations or other occupations with 100 or more employees.



	Manifest Imbalance
	Representation of EEO groups in a specific occupational grouping or grade level in the agency’s work force that is substantially below its representation in the CLF.



	MD 714
	EEOC Management Directive that established affirmative employment program guidelines and requirements for federal agencies.



	Minorities
	This term normally denotes Blacks, Hispanics, American Indian/Alaska Native, Asian American/Pacific Islander, and women.



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



	Occupational Category
	The major occupation or employment categories for the white-collar pay system and wage board pay system including:  professional, administrative, technical, clerical, other, and blue collar.



	PATCOB
	Acronym for professional, administrative, technical, clerical, other, and blue-collar occupational categories.



	RIF
	Reduction-In-Force.



	RNO
	Acronym for race/national origin, referring to EEO groups.



	Under-representation
	When the percentage of a protected group in a particular work force is less than their representation in a relevant applicant pool.
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Summary Analysis of Work Force

AFFIRMATIVE EMPLOYMENT PROGRAM

FOR MINORITIES AND WOMEN

ANNUAL AFFIRMATIVE EMPLOYMENT PROGRAM 

ACCOMPLISHMENT REPORT FY 02

SUMMARY ANALYSIS OF WORK FORCE

FISCAL YEAR 2002

During Fiscal Year (FY) 2002, the civilian work force increased from 4,096 in FY 2001 to 4,265 employees at the end FY 2002.  Minority employment increased from 39% to 40% in FY 2002.  Increases were shown in the minority groups of Blacks, Hispanics and Asian.  Employment of Native Americans was down .1% for male and down .2% for females.  
Black, Hispanic, Asian, and White women showed an increase in employment.  The greatest increase was.3% for White women.
The work force is comprised 89% white-collar workers employed in professional, administrative, technical, clerical, and other occupations.  
Minorities and women continue to be promoted or selected for positions in grades 9-12 and 13 and above.  There were 6 women promoted to the grade 14 during FY 02.  Minorities and women exceed the CLF with the exception of Native American females and males.   Refer to pages 12-20 for types and grades of positions in which minority and female employees were promoted or hired.
Blue-collar workers make up 10% of the total work force.  The total number of employees declined by 65.  Minority representation in the blue-collar work force is 38% and is below the Civilian Labor Force (CLF) minority representation.  This is attributed to the low representation of females in blue-collar occupations in the work force.
The following statistics reflect the overall FY 02 white-collar Fort Bragg work force in comparison to the local CLF white-collar population, which is based on 1990 census data.  Rounding may cause percentages to vary slightly from 100%:

	
	Fort Bragg

        %


	CLF

   %



	WM
	28.4
	30.2

	WF
	31.4
	41.4

	BM
	  8.9
	  7.7

	BF
	23.3
	15.1

	HM
	  1.9
	  1.0

	HF
	  3.2
	  1.9

	AA/PI-M
	    .5
	    .5

	AA/PI-F
	  1.4
	    .7

	AI/AN-M
	    .5
	    .4

	AI/AN-F
	    .7
	  1.0


The following statistics reflect Fort Bragg General Schedule (GS)/General Grade (GG) FY 02 distribution by grade levels as a percentage of the total white collar population:

	
	GS/GG 1-4

        %
	GS/GG 5-8

         %
	GS/GG 9-12

          %
	GS/GG/GM 13+ 

              %



	WM
	    1.0
	     6.8
	      16.6
	        3.6

	WF
	    3.5
	   13.0
	      14.0
	         1.0

	BM
	    1.6
	     3.6
	        3.3
	          .3

	BF
	    8.1
	   10.0
	        5.0
	          .3

	HM
	    1.5
	       .7
	          .8 
	          .1

	HF
	      .9
	       .8
	          .5
	          --

	AA/PI-M
	    .02
	      1.7
	          .3
	        .02

	AA/PI-F
	      .3
	       .6
	          .4
	        .05

	AI/AN-M
	      .02
	       .2
	          .2
	          --

	AI/AN-F
	      .1
	       .2
	          .3
	          .02


The following statistics reflect the overall FY 02 blue-collar Fort Bragg work force in comparison to the local CLF blue-collar population, which is based on 1990 census data.  Rounding may cause percentages to vary slightly from 100%:

WG POPULATION

	
	Fort Bragg

         %
	CLF

  %



	WM
	      60.6
	49.7

	WF
	        1.5
	12.5

	BM
	      25.2
	21.1

	BF
	        4.2
	10.3

	HM
	        3.5
	  1.3

	HF
	          .2
	    .7

	AA/PI-M
	        1.3
	    .4

	AA/PI-F
	        1.5
	  1.1

	AI/AN-M
	        2.0
	  1.7

	AI/AN-F
	          --
	  1.0


The following statistics reflect Fort Bragg blue-collar FY 02 distribution by grade levels as a percentage of the total WG/WL/WS population:

