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INTRODUCTION

POLICY

The policy of the U.S. Nuclear Regulatory Commission (NRC) is to provide an equal employment opportunity
to all persons regardless of race, creed, color, national arigin, agc, sex or handicap. This policy is
in accordance with Executive Order 11478, the Equal Employment Opportunity Act of 1972 (P. L. 92-261)

and implementing regulations and directives issued by the Equal Employment Opportunity Commission and

the Office of Personnel Management. Figure 1 is the NRC Policy Statement on Equal Employment Opportunity

and Figure 2 is the agency directive to the staff regarding EEQO matters.

ORGANIZATION

The NRC equal employment opportunity implementing program officials are:

A. Director of Equal Employment Opportunity

The Director of Equal Employment Opportunity reports directly to the Executive Director for Operations
and has the responsibility to develop and recommend to the Executive Director, overall NRC policy
which will provide for equal employment opportunity in every aspect of NRC personnel practice. This
includes reviewing with the Director of Organization and Personnel current employment, individual
development, and employee advancement policies and practices; pro~oting the full realization of

-

equal employment opportunity through a continuing affirmative action program; assuring that existing



practices prohibit discrimination based on race, creed, color, national origin, age, sex or handicap;
providing advice and assistance to tie Commission and to the Executive Director on the status of the
equal employment opportunity and civil rights program matters; assisting the Executive Director to
assure compliance with NRC and Federal policy on equal employment opportunity; serving as the focal
point in the agency for EEQ and civil rights interactions with outside organizations; developing
contacts with local and national organizations, both public and private, which are concerned with
equal opportunity and civil rights matters; developing, with the advice and assistance of the
Division of Organization and Personnel, the NRC Equal Employment Opportunity Plan for the approval

of the Chairman.

Federal Women's Program Manager

The Federal Women's Program Manager is assigne. to the staff of the Director of Administration. This
is a full time specialist position established when the NRC became an independent agency in 1975.

The Federal Women's Program Manager is the principal advisor on the special concerns of women, and is
responsible for assuring that equal employment opportunity for all female employees is an integral
part of the equal employment opportunity program. The primary role assigned to the FWPM is to monitor
and evaluate those items in the equal employment opportunity program with are most directly addressed

toward women.
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Director of the Division of Organizaiion and Personnel

The Director, Division of Organization and Personnel (0&P), is on the staff of the Director, Office
of Administration. The Direclor of G& has an obligation to work closely with the Director of
Equal Employment Opportunity in order to coordinate the development of programs, procedures and
requlations; carry out the EEO program as it relates to personnel administration within the frame-
work of the independent NRC merit system; and establish employment procedures along the guidelines
and requlations issued by the Office of Personnel Management consistent with the requirements of
NRC's excepted status. The Director of 0&P provides for specialized assistance and staff support
to the Director, Office of Administration and the Director of Equal Employment Opportunity in

evaluating the program and in resolving individual and general complaints.

In cooperation with Directors of Offices, Divisions and Regional Offices, the Division of

Organization and Personnel (1) evaluates job structure and employment practices, (2) participates

with the Director, Management Development and Training Staff in initiating and maintaining responsive
training programs, (3) performs position management studies, and (4) fosters equal opportunity throughout
the management structure of the NRC. The Director manages the agency's Upward Mobility Program with

the assistance of the DARE Coordinator. The Chief, Recruitment Branch, has been designated to serve

as the focal point for coordination of personnel management efforts in the development and implemen-

tation of the EEQ program, and serves as the contact point and provides liaison with EEO and other
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NRC staff on program matters. The Chief, Recruitment Branch is also responsible for carrying out

certain aspects of the Federal Equal Opportunity Recruitment Program.

Figure 3 is a copy of the Certification Statement on EEO Program Officials. Figure 4 shows the

personnel profile available to carry out the equal employment opportunity program.

ITI. REGIONAL LOCATIONS

On August 31, 1979 the NRC workforce consisted of 2,684 full-time permanent employees, distributed among

five (5) regional offices and Headquarters facilities in the Washington metropolitan area. The regional

office locations and numbers of employees are:

Locations

Region I, King of Prussia, Pa.
Region 11, Atlanta, GA.

Region III, Glen Ellyn, I1linois
Region IV, Arlington, Texas

Region V, Walnut Creek, California

Since NRC regional locations do not meet the minimum requirements for

Number of Employees

144
160
140
76
65

submission of EEO plans in that

there are fewer than 500 employees in each region, separate EEO plans are not being prepared.
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It is the policy of the U. S. Nuclear Regulatory Commission to carry out a
meaningful affirmative action program to promote equal employment opportu-
nities in accordance with U. S. Government policy as prcvided in Executive
Order 11478, the 1972 amendments to Title VII of the Civil Rights Act of

1964 (P.L. 92-261) and implementing regulations and directives of the U.S.

May 2, 1980

U. S. NUCLEAR REGULATORY COMMISSION
EQUAL EMPLOYMENT OPPORTUNITY
POLICY STATEMENT

Equal Employment Opportunity Commission.

To implement this policy, the U. S. Nuclear Regulatory Commission will:

1.

Provide equal opportunity in Federal employment for all persons;
to prohibit discrimination in employment because of race, creed,
color, national origin, age, sex or handicap.

Achieve increased representation of minorities and women in each
job category and grade in the workforce of the NRC, particularly
in those areas wh2re underrepresentation exists.

Ensure that equal employment opportunity applies to and is an
integral part of every personnel policy and practice in the
employment, development, advancement and treatment of all NRC
employees.

Provide for the prompt, fair and impartial consideration of al)
complaints involving issues of discrimination from NRC employees
or prospective employees.

These requirements will be enforced by the Commission and other top
management officials of the U. S. Nuclear Regulatory Commission.

/. (ks

John F. Ahearne



UNITED STATES
NUCLEAR REGULATORY COMMISSION
WASHINGTON, D.C. 20555

May 2, 1980
OFFICE OF THE
CHAIRMAN
MEMORANDUM FOR: Office Directors
FROM: John F. Ahearne, Chairman
SUBJECT: EQUAL EMPLOYMENT OPPORTUNITY

It is the policy of the Nuclear Regulatory Commission to provide equality of
opportunity for all persons regardless of race, creed, color, national
origin, age, sex or handicap.

In order to overcome the past effects of discrimination, special affirmative
aciion is required at all levels of management. Our commitment to equal
employment opportunity cannot be merely a "neutral” policy, but will require
new innovative goal-setting programs with measurement and evaluation factors
similar to other major NRC programs. We will apply affirmative action to
all NRC employment practices, including recruiting, hiring, assignments,
transfers, promotions, training, layoffs and terminations.

As a result of the Civil Rights Reorganization Plan No. 1 of 1978, the U.S.
Equal Employment Opportunity Commission (EEOC) has been assigned overall
authority to enforce Congressional directives for equal employment opportu-
nity through requirements for agency affirmative action programs under
section 717 of Title VII of the Civil Rights Act of 1964, as amended, and
Executive Order 11478. 1In addition, the Reorgani:ation plan gave the EEOC
lead coordinating responsibility for all Federal EEO programs and authorities.
The EEOC has established that Fiscal Year 1980 will be a transition year
designed to introduce a systematic approach to affirmative action planning
and program development. This will be a results-oriented process, with
emphasis on quantifiable programs.

The Director of the Office of EEQ with the assistance of the Division of
Organization and Personnel has lead responsibility for these efforts. All
levels of management, however, share this responsibilit; and will be held
accountable for advancement of the agency's affirmative action goals.
Management performance will be evaluated on these, as on other major agency
goals.

The Commission expects your full cooperation in order that we may continue
to promote an effective EEQ program in the NRC.

