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DEPARTMENT OF THE

San Diego

8 September 2022 / 0845 — 0945

Executive Order on Advancing Racial Equality and Support for Underserved Communities Through
the Federal Government Topic: Advancing Equity in Federal Procurements
Speaker: Dr. Charles Barber, Director of Diversity, Equity and Inclusion Programs, Office of the Assistant Secretary of
the Navy for Manpower and Reserve Affairs
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Department of the Navy

Diversity, Equity, and Inclusion

Program Overview
Dr. Charles Barber

ASN (M&RA) Distribution Statement A: Approved for public release. Distribution is unlimited.



Readiness
and Culture

Key outcomes and measures

* Reduced underrepresentation
* Increasedinclusive leadership and belonging
* Increased organizational equity

DEIl Integration

« Underrepresentation Framework

« DEI Maturity Model

- Disparity and Equity Studies ,&(
- Partnerships with MAHRS, EEO and DASN CP g‘s\)"

&
Key Focus Areas and (90
Plans of Action X

+ DEl Strategy (In Progress) 9?&'
* Implementation Plan QV‘\
+ DEIlGovernance w
+ Strategic Communications and
engagements

Continuous Alignment to OSD

>

Existing policies, talent
management systems, operational
capabilities and culture

Data analytics, change Transformation
managementand
process improvement



DON DEIl Lines of Effort

Core

Lines of Effort

Talent '
Management Operations

Ensure controls are in
place to monitor and
Change Management prevent unintended

consequences

Measure demographic
trends to identify key
indicators and measures
of effectiveness

Evolve DEI Maturity
from compliance to
commitment

Integrate DEI competencies
throughout all operational
functions

Data Analytics

'Readiness

September 20, 2022 ASN (M&RA)
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Individuals with
Disabilities Council

Executive Diversity 13 Diversity Review
Advisory Council Council Board

Total Force DEI Governance
U U




Overarching Measures of Effectiveness

DON DEI Maturity Model
Under-Representation Framework

ASN (M&RA)
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DEI Maturity

Model

Organizations largely focus
on being risk averse with a
basic understanding DEI.

Organizations have
incorporated DEI, but
inconsistently. Strategy

exists, but not closely tied

to strategic outcomes.

Organizations have a

diverse mix of employees.

DEl strategy aligned to
business strategy with
preliminary efforts to
optimize DEI with MOEs.

Organizations build shared
norms and values. Have
begun to understand the
value of a diverse workforce
and taken steps to engage
diverse employees.

Employees feel valued.

Inclusive organizations
leverage diverse
backgrounds, capabilities,
perspectives, etc. to drive
results valuing DEIl as
being integral to success.

Conforming

Evolving

Acceptance

Cohesive

Inclusive

DEOCS Inclusion Goal: 70%
FEVS EE: 70%

FEVS GSI: 70%

ERGs / Affinity Groups (3)
Small Business Goals
DMM Score Card Results
MD715 Trending data

DEOCS Inclusion Goal: 75%
FEVS EE: 75%

FEVS GSI: 75%
ERGs / Affinity Groups (4)
Small Business Goals
DMM Score Card Results
MD715 Trending data

DEOCS Inclusion Goal: 80%
FEVS EE: 80%

FEVS GSI: 80%

ERGs / Affinity Groups (5)
Small Business Goals
DMM Score Card Results
MD715 Trending data

N (M&RA)

DEOCS Inclusion Goal: 85%
FEVS EE: 85%

FEVS GSI: 85%

ERGs / Affinity Groups (5+)
Small Business Goals
DMM Score Card Results
MD715 Trending data

DEOCS Inclusion Goal: 85+%
FEVS EE: 85+%

FEVS GSI: 85+%

ERGs / Affinity Groups (5+)
Small Business Goals
DMM Score Card Results
MD715 Trending data
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DEI Maturity Model Assessment Process Flow

PROJECT TEAM

DON ORGANIZATION

PHASE 1

Research/Develop Methodology

PHASE 2

CollectData

PHASE 3

Analyze and Interpret

PHASE 4

PresentFindings

* Establish/Generate
evaluation criteria

* Gain baseline
understanding of org
structure and DEI portfolio,
connect with key POCs,
kick-off briefing, etc.

* Conceptualize anchors to
represent each criteria at
each level

ﬁ

1-2 weeks

* Determine impacted
functional areas

e Assign primary
organizational support
POCs/LNOs

¢ Gather relevant data from
key POCs

* Qualitative data: (e.g., exit
interviews, strategy/policy
documents, etc.)

* Quantitative data (e.g.,
FEVS, DEOCS results,
MD715 data, EEO reports,
etc.)