	
	WG 1-4

     %


	WG/WL 5 - 9

        %
	WG/WS 10

        %


	WD/WG 11-13

          %
	WL/WN/WS 12+

               %

	WM
	1.1
	    22.1
	     28.4
	       12.7
	         --

	WF
	  --
	      1.3
	         .2
	           .2
	         --

	BM
	2.6
	    16.1
	       5.5
	          1.8
	         --

	BF
	3.1
	      1.3
	         --
	            --
	         --

	HM
	--
	      1.5
	       1.3
	            .7
	         --

	HF
	 .2
	        --
	         --
	            --
	          --

	AA/PI-M
	 .2
	        1.1
	         .2
	            --
	           -

	AA/PI-F
	4.9
	          .7
	         --
	            --
	          --

	AI/AN-M
	--
	          .4
	         1.3
	             .2
	          --

	AI/AN-F
	--
	        --
	         --
	            --
	          --


PATCOB Analysis

PATCOB ANALYSIS

1.  A statistical chart comparing the FY 02 Fort Bragg Professional, Administrative, Technical, Clerical, Other, and Blue Collar (PATCOB) distribution compared to the CLF is on page 5.   The charts on pages 6 and 7 depict actual numbers and changes from FY 01 to FY 02.

2. Analysis of Fort Bragg populations by PATCOB follow:

    a.  Professional Category:  These highly skilled occupations require specific degrees or certifications, primarily in the medical field.  Most jobs in the professional category are nursing positions, the professional category make up twelve percent of the jobs. All minority groups exceed the CLF with the exception of Hispanic male and Asian American/Pacific Islander male.

    b.  Administrative Category:  Administrative occupations require analytical ability, judgment, and personnel responsibility.  Though these positions do not require specialized educational majors, they do involve the type of skills typically gained through progressively responsible experience.  American Indian male and female and White male are below the CLF.  All other minority groups exceed the CLF.

    c.  Technical Category:  Technical positions involve almost the same type of work performed by administrative and professional staff except that practical knowledge and skill are applied instead of theoretical or professional education.  With the exception of White female and Black male all other minority groups exceed or equal to CLF.

    d.  Clerical Category:  Clerical positions involve the orderly processing of papers and performance of routine work supporting an office or organization.  White and Black female occupied most of the positions in this category (74%).  American Indian/ female and white female were below the CLF, all other groups exceed or are equal to the CLF.

    e.  Other Category:  Fort Bragg has limited other jobs, primarily fire fighter and guards, which are traditionally male‑dominated work areas.  Black female and male are below CLF.  All other groups exceed or are equal to the CLF.

    f.  Blue Collar:  Blue collar positions involve the use of accepted trade methods and a variety of manual processes to fabricate, repair, modify, rebuild, and assemble a product or equipment.  At Fort Bragg, blue collar jobs include male dominated occupations such as maintenance mechanic.  The percentages for White male, Black male, Hispanic male, Asian male and female; and American Indian male exceed the CLF.  White female, Black female, Hispanic female, and American Indian female are below the CLF.

Fort Bragg, North Carolina

DISTRIBUTION OF EEO GROUPS BY PATCOB AND COMPARISON TO THE CIVILIAN LABOR FORCE

	OCCUPATIONAL

 CATEGORY
	Total
	
WHITE
	
BLACK
	
HISPANIC
	ASIAN AMERICAN/ PACIFIC ISLANDER
	AMERICAN INDIAN/

ALASKAN NATIVE

	
	
	 MALE        FEMALE
	  MALE          FEMALE
	  MALE        FEMALE
	 MALE          FEMALE
	 MALE        FEMALE

	AGENCY PROFESSIONAL
CIVILIAN LABOR FORCE
	
100

100
100
	   24.1
	   46.1
	     3.6
	   19.0
	      .6
	    2.0
	    1.0
	    2.0
	      .6
	   1.0

	
	
	   60.6
	   26.9
	     2.3
	     2.8
	    2.2
	    1.1
	    2.5 
	    1.1
	      .2
	     .1

	AGENCY ADMINISTRATIVE
CIVILIAN LABOR FORCE
	
100

100
100
	   46.7
	   26.6
	     10.3
	   10.4
	    2.4
	    1.1
	     .5
	     1.1
	      .3
	     .6

	
	
	   67.1
	   17.3
	     6.9
	     5.8
	     .5
	       0
	     .3
	       .5
	      .6
	     .8

	AGENCY 
TECHNICAL
CIVILIAN LABOR FORCE
	
100

100
100
	   20.3
	   33.0
	     8.1
	   28.6
	    2.0
	    5.2
	     .4
	     1.0
	      .7
	     .7

	
	
	   33.5
	   34.1
	    10.5
	   18.5
	    1.4
	      .5
	      0
	      .4
	      .3
	     .5

	AGENCY 

CLERICAL
CIVILIAN LABOR FORCE
	
100

100
100
	     9.1
	   30.8
	     8.0
	   43.3
	      .8
	    5.0
	      .1
	    2.0
	      .2
	     .7