%ﬂw

John F. Ahearne



CERTIFICATION OF QUALIFICATIONS OF PRINCIPAL EEO OFFICIALS

I certify ° . the qualifications of all staff officials, full-time or part-time, concerned with admin-
istration of the EEO Program, including the Director of Equal Employment Opportunity, EEO Officers, and
Federal Women's Program Managers have been reviewed by competent authority and the incumbents of these
positions meet the standards outlined in Qualifications Standards Handbook X-118 under "Equal Opportunity
Specialist GS-160" or "Qualifications Guide for Collateral Assignments Involving Equal Employment
Opportunity Duties." Evidence that the review has been made and its findings are on file and ava.lable

for review by ELOC officiais.

I further certify that the provisions of FPM Letter 713-37, Documenting EEQ Collateral Duties in Official

Positions Descriptions have been met.

éi’/lZ(&\Z A

William J.“Dircks
Acting Executive Director for Operations

APR 2 8 1980
Date

7 Figure 3
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STEP A - WORKFORCE PROFILE AS OF AUGUST 31, 1979

The agency's entire workforce has been reviewed by gfade level and pay systems. However, only the 20 most
populous occupations have been analyzed in detail. In doing this review, the agency was able to identify
the grade levels of underrepresentation and the six most populous occupations for affirmative action

planning (see Figure 5 and 6). Grade levels of underrepresentation are:

GROUP HOMEN MEN
White 12+ 2-11

Black 11+ 2,4-10,12,14+
Hispanic 2,3,5-9,11+ 2-4+
Asian/Pacific Islander 2-6,8,10,12+ 2-8,10,16,18
Native Americans 2-4,6+ 2-13,15+

The six occupations identified for Affirmative Action Planning are:
00840 (P)
01306 (P) - Health Physics

Nuclear Engineering

00905 (P) - General Attorney
00301 (A) - General Administrative
00080 (A) - Security Administration
00345 (A) - Proaram Analysis

-



WORK FORCE ANALYSIS

AGENCYWIDE 08/31/79
MALES FEMALES
Pay Total
System | Number of Native Total Native Total
& Grade | Employees | White Black | Hispanic | A/PI | American | Males White Black | Mispanic | A/PI | American | Women
# (%) # (%) # (%) # (%) # (%) # (%) # (%) # (%) #(% | =% # (%) # (%)

w8 1" 2(i182)| 9(@18)| O 0 0 11 (100) 0 0 0 0 0 0

AD (Cler) 1 0 0 0 0 0 0 1 (100) 0 0 0 0 1 (100)
GS-02 1 0 0 0 tH 0 0 6571 1042){ 0 0 0 (100}
GS-03 16 0 24125 | 162) | 0 0 3087 ) w625 | 3087} 0 0 0 13 (81.2)
GS-04 40 5(125) ] 0 1(25) 0 0 6(150) ] 20(500) | 13(325) | 1{(25) |0 0 34 (850)
GS-05 110 1(6.3) 21018 | 0 0 0 9(8.1) 69 (62.7) | 30(273)| 1(09) |0 1(08) | 1011(91.8)
GS-06 178 10 (5.6 a2y o 0 0 14(78) [126(708) [ 3501986) | 3(1.7) |0 0 164 (92.1)
GS-07 156 15 (9.6) 309 1{0.6) 0 0 19(12.2) | 106 (679) | 29 (18E6) { O 2012)] © 137 (87 .8)
GS-08 66 4 (6.0) 35) 0 0 0 7(106)] a8 (72 {10166 | O 0 0 59 (89.4)
GS-09 121 25(206) | 5(43) | 2(16) 1081 0 33(212)| 76(628) | 10(82) | 0 2(161f O 88 (72.7)
GS-10 12 201661 | © 0 0 0 2 (16 6) 9(150)| 0 1(82) [0 0 10 (83.3)
GS-1 138 64(a64) [10(22) | 1(07) | 53E] 0 80(579)| 4418 | (@O | 10 2014 ] O 58 (42.0)
GS-12 197 129 (655) | 7(35) 5(25) 420 0 145(736) | 43(218) ] 7(35) 2010) {0 0 52 (26 4)
GS-13 n 261(788) | 18(54) | 5015) |1W0(30)] 0 294 (88.8) | 29(8.7) 721) | 0 1(03)] 0 37011
GS-14 592 521(880) [ 12(20) | 7(12) |31(52)| 1(02) |572(966)| 18(3.0) 203) |0 0 0 20 (34)
GS-15 480 447(93.1) | 11(23) | 4(8) | 3(19)| 0 471 (98.1) 9 (18) 0 0 0 0 9(18)
GS-16 123 120(975) | 1(08) | O 0 0 121 (98 4) 2016) 0 0 0 0 2(16)
GS-17 58 5433101 0 0 2134)| 0 56 (96.5) 2{34) 0 0 0 0 2034)
GS-18 22 22(100) | 0 0 0 0 22 (100) 0 0 0 0 0 0

AD (Prof) 2 15000 0 0 0 0 1(50.0) 1(500)} O 0 0 0 1(50.0)
ST 9 91000 | 0 0 0 0 9 (100) 0 0 0 0 0 0

EX 14 14 (1000 | © 0 0 0 14 (100) 0 0 0 0 0 0
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DISTRIBUTION OF RACE, SEX, NATIONAL ORIGIN IN THE

TWENTY MOST POPULOUS SERIES

08/31/79
MALES FEMALES
S Total
Saies Number of | Native Total . - Nmyo Total
Employees White Black Hispamic| A/PI American Males White Black Mispanic | A/PI | American | Women
# (%) # (%) # (%) # (%) # (%) # (%) # (%) # (%) #(%) | # (%) # (%) # (%)

00840 800 7138(922) | 13(16) | 13(16);24(30) | O 788 (38.5) | 11{(14) 0 0 1| O 12 (15)
00318 n 0 0 0 0 0 0 273 (855)| 42(13.1) | 3(08) |2(e6)| 1(03) | 321(100)
01306 94 164 (845) | 81(a.1) 105 | 4(21 | © 17791.2) | 15(2.7) 0 0 21100} © 17(8.7)
00301(A) m 43(38.7) | 545 0 1(08) ] 0 49(44.1) | 46(414)| 15038) | 1 @9) 0 U 62 (55.9)
00905 102 83(814)| 3(29) 0 0 0 86 (84.3) ) 1601571 O 0 0 0 16 {(15.7)
003011(1) 87 17(195)( 9003} 2(23); 0 0 28(322)] 343910250281 ] 0 0 0 59 (67.8)
0008 4 82 66 (805) | 7(85) 0 0 0 73 (89.0) g0y 0 0 0 0 9 (110
00801 66 57(86.3) | 1(15) 2130)| 2300 | 62 (939) | 4(5.1) ¢ 0 0 0 416.1)
00322 54 1(1.8) 0 0 0 0 1(18) 38(704)) 15(278) ] O 0 0 53 (98 .4}
00345 53 N1 | 238) 0 0 1(19) 41(774) | w089 1019) 1(18) {0 0 12 (21.6)
00830 49 321673 | 120} 1(20)|14(2886) 0 49 (100) 0 0 0 0 0 0
01301 43 39(90.7) | 0 0 246) | O 411(95.3) 0 0 2(46) |0 0 2(46)
00510 36 26(722)| 2(56) 0 1(28) | 0 29 (80.6) 4(11.0)| 3683 |0 0 0 1019.4)
00810 36 25(694)] 0 1(28)] 9250} © 351(97.2) 1(28) 0 0 0 0 1(28)
00343 36 20(556) [ 2 (56) 0 e 0 2261.1) | 10(278) ] 33 | 0 1(28) 0 v (38.9)
00334 32 17(53.1) | 3094) 1310 0 0 21(656) | 10(51.2)] 1(3.1) | O 0 0 1 144
06305 30 6(200)| 4(133)| 0 0 0 10 (33.3) 8(26.7)| 12(400)| O 0 0 20 (bu.+,
01102(A) 28 13(464)| S(178)] 0 ¢ 0 18 (64.3) 93210 1386 | 0 0 0 10 (35.7)
01515 25 21(84.0) [ 2(8.0) 0 1(40) | 0 24 (36.0) 140) 0 0 0 0 1(4.0)
00340 23 2301000 | O 0 0 0 23 (100) 0 0 0 0 0 0