ﬁ

1-2 weeks

e Communicate
requirements to key POCs
across the organization

* Determine requirements;
authorize access to
data/information

* Quantitative analysis:
Conduct statistical tests
(e.g., t-tests, ANOVA, chi-
square)

* Qualitative analysis:
Conduct frame of
reference training and
evaluate data

* Generate formal
communication products

2-3 weeks

¢ Continued communications
across the organization

* Facilitate additional
information flow (as
necessary)

ﬁ

* Communicate preliminary
results

* Develop technical report

* Discuss all criteria assessed,
methodologies,
interpretation of results,
and follow-on
consolidation/mitigation
plan

* Generate formal
communication products

2-3 weeks

* Prepare results
communications/follow-
on actions

ASN (M&RA)




Monitoring Under-Representation

Develop “weighted crosswalk”
that reflects the relative size of
the developed crosswalk to
each civilian occupation

Compare the estimated
Leverage data from ACS to relevant labor force data with
estimate percent of workers in the weighted crosswalk to
each civilian specialty; sift for calculate benchmarks and
age or other factors representation for gender,
race, and ethnicity

Pull occupational profiles

ISl 6112 G ErLA(0s from BLS for eachitem in

for benchmarking the cross walk

Develop a crosswalk to a

set of comparable civilian
occupations

September 20, 2022 ASN (M&RA)




Under-Representation: Sample Out

ut

Water Support Technician

Gender
MoSs SOC codes  SOC titles (N/A = automatically excluded) Male Female
" 1un 11-9121  Natural Sciences Managers 84% 16%
47-2151  Pipelayers
47-2152  Plumbers, Pipefitters, and Steamfitters
47-3015  Helpers--Pipelayers, Plumbers, Pipefitters, and Steamfitters White Black
51-6011 Laundry and Dry-Cleaning Workers 75% 10%
51-8021 Stationary Engineers and Boiler Operators
51-8031 Water and Wastewater Treatment Plant and System Operators

4

MOS 1171 (Enlisted) USMC Water Support Tech

B UsmC
Diversity Benchmark

92.0%
84.0% 79.0%__ .
73.0% 75.0%
71.5%
28.5% 27.0%
16.0%
8.0%
Male Female Non-Hispanic  Hispanic White

13.5%\ 10 0%
H 15% 0%
1.0% 1.5%
. 0:0% e

Black Native American Asian

September 20, 2022 (M&RA)

Group civilian benchmarks

Ethnicity
Non-Hispanic Hispanic
73% 27%
Race
Native American Asian Other/Multiple/Unknown
1% 3% 11%

11.0%

Other
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Under-Representation Framework

M&RA
(Chief Diversity Officer)

DON Entities and Services

Barrier & Equity Analysis
(EEQ /1G / OCHR/ SAPRO)

Governance
(DRB / EDAC / DEI Council)

DON Total Force Data Hub

DON DEI

' ©

12

Recetves analysis
and recommendation

Report barrier analysls to

appropriate governing body il

Select occupational Receive benchmark
specialty or entity to and identify
assess DEI posture underrepresentation
Compare the difference of Review workforce data, Conduct Examine Develop recommendations
job characteristics provided |—>  policies, procedures, root cause complaints and for policy updates and
by the underrepresentation practices and etc. analysis identify barriers mitigation strategies
framework against civilian
and/or GS requirements
Input analysis from the respective functional community may be warranted
Provides benchmark
O Compared with deta from |
Bureau of Labor Statistics
and Census Bureau Data used to derive benchmark ! profiles and diversity
h for each | specialty Civilian and Military). This ensures

that leaders are able to compare the estimated relevant labor force data with the
weighted crosswalk to calcufate benchmarks and representation for gender, race,
and ethnicity.

Ongoing evaluation throughout the HR business lines/phases for both the evolving
on-board and labor market trends to inform process at all steps.

o

Validate inputs and data

Final review of
recommendations




DEPARTMENT OF THE NAVY
Diversity, Equity, & Inclusion
Accomplishments

o 2%
° 5 . [ ]

Integrated the Under-Representation
Framework into OCHR Manual « @®

DON DEI assumes oversight of
Executive Diversity Advisory
Council activities to support
increasing diversity in future
leader candidate pool o

o C

o ®s
4

Advancing equity in federal o
procu rement
SECNAV held several roundtables with small businesses

and elected state and local officials to promote inclusive
policies and remove barriers to doing business with DON.

V2 173 18.1%

Do N Small business Small business

awards performance
executed

Exceeded the four socio-economic small business
targets: WOSB SDB HUBZone SDVOSB

Ted Talk Defense Acquisition @
University: Reimagining how we
harmonize diversity and meritocracy

Updated BUPERSINST 1000.22C
and MCO 6310.1C
(Pseudofolliculitis Barbae) & &

No Sailor or Marine shall be processed for
administrative separation or denied reenlistment
due to a PFB condition.

Developed a framework to
organize the 22 DON Civilian
Functional Communities

T  Monthly discussions to support workforce
development and improvement to
under-representation, career maps, and
career broadening assignments,

2 2 DON Civilian Functional Communities

Re-established Boost Program @

The Naval Academy Preparatory School (NAPS) prepares

Updated SECNAV Instruction 5031.1D

(Naming of Navy Assets)
P

Include the ASN M&RA as the Chief Diversity
Officer in all review and approval processes
for naming of Navy assets.