	
	
	   16.8
	   53.3
	     5.5
	   20.2
	      .7
	    1.8
	      .1
	      .4
	      .0
	   1.0

	AGENCY  
OTHER
CIVILIAN LABOR FORCE
	
100

100
100
	  56.5
	    5.3
	   28.2
	       .8
	    6.1
	      0
	       .8
	       .8
	    1.5
	      0

	
	
	   55.1
	   5.0
	   33.0
	    4.5
	      .6
	       0
	      .7
	        0
	      .9
	      0

	AGENCY 

BLUE COLLAR
CIVILIAN LABOR FORCE
	
100

 100
	   60.6
	     1.5
	   25.2
	     4.2
	    3.5
	     .2
	     1.3
	     1.5
	    2.0
	      0

	
	
	   49.7
	   12.5
	   21.1
	   10.3
	    1.3
	       .7
	       .4
	     1.1
	    1.7
	    1.0


CHANGE IN WHITE COLLAR/BLUE COLLAR EEO WORKFORCE PROFILE BY PATCOB

OCCUPATIONAL CATEGORY-- FY 01 TO ENDING FY 02
	OCCUPATIONAL
YEAR & CATEGORIES
%CHANGE


	          TOTAL

 ALL        FEMALE
	           WHITE 

MALE   FEMALE
	        BLACK
MALE  FEMALE
	     HISPANIC
MALE  FEMALE
	ASIAN AMERICAN/

PACIFIC   ISLANDER
MALE         FEMALE
	AMER.  INDIAN/

ALASKAN NATIVE
MALE        FEMALE

	PROFESSIONAL           2001#

                                             %

                                          2002#

                                              %

                   CHANGE IN     % 
	   481              332 

                           69.0

   526              369 

                          70.1

                           1.1
	   120          216

     24.9          44.9

   127           243

     24.1          46.1

         .8        1.2
	    18           94

      3.7         19.5

    19           100

      3.6         19.0

      .1            .5
	      4              9

      .8            1.2

      3             10

       .6           2.0

       (.2)           .8
	      5                        8

      1.0                  1.6

       5                     11

      1.0                  2.0

         0                   .4
	     3                     5

     .6                   1.0

      3                     5

      .6                 1.0

        0                   0

	ADMINISTRATIVE      2001#

                                             %

                                          2002#

                                            %

                   CHANGE IN   %
	  1109               457

                           41.2

  1226                487

                          39.7

                           1.5
	    515          306

     46.4          27.5

    572          326

     46.7         26.6

       .3             .9
	   105            120

      9.4          10.8

    127            128

     10.3         10.4

       .9          (.4) 
	     20           12

       1.8          1.0

      30           13

       2.4         1.1

        .6         .1
	      4                      11

        .3                    .9

      6                       13

       .5                     1.1

       .2                     .2
	      10                     8

       1.0                   .8

       8                      8

       .3                    .6

      (.7)                   (.2)

	TECHNICAL                 2001#

                                             %

                                          2002#

                                             %

                  CHANGE IN     %
	   1019               677

                          66.4

   1179               807

                         68.4

                            .2 
	    228          311

      22.3         30.5

    239          389 

      20.3         33.0

        2            2.5
	    89             298

      8.7           29.2

    95              337

      8.1          28.6

       .6              .6
	      14             49 

        1.3           4.8

      24              61

       2.0            5.2

        .7             .4
	      6                    10

       .5                     .9

       5                    12

        .4                  1.0

      ( .1)                  .1
	      5                     9

       .4                    .9

      8                       8

       .7                    .7

      .3                    (.2)

	 CLERICAL                  2001#

                                            %

                                        2002#

                                            %

                   CHANGE IN   %
	   859                699

                          81.3

   746                609

                          81.6

                            (.3)
	     78              296

       9.0          34.4

     68              230

       9.1          30.8

      .1         ( 3.6) 
	    67             339 

      7.7          39.4

    60             323

      8.0          43.3

      .3             3.9
	      11             43

       1.2            5.0

          6          36 

         .8           5.0

      .4               0
	      2                   16

      .2                    1.9

      1                   15

       .1                   2.0

       .1                  .1
	       2                   5 

         .2                  .6

       2                   5 

        .2                   .7

        0                     .1

	OTHER                         2001#

                                            %

                                         2002#

                                            %

                   CHANGE IN   %
	     106                  5

                          4.7

     131                  9

                          6.8

                          2.1
	    72                  5 

     67.9            4.7

     74                7

     56.4            5.3

      11.5            .6
	   23                0

   21.6             0

   37                1

   28.2             .8

      6.6           (.8)
	       4               0

       3.7            0

       8               0

       6.1            0

      2.4             0
	       0                    0

       0                    0

       1                    1

       .8                   .8

       (.8)               (.8)
	       2                   0

       1.8                0

       2                   0

       1.5                0

        .3                 0


Note:  Rounding causes total percentages to vary slightly from 100% 

CHANGE IN WHITE COLLAR/BLUE COLLAR EEO WORKFORCE PROFILE BY PATCO

OCCUPATIONAL CATEGORY-- FY 01 TO ENDING FY 02
	OCCUPATIONAL         YEAR & CATEGORIES               %CHANGE 
	          TOTAL