CURRENT WORKFORCE DISPERSION

FOR POPULOUS OCCUPATIONS
0Y GRADE OR PAY LEYCL

Figure 7. 4
1
OCCUPATION: 00840 - NUCLEAR ENGINEERING
TARGETED FOR PANSE 1I:
TARGETED FOR PHASE 11:
SIS f— e BLACK HISPANIC A/PI NATIVE AMER. o
C mue [ remace | mace | remace | mace | FEMALE | MALE | FEMALE | MALE | FEMALE | MALE | FEMALE | TOTAL .
GRADE i) | #(2) B | #(x) Bz) | #(2) ) | oA | a2 | AR Kx) | #(2) IN GRADE
6S-07 2(100f - 2(100)| - - - - - - - - - zj
65-09 7078)  2(28) | a{aa) | 2(28) | 1001) - 1(n) - 0o - - - 9
GS-11 | 20(83)[ 4(17) [13(54) | 3(12) | 2(8) - ia) | - W W4 | - * 24
6s-12 | 60(95) 3(5) |[55(31) [ 3(5) 1(2) - 3(5) - 12) | - - . . 63
65-13 | 112(99)  1(.9) [re3¢91)| 1(.9) | 2(2) . 2(2) - 5(4) - - - 113
6s-14 | 285010d - 268(94)| - 3(1) - 3(1) - 11(4) - - 2 285
6S-15 219(99¢ 1(.5) | 210095)] 1(.5) | a(2) - 3(1) - 2(.9) - - - 220
Gs-16 | as(lod - a8(100| - . . . . . . - - 48
Gs-17 | 27000d - 27(1001 - - - - - - - - - 27
6S-18 a(toq - 4(100) . > . - - - . - - 4
AD - ,l(mo)L - 10100)| - . - . - - - . 1
S&T 2(109 - 2(1000 - - - - . - - - - 2
EXEC (104 - 2000 - . . . - . - - 2
788(9%] 12(2) | 738(92) 1(1) | 1321 - w2yl - l2a1)f W - | - } 800




Our analysis reflects that as the grade level increases, the proportion of women employed at cach grade level
decreases. For example, women represent about 90.4% of the GS 5 to 8 positions, whereas they represent less

than 4% of the SES management positions. Also minority males represent an insignificant percent of the SES

level position within NRC. There are fewer women employed as professionals as compared to those employed
as clerical or non-professional. On th. other hand, there are more men employed as professionals than those

employed as clerical or non-professional. The same holds true for minority women and men.

Figures 7 through 12 comprise the statistical analysis of the six most populous occupations. Figure 13 indicates

a lack of women and minority managers virtually across the board in the populous occupations. Only the
administrative occupation show any women managers. Supervisory representation is somewhat betteir with women
in the administrative and program analysis areas. Only one Black male was identified as a manager in

the security administration area; however, there were Black and Asisn/Pacific Islander men supervisors in the

administrative and program analysis areas.

12



Pl e
e | remae
GRADE (%) #(2%)
65-07 - 4(100)
GS-09 2(50) 2(50)
6s-11 |12(92) | 1(8)
GS-12 22(85) 4(15)
GS-13 | 48(96) 2(4)
65-14 51(04) | 3(5)
6s-15 | 33097 | 103)
6s-16 | 6(100)] -
6s-17 | 2(100)| -
6s-18 | 10100)) -
i
TotaL [ 177(91)] 17(9)
| |

p——

e

CURRENT WORKFORCE DISPERSION

FOR POPULOUS OCCUPATIONS
0Y GRADL OR PAY LEyCL

Wi
e | oremace
#(2) #(x)

- 4(100)
2(50) | 2(50)
11(84) -
19(73) | 4(15)
43(86) LI
48(89) [ 3(5)
32(94) 1(3)
6(100 -
2(100 -
1(100f -
164(84)( 15(8)
| |

Figure 8.
OCCUPATION: 01306 - HEALTH PHYSICS
TARGETED FOR PAIISE 1:
TARGETED FOR PHASE 11:
| wack | miseanic AP NATIVE AMER.
e | remace | mie | remace | mae | remace | mae | remae | Torad
1) | ay | A | oae) | e | aG) | k) | #G) | N GRA
k - - * 3 : . 1 a
- : ; . k - - a
1(8) . - ’ ; 1(8) " ’ 13
2(8) . - )| - - ; 26
3(8) - 1(2) - 1(2)] 1(2) - - 50
1(2) " - - s | - N : 54
1(3) - - - - - - - 34
e _ i S ) ) .
8(4) " 18l - a2 | 20 ; : 194
| | . ST TR



WIHTTE

TOTAL

e | oremae | omae | oremae
GRADE #(z) | #(2) x) (%)
GS-11 2(67)] 1(33) | 1(33)] 1(33)
GS-12 a(57)| 3(43) | 3(43)) 3(43)
65-13 | 10(62)] 6(37) | 10(62)| 6(37)
GS-14 6(67) 3(33) | 6(67)] 3(33)
GS-15 | 39(97)] 1(2) | 38(95) 1(2)
és-ls 14(93)f 1(7) | 14(93)  1(7)
GS-17 287) 1012) | 2(87)] 1012)
GS-18 20004 - 2(100 -
EXEC 2(00q - 2(100j -
TOTAL 86(84)] 16(16) | 83(81) 16(16)

CURRENT WORKFORCE DISPERSION
FOR POPULOUS OCCUPATIONS
BY GRADL OR PAY LLYLL

Figure 9
OCCUPATION: 00905 - ATTORNEY J
TARGETED FOR PAIISE 1:
TARGETED FOR PHASE 11: ™
BLACK HISPANIC AP NATIVE AMER.

MALE | FEMALE | MALE | FEMALE | MALC | FEMALE | MALE | FEMALE | TOTAL
i) | o) | e | oaz) | ) | e | k) | (@) |G
133 | - . . . . ‘ . 3
aay | - - - - . . ’ 7
v : - . . . - . 16
- - . - - . ’ . 9
1(2) - - - . . - . 40
: . - - ‘ . . . 15
- - - - - - - - 8
. " . - - - " - 2|
: . S5 SRS D S . 34
3(3) - - - - . - - 102

't |




CURRENT WORKFORCE DISPERSION

FOR POPULOUS OCCUPATIONS

0Y GRADE OR PAY LEVEL

Figure 10.