Developed an implementation
strategy to centralize the
management of over 45 leadership
development programs

Targeting high-performing GS 13/14/15 employees to
increase hiring pool diversity.

T O

4 5 + Leadership Development Programs

BOOST 2.0

10 MIDN

midshipman (MIDN) candidates whose initial test scores do not NAPS

meet the standard for NROTC admission.

MIDN candidates who successfully complete NAPS will receive a four-year NROTC scholarship
without board action and can then attend any school in which a NROTC program exists. To date,
9 individuals are enrolled in BOOST, which will eventually expand to 50 MIDN over five years.

Established strategic
partnership with OPM o «
Serving on OPM's CDO Steering Committee and
CDO Council as a primary DEI SME and contributor.

Partnered with Naval Air Systems
Command to complete first-ever
DON DEI Maturity Model

The assessment operationalizes inclusion and future state
strategies designed to promote meritocracy as part of an
enduring DON enterprise culture,

c Leveraged quantitative and qualitative
data to develop action plans and future
state strategies.

S_cholarship

year NROTC

Identified areas for DEI integration

Provided DEl-centric updates to DoD's primary P
personnel support pelicy document. =

Reinstated the Baccalaureate
Degree Completion Program

D € +

BDCP expands the talent pool in Navy officer ranks [ ]
by offering opportunities to students at universities L]
without an existing NROTC program, which enables

Navy to reach a previously inaccessible portion of

the diverse undergraduate market.

Lines of Effort

Developed initiatives and studies
to identify and address racial/
gender disparities P o

=2 S0t
s
Examples include (not all inclusive):
» Fitness Report Bias Study
+ Barriers to assignments and career development
+ Data collection to review potential disparities in non-judicial
punishment and UCM]
+ Command Screening Boards
+ Review of health disparities

Developed the Leader Reflection
Tool (LRT) 8

Release of Promotion Board Stats

Navy and Marine Corps will publish demographic statistical
data from all promation and advancement selection
boards, officer and enlisted, to increase transparency
within board processes and reinforce DoD's focus on
achieving equity across all grades. T

Developed guidance to ensure
diverse representation on high-
grade hiring panels T e

Mandated diverse representation
on Interview and Executive Resources
Board Panels for Executive Selections

T All panels shall be comprised of three to five

members who represent the diversity of the
enterprise to include age, race, and gender.

Partnered with George Mason
University to develop: ® @

Chief Diversity Officer's Certification

(D Policy @ Talent Management () Operations (& Culture




Advancing diversity in FO/GO ranks Governance

Assignments Study
Face Mask Study FITREP study Navy: DEI Council
EI&E and the Services
USMC: Diversity Review Board
i i i i DON: Executive Diversity Advisory Council (EDAC) azz)’::zees DON DEI updates to
Key dlsparlty and equlty Studles internal and external
(- \ 5
DON: Individuals with Disabilities Council (IWDC) / ) stakeholders

Alignment to OSD D2T

DON DEI Strategy

Strategic communications

DON DEI Implementation plan

Key focus areas L
DEI Initiatives In progress 3'-
Lines of Effort N

Culture
Operations
Policy

Talent Management DEI 101 Training and

Competency
Development

DON DEI Maturity Model
Organizational & Individual

Leader Assessment Capability U
Developing and implementing
DON-level policies and initiatives \__J

Adaptability

Under-Representation Framework
@) Consistency Diversity Baselines & Projections

/&

Leverage cultural transformation to reduce under-representation and
mitigate barriers to equity in the total force talent management lifecycle.

ASN (M&RA) ¢ DON Chief Diversity Officer

DONDEI




What’s Next?

Continuously linking the DON DEI framework to culture allows us to:
Better understand how to ensure DON is representative of the labor force of society
Increase access to labor market
Remove barriers to organizational equity
Increase organizational effectiveness

DON DEI Culture and Mission
Capabilities Enabling Capabilities
EXTERNAL FOCUS
-za\'\oﬂal
A Key outcomes and measures 0‘932;«\‘\“9
* Reduced underrepresentation \

. inclusive and
* Increased organizational equity

Motivated by a common purpose
DEl Integration >
* Underrepresentation Framework
+  DEI Maturity Model Agilei d . i
+ Disparity and Equity Studies gileinresponse to a dynamic enwronmen:
+ Partnerships with MAHRS, EEO and DASN CP »

Inclusive and Engaging for the Total Force

>

Key Focus Areas and g
Plans of Action

Grounded in a common Foundation
+ DEI Strategy (In Progress) =
+ Implementation Plan
+ DElGovernance
+ Strategic Communications and
engagements

>

Continuous Alignment to OSD

>

Existing policies, talent Data analytics, change Transformation
management systems, operational managementand

capabilities and culture process improvement

INTERNAL FOCUS

Structural DEI Transformation to enhance Culture and Mission Enabling capabilities




Questions?

ASN (M&RA)