 ALL    FEMALE
	           WHITE 

MALE    FEMALE
	        BLACK
MALE  FEMALE
	     HISPANIC
MALE  FEMALE
	ASIAN AMERICAN/

PACIFIC ISLANDER

MALE         FEMALE
	AMER.  INDIAN/

ALASKAN NATIVE
MALE         FEMALE

	BLUE COLLAR        2001#

                                            %

                                     2002#

                                            %

CHANGE IN                      %
	522             34

                     6.5

457             34

                     7.4

                      (.9) 
	 326                  8 

   62.4                1.5

 277                   7

   60.6               1.5

    1.8                   0
	 130              20

  24.9              3.8

 115              19

   25.2             4.2

      (.3)            (.4)
	   16               0

     3.0            0

   16               1

     3.5            .2

      .(5)         (.2)
	    6                       6

    1.1                   1.1

    6                         7

     1.3                   1.5

     (.2)                   (.4)
	    10                    0

      1.9                 0

     9                     0

     2.0                  0

     (.1)                  0

	
	
	
	
	
	
	

	TOTAL                      2001#

WORKFORCE                %

                                    2002#

                                            %

CHANGE IN                      %
	4096         2204

                  53.8

4265         2316

                  54.3

                    (.5)
	1339              1142

    32.6            27.9

1357               1203

    31.8            28.2

       .8                (.3)
	 432              871

   10.5           21.3

 453              908

   10.6           21.2

      (.1)             .1
	    69            113

     1.7           2.7

    87             121

     2.0           2.8

      (.3)          (.1) 
	  23                       51

    .5                      1.2

  24                       59

     .5                     1.3

     0                      (.1)
	   29                   27

      .7                    .7

   28                    25

      .6                    .5

      .1                    .2


 Note:  Rounding causes total percentages to vary slightly from 100%.

ANALYSIS OF MAJOR OCCUPATIONAL SERIES

(SERIES WITH 100 OR MORE POSITIONS)

PROFESSIONAL:  The professional category is comprised of 49 occupational series.  Series 0610 is the only professional series at Fort Bragg with more than 100 employees.  The data below shows how EEO groups in this occupational series fared when compared to the percentage of the EEO groups in the CLF professional category.

	
	SERIES 0610

      Nurse


	CLF 

%

	WM
	         5.5
	60.6

	WF
	       61.9
	26.9

	BM
	         1.1
	  2.3

	BF
	       23.8
	  2.8

	HM
	           .6
	  2.2

	HF
	         2.8
	  1.1

	AA/PI-M
	           .6
	  2.5

	AA/PI-F
	         2.8
	  1.1

	AI/AN-M
	           --
	    .2

	AI/AN-F
	         1.1
	    .1


ADMINISTRATIVE:  The administrative category is comprised of 62 occupational series.  Two Fort Bragg administrative series have more than 100 employees.  The data below shows the distribution of EEO groups in these occupational series at Fort Bragg as compared to their representation in the CLF.

	
	SERIES 0301

Misc Admin


	SERIES 2210

Info Tech Mgt
	CLF 

%

	WM
	         57.7
	40.3
	67.1

	WF
	         18.6
	31.3
	17.3

	BM
	         10.7
	14.9
	  6.9

	BF
	           6.7
	  7.5
	  5.8

	HM
	           4.0
	  3.0
	    .5

	HF
	             --
	  1.5
	     0

	AA/PI-M
	             .8
	    --
	    .3

	AA/PI-F
	             .8
	    .7
	    .5

	AI/AN-M
	              --
	    --
	    .6

	AI/AN-F
	             .4
	    .7
	    .8


TECHNICAL:  In this category, there are 78 occupational series.  There are two technical series with more than 100 employees at Fort Bragg.  The data below shows the distribution of EEO groups in the most populous occupational series at Fort Bragg compared to their distribution in the CLF.

	
	SERIES 0640

Health Aid/Tech


	SERIES 0681

Dental Asst
	CLF 

  %

	WM
	          25.0
	          .9
	33.5

	WF
	          29.8
	       39.1
	34.1

	BM
	          14.4
	           .9
	 10.5

	BF
	          24.0
	       48.7
	 18.5

	HM
	            2.9
	           .9
	   1.4

	HF
	            2.9
	         9.6
	     .5

	AA/PI-M
	              --
	          --
	      0

	AA/PI-F
	              --
	          --
	     .4

	AI/AN-M
	              --
	          --
	     .3

	AI/AN-F
	            1.0
	          --
	     .5


CLERICAL:  The clerical category is comprised of 28 occupational series.  Three of these series at Fort Bragg have more than 100 employees.  The data below shows the distribution of EEO groups in three of the most populous occupational series at Fort Bragg compared to their representation in the CLF.