OCCUPATION: 00310 - GENERAL ADMINISTRATIVE

TARGETED FOR PAISE 1

TARGETED FOR PHASE 11:

T e | biack HISPANIC AP NATIVE AMER.
mie | remace | mace | remace | omae | oremace | mace | remace | omae | remace | mae | remaie | torac
GRADL #(2) #(%) H(%) #(%) #(%) #(%) #(%) #(%) #(%) #(%) #(x) #(x) IN GRA
as-00 | as) | 21smy| ae)| 1s72)| - | 302 | - - i , ) " 25
6s-10 | 150) | 1sm)| 10| - - - ; 1(s0) | - : . . 2
es-11 | 7280 | 1802)| sem)| 1352)] vy | s20) | - : - : ¢ : 25
6s-12 | s(28) | 1302)| ses)| 90| - a22) | - . . ’ - 2 18
es-13 | 288) | sy a3 20n| 3es) 32s)| - ; E - - : 12
6s-14 | 8(s0) | 2(20)| 7070)[ 2(20)| (10} - : : - - . v 10
6s-15 | 889y | 10m| 208 0n| - ] : - o] - ¢ - 9
6s-16 | 6(100) - 6(100] - " . - : . . . : 6
6s-17 | 160) | 150 1060)  150)| - . . . . - . - 2
6s-18 | 2(100 ; 201000 - ; g - ’ : : . . 2
ToTAL | 49(a4) | 62(56) 43(39“ as(a)  ss)| 1s(13)| - 1ol e - - 5 m
1 | o e G
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AT et
01
e |
GRADE # (%)
GS-05 -
GS-07 | 1(25)
GS-09 [ 3(50)
GS-11 | 6(86)
GS-12 | 12(92)
65-13 22{100)
65-14 | 16(100)|
GS-15 | 8(100)
GS-16 | 3(100)|
6S-17 z'looﬁ
TOTAL | 73(89)
S5 B SR R

AL

FEMALE
#(x)

1(100)
3(75)
3(50)
1(14)
1(8)

wnre
e | remae
#(z) | (%)
- 1(100)
- 3(75)
3(50) | 3(50)
a(s7) | 1014)
12(92) | 1(8)
20(91) :
15(94) .
7(87) .
3(100)f -
2(100)] -
66(80) 9(11)

CURRENT WORKFORCE DISPERSION

FOR POPULOUS OCCUPATIONS
BY GRADE OR PAY |LEYEL

4
|
OCCUPATION: 00080 - SECURLTY_ADMINISTRATION

Figure 11.
TARGETED FOR PANSE 1:
TARGETED FOR PHASE I1:
R e e . —— ionid
BLACK HISPANTC AP NATIVE AMER.
wate | remace | mace | Femace | mace | FEMALE | MALE | FEMALE | TOTAL |
() #(%) (%) #(%) #(%) #(x) #(%) #(%) [N GRAIL
% - - N - ” - - ] |
1(25) B - - - - : & 4 |
|
) . B : . . i g 6
2(28)] - . . - ; ) ) 7
. - . » . . . . 13
"Nyd - . . - - - - 22
e 1 - . . - - - - 16
1(13) - - - - - » . 8
- > . . - . . . 3
" - - . - - . ' 2
ne) | - * - - - - - 82
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RN, SR
e | oremae
GRADE #z) | #(2)
6S-08 | 1(100)] -
65-09 | 1(50) | 1(50)
65-11 . 4(100)
Gs-12 | 1(33) | 2(66)
Gs-13 | 2(100)f -
6s-14 | a61) | s(3m)
6s-15 | 23(100)] -
6s-16 | 4(100) -
6s-17 | 1000) -
TOTAL | 41(77) | 12(28)
1 ik

MALE
H(x)
1(100
1(50)
1(33)
2(100
7(54)

21(91)
4(100

1(100

38(72)

WIHTTE

o
#(%)
1(50)
3(75)

2(66)

a(31)

10(19)

CURRENT WORKFORCE DISPERSION

FOR POPULOUS OCCUPATIONS
BY GRADE OR PAY LEYEL

Figure 12.
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STEP B - DETERMINAI (M OF UNDERREPRESENTATION

The percentage of each group in the overall national civilian laborforce was used to determine
underrepresentation. This approach is consistent with our national recruitment efforts and the

preparation of the plan on an agency-wide basis since there are fewer than 500 employees in each of

the regional offices.

In determining the degree of underrepresentation for the six most populous occupations. underrepresentation
was not found in the following areas:
OCCUPATION MALE FEMALE

Nuclear Engineering Hispanic
Asian/Pacific Islander

Health Physics Black Asian/Pacific Islander
Asian/Pacific Islander
General Administrative Asian/Pacific Islander White
Black
Security Administration Black
Program Analysis Native American Hispanic

As you will note in Figures 14 through 19, overrepresentation exist in many areas for some groups; 1.e.,
Asian/Pacific Islander men in nuclear engineering; Asian/Pacific Islander men and women and Black men in
health physics; White and Black women in the administrative category; and Native American men in program

analysis.

Figure 20 shows the vacancy projections for the six most populous occupations.
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DETERMINATION OF UND.RREPRESENTATION

Figure 14.

% OF GROUP

PROFeSSTOHAL IN OCCUPA.
OCCUPAT ION (a)
00840-- NuC.

ENGR .

All Women 1.5
Black -
Hispanic -
NHative Am. -
AP A

Black Men 1.6

Hispanic Men 1.6

Native Am. Mer 0

A/P1 Men 3.0

% OF GROUP IN
PROFESSTONAL
CLF (b)

3.4

1.6

UNDERREPRESENTATION

HDEX  (UI) UNDER-
() 100 = u1) REPRESENTATION (UR) | NO. ON | NO. FOR EQUAL
((b) ) (100 - Ul = UR) BOARD | REPRESENTATIOW
1.5 . 100 - 4 = 96 12 276
32"—6 x ]00 - 4 - =
- 100 0 25
- 100 9 7
- 100 0 |
;% x 100 = 33 100 - 33 = 67 ! 3
%;g-x 100 = 47 100 - 47 = 53 13 27
1.6 g
TE X 100 = 100 Equal Rep. 13 13
. 100 0 |
3.0 100 = 167 Over Rep. 24 14




DETERMINAT ION OF UNDERREPRESEMTAT ION Figure 15.

UNDERREPRESENTATION 4‘{
% OF GROUP % OF GROUP N INDEX (V1) UNDER- J
PROFESS TOHAL IN OCCUPA. PROFESS 1ONAL “,1 ; RS, REPRESENTATION (UR) | MO. ON | NO. FOR EQUA
OCCUPAT TOH (a) cLr - (b) h) X ) (100 - Ul = UR) BOARD | REPRESEMTATI(
N N—— s S— o 41
|
01306 - HEALTI 1
PHYSICS :
|
A1l Women ' 8.7 4.6 2Ty 100 = 25 100 - 25 = 75 17 67
' |
Black ’ 3.1 . 100 0 6
Hispanic - .9 - 100 0 2
Native Amer. - +3 - 100 0 1
AP 1.0 3 '—'% x 100 = 333 Over 2 !
Black Men 4.1 3.4 %—,} x 100 = 121 Over 8 6
Hispanic Men 5 1.6 T—’—g-x 100 = 31 100 - 31 = 69 i 3
Native Amer.Men - i3 - 100 0 1
2
A/PT Men 2.1 1.8 ﬁ',— x 100 = 117 Over a 3




DETLRMIIATTON OF UNDLRREPRESCHTAT TON

Figure 16.

v e e

PROFESS TONAL
OCCUPATION

00905 - ATTORNEY

All Homen

Black
Hispanic
Native Amer.

AP

Black Men
Hispanic Men
Native Amer.Men

A/PT Man

% OF GROUP
1IN OCCUPA.
(a)

15.7

% OF GROUP IN
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cLr (b)

34.6

UNDERREPRESENTATION
INDEX  (UI)

UNDER-

{{a) . 100 = ut! REPRESENTATION (UR) | NO. ON | NO. FOR EQUAL
((hy X ) (100 - UI = UR) BOARD | REPRESENTATI
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4 X 100 = 45 100 - 45 = 55 16 35
- 100 0 3
- 100 0 i
- 100 0 ]
- 100 0 ]
2.9 ; g
37 * 100 = 85 100 - 85 = 15 3 4
- 100 0 2
- 100 0 ]
- 100 0 2




DETERMINAT IO OF UNDEPREPRESENTATLON Figure 17.