	
	SERIES 0303

Misc. Clk/Asst


	SERIES 0679

   Med Clk
	SERIES 0318

    Secretary
	CLF 

  %

	WM
	          14.0
	   2.9
	   1.4
	16.8

	WF
	          27.2
	 21.4
	 55.9
	53.3

	BM
	          10.5
	   5.0
	     --
	  5.5

	BF
	          41.2
	 59.7
	  34.5
	 20.2

	HM
	            --
	     .8
	      --
	     .7

	HF
	            4.4
	   7.6
	    5.5
	   1.8

	AA/PI-M
	             --
	      --
	      --
	     .1

	AA/PI-F
	              .9
	   2.5
	    2.8
	     .4

	AI/AN-M
	              .9
	      --
	      --
	      0

	AI/AN-F
	              .9
	      --
	      --
	   1.0


BLUE-COLLAR:  In this category, there are 60 occupational series.  There are no Fort Bragg blue-collar series with more than 100 employees.  The data below shows the distribution of the EEO group in the most populous occupational series compared to their distribution in the CLF.

	
	SERIES 4749

Maint Mech


	CLF 

%

	WM
	         72.0
	49.7

	WF
	              --
	12.5

	BM
	         15.9
	21.1

	BF
	              --
	10.3

	HM
	           8.5
	1.3

	HF
	             --
	.7

	AA/PI-M
	           1.2
	.4

	AA/PI-F
	              --
	1.1

	AI/AN-M
	           2.4
	1.7

	AI/AN-F
	              --
	1.0


Section II

Accomplishment Report

of

Objectives and Actions Items

ACCOMPLISHMENT REPORT OF OBJECTIVES AND ACTION ITEMS

PROGRAM ELEMENT:  I.  Work Force Analysis

PROGRAM/BARRIER STATEMENT:  Although the percentage of females and minorities in the overall Fort Bragg work force compares favorably with the local CLF, representation at the higher grade levels is below the representation in the installation work force.

OBJECTIVE:  To reduce the imbalance of the affected EEO groups.

RESPONSIBLE OFFICIAL:  Managers/Supervisors/CPAC/EEO

TARGET DATE:  30 Sep 03

====================================================================

	ACTION ITEMS
	RESPONSIBLE

OFFICIAL
	TARGET

DATE



	Provide training and career development opportunities for minorities and women as a means of improving their chances for promotion.


	Managers

Supervisors

CPAC Staff
	Ongoing

	Review vacancies in occupations where an inequality of females and minorities has been identified to determine if job redesign for fill at the trainee level is feasible as a means for increasing promotion opportunities for these groups.


	Managers

Supervisors


	Ongoing

	Provide staff support and assistance to managers/supervisors in organizational design, positions management, job restructuring, and in the development of job related selection criteria which do not impact adversely on minorities and females.


	CPAC 
	Ongoing

	Review and monitor selection procedures to ensure they comply with affirmative employment objectives.


	Managers

Supervisors CPAC

EEO
	Ongoing


====================================================================

ACCOMPLISHMENT REPORT OF OBJECTIVES AND ACTION ITEMS
REPORT ON ACCOMPLISHMENT OF OBJECTIVE:   Considerable progress has been made in the placement of Blacks, Hispanics, and White women in diverse areas and supervisory positions.  Continued emphasis is placed on long-term training and development opportunities available to qualify employees for higher graded positions.   

Upon receipt in the Civilian Personnel Advisory Center, vacancies are reviewed to determine if under-representation exists.  The various sources of recruitment are discussed with the managers and supervisors in order to provide the best qualified candidates.  These efforts provide women and minority candidates an opportunity for consideration.  The reduction of the imbalance or targeted groups will continue to be an objective for FY 03.

Continued emphasis is placed on long-term training and development opportunities available to qualify employees for higher graded positions.  

Four hundred fourty-one women and 91 males were hired into or promoted to higher grade in the professional, administration, technical, and blue collar categories.  The positions were filled as follows:

	PROFESSIONAL



	American Indian/AN Female

American Indian/AN Male

Asian/PI Female

Asian /PI Male
	GS-1102-11 

GS-0830-11

GS-0610-10

GS-0660-11

GS-0602-14

GS-0185- 11 (2)

GS-0610-11

GS-1102-11 

GS-0660-11

GS-0610-10 (3)

GS-0602-14

GS-0680-12

GS-0610-12

GS-0850-12
	
	Black Female
	GS-0185-12

GS-1102-12 (2)

GS-0610-12

GS-1750-11

GS-1102-11 (4)

GS-1701-11 (2)

GS-0644-11

GS-0610-11 (6)

GS-0660-11

GS-0185-11

GS-0101-11

GS-0510-11

GS-0610-10 (19) 

GS-0601-09

GS-1740-09

GS-0644-09

GS-1102-09 (2)

GS-1410-09



	Black Male
	GS-0680-12

GS-0830-12

GS-0850-12

GS-0601-11

GS-1102-11

GS-0185-11

GS-0610-10


	
	White Female
	GS-0511-14

GS-1102-14 (2)

GS-1102-13 (3)

GS-0602-13

GS-0810-12

GS-0511-12 (2)

GS-0610-12 (7)

GS-0660-12

GS-1102-12 (6)

GS-0808-12

GS-0511-12

	Hispanic Female

Hispanic Male


	GS-0180-11

GS-0610-11

GS-0610-10 (4)

GS-0644-09

GS-0810-12

GS-0610-10


	
	
	GS-0101-12

GS-1750-12

GS-0644-12

GS-0665-11

GS-0180-11 (3)

GS-0610-11 (22)

GS-0665-11

GS-0660-11 (6)

GS-0101-11 (2)

GS-1102-11 (6)

GS-0185-11 (6)

GS-0430-11

GS-0486-11

GS-0819-11

GS-1740-11

GS-0644-11

GS-0630-11

GS-0101-11

GS-0610-10 (42)

GS-1740-09 (2)

GS-0486-09

GS-1102-09 (2)

GS-0610-09 (3)

GS-0180-09




ACCOMPLISHMENT REPORT OF OBJECTIVES AND ACTION ITEMS
	ADMINISTRATIVE



	American Indian/AN Female
	GS-0301-13
	
	Black Female(cont’d)
	GS-0560-11 (7)

	
	GS-0560-11
	
	
	GS-1103-11

	
	GS-2210-09
	
	
	GS-0201-11 (2)

	
	
	
	
	GS-0301-11

	Asian American/PI Female
	GS-0343-13
	
	
	GS-0080-11

	
	GS-0343-11
	
	
	GS-0260-11 

	
	GS-0560-11
	
	
	GS-2210 -09 (3)

	
	GS-0671-11
	
	
	GS-1170-09

	
	GS-0301-09
	
	
	GS-1035-09 (2)

	
	
	
	
	GS-0301-09 (6)

	Asian American/PI Male
	GS-0301-11
	
	
	GS-0205-09

	
	GS-1712-09
	
	
	GS-0343-09

	
	
	
	
	GS-0560-09 (8)

	Hispanic Female
	GS-2210-11
	
	
	GS-0080-09

	
	GS-0560-11
	
	
	GS-0671-09

	
	GS-0560-09
	
	
	GS-0201-09 (2)

	
	
	
	
	

	Hispanic Male
	GS-0301-13
	
	Black Male
	GS-0346-13 (2)

	
	GS-0018-12
	
	
	GS 1670-12 (2)

	
	GS-0301-11 (3)
	
	
	GS-2210-12 (2)

	
	GS-2210-11
	
	
	GS-0340-12

	
	GS-2152-11
	
	
	GS-0201-12

	
	GS-0080-09
	
	
	GS-0132-12

	
	GS-2210-09
	
	
	GS-1071-12

	
	GS-0301-09
	
	
	GS-0018-11 (2)

	
	GS-1801-09
	
	
	GS-0301-11 (6)

	
	GS-1712-09
	
	
	GS-2210-11 (4)

	
	
	
	
	GS-0560-11

	Black Female
	GS-0260-14
	
	
	GS-0391-11

	
	GS-0560-13
	
	
	GS-2152-11

	
	Gs-0201-13
	
	
	GS-0560-09

	
	GS-2210-12(3)
	
	
	GS-2210-09 (11)

	
	GS-0346-12
	
	
	GS-0301-09 (5)

	
	GS-0201-12(3)
	
	
	GS-1712-09

	
	GS-1712-12
	
	
	GS-0343-09 (2)

	
	GS-0301-12
	
	
	GS-0501-09

	
	GS-0343-12
	
	
	

	
	GS-2210-11
	
	
	

	
	GS-0343-11
	
	
	


	White Female
	GS-0301-14

GS-0301-13 (3)

GS-2210-13

GS-0501-13

GS-0560-13 (2)

GS-0343-13 (2)

GS-0201-13

GS-0560-12 (7)

GS-2210-12 (12)

GS-0343-12 (4)

GS-1071-12

GS-0028-12

GS-0201-12 (3)

GS-0080-12

GS-0301-12

GS-0340-12

GS-0671-11 (4)

GS-0080-11

GS-2210-11 (10)

GS-0343-11 (3)

GS-0301-11 (5)

GS-1173-11

GS-0560-11 (15)

GS-0018-11

GS-0341-11

GS-1035-11 (2)

GS-1801-11

GS-0028-11

GS-1082-11(2)

GS-0201-11

GS-2003-11

GS-1712-11

GS-0501-11

GS-0132-11 (2)

GS-2001-11

GS-0346-11

GS-0301-10

GS-0343-09 (9)

GS-560-09 (11)

GS-2210-09 (14)

GS-0301-09 (10)

GS-1173-09

GS-0671-09 (2)