UNDERREPRESENTATION
% OF GRO'JP % OF GROUP IN INDEX  (Ul) UNDER-

ADMINISTRATIVE IN OCCups . CLF (}a 100 - Ul) REPRCSENTATION (UR) | NO. ON | NO. FOR EQUAL

OCCUPATION (a) (h) ((b) * * (100 - Ul = UR) BOARD | REPRESEMTATI

00301 - GENERAL

AGMIN .
56.9 :

All Howen 55.9 41.7 a7 X 100 = 134 Over 62 46
Black 13.5 18 —%4%»x 100 = 281 Over 15 5
Hispanic 9 1.9 —Tig»x 100 = 47- 100 - 47 = 53 ] 2
Native Amer. - 2 - - 100 0 1
A/PI - 6 . 100 0 1

Black Men 4.5 5.3 gig«x 100 = 85 100 - 85 = 15 5 6

Hispanic Men - 2.9 - 100 0 3

Native Amer. Men - 2 - 100 e ]

A/P1 Men .9 .8 3 x 100 = 113 Equal Rep. 1 ]




DE TCRMINATION OF UNDERREPRESEHTATION

Hispanic Men
Native Amer.Men
A/P1 Men

% OF GROUP

ADMINISTRATIVE IN OCCUPA.

OCCUPAT ION (a)

00080 - SECURITY
ADMIN.

All Homen 11.0
Black -
Hispanic -
Native Amer. -
A/P1 -

Black Men 8.5

% OF GROJP IN
CLF

(b)

41.7

Figure 18.

UNDCRREPRESENTATION
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DLTEPHINATLON OF UNDERREPRESCHTAT (GH Figure 19.

. Lo | UNDERREPRESENTAT 10N
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ANALYSIS
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VACANCY PROJECTIONS
FIGURE 20

The vacanc‘;projections are based on anticipated retirements, separations and new positions to be filled
for the period January 1, 1980 to October 1, 1980. It should be noted that there is a considerable

time lag between selection for an NRC position and entry on duty because of the security clearance

requirements.
ESTIMATED VACANCIES BY ENTRY, MID-, SENIOR AND SES LEVEL
(1/1/80 - 9/30/80)

Occupations GS 5-7 GS 9-12 GS 13-15 SES TOTAL
00840 - Nuclear Engineering 19 88 99 1" 217
01306 - Health Physics 6 39 40 1 86
00905 - General Attorney G 6 11 2 19
00301 - General Administrative 6 9 2 1 18
00080 - Security Administration 6 10 8 2 26
00345 - Program Analysis 3 6 8 1 18



STEP C - TARGETING OCCUPATIONS FOR AFFIRMATIVE ACTION GOALS

The NRC is a very small and highly technical organization. As the an:lysis reveals, approximately 30% of the
staff is in the nuclear engineering area; 6% in other engineering disciplines; 7% in health physics and
another 2% in general physical science. Not only does this represent 54% of ne twenty most populous
occupations, it represents 45% of the total staff. These occupational areas have the widest grade range,
substantial vacancies, and high degrees of underrepresentation. However, our affirmative action targets will
not be limited to nuclear engineering and health physics, but will be distributed among the six most populous
occupations for Phase I with some targets continuing into Phase I, and a few are being targeted for multi-
year planning. We feel that in some of the occupations underrepresentation can be eliminated during Phase I,
but the degree to which equal representation can be achieved in others is minimal. For instance, it would

be unrealistic to assume that women can achieve equal representation of 34.2% of the agency's engineering
workforce in the foreseeable future, since according to the Scientific Manpower Commission only 1.14% of

the over one million earned engineering degrees were conferred upon women between 1947 and 1978. In addition,
only a total of 90 women received Bachelor's and 47 rece ved Masters' degrees in nuclear engineering between
1973 and 1978. During this same period, 1973-1978, a total of 30 Black, 20 Hispanic and 16 Asian/Facific
Islander, men and women, received Bachelor's degrees in nuclear engineering. Further, the overall enrollment
in nuclear engineering began to decrease during the 1977/78 school year, with greater decreases expected in

coming years. Moreover, in 1979, women made up only 2.4% of the engineering civilian workforce, and Black and .

other minority groups made up 6.3%.
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The outlook for women and minorities in health physics is equally bleak. Between 1973 and 1978, a total of 87
women and40 minorities, men and women, were granted Bachelor's degrees (25 Blacks, 6 Hispanics and 9 Asian/
Pacific Islanders). During the 1977/78 schocl year, not only did the number of Female and Black enrollment

decrease significantly, the enrollment of ot. >r minority groups remained 1 w.

Thus, the agency has a very small pooi from which to hire women and minorities in nuclear engineering and

health physics.

SOURCES:

U.S. Department of Labor
Special Labor Force Report #225, Educational Attainment of Workers from 1973-1978.

U.S. Department of Energy
Radiation Protection Enrollments and Degrees, 1978
DOE/ IR-0052.

U.S. Department of Energy
Nuclear Engineering Enrollment and Degrees, 1978
DOE/ IR-0053.

P/RA Research Inc.
Statistical Data prepared for ERDA and updated by DOE.

Atomic Industrial Forum
Ltr to NRC from AIF Policy Committee concerning the follow-up to the TMI accident.

Scientific Nanpower'Commission
Srofessional Women and Minorities.
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STEP D - ANALYSIS OF IMPEDIMENTS

1.

The Recruitment Process

The major recruitment sources are listed below in order of their effectiveness in generating minority
and female applicants.
External Internal
College Recruitment Program Vacancy Announcement System
Mailing Lists
Attendance at technical
Society Meetings

Advertising in technical
journals and newspapers

Our college recruitment schedule includes a number of predominately minority colleges and universities,
and is centered around those institutions across the country having sound engineering curricula and a
good representation of minority and women students. This effort has been our major source of generating
applications for entry-level and intern positions in the engineering and scientific occupations in the
agency. It has also been our major source of identifying persons fo the limited number of management
intern positions in the agency. Since this effort is conducted during career day activities, we have
also been able to attract a number of applicants for placement in other occupational categories, such

as secretaries, typists, accountants, etc. Through this effort we have also been able to identify

and nire persons for the summer inte n and co-op programs, as well as provide summer employment for

college students in other areas.
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Our Mailing List includes minority and women technical organizations, and supplements the College
Recruitment Program. Information on job opportunities at the NRC is distributed at National Technical
Society meetings, as well as those conducted by minor ty groups and womern. Information is also sent

to college plazement offices, chapters of various technical and professional societies, and to minority

and women student groups.

The NRC advertises in technical journals, publications directed towards minorities and women and in
newspapers in geographic areas where there is a significant mincrity population. This, too, keeps us
highly visible and generates a nuwber of qualified candidates. Our vacancy announcement system is the

orimary source of generating interest of internal candidates. We feel that some improvement can be made
in our recruitment efforts by expanding our mailing list to include other Federal agencies and minority

and female civic and placement organizations.

The Selection Process

A detailed analysis of tie NRC employee selection process has not yet been completed. The agency is
now in the process of evaluating all of its personnel policies and procedures to determine if any group
of employees is being adversely affected. However, we have been able to determine for the six most
populous occupations, thuse procedures ana practices which could possibly have an adverse impacf on
minority groups and women. Those barriers, along with alternative procedures, are outlined in

Figures 21 through 24.
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Promotion Trend

Figures 25 through 30 provide details on promotions for calendar year 1978 and nine months of cilendar
year 1979. Data on promotions by race/sex/national origin dating before calendar year 1978 is not
available at this time. We will, therefore, focus on improvement of our computerized data base in

fiscal year 1980.
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ENGINEERING

Female

White

Black

Hispanic

Asian/Pacific
Islander

Male

Black
HEALTH PHYSICS

female
White
Black
Hispanic

Asian/Pacific
Islander

Male
Hispanic

OCCUPAT TONAL

LEVELS

5-7
5-7
9-12

9-12
9-12

9-12

9-12

PRESENT SCLECTION PROCEDURES THAT
ARE BARRIERS TO GOAL ACHIEVEMENT

It

BARRIER ANALYSIS FOR TARGETED OCCUPATIONS

Figure 21.