GS-1712-09

GS-0341-09

GS-0950-09

GS-1071-09

GS-1170-09


	
	White Female (cont’d


	GS-1173-09

GS-1801-09

GS-0201-09 (2)

GS-0391-09 (2)

GS-1084-09 (2)

GS-0205-09




	TECHNICAL
	
	BLUE COLLAR
	

	American Indian/AN Native Male

Hispanic Female

Hispanic Male

Black Female

Black Male

White Female


	GS-0809-10

GS-0802-09

GS-0610-10

GS-1020-09

GS-0642-10

GS-0895-09

GS-0890-09

GS-0962-09

GS-1016-09

GS-1001-09

GS-0856-09

GS-2005-09

GS-1610-10 (3)

GS-0647-09

GS-0642-09 (2)

GS-1702-09

Gs-0962-09

Gs-2005-09

GS-0301-09

GS-0809-09


	
	Asia American/PI Male

Hispanic Male

Black Male

White Female

CLERICAL

White Female
	WG-4749-10

WG-4749 -10(2)

WG-5803-12

WG-2502-11

WG-4742-10

WG-4749-10

WG-5716-09

WG-46-7-09

WG-6610-10

GS-0319-10



	
	
	
	
	


ACCOMPLISHMENT REPORT OF OBJECTIVES AND ACTION ITEMS

PROGRAM ELEMENT:  II.  Work Force Analysis

PROGRAM/BARRIER STATEMENT:  The percentage of minorities and females in supervisory positions compares unfavorably with their representation in the work force.

OBJECTIVE:  Increase the representation of minorities and women in supervisory positions.

RESPONSIBLE OFFICIAL:  Managers/Supervisors/CPAC/EEO

TARGET DATE:  30 Sep 03

====================================================================

	ACTION ITEMS
	RESPONSIBLE

OFFICIAL
	TARGET

DATE



	Encourage minorities and women to compete for and participate in training and self-development activities.


	Managers

Supervisors


	Ongoing

	Counsel minorities and women on steps they can take to improve their chances for selection to supervisor.


	Managers

Supervisors


	Ongoing

	Monitor and evaluate selections/referrals for supervisory positions to identify barriers and impediments to the selection of minorities and women.
	EEO/CPAC
	Ongoing


ACCOMPLISHMENT REPORT OF OBJECTIVES AND ACTION ITEMS
REPORT ON ACCOMPLISHMENT OF OBJECTIVE:  Although impacted by downsizing, and under the requirement to reduce the leader to lead, 49 females and minorities were selected in supervisory positions during FY 02 as follows:

	
	
	

	American Indian/AN Male
	GS-0680-12
	
	White Female
	GS-0511-14

	
	
	
	
	GS-1102-14 (2)

	Asian American/PI Male
	GS-0680-12
	
	
	GS-2210-13

	
	
	
	
	GS-0501-13

	Black Female
	GS-0260-14
	
	
	GS-0201-13

	
	GS-0560-13
	
	
	GS-0560-12 

	
	GS-0201-13
	
	
	GS-2210-12

	
	GS-0301-12
	
	
	GS-0301-12

	
	GS-0185-12
	
	
	GS09340-12

	
	GS-0610-12
	
	
	GS-0610-12

	
	GS-0560-11
	
	
	GS-1102-12

	
	GS-1701-11
	
	
	GS-0808-12

	
	GS-1610-11 (2)
	
	
	GS-2210-11

	
	GS-0610-10
	
	
	GS-1173-11

	
	GS-1701-07
	
	
	GS-0341-11

	
	GS-0203-07
	
	
	GS-0671-11

	
	GS-0303-07
	
	
	GS-0081-11

	Black Male
	GS-0340-12
	
	
	GS-0610-11

	
	GS-2210-11
	
	
	GS-0644-11

	
	GS-0680-12
	
	
	GS-1701-10

	
	GS-0681-11
	
	
	GS-0962-09

	
	GS-2005-09
	
	
	GS-2005-09

	
	WS-7404-08
	
	
	GS-0326-09

	
	WS 4749-05
	
	
	GS-0303-07

	
	
	
	
	GS-0326-05


ACCOMPLISHMENT REPORT OF OBJECTIVES AND ACTION ITEMS

PROGRAM ELEMENT:  III.   Work Force Analysis

PROGRAM/BARRIER STATEMENT:  An imbalance of Black males in some major occupations.

OBJECTIVE:  To reduce the imbalance of the affected EEO groups.

RESPONSIBLE OFFICIAL:  Commander/Managers/Supervisors/CPAC/EEO

TARGET DATE:  30 Sep 03

====================================================================

	ACTION ITEMS
	RESPONSIBLE

OFFICIAL
	TARGET

DATE



	Encourage Black males to compete for and participate in training and self-development activities.


	Managers

Supervisors


	Ongoing

	Review vacancies in occupations where under representation of Black males has been identified to determine if job redesign for fill at the trainee level is feasible as a means for increasing promotion opportunities.