Required high grade point average
for entry-level positions.

. Requirement of nuclear engineering

college courses, nuclear engineer-
ing or health physics degrees.

. Heavy reliance on the screening

process .

00840

NUCLEAR ENGR.
071306
HEALTH PHYSICS

OCCUPATION(S) :

ALTERNATIVE SELCCTION PROCEDURES
THAT WILL BE UTILIZED

1. Relax heavy reliance on high qrade poi
average.

2. Use of technician series for entry le
positions to allow for OJT in order to
improve qualifications.

Substitute credentials of other engine
ing and physical science disciplines a
qualifications for nuclear engineers
and health physicists.

3. Mandatory requirement that a selecting
official interview all minority and
women designated to have high potentia
as a result of FEORP recruitment effor



UNDERREPRESENTED
GROUP

FEMALE
White
.Black
Hispeic

AsiansPacific
Islander

MALE
llispanic

Asian/Pacific
Islander ]

OCCUPATIONAL
LEVELS

9-15
9-12
9-12

9-12

BARRIELR ANALYSIS FOR TARGETUD OCCUPATIONS

OCCUPATION(S): 00905 - ATIORNEY‘

FIGURE 22.
PRESENT SCLECTION PROCEDURES THAT ' ALTCRNATIVE  “LECTION PROCEDURES
ARE BARRIERS 10 GOAL ACHILVEMENT THAT WILL BL  (ILIZED

1. A general requirement that
attorney applicants graduate in
the upper 30% of their law school
class.

2. A general requirement thct
attorney applicants have law
review or moot court experience
in law school.

3. A general requirement that
attorney applicants exhibit high
quality writing skills.

4. A general requirement that
attorney applicants for GS5-12
and above positions have
experience in the fields of law
practiced by NRC attorneys.

| [

ro

Waiver of requ’-em2.! tor applicant
with compensating qualification.

Waiver of requirement for applicant=
with compensating qualification.

None. This is such an essential
element that there is no suitable
alternative.

|

Waiver of requirement for applicants
with potertial for rapid assimilation
of knowledge.



UNDERREPRESENTED
GROUP

GENERAL ADMIN.

Female
Hispanic

Asian/Pacific
Islander

Native American

Male
Black
Hispanic

Asian/Pacific
Islander

Native American

PROGRAM ANALYSIS
Feaale

While

Black

Hispanic

Asian/Pacific
Islander

Native Annricand

OCCUPATIONAL
LEVELS

9-12
9-12

9-12
5-7

13-15
9-12
9-12

9-12
5-7

BARRITR ANALYSIS FOR TARGETED OCCUPATIONS

Figure 23.

PRESENT SELLCTION PROCIEDURES THAT

AREC BARRIERS 10 GOAL ACHIEVEMENT

1. Inconsistent use of panels.

2. Policy regarding first consider-

ation of in-house candidates.

3. Vacancy announcements system.

00301
OCCUPATION(S): GENERAL ADMIN.
00345

PROGRAM ANALYSIS

ALTERNATIVE SELCCTION PROCEDURES
THAT WILL BE UTILIZED

1. Mandatory use of panels for filling
all vacancies.

2. Where insufficient numbers of under-
represented groups exist in-house, ho
position vacancies open until minori
women candidates can be identified.

3. Review each job vacancy to assure tha
only critical job elements are requir
ments for filling vacancies.

Assure that Certification
list only critical elements posted in
vacancy.
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UNDERREPRESINTED OCCUPATIONAI PRESENT SELECTION PROCEDURES THAT ALTERNATIVE SELECTION PROCEDURES
GROUP LEVILS ARE BARRIERS 10 GOAL ACHIEVEMENT THAT WILL BE UTILIZED

Male

Black 9-12

Hispanic 9-12

Asian/Pacific

Islander 9-12

Native American 5-7




BARRIER ANALYSIS FOR TARGLTED OCCUPATIONS
Figure 24.
/

OCCUPATION(S): 00080 - SECURITY

|
)
|

————

|

UNDERREPRESENTED OCCUPATIONAL PRESENT SELICTION PROCEDURES THAT ALTERNATIVE SELECTION PROCEDURLS ‘
GROUP LEVELS ARE. BARRILRS TO GOAL ACHIEVEMENT THAT WILL BE UTILIZED
FEMALE
White 9-15 1. Policy regarding in-house 1. Where insufficient numbers of under-
candidate who are qualified represented groups exist in the agency
Black 5-7 must be given first workforce, position vacancies will be
- held open until minority/womzn
Hispanic 5-7 candidates can be identified.
Asian,Pacific 2. Critical elements generally 2. Assure that critical 2lements of
[slander £-7 reflect position at higher pesition are the requirements at entry
level. level.
Restructure position to allow for
MALE upward mobility and on-the-job trainin
Hispanic 9-12
Asian/Pacific
Islander 9-12
Native American 5-7
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PROMOTION TREND

ficupation Code 09050 - Figure 27.
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Occupation Code 00080 - Figure 29.
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STEP E - IDENTIFICATION OF QUALIFIED/QUALIFIABLE APPLICANTS

The NRC's efforts to identify qualified candidates include:

V.

Internal
The agency's automated personnel system allows each employee to list up to four skill areas, and provides
current information on an employee's work experience and education. This system will be used to identify

women and minorities with underutilized skills each t me a professional level position becomes vacant.

NRC Development and Advancement for Regulatory Employees  ARE) program is an on-going upward mobility
program for lower-level employees. It has provided opportunity for many women and minority employees

to advance into professional jobs. This program will be used to identify qualifiable employees.

The agency contracts for a professional career counselling service to counsel between 80 to 100 employees
annually. While counseling is available to all NRC employees, its target is to provide minorities and
women help in career planning. In addition, Personnel Mcnagement Specailists will continue to provide

individual placement and career counselling services to employees.

Federal Workforce

The agency will use the Office of Personnel Management's central personnel data file to identify potential
applicant sources within other Federal agencies. We also intend to use interagency clearinghouses as

anotherﬁgource of identifyin¢ rederal employees available for NRC employment.
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Civilian Labor Force

The problem of availability of nuclear personnel is of exceptionally critical importance to this agency.

In its "Action Plan for Implementing Recommendations of the Precident's Commission and Other Studies of
Three Mile Island 2 Accident,"” the NRC is considering having a study undertaken on technical manpower
resource limitations. The objective is to determine the technical manpower resources available in the
nation over the next five years, and compare this with the needs in the nuclear industry and the NRC

to accomplish the overall NRC safety improvement action plans while at the same time maintaining an
adequate level of safety at operating reactors. It has been estimated by industry that over 5100 man-years
of additional trained nuclear personnel is needed to staff 70 nuclear facilities. Thus, the competition
with industry for already scarce nuclear personnel will be exacerbated, and the NRC will not be able to
hire significant numbers of women and minority nuclear engineers unless and until they are available in

the workforce.

There is also an acute shortaqge of trained health physicists in the current job market. Peterson's Annual

Guides to Graduate Study, published by Peterson's Guides of Princeton, N.J., has listed health physics

as an occupat-onal area where shortages exist. In addition to this, the Placement Center of the Health
Physics Society announced in its January 1980 Newsletter that it receives several calls a week requesting
information regarding possible job candidates. Thus, even the most diligent of recruitment efforts will

not produce candidates who are not available.

Specific strategies for all the targeted occupations, including nuclear engineering and health physics

are detailed in Figures 31 through 35.
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AFFIRMATIVE RECRUITMENT PLAN {FLORP)

Figure 31,
TARGETED OCCUPATION: "Qgﬂﬂg_- NUCLEAR ENGINEERIN
01306 - HEALTH PHYSICS
UNDERREPRESENTED | . ] i
UNDERREPRESENTED | OCCUPAT IONAL _ VARGETED RECRUITMENT PRIORITIES
GROUP LEVELS AGENCY FEDERAI CIVILIAN RECRUITING STRATEGIES TO BE UTILIZED
NUCLEAR ENGINEER- ENTERNAL - ENTRY LEVEL
NG i i
PP 1. Continue use of the cooperative
education program.
female
2. Continued participation in the Urban
White Al . 2 | League's Black Executive Exchange
: Program.
Black All - 2 1 o
. 3. On-site visits to minority and women
th.panic Al - 2 1 colleges and universities.
Asian/Pacific 4. Advertisement in newspapers and
Islander 7-9, 12+ - 2 1 college and naticaal technical
: magazines.
Native American All - 2 1
5. Participation in job fairs at tech-
nical society meetings sgonsgred by
minority and women organizations.
Maie
T 6. Participation in Federal recruitment
slack 12+ - 2 1 clearinghouse programs.
Hlispanic 14+ - 2 1 7. Participation in career day activiti
) : at minority and women colleges and
Asian/Pacific 15+ 1 3 2 universities. -
Islander 8. Participation in the National Scienc
Foundation's Science Certers'
Native American All - : 2 1 activities,
J B R 3 r 3




UNDERREPRESENTED
GrROUP

HEALTH PHYSICS

Female
White
Black
lHispanic

Asian/Pacific
Islander

Native AmericanL

Male

" Black
Hispanic

Asian/Pacific
Islander

Native American

LA L EOKLY )

OCCUPATTONAL
LEVELS

1+
Al

All

7-9, 12, 14%
All

14+
7-12, 14+

All

UNDERREPRESENTED

AGLNCY

RUCLEAR ENGINECRING; HeAL i P
TARGETED RECRUITMENT PRIORITIES
CIVILIAN

RECRUITING STRATEGIES TO BE UTILIZED

B |

Utilize mailing lists generated by
minority and women organizations. ‘

10. Distribution of job announcements to

civil rights organizations. |

l

INTERNAL J

1. Effective use of promotions, transfer
and training.



AFFIRMATIVE RECRUITMENT PLAN (FEORP)
Figure 32.

TARGETED OCCUPATION: 00905-Attorney

UNDERREPRESENTED .
UNDERREPRESENTED | OCCUPAT IONAL ___VTARGETED RECRUITMENT PRIORITICS |

GROUP LEVELS AGENCY FEDERAL r—ClVlLlAN RECRUITING STRATEGIES TO BE UTILIZED

FEMALE . Expand efforts to contact law schools
with substantial numbers of Asian/
Whi te Pacific Islanders, Hispanics and/or
Native Americans.

Black

Hispanic

Asian/Pacific
Islander

Native American

MALE
Black
Hispanic

Asian/Pacific
Islander

Native American




AFFIRMATIVE RCCRUTITMENT PLAN (FLORP)

Figure 33.

TARGETED OCCUPATION: 00301-General Administrative

UNDERREPRESENTED

UNDLCRREPRESENTED OCCUPATIONAL
GROUP LEVELS
FEMALE
Whi te 13-16,
18+
Black 14+
© Hispanic 11+
Asian/Pacific All
Islander
Native American Al
MALE
White 9-13
Black 9-12,
15¢
Hispanic All
Asian/Pacific ‘9-14,
Islander 16+
Native American All

TARGETED RECRUITMENT PRIORITIES

AGENCY

FEDERAL

CIVlLlAN<

reo

RECRUITING STRATEGIES TO BE UTILIZED

EXTERNAL 1
Mid- and Senior Levels

1. Wider distribution of vacancy announ-
ments.

Use of job referral services.

Use of the federal referral service.

|
Broader use of newspaper advertise- 1
ments in SMSAs where there are high J
percentages of underrepresented grou

Entry Level
1. College recruitment.

2. Federal referral service.
3. Distribution of vacancy announcements

INTERNAL

1. Skills survey to identify qualified
and qualifiable candidates.

Upward mobility programs.
Promotions and career develcpment.

Details of lower graded employees
into entry-level professional
occupations.



Figure 33.

AFFIRMATIVE RECRUITMENT PLAN (FEORP)

TARGETED OCCUPATION: 00080-Security Administratigﬂ

Native American

UNDERREPRESENTED
UNDERREPRESENTED OCCUPAT IONAL
GROUP LEVELS
FEMALE
White 11+
Black Al
Hispanic Al
" Asian/Pacific An
Islander
: Native American| A
MALE
Black 12,16%
Hispanic All
Asian/Pacific All
Islander

|

TARGETED RECRUITMENT PRIORITIES

AGENCY FEDERAL CIVILIAN | RECRUTTING STRATEGIES TO BE UTILIZED
EXTERNAL
- 2 1 Entry-Level
- 2 1 1. College recruitment at minority/
5 A women colleges and universities.

. 2. Distribution of vacancies to other

- 2 1 federal agencies.

: 2 1 Mid- and Senior-Level
1. Use of talent secarch organifzations.
2. Distribution of vacaacy announce-

- 2 1 ments to minority and women

organizat’ons.

- 2 1

- 2 1 INTERNAL
1. Effective use of skills survey,

- 1 promotions and training.



STEF F - ESTABLISHMENT OF TRANSITION YFAR GOALS

Figures 36 through 41 are goals established for the remainder of FY 1980 in the six most populous occupations.
The goals have been evaluated taking into consideration the barrier analysis and identification of qualified
and qualifiable applicants, and it has been determined that the goals should be set as calculated. Please

note that in some areas the calculations actually result in only a fraction of a person. In these cases we

have rounded the number up to one.
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Figure 35,

TARGETED OCCUPATION: 00345-Program Analysis

AFFIRMATIVE RECRUITMENT PLAN (FEORP) J
%

UNUERR[PR[S[NT[D
UNDERRE PRESENTED OCCUPAT IONAL TARGETED R[CRUIIM[NT PRIORITIES
GROUP LEVELS AGENCY FED(RAI ClVlLlAN RECRUITING STRATEGIES TO BE UTILIZED
FEMALE EXTERNAL
Whi te 14+ . 1 2 1. Wider distribution of vacancy
announcements.
Black 3-13, - 1 2
15¢ 2. Contacts with minority/women talent
search o-ganizations.
Hispanic 8,9,12¢+ - 1 2 '
3. Distribution of announcements to
Asian/Pacific ALl _ 1 2 minority/women civil rights organiza
Islander tions.
Native American Al . 1 2
INTERNAL
MALE 1. Effective use of skills survey, ‘
V promotions and training.
Black 8-14, - 1 2
16+ 2. Targeting entry-ievel positions as
: upward mobility jobs. ‘
lispanic AN - 1 2 _ }
Asian/Pacific Al - 1 2 |
Islander
Native American 8-13, - 1 2 : :
15+




\
TRANSTITION YEAR GOALS }
|

. Figure 36.

TARGETED OCCUPATION: 00840-Nuclear [ngineeringl

1

"ahD[RREbRES[NT[D OCCUPA};bhA["Yw;Eﬁt[NTAGE-OF Y_TOTI\L # ESTTMATED COMPUTATION OF GOALS AH%

GRUNWP LEVEL GROUP IN CLF VACANCIES (a) x (b) = (c) GOALS

FEMALL R :
White ; 5-7 30.2 19 30.2 x 19 5
Black 5-7 3.1 19 3.1 x 19 1
Hispanic 5-7 9 19 9 x 19 1

Asian/Pacific

Islander 5-7 +3 19 3519 1

MALE w
Black 5-17 3.4 19 3.4 x 19 1

-




LSS SR S S ——

UNDERREPRESENTED
GROUP

FEMALE
Hhite
Black
Hispanic
Asian/Pacific
Islander
MALE

Hispanic

]

OCCUPAT TONAL
LEVEL

DU N SR -——— A

TRANSITION YEAR GOALS

Figure 37.