	Managers

Supervisors

CPAC


	Ongoing

	Review and monitor selection/referral procedures to ensure they comply with affirmative employment objectives.


	Managers

Supervisors

CPAC/EEO
	Ongoing


ACCOMPLISHMENT REPORT OF OBJECTIVES AND ACTION ITEMS
REPORT ON ACCOMPLISHMENT OF OBJECTIVE:  Army downsizing continues to impact on opportunities of achieving this objective.  However, 151 Black males were selected for positions in underrepresented areas as follows: 

	Professional
	Administrative
	Clerical


	Technical
	Blue Collar

	GS-0680-12
	GS-0346-13 (2)
	GS-1001-05 
	GS-0962-09
	WG-5803-12

	GS-0830-12
	GS-1670-12 (2)
	GS-0303-05
	GS-1016-09
	WG-2502-11

	GS-0850-12
	GS-2210-12 (2)
	GS-0305-05
	GS-1001-09
	WG-6610-10

	GS-0601-11
	GS-0340-12
	GS-2005-05
	GS-0856-09
	WG-4749-10

	GS-1102-11
	GS-0201-12
	GS-0382-04 (2)
	GS-2005-09
	WG-4742-10

	GS-0185-11
	GS-0132-12
	GS-0203-04 (2)
	GS-0809-08
	WG-5716-09

	GS-0610-10
	GS-1072-12
	GS-0382-04(2)
	GS-2005-07
	WG-4607-09

	
	GS-0018-11(2)
	GS-0679-04(6)
	GS-0649-07
	WG-6610-08

	
	GS-0301-11(6)
	GS-2005-04
	GS-1101-07
	WG-4804-08

	
	GS-2210-11(4)
	GS-0326-04
	GS-0203-07 (5)
	WG-7404-08 (4)

	
	GS-0560-11
	GS-0303-04
	GS-0640-07
	WG-4749-08

	
	GS-0391-11
	GS-2091-02
	GS-0303-07
	WG-3601-07

	
	GS-2152-11
	
	GS-0645-06
	WG-5703-07

	
	GS-0560-09
	
	GS-0651-06
	WG-5703-06

	
	GS-2210-09(11)
	
	GS-0640-06 (4)
	WG-6907-06

	
	GS-501-09
	
	GS-1101-06 (3)
	WG-6907-05

	
	GS-0301-09 (5)
	
	GS-0390-06
	WG-4749-05 (3)

	
	GS-1712-09
	
	GS-2005-06
	WG-6907-05 (3)

	
	GS-0343-09 (2)
	
	GS-0390-06
	WG-5703-04

	
	GS-0343-07
	
	GS-1106-06
	WG-7408-04 (3)

	
	GS-0561-07
	
	GS-0203-06
	WG-7408-02 (3)

	
	GS-1173-07 (2)
	
	GS-0620-06 (2)
	WG-3502-02

	
	GS-0030-07
	
	GS-2005-05
	

	
	GS-1101-06
	
	GS-0640-05
	

	
	
	
	GS-0326-05
	

	
	
	
	GS-0645-04
	

	
	
	
	GS-0640-04 (2)
	

	
	
	
	GS-0681-04
	

	
	
	
	
	

	
	
	
	
	


Section III

Noteworthy Activities/Initiatives

NOTEWORTHY ACTIVITIES/INITIATIVES

Fort Bragg established a Minority College Relations Program Agreement with Fayetteville State University.  This program was designed to provide university students with an opportunity to combine periods of part-time and full-time study employment that reinforces education concepts.  It offers Fort Bragg a source of qualified students with professional education experience in various administrative, professional, or technical fields.

Under the Minority College Relations Program, the United States Army Special Operations Command hired eight college students and two faculty members for summer employment.

In an effort to recruit hard-to-fill professional positions, EEO and HR specialists participated in several local job fairs and Career Days at local colleges and universities.  Some of the hard to fill positions were Clinical Nurses, Medical Officers, Dental Hygienists, and Engineers.  Those efforts resulted in the hiring of 1 male Nurse Specialist, GS-11; one female Architect GS-07 target GS-11; one female Medical Officer, GS-13; and one female Pharmacist, GS-12.

A five-day mediation-training workshop was conducted by the Defense Equal Opportunity Management Institute for Equal Opportunity Advisors, EEO personnel, and local human rights personnel.  The emphasis on mediation of complaints has allowed Fort Bragg to exceed the Army’s goal of 70% resolution of discrimination complaints filed in FY 02.

The Womack Army Medical Center donated used computer equipment to local churches; actual cost of equipment was $54,226.38.

The Fort Bragg Garrison donated forty used computer systems to local universities and churches; actual cost was $94,200.

Partnership with the City of Fayetteville is important at Fort Bragg.  EEO personnel assisted the Fayetteville Humans Relations Department in the development and facilitation of a series of study circles on race relations within the Fayetteville Community. 

The United States Army Special Operations Command hired a student under the Workforce Recruitment Program for Students with Disabilities.
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