TARGETED OCCUPATION: 01306-Health Physics

PERCENTAGE OF
GROUP IN CLF

TOTAL # ESTIMATED

COMPUTATION OF GOALS

VACANCIES (a) x (b) = (c) GOALS 1
39 30.2 x 39 11
39 3.1 x 39 1
39 9 x 39 1
39 3 x 39 1
39 1.6 x 39 1




UIDERREPRESEHTED

GROUP
FEMALE
White
Black
Hispanic
AsiansPacific
Islander
MALLS
Hispanic

Asian/Pacific
Islander

Black

-

OCCUPAT IOHAL

LEVEL

9-15
9-12
9-12

R

TRANSITION YEAR GOALS

* Figure 38.

TARGETED OCCUPATION: 00905-Attorney

PERCENTAGE OF
GROUP IN CLF

30.2

3.1

1.6

1.8

3.4

TOTAL # ESTIMATED ] COMPUTATION OF GOALS

VACANCIES

17

11

(a) x (b) = (c) GOALS
30.2 x 17 5
3.1 x 6 1
9 x 6 1
I x6 1
1.6 x 6 1
1.8 x 6 1
3.4 x 11 1
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A ————

UHDERREPRESENTED
GROUP

FEMALE

Hispanic

Asian/Pacific
Islander

Native American

MALE
Black
Iispanic

Asian/Pacific
Islander

Native American

-

OCCUPAT IONAI

9-12
9-12

9-12

LEVEL

|
|
TRANSITION YEAR GOALS }
|
|

Figure 39.
TARGETED OCCUPATION: 00301-General AdministrativJ
PERCENTAGE OF iOTAL # ESTIMATED COMPUTATION OF GOALS

GROUP IN CLF VACANCIES (a) x (b) = (c) GunlS ‘
|
1.9 9 1.9 x 9 1 ‘

6 9 .6 x9 1

2 6 2 x6 1

5.3 9 5.3 x 9 1

2.9 9 2.9x9 1

8 9 B8 x9 1

2 6 2 x6 1




UHDERREPRESENTED

O
OCCUPATTOHAL

TRANSITION YEAR GOALS

Figure 40.

TARGETED OCCUPATION: 00080-Security Admin.

PERCENTAGE OF
GROUP LEVEL GROUP IN CLF
FEMALE
White 9-15 34.2
Black 5-7 4.8
Hispanic 5-7 1.9
Asian/Pacific
Islander 9-7 .6
MALE
Hispanic 9-12 2.9
Asian/Pacific 9-12 .8
Islander
Hative Americans 5-7 2

TOTAL # ESTIMATED

COMPUTATION OF GOALS

VACANCIES (a) x (b) = (c) GOALS ’
i
18 34.2 x 18 6 ‘
6 4.8 x 6 1 1
6 1.9 x 6 1
6 6 x 6 1
10 - 2.9 x 10 1
10 .8 x 10 1
6 2x 6 1




UHDERREPRESENTED
GROUP LEVIEL
FEMALE
While 13-15
Black 9-12
Hispanic 9-12
Asian/Pacific
Islander 9-12
Native American 5-7
MALE
Black 9-12
Hispanic 9-12
Asian/Pacific
Islander 9-12
5-7

Native American

OCCUPAT TOHAL

TRANSITION YEAR GOALS
Figure 41.

PERCENTAGE OF

e ¢

TARGETED OCCUPATION: 00345-Program Analysis

TOTAL # ESTIMATED

St S

COMPUTATION OF GOALS

GROUP IN CLF VACANCIES (a) x (b) = (c) GOALS
34.2 8 3.2 x 8 2
4.8 6 4.8 x 6 1 |

1.9 6 1.9 x 6 1

.6 6 6 x 6 1

= 3 2 x3 1

5.3 6 5.3 x6 1

2.9 6 2.9 x 6 1

.8 6 B x6 1

= 3 3 2 x3 1




STEP G - STAFFING AND RECRUITMENT STRATEGIES

As detailed in Step E, staffing and recruiting strategies for the targeted occupation include:
1. Internal

a. Upward Mobility Program.

b. Training Programs.

c. Career Development and Counselling Programs.

2. External
a. Advertisements in Newspapers and Technical Magazines.
b. Cooperative Education Program.
c. Participation in the Urban League's BEEP Program.
d. On-site Visits, Career Day Activities, and Job Fairs.

e. Participation in the National Science Foundation' Science Centers' activities.

59



09

NV1d WYHD0¥d NOTLIV JATLVWHIZAY JHL 40 AYVWWNS



SUMMARY OF AFFIRMATIVE ACTION PROGRAM PLAN

i
|
—
\

QUARTERLY
TARGETED TRANSITION MILESTONES
OCCUPATION YEAR GOALS OBJECTIVES SPECIFIC ACTIONS 21 314
B
00840 - NUCLEAR Eliminate selection barriers Review each position to assure that X X Xi
ENGR. to goal achievement. only critical job elements are being
: evaluated. |
Women - g?;zi Conduct adverse impact studies. X{
Hispanic |
Asian/ |
Pacific Increase the pool of women Distribute job vacancy announcements X X| X
Islander and minority applicants. to other Federal agencies.
Men --- Black Expand mailing list to include minority X X
and women civic organiations.
01306 - gge%%%s Assure that adequate numbers of x| X x
D minority and women are considered for
Women - White all positions in the agency.
Black \
xgﬁgﬁy'c 3. Identify qualified and Conduct a skills survey of the agency X
' s qualifiable applicants. workforce.
Pacific
Islander Use of gross statistical data from X
Men --- Hispanic the Central Personnel Data File (CPDF)
in order to identify the available
pool in the Federal workforce.
00905 - ATTORNEY |
2y Use of statistical data generated by X
Women :?;2: personnel resource organizations such
Hispani as the Scientific Manpower Commission
Asign/ ¢ in order to identify projected applicant
Pacific” availability for entry-level positions
Islander
1 Men - Hispanic
‘. Asian/
Pacific
Islander




SUMMARY OF AFFIRMATIVE ACTION PROGRAM PLAN - 2

TARGETED
ODCCUPATION

TRANSITION
YEAR GOALS

ORJECTIVES

SPECIFIC ACTIONS

QUARTERLY
MILESTONES

00301 - GENERAL
ADMIN.

Women, - Hispanic

Asian/
Pacific
Islanden

Native
Americar

Men --- Black
Hispanic

Asian/
Pacific
Islanded
Native
American

>

00080 - SECURITY
ADMIN.

women - White

Black

Hispanic

Asian/
Pacific
Islander

Men --- Hispanic
Asian/ -
Native

— — — ——

4.

Improve EEO Program
Evaluation efforts.

Institute procedures for identifying
and recording minority group and
women applicants.

Computerize data on training, awards,
etc. for inclusion in future statisti-
cal reports on the EEO program.

Reprogram computerized information so
that all EEO reporting data can be
uiniform.

21314
| W




SUMMARY OF AFFIRMATIVE ACTION PROGRAM PLAN - 3

TARGETED
0CCUPATION

TRANSITION
YEAR GOALS

OBJECTIVES

SPECIFIC ACTIONS

QUARTERL

Y4
MILESTONES

2

3

:

00345 - PROGRAM
ANALYSTS

Women - White
Black
Hispanic
Asian/

Pacific

Islander
Native

American

Men --- Black
Hispanic
Asian/
Pacific
Islander
Native
y American

1



